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[bookmark: _Toc182691715]1. Introduction
The rising level of complexity in work environments has been the reason for the adoption of innovative approaches in personal and professional development. Coaching and mentoring, being at the center of this evolution, were purposed to create better performance by individuals to meet the growing needs of organizational development. This report will attempt to reflect on my experiences in coaching and mentoring. This report will, therefore, incorporate Gibbs’ Reflective Cycle for reflective practice that has six stages: description, feelings, evaluation, analysis, conclusion, and action plan.
Coaching can be described as a collaborative process where a coach facilitates a collaborative process in developing an individual’s skills and abilities through structured conversations and feedback. While mentoring has been generally described as the process where one person with more experience offers the less experienced person some guidance pertaining to particular knowledge, advice, and guidance. Both mentoring and coaching aim at improving the capability and performance of the individual, but the focus is different: coaching is usually short-term and skill-related, while mentoring can be a more long-term relationship that focuses on developing or shaping the mentee in general. Key attributes for effective coaches include active listening, empathy, and the ability to develop insightful questions that bring about reflection and self-discovery on the part of the mentee. The reflection throughout this report will also weave in some key theories, such as the GROW model for coaching and the Johari Window for mentoring, as significant references throughout the following sections.


[bookmark: _Toc182691716]2. The Purposes of Coaching and Mentoring within an Organizational Context
[bookmark: _Toc182691717]2.1 Defining It and the Purpose
Nowadays, coaching and mentoring have become strategic tools in developing employees within fast-moving work environments. Coaching aims to develop performance, increase awareness, and achieve goals as specified. This is quite important in guiding individuals through challenges to realize their full potential. The broader objective of mentoring focuses on helping an individual engage in personal growth and development, building leadership capacity, and career development.
[bookmark: _Toc182691718]2.2 Comparative Views
Even though coaching and mentoring have an effect in bringing about growth, their methodologies and views are varied in nature. This is where coaching is often time-limited, with specific performance improvements targeted while in mentoring, the relationship is basically supportive, covering personal and professional issues. According to Kram in 1985, emotional support and career guidance further characterize the nature of the mentoring relationship, which may be valuable in influencing employee retention and job satisfaction. Yet, this supportive environment does differ from coaching, which at times uses more of a directive approach in order to identify immediate solutions.
[bookmark: _Toc182691719]2.3 Critical Evaluation
The effectiveness of coaching and mentoring practices may be in the very roles each performs in an organizational learning environment. Coaching does indeed have the ability to affect rapid development, and this at times can result in immediate, actionable ideas that prove useful in the performance enhancement process (Jones & Woodcock, 2001). In turn, mentoring leads to a long-term relationship that fosters mutual trust and shared experience; this can perpetuate a culture of collaboration and innovation within the organization. As Chao et al. (1992) have also noted, both approaches are important for creating dynamic organizational culture contributing to continuous learning and development.
[bookmark: _Toc182691720]3. Critical Analysis of a Particular Model of Coaching
3.1 Defining the GROW Model
GROW is one model popularly applied in coaching practice. The acronym for the model denotes the four steps in order: Goals, Reality, Options, and Way. Whitmore, in 2017, described the GROW model as an important framework that enables the individual to specify his goals clearly, appreciate the realities, create options toward the fulfillment of such goals, and identify the will of the individual in pursuing what course of action he has chosen.
3.2 Strengths and Limitations
There are a lot of strengths in the GROW model. First of all, it is quite easy to understand and carry out for both the coach and the participant. Besides, such a model contributes to a clear focus on goals and helps develop self-discovery, which may increase the motivation and engagement of individuals in every situation. For instance, in my coaching with Touqir, the application of the GROW model allowed her to clarify what he wanted to achieve and together to explore his reality, leading to possible options and a commitment to his action plan.
However, the GROW model does have its weakness. It highly relies upon the participant’s motivation and openness to the reflection process. Moreover, without prompting from the coach, it may not uncover deeper underlying issues which relate to performance (Lawton, 2010). In instances where emotional or interpersonal issues are high, it requires a process that is highly sensitive.
3.3 Practical Application
It also works particularly well in performance coaching situations that have to be clearly specified with outcomes quantifiable. For example, in a sales team willing to boost targets, using GROW will enable team members to focus on attaining specific sales targets and then take stock of their position, ways of improving their performance, and commit to definite strategies.
Goals: Setting the Clear Objectives
Clearly establishing the goals is the first element of the GROW model. This may well be considered as the most important stage for further direction in coaching. The goals have to be SMART, and SMART is an acronym for Specific, Measurable, Achievable, Relevant, and Time-bound. When goals are well set, they ensure focused effort by the individual and can be easily measured. According to Whitmore, clear goals actually not only motivate individuals but also provide a yardstick against which success can be measured. For instance, a manager may set a goal for the corporate setting: to enhance the productivity of the team by 20% within six months. This gives a clear target toward which to work (Whitmore, 2017).
Reality: The Realization of the Present Situation
The second letter, R, is for Reality, which is the assessment of the present situation and identification of the obstacles blocking improvement. This is the stage where one honestly looks at oneself and analyzes the reality at hand with a valid perspective. By getting insight into where one is, one can easily notice the gaps between what one is and what one intends to be. One can also notice his or her strengths and what resources one can rely on against eventual challenges. Whitmore (2017) attributes this stage as being imperative in laying the concrete foundation in coming up with ways which ensure definite success. Whitmore (2017)
Options: Considering Possible Strategies
After having understood the current reality, next follows an exploration of options that are viable in achieving such set goals. This stage allows for creative thinking where one is allowed to come up with a range of probable strategies. Coaches are important facilitators within this process through asking open-ended questions and encouraging clients to think out of the box. The objective is to discover several ways of achieving success and to check their viability. This is a very key stage, according to Whitmore, in empowering the individual to take responsibility for their development and take appropriate decisions. Whitmore (2017).
Way Forward: Committing to Action
This last step of the GROW model involves commitment to what individuals shall do towards achieving their goals. The stage therefore, entails an elaboration of an action plan with clear timelines as well as accountability measures. It helps an individual break down his or her goals into manageable steps in order to maintain momentum and effectively track progress. Whitmore, in 2017, determined this stage to be of prime importance in terms of keeping individuals committed to their goals and taking persistent steps toward those objectives. Whitmore (2017).
GROW Model Impact
Because of its power and simplicity, the GROW model has found wide application in business, sport, and personal development. Indeed, research supports that structured coaching models, such as GROW, can elicit superior performance coupled with higher satisfaction. For example, Grant (2014) established that those who received coaching using the GROW model had higher goal realization and personal growth compared to the ones that did not receive coaching at all.
The flexibility of the GROW model is also capable of adapting to a situation for different contexts and various needs of each individual. It offers a model that can adapt to fit various coaching situations; thus, it can be a flexible technique in dealing with a coach or his client. The GROW model has a way it can permit structured ways toward personal and professional development by focusing on goal setting, reality assessment, option exploration, and action planning.
[bookmark: _Toc182691721]4. Reflection on Practical 1 (Coaching Experience Using GROW)
[bookmark: _Toc182691722]4.1 Description
In my first practical coaching session with Touqir, I tried to develop his decision-making skills by taking his through the GROW model. First of all, the rapport was built at the beginning of the session, which I thought was to be built for the trusting environment to be built. I asked open-ended questions to help his describe his goals and current reality about academic performance and future desires.
[bookmark: _Toc182691723]4.2 Feelings
First, I was scared if I could really facilitate the session well. However, as our conversation developed and Touqir responded well, my confidence started to develop. Seeing his reflecting really made me satisfied, knowing that I contribute to his development.
[bookmark: _Toc182691724]4.3 Evaluation
The session went generally well because of the structured nature of the GROW model. Touqir was able to articulate clarity regarding his goals by the end of the session. I, however, felt that I could have leant a little bit more on letting his arrive at a solution rather than leading him through my suggestions. This also speaks to the need for flexibility in a coaching role.
[bookmark: _Toc182691725]4.4 Analysis
Looking back through the Gibbs’ model, one can reflect that my session was mainly structured, though it served its purpose; being more flexible might have allowed going deeper into Touqir’s personal issues. Such insight indicates that balance has to be drawn between structure and need for human touch in the coaching interactions.
[bookmark: _Toc182691726]4.5 Conclusion
In the future, I will strive to bring a balance between structure and fluidity into the coaching session. A focus on active listening and promoting self-discovery will serve to further elevate my coaching. 
[bookmark: _Toc182691727]4.6 Action Plan
In future sessions, I will try to apply more techniques that will help in increasing self-reflection and exploration, like encouraging Touqir to articulate his feelings even more. At the end of each session, I would be requesting his feedback in order to further improve my approach.
[bookmark: _Toc182691728]5. Reflection on Practical 2 (Mentoring and Giving Feedback)
[bookmark: _Toc182691729]5.1 Description
At the time of mentoring, I continued with the mentoring of Touqir in applying the Johari Window to promote his self-awareness and receiving feedback. Our discussions were based on his understanding of the model and how he would be able to use it in his academic life.
[bookmark: _Toc182691730]5.2 Feelings
I felt more at ease during this session as I knew from the previous session how Touqir communicated. I also sensed that he was valuing the mentoring model, which assisted in making the discussion useful.
[bookmark: _Toc182691731]5.3 Evaluation
The session went well since I was able to Touqir discover something new about himself that he had not been previously aware of. This was attested to by the fact that my feedback went down well, meaning the Johari Window was relevant in helping him to look at himself. However, there were instances where I felt strained in the effort to facilitate him revealing what might have been his blind spots.
[bookmark: _Toc182691732]5.4 Analysis
Looking back to this experience, trust is an important ingredient of an open learning environment. Johari Window encourages feedback be received but at the same time mutual understanding and acceptance of one’s vulnerabilities.
The Johari Window Model
The Johari window is a graphic concept of engaging for the maximum self-realization and inter relations. This Johari window consists of four panes of glasses: open area, blind area, hidden area, and unknown area. Each represents something different about self-perception and how much others know about an individual.
· Open Space: What is known to both oneself and others. Trust develops an individual open space through open communication and feedback.
· Blind Space: Holds information that the person doesn’t know but others do. Feedback remains very necessary in shrinking this area as it aids in acquiring more self-awareness.
· Hidden Space: What one knows but conceals from others. The more the trust, the better people are at sharing about this area.
· Unknown Knowledge: Is information that neither the individual nor others are aware of, yet it can be revealed through common experience and feedback. (Neurotactin, 2022)
Trust as a Foundation for Open Learning Environments
Trust is the singular element that can help make an individual feel safe in an environment meant for open learning and discourses. Trust helps in sharing personal insights and vulnerabilities of the individuals with each other, which is necessary to expand the open area of the Johari Window. Trust in a learning environment may be established through regular and constructive feedback and evolving an atmosphere of openness and respect for the opinions of others. This has been in some way or the other reflected in Quarry Magazine.
Feedback and Mutual Understanding
Feedback is an integral part of the Johari Window model, for it is by the feedback others give about us that the blind areas are opened up. There has to be a trust relationship in which you know that such feedback is intended to support and further your learning process. Receiving feedback is closely linked to mutual understanding and acceptance of vulnerabilities. People are much more likely to be wholly honest when feedback is viewed as an opportunity to learn, rather than to criticize. 
Accepting Vulnerability
In an open learning environment, personal development is documented to require one to accept his or her vulnerability. It is a fact that Johari Window encourages an individual to open up about himself by increasing the open area, hence becoming vulnerable. This process enhances not only his self-awareness but also interpersonal relationships as the individual becomes more empathetic and understanding towards the views of others. It was the view of Medium.
Johari Window in Action
The Johari Window model has been widely applied in education, through direct and extended means in therapeutic and organizational development settings. This model guides feedback conversations between faculty members and students in educational contexts while helping to enhance the institutional culture of feedback tremendously. The academic setting would provide an environment that is conducive to the retention and satisfaction of students by fostering a culture of seeking and viewing feedback as part of life.
The Johari Window applies in organizational settings to improve workplace relationships and workplace communication. Organizations make attempts at establishing a culture of mutual trust and collaboration through increasing openness among employees and by inviting feedback from others. In fact, such an approach helps not only in individual performance but also supports the goal of organizational success as a whole (Leadership Nexus).
[bookmark: _Toc182691733]5.5 Conclusion
I find that effective mentoring is a two-way conversation. In my further development as a mentor, I must be able to create an opportunity and environment where mentees are free to share with me areas of their vulnerability.
[bookmark: _Toc182691734]5.6 Action Plan
In future mentoring sessions, I would institute some ground rules in communicating that would help me in building trust and ensuring that the feedback is mutual. I would also strategize on how to handle potential resistance from mentees in discussions of personal insight and vulnerabilities.
[bookmark: _Toc182691735]6. Conclusion
This report articulates my experiences in coaching and mentoring, highlighting the significant role each plays in fostering both personal and professional growth within the workplace. The reflections herein are made using the GROW model for coaching and the Johari Window for mentoring, thus showing the complexity of these processes and the importance of effective communication and adaptability.
These will, therefore, be my guide in experiences to come in my career. I will make sure that I am able to provide a conducive environment for coaching and mentoring where active listening and self-discovery on the part of the coachee or mentee can thrive. Reflection with feedback shall be invaluable tools of continuous improvement to help me become an increasingly competent professional in these critical roles.
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