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1. Introduction
[bookmark: _Toc192838278]1.1 Introduction to the Report
The evaluation examines my experiences from peer coaching and peer mentoring to assess their value for professional advancement. The report examines practical coaching and mentoring instances with identification of theoretical frameworks that measure their operational efficiency in actual workplace conditions. Professional development requires reflection because it provides understanding about how coaching and mentoring impacts skills acquisition and relationship development and leadership competence (Griffiths, 2015).
[bookmark: _Toc192838279]1.2 Reflective Nature of the Report and Chosen Reflection Model
A systematic approach to reflection enables learners to obtain knowledge from their previous encounters. The paper utilizes Gibbs’ Reflective Cycle (1988) by following its six stages starting with Description then Feelings followed by Evaluation then Analysis before Conclusion and culminating in an Action Plan. The Gibbs model functions across professional and educational contexts to provide structured evaluations that yield important learning components according to Brockbank and McGill (2006).

[bookmark: _Toc192838280]1.3 Definitions of Coaching and Mentoring
Coaching is a goal-oriented, short-term process aimed at enhancing specific skills or performance (Kamarudin et al., 2020).
Mentoring is a long-term, relationship-driven process focusing on overall career and personal development (Gordon and Brobeck, 2010).
Key difference: Coaching is structured and performance-focused, while mentoring is more holistic and developmental (Connor and Pokora, 2017).

[bookmark: _Toc192838281]1.4 Key Theories and Models in the Report
GROW Model (Whitmore, 2009) – A structured coaching model focused on goal setting and performance improvement.
Johari Window (Luft and Ingham, 1955) – A self-awareness model used in mentoring.

[bookmark: _Toc192838282]1.5 Evaluation of Real-Life Coaching and Mentoring in the Workplace
This report will critically analyse real-life peer coaching and mentoring experiences, reflecting on their effectiveness and the learning derived from them.

[bookmark: _Toc192838283]2. Critical Evaluation of Coaching and Mentoring in the Workplace 

[bookmark: _Toc192838284]2.1 Defining Coaching and Mentoring 
Definition of Coaching
Coaching is a structured, goal-oriented process that helps individuals develop specific skills and improve performance in a short-term timeframe.
It involves a coach guiding an individual through questioning, feedback, and reflection, fostering self-directed learning (Jones and Woods, 2016).
Key Characteristics of Coaching
Performance-focused: Aims at improving specific skills or achieving workplace goals (Tompkins, 2018).
Short-term engagement: Designed for immediate impact and skill enhancement.
Structured and measurable: Uses frameworks such as the GROW model for coaching conversations (Passmore et al., 2019).

Definition of Mentoring
Mentoring is a long-term, relationship-driven process where an experienced mentor provides guidance, support, and advice to a less experienced individual (Weinberg and Scandura, 2024).
It focuses on career progression, leadership development, and personal growth (Connor and Pokora, 2017).
Key Characteristics of Mentoring
Relationship-based: Built on trust and ongoing support (Cameron and Ebrahimi, 2013).
Long-term development: Extends over months or years to enhance career and professional growth (Mason, 2006).
Broad focus: Covers both personal and professional aspects, unlike coaching, which is more task-specific (Cleary and Horsfall, 2015).
[bookmark: _Toc192838285]2.2 Comparison of Coaching and Mentoring 

	Aspect
	Coaching
	Mentoring

	Objective
	Skill enhancement and performance improvement
	Long-term career development and personal growth

	Timeframe
	Short-term (weeks or months)
	Long-term (months or years)

	Structure
	Formal, structured process with set goals
	Informal and relationship-based with evolving goals

	Focus
	Immediate challenges and skill-building
	Holistic career and leadership development

	Approach
	Questioning, feedback, and structured sessions
	Advice, guidance, and support over time


Situations Where Each Method is More Effective
Coaching is more effective in performance management, leadership skill-building, and short-term challenges (Jones and Woods, 2016).
· Mentoring is beneficial for career planning, succession planning, and employee retention (Weinberg and Scandura, 2024).
· Organisations integrate both coaching and mentoring to develop employees at different career stages.
[bookmark: _Toc192838286]2.3 Purpose of Coaching and Mentoring in the Workplace 
Enhancing Employee Performance and Leadership Skills
Coaching and mentoring enhance employee performance by developing skills, boosting motivation, and fostering accountability (Connor and Pokora, 2017).
Leaders who engage in coaching create a culture of continuous learning and feedback, improving decision-making and adaptability (Khakwani et al., 2012).
Workplace coaching enables employees to set clear goals, leading to higher productivity and efficiency (Cameron and Ebrahimi, 2013).
Increasing Job Satisfaction and Retention
· Employees who receive coaching and mentoring report higher job satisfaction due to recognition, support, and development opportunities (Hussey and Campbell-Meier, 2021).
· Mentoring helps in career progression, which in turn reduces turnover rates and improves employee engagement (Tompkins, 2018).
· Companies that integrate structured mentoring programmes experience lower attrition rates (Ganesh et al., 2015).
Organisational Benefits: Engagement, Stress Reduction, and Career Growth
· Coaching and mentoring reduce workplace stress by providing a supportive framework for employees to discuss challenges (Al Hilali et al., 2020).
· Organisational mentoring initiatives support leadership succession planning, ensuring long-term business continuity (McCarthy, 2014).
· Case studies show that companies implementing mentoring programmes have higher employee engagement and overall productivity (Zainal Abiddin, 2007).
[bookmark: _Toc192838287]3. Critical Analysis of a Specific Coaching Model
[bookmark: _Toc192838288]3.1 Defining the GROW Model 
· The GROW Model is a goal-setting and problem-solving framework widely used in coaching to guide individuals toward achieving their objectives (Whitmore, 2009).
· It consists of four stages: 
1. Goal (G): Defining a clear, measurable objective.
2. Reality (R): Assessing the current situation, identifying challenges.
3. Options (O): Exploring possible solutions and alternative strategies.
4. Will (W): Committing to a specific action plan (Grant, 2022).
· The model encourages structured conversations, allowing coachees to reflect and take ownership of their growth (Rubtcova and Pavenkov, 2016).
· The GROW model is widely used in leadership coaching, employee development, and performance enhancement, making it a versatile and effective tool (Huuskonen et al., 2023).
[bookmark: _Toc192838289]3.2 Advantages of the GROW Model 
· Structured approach: The GROW model provides clear step-by-step guidance, making it easy for both coaches and coaches to navigate complex challenges (Jannah and Bantam, 2023).
· Encourages self-reflection: By focusing on reality and exploring options, the model helps coaches develop self-awareness and accountability, leading to long-term growth (Van Oorsouw and Embregts, 2013).
· Widely applicable: The model is used across leadership development, executive coaching, workplace performance coaching, and personal development (Newman, 2022).
· Evidence-based effectiveness: Studies indicate that organisations implementing the GROW model see improvements in employee performance, motivation, and leadership effectiveness (Will et al., 2019).
· Flexible application: It can be adapted for one-on-one coaching, team coaching, and digital mentoring platforms (Bishop, 2015).
[bookmark: _Toc192838290]3.3 Disadvantages of the GROW Model 
1. Oversimplification – Limited Emotional Depth
· The GROW model focuses on structured goal setting but does not account for emotional complexities (Whitmore, 2017).
· In real-world coaching, individuals face emotional and psychological barriers that the GROW framework does not adequately address (Grant, 2022).
2. Requires Strong Questioning Skills
· The model’s effectiveness relies on the coach’s ability to ask the right questions, which may vary across different coaching contexts (Huuskonen et al., 2023).
· Without strong questioning skills, coaches may fail to identify meaningful solutions, limiting the model’s impact (Jannah and Bantam, 2023).
3. Lack of Emotional Support
· The GROW model prioritises action and goal setting over well-being and emotional resilience (Van Oorsouw and Embregts, 2013).
· In emotionally charged coaching scenarios, such as career transitions or stress management, additional psychological frameworks may be necessary to complement the GROW model (Bishop, 2015).
[bookmark: _Toc192838291]3.4 Situations Where GROW is Most Useful 
1. Leadership Coaching (Decision-Making Support)
· The GROW model is widely used in executive coaching to help leaders clarify goals, assess current challenges, and explore solutions (Newman, 2022).
· It enables structured discussions that enhance problem-solving and leadership effectiveness (Will et al., 2019).
2. Performance Improvement (Skill Development)
· In workplace training and performance coaching, the model helps employees identify strengths, set skill-development goals, and create an improvement plan (Whitmore, 2017).
· This structured approach makes it suitable for developing professional competencies (Grant, 2022).
3. Time-Sensitive Problem-Solving (Workplace Challenges)
· The GROW model is useful in workplace interventions where quick, structured decision-making is needed (Rubtcova and Pavenkov, 2016).
· It is effective in team coaching, crisis management, and performance appraisals, where clear goal setting and accountability are required (Jannah and Bantam, 2023).
[bookmark: _Toc192838292]4. Reflection on Practical 1 – Peer Coaching 
[bookmark: _Toc192838293]4.1 Description 
· A team leader dealing with operational challenges due to a missing forklift driver received coaching as the main subject.
· A GROW model application served to assess the situation, establish objectives and generate solutions for potential applications (Bishop, 2015).
· During workforce planning, the team leader made a temporary choice to have a forklift driver from another department handle the duties (Kovacs and Corrie, 2022).
· Coaching aimed to let the leader both claim ownership of the challenge and weigh sustainability aspects of the temporary solution (Turner et al., 2018).
[bookmark: _Toc192838294]4.2 Feelings 
· I possessed confidence in the GROW model at first because it introduced an organized pathway to solve problems (Mühl, 2024).
· The distress lingered because I questioned how much help to provide since the leader needed independent solutions instead of direct recommendations (Bisson, 2017).
· I remained doubtful about how much support the leader received because the meeting concentrated on logistics and neglected the emotional aspects of the situation (Knowles et al., 2006).
[bookmark: _Toc192838295]4.3 Evaluation 
What went well?
· It was planned and activity based where the leader knows the direction and is also responsible of achieving the goals set (Wang and Millward, 2014).
· The leader considered recommendations which included observing the performance of the temporary worker and taking the matter to the higher authorities in case of need for more assistance (Ntho et al., 2020).
What could be improved?
· Despite the proliferation of factors contributing to the workforce change, the session did not go deeper to investigate the emotions part which include the stress levels of a particular leader or effect of the change on morale to work among the workforce (Lucas et al., 2018).
· Little time was spent on matters of strategy let alone one’s self and personal development as a leader (Martin and Double 1998).
[bookmark: _Toc192838296]4.4 Analysis 
· The GROW format created a framework for coaching which let the leader understand priorities determine facts and look at choices before planning next steps (Bishop, 2015).
· The system drove the team leader to find solutions through workforce evaluation and corrective steps (Turner et al., 2018).
· While helpful the GROW model did not address emotional needs because it only worked toward goal completion (Kovacs and Corrie, 2022).
· By asking open-ended questions during the session the coach might have revealed hidden emotional struggles affecting the team leader (Mühl, 2024).
[bookmark: _Toc192838297]4.5 Conclusion 
· The peer coaching experience served both purposes by helping the leader organize choices and solve operational difficulties (Bisson, 2017).
· The team leader Coaching session lacked emotional support despite following problem-solving techniques as mentioned by Knowles et al. in 2006.
· The GROW model produced good results in workforce planning but proved inadequate for exploring the coaches stress issues and wellness (McCormick, 2023).
· Future sessions should blend different coaching models to support both working toward solutions and emotional development (Martin and Double 1998).
[bookmark: _Toc192838298]4.6 Action Plan
· During all my upcoming coaching meetings I will combine both GROW model and emotional intelligence tools for achieving better results (Akella et al., 2021).
· To achieve a proper balance of goal achievement and emotional health I will combine GROW model and emotional intelligence methods as found in Akella et al.'s research (2021).
· I want to ask open-ended questions to help participants reveal their problems with pressure at work, motivation levels, and team spirit (Lucas et al., 2018).
· Help your coaches share personal issues through thoughtful exchanges without just talking about work details (Holewik, 2020).
· I change my coaching methods to suit both structured guidance methods and emotional support while working with each person (McCormick, 2023).
[bookmark: _Toc192838299]5. Reflection on Practical 2 – Peer Mentoring 
[bookmark: _Toc192838300]5.1 Description 
· In the current peer mentoring session, the participant was required to share with the peer mentor her progress since the previous session though she noted some improved progress, yet she feels worked up and overstressed (Turner et al., 2018).
· As a tool to assess her self-identity, the Johari Window model was applied to determine her unknown difficulties and her coping with stress (Aboo, 2021).
· The mentee had issues to do with family and work and what she had not disclosed concerning pressure to her colleagues and superiors was part of the “hidden area” in the Johari Window (Hill and White, 2023).
· Through the process of the session, the application of the reflective questioning was vital in discovering how stress affects her in terms of productivity and quality of her work (Harrison et al., 2022).
[bookmark: _Toc192838301]5.2 Feelings 
· This was astonishing because according to the observation the effects of stress were not evident in the way that she was presenting herself to her colleagues and managers (Bassot, 2015).
· It was then clear that she had a lot of stress unbeknownst to her colleagues and people around her while on the outside she looked like someone who could barely manage the workload (Walker, 2020).
· There was a feeling of concern to do much more than suggesting solution to her at workplace knowing that she also needed help in how she is dealing with her emotions as much as too as she does with her work overload (Hopkinson 2016).
· This led me to ponder about validity of current approaches to mentoring and how aspects of emotional intelligence and well-being can be included (Lawrence and Reedy, 2019).
[bookmark: _Toc192838302]5.3 Evaluation 
What went well?
· Through the Johari Window process the mentee learned about undetected stress because she now sees the difference (Turner et al. 2018).
· The mentee agreed to explore yoga and take a month to reflect which became a part of her self-care program (Aboo, 2021).
What could be improved?
· The mentee and manager should talk about workload challenges and fight for the fair division of tasks (Hill and White 2023).
· The session taught self-discovery however, it needed clear leadership strategies to ease workplace tension (Harrison et al., 2022).
[bookmark: _Toc192838303]5.4 Analysis 
· The Johari Window model taught the mentee to see her hidden stress issues and how they hurt her ability to balance work and life (Turner et al. 2018).
· After evaluating her blind and hidden areas, the mentee realized she silently endured stress, which weakened her performance (Harrison et al., 2022).
· Instead of pushing her to talk about workplace needs, I focused solely on teaching her personal relaxation methods (Aboo, 2021).
· Bringing together personal growth training and workplace assistance would have led to better mentoring support (Hill and White, 2023).
[bookmark: _Toc192838304]5.5 Conclusion 
· The mentoring session exposed hidden stress factors using the Johari Window assessment which helped the mentee recognize all aspects of self-knowledge and social knowledge (Bassot, 2015).
· I understood that mentoring activities should extend beyond individual support to analyse systemic factors affecting work conditions like workload balances and managerial backing (Lawrence and Reedy, 2019).
· Mentees need equal encouragement for organizational change dialogues in addition to their personal development strategies (Hopkinson, 2016).
· I plan to bring two approaches together within my mentoring practice by implementing personal and work-based solutions following the recommendations of Walker (2020).
[bookmark: _Toc192838305]5.6 Action Plan 
Future mentoring meetings will include the implementation of both workplace solutions and personal well-being methods.
· Organizations should unite professional development solutions with individual health initiatives to give workers full organizational and personal support (Turner et al., 2018).
· The mentees should discuss their work issues to management for proactive workload redistribution instead of only obtaining stress relief strategies (Harrison et al., 2022).
· Through scheduled feedback meetings I will monitor how mentees handle their individual obstacles together with their workplace issues (Hill and White, 2023).
· Organisations should deploy mentoring to support workplace progression and institutional redevelopment through operational cooperation that promotes collective assistance and dialogue (Bassot, 2015).
[bookmark: _Toc192838306]6. Conclusion
The effectiveness and the limitations of the different models were uncovered through my experience of coaching and mentoring. Coaching, in the form of the GROW model, was structured like the model and goal driven, and used for problem solving and decision making. Nevertheless, it didn’t have much emotional depth as it was driven by solution for actions and not for the person. On the opposite end of the spectrum, where mentoring was used and aligned with the Johari Window, it helped uncover hidden stress factors, but the intervention needed to be heavy on the workplace interventions rather than merely relying on personal coping techniques.
Structured coaching was useful using the GROW model as a useful structure in order to improve someone's performance but fell short in dealing with emotional issues. The use of the Johari Window definitely helped to increase self-awareness, however there also had to be supplementation using discussions at the workplace which would make mentees push towards instigating changes in the organization. Gibbs Reflective Cycle was very important in finding the recipe of my coaching and mentoring methods but improved some weaknesses and shown the strength in my coaching and mentoring.
From this point onwards, I will try to strike a balance amongst Structured Coaching, Emotional Intelligence and make sure personal wellbeing is taken care of as well as meeting goals. In order to foster long-term professional growth, it will be essential to encourage coaches and, especially, mentees to engage with workplace leadership. I shall also apply open-ended questioning techniques to access to deeper challenges in designing a coaching and mentoring practice which is thorough and customised. Through the improvement of these skills, I seek to build a more effective and supportive coaching environment that will benefit our workplace culture by promoting both performance and well-being.
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