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Introduction
I am a student with level 6 Leadership and Management Skills to the workplace at University of Wales Trinity Saint Davin. In my last term for this academic year, I am studying module named Coaching and Mentoring Skills to the Workplace. It was given to me a task to write reflective report 2500 words. This report must include my experience during the module and within my report I must reflect on my own coaching and mentoring survival.
This report will include Introduction, critical evaluation of the purpose of coaching and mentoring, critical analysis of a specific model of coaching, reflection during my experience on practical assessment task one (coaching) and reflection on my practical assessment task two (mentoring).
Brief explanation of reflective nature.
· According to certain perspectives, contemplation is idealistic and something that both teachers and student teachers ought to undertake but infrequently accomplish (Korthagen, 2001; Mena et al., 2011). Based on this idea of reflection in education, numerous proposals have been made to help teachers and students reflect, such as by using scaffolding scripts (Harford & MacRuairc, 2008; Quinton & Smallbone, 2010). 
· Analysing and assessing one's own teaching methods critically in order to increase efficacy and student learning is known as reflection on teaching. To find areas for growth and strengths, it entails evaluating instructional methodologies, classroom management, student involvement, and course delivery.
In this reflective report will be used GROW model for coaching and Forse Field Analysis for mentoring. Gipps reflective Cycle will be used as model of reflection to reflect on practical task one and practical task two.


Critical evaluation of coaching and mentoring in workplace.

Coaching and mentoring are frequently separated from one another. While mentoring focusses on the transmission of expertise from an experienced worker to a junior employee in order to develop and flourish, coaching is considered to concentrate on improving knowledge or a particular ability (Parsloe and Wray, 2000). For a number of decades, the advantages of mentoring relationships have been promoted. The empirical literature on mentoring and coaching, however, has only become more prevalent since Kram's (1985) important work on mentoring relationships at work.

· Coaching and Mentoring skills in the workplace is the most effective way probably to attain the best performance at work.
· The use of coaching and mentoring is becoming more and more common in contemporary businesses as a crucial management strategy for improving skill sets. 
· According to Troski (2009), coaching theory indicates that organizations that implement coaching and mentoring interventions typically observe an improvement in organizational performance.
Coaching definition
To assist people or groups reach their goals, whether they be personal or professional, coaching is a process that involves development, support, and guidance. It entails offering ideas, support, and feedback to improve abilities, output, and attitude.
Sports, education, business, and personal growth are just a few of the domains in which coaching can be used. Through goal setting, goal-setting, and ongoing development, a coach assists people in realizing their potential, overcoming obstacles, and developing.
The impact of coaching on schooling is already profound. It appears that consensus on the goal of education is required in order for educational leaders, policymakers, administrators, and practitioners to maximise coaching interventions in educational institutions. Beginning in the early 2000s, "coaching in education" has emerged as a relatively unique field of study and practice. In the UK, a Key Stage 3 National Strategy pamphlet was released in 2003 to encourage the growth of coaching. A collaborative approach's non-directive components are usefully combined with certain obviously directive components in instructional coaching.

Mentoring definition
There was a figure in Greek mythology named Mentor. Ulysses left his son Telemachus in the care of his long-time friend Mentor, a knowledgeable and reliable counsellor or advisor (Clutterback 1991).
The phrase "mentoring" is widely understood to mean many things, and it is frequently used interchangeably with "coaching." In the context of the endeavor, it is crucial to begin by effectively defining what mentoring means. Here are a few instances of definitions of mentoring from various organizations, along with some traditional generic definitions:
· At EDS, mentoring is a reciprocal learning relationship where peers support one another's professional and personal growth through guidance, coaching, role modelling, counselling, information sharing, and offering psychological assistance.
· A relationship—rather than merely a process or activity—wherein one individual professionally supports the growth of another outside of the typical manager/subordinate dynamic.
· A mentor is a person who develops a one-on-one relationship with a student and whom the student feels has made it possible for them to grow personally.
· According to ‘’The Myth of the Mentor’ (McPaitland,1985) and the following definition of mentor: Like a coach in sports, a mentor serves as a guide and instructor for the political nitty-gritty, providing criticism and practicing tactics. He or she gives you funding, awareness, and exposure, opening doors and ensuring that you receive projects that will draw attention to you. Additionally, mentors accept responsibility for your errors and serve as guardians until you are well-established enough to receive criticism on your own.
Main purpose of coaching and mentoring in the workplace.
Mentoring
The main objectives of coaching and mentoring in the workplace are to foster a friendly environment, increase productivity, and encourage employee growth. Both coaching and mentoring are elements of educational training meant to help people advance in their jobs. There are several similarities and differences between coaching and mentoring's main issues. These are related to the professional growth, career development, and self-improvement of the mentee/coachee.
· Robinson (2001) asserts that the most effective way to quickly transfer knowledge and skills and inspire new personnel to collaborate with the organisation is through mentorship. Academics, politicians, sports, actresses, and other artists commonly use this term to describe the person they chose as a role model or who significantly influenced their careers in their early years. Generally speaking, this approach is used in both business and education.
· A recent Fortune 500 survey found that 96% of executives reported mentorship as a key developmental tool and 75% said it had been essential to their success in their careers (Heinz 2003). A mentor is a teacher who has a close, personal, and lasting relationship with a pupil that allows them to critically focus on completing tasks (Brown and Krager 1985; Kirkham 1993).
Let is summarize the purposes of mentoring:
· emphasizes long-term professional and personal development.
· involves a more seasoned expert mentoring a less seasoned worker.
· offers guidance, encouragement, and experience-based insights.
· aids in professional advancement and leadership development.

Coaching
· The functions of coaching and mentoring are comparable, and a mentor may be asked to perform both in a professional setting. Although coaching, counseling, and mentoring are frequently used interchangeably, many academics distinguish between the two (Carter and Lewis 1994; Evered and Selman 1989; Kirk et al. 1999).
· According to Antonioni and Vander (2000), coaching is important in business. For them, coaching is a collaboration between a manager and a direct report, with the coach's major goal being to help the coachee reach their full potential. By removing obstacles preventing workers from realising their full potential, coaching can assist an organisation in fostering a positive work environment and meaningful positions. Employee morale can be raised and productivity increased with its help (Franklin 2000).
Let is summarize purposes of coaching in the workplace:
· aims to increase performance and certain talents in a shorter amount of time.
· entails a methodical approach with quantifiable objectives.
· promotes accountability, self-discovery, and problem-solving.
· is under the direction of a peer, a manager, or an outside coach.

Critical analysis of specific model of coaching.
In this report following on the practical assessment at university will be define GROW model of coaching and Forse Field Analysis of monitoring.
GROW model of coaching.
One of the most often used coaching frameworks is the GROW model. The method can be applied to many different coaching modalities. We'll go into greater detail about this method of coaching leadership and personal growth in this post.
At Performance Consultants International, Sir John Whitmore and his associates created this coaching paradigm in the 1980s. His book Coaching for Performance, published in 1988, has been in widespread usage for many years. GROW was created in an effort to generate stronger leaders by identifying a more efficient method of company leadership. Performance has improved globally as a result of the strategy.
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Figure 1. GROW coaching Model

GROW stands for the following elements:

· Goal (aspirations) - A useful exercise in the framework's goals section is assisting a client in identifying their strengths and coordinating them with their objectives.
· Reality (the problems or circumstances that exist now) - Remembering how perspective functions is crucial when operating within the GROW framework's world. A client would benefit greatly from knowing this information if they have never experienced the pleasure of reframing and growth mindset interactions. 
· Choices, option (capabilities, assets) - The GROW framework has several amazing options. It gives clients the opportunity to consider options and determine which will best advance their goals. The client is more emotionally invested in and motivated by these possibilities as they are developed.
· Future directions will (personal responsibility and actions: what, when, by whom, and will do it) - This GROW model step outlines a clear course of action and creates a detailed plan for the future. Clients can plan and maintain momentum when future impediments inevitably arise by anticipating these challenges. Clients who have an accountability buddy will be more able to follow through on their commitments.

This model raises the bar for goal setting. Goals that are well-defined are motivating and demanding. By using this method to aim for a more expansive goal view, leaders are more fulfilled, productive, and self-motivated.

Advantage and disadvantage of GROW model of coaching:

Advantage of the GROW model:
· Simple and Easy to Use: Because of its methodical approach, it is appropriate for both inexperienced and seasoned trainers. 
· Goal-Oriented: By concentrating on certain objectives, people are held responsible and inspired. 
· Promotes Self-Discovery: This enables individuals to resolve issues independently rather than relying on direct direction. 
· Flexible and adaptive fit for a variety of situations, including business, sports, and personal development. 
· encourages creativity and critical thinking, which enhances problem-solving skills.


Disadvantage of the GROW model:
· depends on the coachee's level of self-awareness; if the coaches lack self-awareness or are not open to change, progress may be impeded. 
· Lack of Emotional Depth: The paradigm emphasizes actions and solutions more than emotions, which may be necessary for more significant change. 
· Can Be Time-Consuming: Sessions that are not well facilitated may drag on longer than expected without yielding any discernible results.
· The effectiveness of coaches is based on their ability. The paradigm's influence could be lessened if a coach isn't equipped to ask the right questions. 
· The GROW model is still a valuable coaching tool despite its limitations when used by a trained coach who can adapt it for different individuals and situations.

Reflection on Practical 1 – Coaching
The ability to reflect on our work is increasingly recognized as one of the most critical competencies of good professional activity. However, operationalizing and defining the concept of reflection has proven to be difficult, which can make it more difficult to think of workable approaches to enhance this talent. The Gipps Model of Reflection is a structured approach to reflective practice that is widely used in professional development. By applying it to workplace coaching methods, we may use the model's primary reflective phases to investigate how coaching impacts employees and organizational development:
· Description – Without doing any analysis or interpretation, this step entails providing a detailed description of the event or circumstance. My task as student level 6 and my new Module ‘Coaching and Mentoring skills to the workplace’ was presentation on coaching skills to the workplace. Now it was given me task to reflect on it. Coaching in the workplace is assisting employees in developing their skills and improving their performance and resolving problems. Coaching techniques may be use as providing feedback, like good listening and questioning.
· Analysis - At this point, people examine the circumstances to find any underlying problems or contributing elements. Reflection-on-action is particularly important for coaches since it enables them to make progress from one session or competition to the next. By employing reflection-on-action, coaches may control their emotions and bridge the knowledge gap between their practice and coaching experience (Knowles, Tyler, Gilbourne, & Eubank, 2006). It can help a coach make decisions when faced with difficult options (Roberts & Faull, 2013).
· Evaluation – At this point, the experience must be assessed, taking into account both the good and the bad. Positive aspect: Using experience before I was confident in myself. During my study at university, I build good teamwork and collaboration, motivation and higher productivity. However, I faced some challenges, because I coach for first time. I was worried whether I would be able to figure out the goals my peers would like to achieve. Overall, my feedback was very good, my knowledge and understanding of my peer's problem and goals he would like to achieve was success and my coaching was effectiveness.
· Conclusion - At this point, conclusions are made regarding what could have been done differently and what the experience has taught us. In future coaching I can improve me my time management skills, to ignore my concern, to try always explaining briefly the model I will using at the start.
· Action plan - In the final stage, I develop a strategy to address the issues I have identified and improve my performance moving forward. To increase my listening skills: I have understood my peers' points of view completely before offering recommendations. Ask open-ended questions rather than direct ones to encourage peers to consider their own responses. Establish SMART goals: I have to make sure that the objectives of coaching conversations are time-bound, relevant, measurable, achievable, and explicit. Regularly Provided Feedback: Coaches should be ongoing activities rather than one-time events.
By using the Gipps Model to evaluate their coaching methods, managers can enhance their coaching style and boost its efficacy in fostering employee growth and workplace success.


Reflection on Practical 2 – Mentoring
The intentional examination of past experiences, concepts, and approaches with the goal of learning and improving practice is called reflection in mentoring.
Mentors should encourage their mentee to revisit experiences and thoughts, evaluate them critically, and apply the lessons acquired to future interactions in addition to reflecting on their own practice and role in the mentoring relationship. A mentor can assist by posing queries and offering viewpoints that the student may not have considered on their own.

Examining one's own work 
A mentor must also reflect on their own practice, which is the second reason that reflection is crucial. You will contribute everything of your personal experiences, opinions, prejudices, and methods of operation as a mentor. Examine these and work to become a better mentor in order to help your mentee the most. Understanding that they are not flawless, a mentor who reflects on their own work looks for methods to improve their ability to assist their mentee.

By using the Gipps Model to reflect on their practices, mentors can create more supportive and productive mentoring relationships at work.
· Description – Briefly explanation what mentoring involve. In the workplace, mentoring involves an experienced professional (mentor) assisting a less experienced colleague (mentee) in developing their skills, knowledge, and confidence. Mentoring is typically a long-term, evolving relationship as opposed to coaching, which is typically performance-oriented and transient. My task is to reflect using Gipps model of reflection on my own Practical presentation two – Mentoring.
· Analysis - As a result, thinking back on my own mentoring practice and the expectations and experiences I bring to the table might be beneficial. I will bring all my personal experiences, opinions, prejudices, and methods to the role of mentor. Looking at these and trying to do better as a mentor this will help me support my mentee more effectively. Understanding that we are not flawless, a mentor who reflects on their own work looks for methods to improve their ability to assist their mentee.
· Evaluation – What was positive and negative? The good point was that I was better prepared for my presentation 2. My concern was gone. I felt more confident already knowing the problem and goals my peer would like to achieve. I started session feel much more confident in myself. Gave a very good presentation of the model I used for mentoring. I explained very good the goals on my client. My question reflected very good on the model. I have improved significantly my practical skills. My first feedback was good, but now the second feedback was significant. 
· Conclusion – In future mentoring skills I have achieved during learning this module can help me in my carrier grow and leadership development (help me to support and guide my team more efficiency), to improve my communication skills, my interpersonal skills, to continue learning and self-reflection myself. 
· Action plan - As soon as possible, establish goals and a structure for mentoring sessions. Your mentoring strategy should be adjusted according to the mentee's chosen learning styles and desired career path. Apart from providing guidance, mentors should also be open to the mentee's fresh perspectives. To keep things going ahead and track your progress, schedule frequent meetings. Encourage the mentee to reflect on experiences, challenge themselves, and seek out opportunities for additional education.


Conclusion
This study has discussed several similarities and differences between the main issues surrounding coaching and mentoring. Coaching and mentoring are part of the educational program designed to help people progress in their careers. Self-growth, professional development, and career development are all related to the supervisee. Mentors and coaches help students achieve their goals by acting as counsellors, consultants, guides, and facilitators. A mentor or coach must be able to: (1) have specific plans and goals; (2) communicate well; (3) possess the necessary knowledge and abilities regarding the candidate's field of interest; and (4) be able to build a positive and professional relationship in order to respond effectively. Regular meetings between the coach and mentee are recommended. The meetings may take place in person. However, other students rely more on discussions via email or phone calls. Nonetheless, in-person sessions are the most useful for coaching and mentoring. By implementing coaching and mentoring in the workplace, employers may cultivate a culture of learning, boost employee engagement, and produce future leaders. People can grow their networks, improve their leadership skills, and progress in both their personal and professional life by cultivating these attributes.
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