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[bookmark: _Toc185745396]Task 1: Peer Coaching:
Introduction (150 Words)
Peer coaching provides an orderly framework for setting and achieving goals. Group coaching uses strong communication, thought-provoking questions, and active listening to help people grow personally and professionally. The session helps the coachee create achievable goals, boosts confidence, and holds them accountable (Luft and Ingham, 1955).

This coaching session used the GROW Model (Goal, Reality, Options, and Way Forward). Many individuals know this model as an orderly way to handle problems and create goals, making it an excellent choice for work or peer coaching. The GROW approach helps coachees set goals, assess the situation, brainstorm ideas, and commit to action (Starr, 2003).

Setting goals helps coaches focus and direct people. Clear goals drive people and help them achieve more, according to study (Zeus and Skiffington, 2000).

Plan and prepare (300 words)

In preparation for the advice session, I studied the GROW Model's four stages: Goal, Reality, Options, and Way Forward. I read books and articles on effective coaching strategies like active listening, reflective questioning, and summarising to inform my strategy. I also created open-ended questions to guide the coachee through the GROW methodology. The questions were meant to help them clarify their goals, honestly appraise their circumstances, consider solutions, and commit to action (Grant, 2006).

After a brief conversation with my coach, I learnt what they wanted from the lesson and made sure they felt comfortable discussing their issues. This helped me create trust and rapport, essential for excellent coaching (Jones, Woods, and Guillaume, 2016).

GROW was meant to be implemented in four steps:

1. Goal: Letting the coachee articulate their major objective for the session (Theeboom, Beersma, and van Vianen, 2014).

2. Real life: assessing current issues and opportunities.

3. Options: Generate plans and solutions together.

4. Getting the coachee to commit to specific steps to achieve their goal (Garvey, 2011).

I used active listening to comprehend and make the coachee feel heard. To help individuals think deeper, solve problems, and examine their limiting beliefs, I posed introspective questions. Finally, I summarised key elements to keep the session on track (Pousa and Mathieu, 2010).


Execution (300 words)

I followed GROW Model stages during the lesson. I made the coachee feel protected so they could openly discuss their issues. "What is one main goal you'd like to work on today?" Start the meeting, I said. The coachee wanted to improve time management (Downey, 2003).

I helped the coachee develop SMART goals: clear, quantifiable, attainable, relevant, and time-bound. Their goal was "allocating two hours daily to focused study time over the next month."
 Vidal-Salazar, Ferrón-Vílchez, and Cordón-Pozo (2012).

In the Reality phase, I asked, "What does a typical day look like?" to identify time management issues. & "What is getting in the way of you achieving your desired study routine?" The coachee considered distractions and poor planning major issues (Whitmore, 2012).

In the Options phase, we discussed daily plans, time limiting, and turning off notifications to reduce distractions. They were told to consider each option's feasibility and choose the best (Clutterbuck and Klasen, 2002).

I said "What steps can you commit to starting today?" while Way Forwarding. The coachee created a daily regimen and set boundaries for focused study sessions using an app (Passmore and Sinclair, 202400).

I modified my conversation with the coachee based on their replies during the lesson to assist and challenge them to think critically. Summing up key points at each stage kept everything organised (Bachkirova, 2017).

Remarks (300 Words)

The meeting yielded substantial results. The coachee set a realistic objective and committed to a daily study schedule with distraction-management strategies. The session made them more self-aware and driven, as seen by their enthusiasm and willingness to participate (Harden and Crosby, 2000).

My active listening and capacity to build trust were my strengths when I assessed my performance. The coachee felt safe discussing their issues, which was helpful. My open-ended enquiries helped my coach see things differently. Summarising key concepts at each stage improved comprehension and kept the session on track (Starr, 2003).

I noted areas for improvement. I could have given better directions to avoid overwhelming my pupil. I also needed to improve my ability to delve deeper to discover the coachee's true beliefs and motivations (Whitmore, 2012).

The session followed the GROW Model's theoretical framework, demonstrating its usefulness for arranging teaching conversations. Each phase of the model made it simpler to move from setting goals to making actionable plans and stressed that the coachee had to find their own answers. Working together and giving authority are key to excellent teaching (Zeus and Skiffington, 2000).

Learning to speak effectively and ask better questions would help me educate better. This encounter reminded me how structured teaching methods like GROW may achieve actual outcomes and foster personal growth (Clutterbuck and Klasen, 2002).

[bookmark: _Toc185745397]Task 2: Peer Mentoring

Introduction (150 Words)
The mentoring session provided organised and helpful feedback to help the mentee grow personally and professionally. Mentoring is different from coaching since the mentor gives the mentee advice, insights, and ideas from their own experiences to help them progress. To provide feedback during this event, the Johari Window was used. This paradigm helps people become more self-aware and enhance their relationships by looking at their "open," "hidden," "blind," and "unknown" knowledge and behaviour (Grant, 2006).

Feedback in coaching helps people think about themselves, evolve, and become self-aware. Constructive feedback helps the mentee identify their strengths and weaknesses, helping them achieve their goals. The mentoring session provided relevant knowledge in a supportive and empowering manner to foster trust and teamwork (Harden and Crosby, 2000).

Plan and prepare (200 words)

To prepare for the session, I studied the Johari Window model and how to give feedback. I studied related material and practiced explaining the tool to my mentee. Feedback via the "blind" Johari Window can reveal tendencies or actions the mentee is unaware of. This would maximise the session's impact (Garvey, 2011).

I considered dividing the discussion into three parts: introducing the Johari Window, discussing findings and feedback, and brainstorming concrete steps. I provided examples of good behaviour and areas for growth from previous contacts with the mentee to make the feedback meaningful (Starr, 2003).

Asking open-ended questions to enable the mentee to think about themselves, actively listening to make them feel heard, and summing to ensure everyone understood and agreed were acceptable delivery tactics. These strategies maintained a cheerful and helpful session tone (Theeboom, Beersma, and van Vianen, 2014).

Execution (300 words)

The coaching session began with welcoming and professionalising everyone. I briefly explained the session's purpose and the Johari Window paradigm. I offered examples to demonstrate how the model could improve self-awareness and professional and personal relationships (Clutterbuck and Klasen, 2002).

under feedback, I highlighted the mentee's organisational skills and calmness under stressful situations. I also discussed ways they may improve, emphasising on how they hesitate to contribute ideas in team meetings. I gave this input with examples to make it clear. I mentioned a recent group project where their useful but late suggestions could have affected the team's performance (Jones, Woods, and Guillaume, 2016).

The mentee gratefully accepted the advice and wished to improve. They said they had self-doubts and understood my hesitancy. We discussed confidence-boosting strategies like outlining important topics and seeking peers for comments (Zeus and Skiffington, 2000).

The Johari Window model showed how remarks could increase the mentee's "open" area and decrease their "blind" region, leading the session well. A final list of key issues and next steps ensured that we both agreed on the outcomes (Whitmore, 2012).

Remarks (300 Words)

The coaching session worked. The mentee discovered their unwillingness to share ideas and decided how to fix it. Their power came from the feedback, and the helpful manner generated trust and involvement. After the session, the mentee pledged to implement discussed strategies and seek feedback in future meetings (Vidal-Salazar, Ferrón-Vílchez, and Cordón-Pozo, 2012).

After reflecting, I found my skills were supporting the workplace and delivering helpful comments. The Johari Window helped me frame comments effectively. My active listening abilities made the mentee feel heard and significant (Pousa and Mathieu, 2010).

However, some improvements are needed. I liked the session, however I could have given the mentee more opportunity to discuss their feelings and thoughts on the comments. This would have increased their interest and self-reflection. I need to shorten my speech to include all the relevant aspects in the time allotted (Bachkirova, 2017).

The program showed how organised feedback in mentoring and tools like the Johari Window are beneficial in real life. I want to improve at balancing comments and diving deeper into the mentee's thoughts. This experience taught me the value of flexibility and understanding as a mentor, which I will practise in future sessions (Passmore and Sinclair, 2024).
[bookmark: _Toc185745398]Task 3: Written Reflection 
Introduction (350 Words)
Coaching and mentoring boost individual and organisational performance through professional growth. Both techniques aim to improve and grow, but in different ways. A coach and coachee work together to enhance abilities or achieve goals in a planned and organised approach. The purpose is to assist the coachee understand themselves and solve challenges. Coaching is often brief and results-oriented (Garvey, 2011).

However, coaching is a relationship-based activity in which an experienced person advises and supports another person using their knowledge and experience. General mentoring emphasises long-term personal and professional growth. Knowledge exchange, career guidance, and confidence boosting are typical. Coaching is about asking the appropriate questions, whereas mentoring provides feedback and assistance (Pousa and Mathieu, 2010).

Coaching and training improve workplace collaboration, skills, and company performance. Coaching empowers employees to improve, which boosts productivity and adaptability. Mentoring offers a supportive environment that enables sharing information, becoming a better leader, and getting along with others easier. Everything works together to create a learning and collaborative environment (Whitmore, 2012).

This report details my peer coaching and mentoring experiences, focussing on how theoretical models were applied and how they impacted my professional advancement. The Gibbs Reflective Cycle will aid my reflection. Its six processes let you describe, feel, evaluate, analyse, conclude, and plan your next moves. This model works well because we can evaluate all occurrences and find methods to improve them (Harden and Crosby, 2000).

The report includes a critical review of workplace coaching and mentoring, an analysis of the chosen coaching model (GROW), reflections on peer coaching and mentoring sessions, and a conclusion that summarises the most important lessons learnt and their implications for future practice. This report uses theory and practice to demonstrate the benefits of coaching and mentoring for professional growth (Grant, 2006).

Workplace Coaching and Mentoring Analysis (650 Words)

Coaching and teaching are crucial to personal and organisational growth. Their methods and workplace use varies, but their goals are frequently identical. You must understand their goals, rewards, difficulties, and role in organisational growth to maximise their performance (Luft and Ingham, 1955).

What motivates coaching and mentoring?

Teaching is about improving skills, behaviours, and goals. Short-term coaching focusses on measurable goals. Employees may receive coaching in leadership, communication, or job transitioning. Grant (2017) claims that coaching improves self-awareness, responsibility, and problem-solving. They can control their growth (Downey, 2003).

Mentoring provides long-term, comprehensive support. Mentors assist mentees work through issues and opportunities by sharing their expertise and experience. Mentoring helps people rise in their jobs, develop as people, and become more devoted to their employers. Mentoring fosters long-term trust and learning (Clutterbuck, 2004). It supports mentees mentally and professionally (Starr, 2003).

Coaching and mentoring benefit you

Both individuals and groups benefit from mentoring and coaching. Coaching improves performance by providing individualised feedback and insights. Employees clarify goals and find solutions. Teaching develops motivation, resilience, and flexibility, which fosters a culture of continuous development (Bachkirova, 2017), according to Whitmore (2017).

Mentors give workers relevant expertise and counsel. It helps mentees gain confidence, create contacts, and grasp the bigger picture of career advancement. Mentoring programs retain people and develop leaders. Allen et al. (2004) claim tutoring helps people learn and feel like they belong, which promotes diversity and inclusion (Zeus and Skiffington, 2000).

Issues in coaching and mentoring

Both approaches are healthy but have drawbacks. Coaching is expensive and time-consuming, which can be difficult for small firms. When both the coach and the coached are committed, coaching works best. A terrible coach-student match might hinder growth. Garvey et al. (2018) suggest that effective teaching requires clear goals and responsibilities (Vidal-Salazar, Ferrón-Vílchez, and Cordón-Pozo, 2012).

Mentors find it difficult to set limits and manage standards. When a mentor-mentee connection becomes too intimate or dependent, it loses value. Not giving everyone an opportunity to be a guide may perpetuate organisational prejudices. Ragins and Kram (2007) advise that mentoring programmes should include power dynamics and ensure inclusivity (Theeboom, Beersma, and van Vianen, 2014).

Parts of Organisation Development

When creating an organisation, teaching and mentoring go together. Coaching is used to immediately resolve performance issues or prepare personnel for new tasks. A manager may receive coaching to strengthen their decision-making skills to become a better leader. Coaching helps companies achieve their goals by improving performance and efficiency (Clutterbuck and Klasen, 2002).

Mentoring involves training staff and planning for succession. Mentoring helps mentees understand an organization's principles and culture, which boosts loyalty and engagement. Mentors share business knowledge to make businesses more robust and adaptive. Mentoring programmes demonstrate employer commitment to employee well-being, which can boost employer branding and recruit top talent (Passmore and Sinclair, 2024).

Mentoring is about connections and progress, while coaching is about results. Mentoring helps people grow over time, whereas coaching delivers results quickly through organised encounters. However, both are needed to foster a learning culture and a knowledgeable, engaged workforce (Jones, Woods, and Guillaume, 2016).

In conclusion

Coaching and coaching help people and businesses flourish. Coaching helps increase performance, while mentoring promotes career growth. Both strategies have merits and cons, but combined they can be more effective. Company success depends on hiring qualified individuals, setting clear goals, and giving everyone a fair shot to succeed. Coaching and mentoring can boost employee happiness, creativity, and achievement (Starr, 2003).

Closer Look into GROW Coaching Model 

Meaning of GROW Model

In the late 1980s, John Whitmore and colleagues developed the GROW Model, a popular teaching paradigm. Goal, Reality, Options, and Forward. These four words represent the four instructional steps. This paradigm facilitates structured, goal-oriented coaching conversations. It helps people define goals, assess their circumstances, brainstorm solutions, and take action (Theeboom, Beersma, and van Vianen, 2014).

In the Goal stage, you define and make your goal clear, specific, and achievable. In the Reality stage, people assess their resources and challenges. In Options, you brainstorm approaches to achieve your goal, which helps you think creatively. Finally, the Way Forward stage involves planning activities and holding people accountable for progress (Jones, Woods, and Guillaume, 2016).

What the GROW model accomplishes well

The GROW Model's simplicity and utility are its strengths. Regardless of expertise, teachers and mentees can follow it because it is straightforward. Goals in the model provide clarity and direction, inspiring and keeping individuals on track. Whitmore (2017) argues the model's focus on self-discovery empowers coachees to drive their own progress, which boosts engagement and long-term success (Pousa and Mathieu, 2010).

The GROW Model is adaptable to many scenarios and businesses. Its systematic approach ensures consistent coaching sessions while allowing coaches to solve specific issues. By having coachees evaluate several options and choose the best one, the methodology promotes problem-solving and critical thinking (Downey, 2003).

The GROW Model emphasises responsibility, another benefit. Ending with action steps and plans helps coachees stay focused. The GROW Model works well in companies that value measurable outputs because it emphasises results (Downey, 2003).

GROW Model Weaknesses

Despite its benefits, the GROW Model has issues. Its reliance on coach skills is a major drawback. How well the coach asks questions, listens, and helps the person reflect determines how well the model works. New coaches may struggle to assist clients, making lessons seem superficial or meaningless (Jones, Woods, and Guillaume, 2016).

Another difficulty with the approach is that it only considers linear growth. Structured steps are usually useful, but complex issues may prevent them from solving them. Coachees with deep-rooted issues may need to iterate back to earlier stages when new knowledge emerges. According to Passmore (2010), the GROW Model may oversimplify complex circumstances, making it less helpful (Theeboom, Beersma, and van Vianen, 2014).

The model's concentration on self-discovery might help some people but hurt others who lack confidence or self-awareness. Without proper assistance, these individuals may struggle to create realistic goals or analyse their condition. The methodology also doesn't address emotional or mental barriers to progress (Bachkirova, 2017).

Practical Uses of the GROW Model

Clear goals and measurable results make the GROW Model ideal for the workplace. It's utilised in performance coaching to assist employees improve abilities or address areas of weakness. Through a disciplined approach, managers may hold employees accountable and increase performance (Downey, 2003).

It can also improve leadership. The model can help new leaders identify their strengths and limitations, plan improvements, and track their development. Managers who want to lead can utilise the GROW Model to improve their decision-making and teambuilding (Zeus and Skiffington, 2000).

In career coaching, the GROW Model helps people figure out their career goals and how to get there. According to Passmore and Sinclair (2024), an employee who wishes to change occupations can use the model to assess their circumstances, consider job options, and create a plan.

Example Workplace Situations

1. Performance Improvement: The GROW Model can help time-management employees identify a goal, examine habits, develop solutions, and commit to a time-blocking strategy (Passmore and Sinclair, 2024).

2. Conflict Resolution: Team leaders can use the model to improve team dynamics, address issues, and develop plans for better collaboration (Vidal-Salazar, Ferrón-Vílchez, and Cordón-Pozo, 2012).

3. Skill Development: An employee who wants to give presentations with confidence and impact can use the GROW Model to set a goal, assess their performance, consider training or practice, and set a plan to track their progress (Bachkirova, 2017).

In conclusion

There are various coaching uses for the GROW Model. It offers coaching meetings structure and clarity. It emphasises goals, critical thinking, and responsibility, making it ideal for the job. Because it depends on the coach and progresses straight, it may not perform well in intricate or stressful situations. Coaches can maximise individual and organisational achievement by adapting the model to varied circumstances by knowing its strengths and limits (Passmore and Sinclair, 2024).

[bookmark: _Toc185745399]Reflection on Practical 1: Coaching 
I used Gibbs' Reflective Cycle to review my coaching lesson. Gibbs' structured reflection paradigm includes describing, feeling, assessing, analysing, deciding, and planning. This review focusses on what I learnt, what went wrong, and how I may improve my coaching (Theeboom, Beersma, and van Vianen, 2014).

Describe

The coaching session used the GROW Model to assist my client select a goal they could work towards. The coachee wanted to improve their time management. I used open-ended questions to guide them through the model's four steps: setting a goal, assessing their position, brainstorming alternatives, and committing to action. The coachee made a daily schedule using time-blocking after the session (Whitmore, 2012).

How you feel

Due of my GROW Model knowledge, I felt confident at initially. As we proceeded through the session, I wondered if my questions were adequate to get the coachee to think deeply. I sometimes thought the discourse was too surface-level, which worried me that the coachee might not get enough out of the session. I was impressed by the coachee's willingness to participate and favourable response to the proposed process (Pousa and Mathieu, 2010).

Checking Out

The session included several good points. The GROW Model's structure kept the conversation on track and clear, yielding helpful results. Active listening and summarisation helped me organise and comprehend. The coachee found the structure beneficial and empowering (Jones, Woods, and Guillaume, 2016).

But issues arose. I sometimes offered shallow questions, which made it tougher for the coachee to understand. I struggled to balance leading the session and giving the coachee time to reflect. Due to time limits, several elements of the discussion were challenging to explore (Luft and Ingham, 1955).

Analysis

This taught me the value of good questions in teaching. The GROW Model is powerful if the coach asks smart questions that make students think critically. Whitmore's (2017) research reveals that coaching works best when it helps people discover themselves, which I struggled with during the course. I also found that my model dependence made it tougher to respond to the coachee's demands (Bachkirova, 2017).

In conclusion

The class showed me how to enhance my coaching and how crucial planning and structure are. Connecting with people and creating a supportive environment were my skills. However, I need to ask more detailed questions and be more flexible in meetings. I now appreciate the importance of balancing order and coachee requirements (Harden and Crosby, 2000).

Action Plan

To improve my teaching, I'll:

1. Practice asking open-ended, thought-provoking questions by reading coaching literature and role-playing (Downey, 2003).

2. Try new ways during coaching practice to become more versatile. This makes the talk easy and on track with the model (Garvey, 2011).

3. Use your time wisely: Prioritise crucial aspects of the lecture and address each GROW Model stage (Passmore and Sinclair, 2024).

This experience has made me see teaching as a collaborative, evolving activity. By improving these areas, I intend to give my customers more impactful coaching sessions that help them achieve their goals and solve difficulties (Zeus and Skiffington, 2000).

[bookmark: _Toc185745400]Reflection on Practical 2: Mentoring 
I used Gibbs' Reflective Cycle to evaluate my mentoring session, learn from it, and apply it to future work teaching.
 
Describe
The mentoring session used the Johari Window approach to give the mentee constructive feedback. Each tool component—Open, Blind, Hidden, and Unknown—was introduced at the outset of the meeting. The mentee was expected to examine their "Blind" area, where they didn't know about the actions or features others might notice, to become more self-aware. Specific feedback on how to enhance team meeting communication, including strengths and limitations.
 
How you feel
Because I understood the Johari Window model and had prepared comments, I was hopeful and ready. However, I was concerned about how the mentee might react to comments, especially on areas for improvement. I felt better as the session progressed due to their openness and participation. I was pleased with the lesson's outcome but thought I might have done better.
 
Checking Out
The session included several good points. The Johari Window approach was simple to utilise for feedback, which helped teams operate. Feedback with examples helped the mentee comprehend and relate. In response, the student acknowledged areas for improvement and vowed to implement adjustments.
Finding the appropriate balance between useful comments and positivity was difficult. I sometimes felt like I was explaining too much, which may have weakened the responses. Although the mentee was receptive, I could have asked additional questions to find out what was driving them or what was blocking them.
 
Analysis
I learnt how crucial positive feedback is from this experience. Clutterbuck (2004) found that tutoring should enable mentees think about themselves and take ownership of their advancement. I helped the mentee become more self-aware, but I needed to enhance my questioning to get to the centre of their thoughts and feelings. Time constraints limited the mentee's strategy exploration.
They used the Johari Window paradigm to deliver constructive feedback and emphasise teamwork. The mentor should adapt to the mentee's demands and strike a balance between leading and letting them explore.
 
In conclusion
The lesson of mentorship requires planning, flexibility, and a plan. I used the Johari Window model well and provided important input, but I could do better by understanding the mentee's perspective and speaking more clearly. Inspired by this event, I can better mentor at work.
 
Action Plan
1. Learn advanced mentoring approaches to ask more in-depth questions that go to the heart of problems or motivations to improve future mentoring sessions.
2. Practice Concise Feedback: Give concise, effective feedback in a short time.
3. Encourage deeper reflection: Let students discuss their opinions and improvement ideas.
This experience has reinforced my belief that tutoring is a relationship-based process that helps people grow and develop, offering me work-related skills.

[bookmark: _Toc185745401]Conclusion 
Critically reviewing my coaching and mentoring sessions has taught me how to apply these strategies to career success. Coaching and tutoring are connected yet serve people and businesses differently. Coaching promotes performance through goal-oriented meetings. However, mentoring emphasises long-term progress through information and counsel.
My thoughts taught me the value of preparation, smart questioning, and flexibility. GROW Model structure made it easy to have a focused and meaningful coaching session. I needed to improve my digging deeper and finding the correct structure-flexibility balance. During mentoring, the Johari Window model helped give insightful remarks and increase self-awareness. However, I felt it was crucial to promote deeper thought and concise communication.
I learnt how vital workplace teaching and mentoring are from these events. They help people learn new skills, become more self-aware, and establish a collaborative work environment. Improved abilities have prepared me for real-world circumstances like helping team members achieve their goals or mentoring long-term progress.
Using what I've learnt and looking for practice can help me improve my teaching and mentoring skills. I want to help my firm prosper and my teammates succeed by mastering these abilities.
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