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[bookmark: _lomc8rxxmy4g] Introduction 
According to Hussey and Campbell (2021), coaching is an activity or profession performed by an experienced person to offer guidance and improve the performance of other individuals. It is defined as a process whereby the skills, knowledge and potential of people are improved through the identification of an individual's strengths and weaknesses. Coaching in the workplace refers to a process through which authoritative positions such as a manager within the organisation offer continuous support and guidance to its employees.  According to Jones and Smith (2022), mentoring is defined as a connection between an experienced individual and a less-experienced one where the former guides the latter in imparting new skills. A mentor is someone who motivates people to set goals and also provides feedback to make them aware of their performance. In order to become an effective coach there are a few skills necessary such as communication, active listening, leadership, emotional intelligence and so on. However one of the key attributes of a coach is his/her communication skills (Weinberg and Scandura, 2024). Effective communication is a key requirement for a good coach as it helps him to articulate his ideas and enables self-discovery for an individual. Thus, in this reflective report, there will be a discussion about the purpose of coaching and mentoring within the workplace. In the later part, the GROW coaching model will be used to critically understand its relevance in maintaining employee confidence and productivity within the workplace. Later there will be a reflection on the chosen model to reflect on my own experience in mentoring and providing feedback. 
[bookmark: _m1f9jtuezjsm]Critical evaluation of the purpose of coaching and mentoring within a workplace. 
The purpose of coaching and mentoring within the workplace are as follows-
1. Skill development- Skill development is an important aspect of any organisation and proper coaching can help employees become effective in skills. The purpose behind coaching and mentoring is to assess the strengths and weaknesses of employees and identify their present skill levels. Mentorship and coaching can help employees learn new skills and update on existing skills through continuous feedback received from mentors (Atkinson et al., 2022). A mentor can also share real-life experiences with employees to offer practical approaches and skill application. Thus coaching and mentoring serve an important purpose for the organisation in terms of skill development and a subsequent improvement in productivity for the organisation. 
2. Improvement of performance- The purpose behind coaching and mentorship is to improve the performance of employees and ensure that they are equipped with relevant skills for better work productivity. Mentors can offer personalised guidance to employees motivate them to identify areas where they are lagging behind and help them understand company demands and goals (Ivey and Dupré, 2022). Mentors provide employees with industry-relevant knowledge and demonstration of practical solutions to work issues which helps them to approach an issue with a better mindset which ultimately improves organisational performance. Improvement in performance can help the company carry out its day-to-day functions smoothly.
3. Career Guidance- In a workplace employees tend to perform better when they are given guidance to improve their career and climb up the corporate ladder. A mentor in the workplace can guide employees in selecting the best course of action. A mentor can target an employee individually and offer a personalised development plan where their aspirations will be broken down into achievable steps (Magee et al., 2022). Moreover, a mentorship program within the workplace can help employees gain knowledge about industry-relevant issues and gather insights about the latest trends within the industry. This guidance can help employees to create a career roadmap which will facilitate their career progression. 
4. Increase employee engagement- the purpose of coaching and mentorship within a workplace is to offer continuous feedback and guidance which ultimately helps in increasing employee engagement. When employees feel that their specific needs and issues are addressed individually through coaching and mentorship they tend to engage more with the management and improve their performance (Rasool et al., 2021). A coach offers open communication due to which employees can build trust and thus encourage them to involve themselves more deeply within the workplace. A mentor or coach helps employees to view challenges as opportunities and help foster a growth mindset. This motivation and confidence persuade employees to share their thoughts and opinions without hesitation and ultimately results in more engagement. 
5. Positive work culture- the purpose of coaching is to create a positive work culture within the workplace by encouraging personal growth and building up employee confidence. Coaching enables employees to identify their strengths and weaknesses which reduces conflicts within the workplace and a smooth workflow (Fridan and Maamari, 2024). A coach allows open communication which helps employees to express their ideas and issues which reduces the occurrence of misunderstanding. At the workplace continuous coaching sessions enable employees to understand their performance and infuse them with the relevant skills needed to manage issues and carry the load. 
[bookmark: _9b89s2ods569]Critical analysis of a specific model of coaching 
The model that would be chosen for coaching is the GROW coaching model which stands for Growth, Reality, Options and Will (Rahman, 2023). I have chosen this coaching model as it will help me identify my subject goals and clarify a plan through which I will be able to make the subject achieve the expected outcomes. I will first break down the GROW model by talking about the growth aspect. In this stage, I will try to clearly define the goals and outcomes that my subject wants to achieve. I will engage in question-and-answer rounds where the subject will be interviewed extensively to understand the objectives and allow the person to continue the conversation. I will apply my listening skills to understand their perspectives more clearly. In the next stage which is Reality, I will try to relate the current situation with the targeted goal and identify the challenges that might deter goal achievement. It will also help me assess the resources necessary and the existing resources that can be used for coaching purposes. In the third stage which is Options, I will analyse different strategies and solutions which will help in goal achievement. In the last stage which is Will, I will try to design a concrete plan after considering all options. I will prepare a timetable and prescribe a timeline within which the coaching goals will be achieved for the subject. Thus, the GROW model will help me in delivering my coaching role and commit myself to an action plan that will serve as my guide.
  
[bookmark: _vtvp1ol46uv5]A critical analysis of my chosen model of coaching – advantages and disadvantages – examples of situations in which the model would be most useful.
The advantage of using the GROW coaching model is that it offers self-reflection for a coach. This self-reflection helps a coach to deeply examine the subject's current situation before developing an action plan for coaching. At the workplace, the GROW model can help a coach assess the strengths and areas for the development of an employee. This provides a greater self-awareness about the subject's abilities and shortcomings which further helps in addressing issues from a more individualistic perspective. Secondly, the chosen coaching model is beneficial as it helps empower employees to take responsibility for their own development and identification of issues and solutions (Hamilton, 2022). GROW model also offers a more structured approach to address the issues of a subject and helps in n breaking down the goal and actions needed to achieve it in a stepwise manner. For instance, at a workplace GROW model can be useful in clarifying team roles or when a manager needs to identify a performance gap of an employee or help an employee identify their career goals and progress. The disadvantage of the GROW model is that the model has too many structures and is linear in approach. The structure is too rigid and may not be applicable in situations which require more flexibility (Bloomberg, 2022). Secondly, the model neglects emotions and only has an eye for a concrete action plan and a goal. Thirdly, the model overly relies on clear identification of goals which can be difficult to ascertain when a subject is unsure and lacks clarity. 


[bookmark: _sdidhhdes7ut] Reflection on Practical 1 
[bookmark: _uhx5qq96izqx]A model of reflection to reflect on my first assessed experience of coaching and goal setting.
I will be using Gibbs's Reflective model to assess my experience of coaching and goal setting. I got the opportunity to act as a manager in one of the organisations which demanded coaching and mentorship for the professional development of the employees. I was asked to lead a team of ten employees for a particular project and coach As a coach, I first tried to develop rapport with the team and tried to know each team member individually. The team consisted of 10 members and I was given the responsibility to assess their strengths and weaknesses in order to develop an action plan to help them achieve their goal. Firstly, I started with an initial assessment which was difficult initially as each member expressed different strengths and weaknesses. Each individual requires a different action plan and skill development to achieve a similar goal. I found that some of the team members lacked more skills than others which was challenging for me as it required a more personalised and rigorous feedback and mentoring process. Keeping the situation in mind I made an action plan where workshops were offered to the team where they were given practical demonstration of skills. As a coach, I monitored their performance throughout the action plan and provided feedback to the team members where they showed lag. Some of the responsibilities I performed as a coach manager in the organisation are as follows. First, I evaluated the current abilities of the team and also identified areas of development. I found that a few of the team members needed personal guidance in improving their communication skills. Therefore, I tried to engage them in role-playing exercises where they were allowed to perform their respective orioles in a hypothetical scenario. I learnt that this helped them to improve their confidence. As a coach, I also tried to set goals for the team by initiating conversations with the team members and addressing their current situation. After considering their needs and capabilities I tried to guide the team in defining their goals with the help of a SMART model. This enabled me to present a definite picture of the team members' focus on the goal specifically and make it measurable. It also helped me to make the goal achievable, and relevant and assign a time frame for clarity. After the coaching experience, I can evaluate by saying that the guidance that I provided helped the team participate in open dialogue, identify conflict and provide solutions constructively. The team members were more confident about the goal and developed an awareness of the steps and resources necessary for reaching the target. After setting a goal the team members were able to become more focused and divert themselves from any kind of distractions. As a coach, I felt that they developed a heightened sense of motivation towards achieving their goal after the coaching sessions provided. 

[bookmark: _5i06ej9x7kyw] Reflection on Practical 2 
[bookmark: _lj39xdt9lccr]Use your chosen model of reflection to reflect on your assessed experience of mentoring and providing feedback
Using the Gibbs Reflective model, I will try to reflect on my experience of mentoring and providing feedback for the team that I have coached. Being a mentor was a deeply rewarding experience as it allowed me to share my experiences and knowledge with the team and guide others to witness their growth. From my mentoring session, I was able to assess that the open flow of communication between me and the team members enabled them to build trust. This build-up of trust allowed them to share their challenges and issues without the fear of judgment. It also helped me as a mentor to develop my leadership skills and look at challenges from different perspectives. I also understood that any kind of partnership or goal attainment is a two-way dialogue process where there is an exchange and consideration of sentiments from both sides. I saw that by engaging in a two-way dialogue princess the team members started opening up and sharing their fears and doubts about the goal. After working with different individuals I also developed a sense of humbleness which is necessary as a mentr to deliver work under stressful situations. After delivering my mentorship sessions I also allowed the team to offer feedback about the session and about my role as a mentor. I learnt from one of the feedbacks by a mentee that he found the mentorship session extremely useful and was enlightened with new ideas to achieve the goal. From other feedback, I learnt that a few of the team members found it difficult to grasp the lecture sessions and that I was not able to address their concerns. One of them offered his feedback by saying that at times I went too fast in the delivery of instructions which made it difficult for him to follow up. As a mentor, I was able to identify a few blind spots as identified by the team members. For instance, one of the respondents was of the opinion that sometimes my communication style came about as overly direct. Thus, I learnt from the feedback that I need to be more sensitive in my approach and while communicating. One of the feedbacks suggested to include more hands-on and practical sessions instead of relying extensively on theoretical approaches. Additionally, the feedback I provided to the team members was also appreciated. The team members felt that my mentorship was insightful and that they felt constantly supported and motivated. I learnt that I was able to give appropriate knowledge about the goal and was able to delegate tasks based on special skills possessed by each respondent. In short, I can evaluate the experience as enriching and helpful in developing my own personality as a mentor. I have learnt that I can try new strategies and techniques of mentoring which can benefit them more. 


[bookmark: _jj35ieconc4x] Conclusion 
In conclusion, it can be said that coaching and mentorship are important aspects of the workplace. The success of any workplace depends upon the development of employee skills and their ability to perform better for organisational growth and profit. Therefore workplaces should be equipped with efficient mentors and coaches who can help the employees and motivate them to achieve their objectives. It was learnt from this reflective report that coaching and mentoring have a purpose within a workplace. Proper coaching and mentorship help a workplace to perform better due to the free flow of communication and improvement of performance. In the later segment, it was learnt that applying a specific coaching model can help a mentor or a coach to guide their team or mentee properly. One of the coaching models that was discussed in this report was the GROW model. The model can help coaches by providing a structured framework which can help in delivering a coaching session to create an action plan for the goal achievement of the respondent. 
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