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[bookmark: _Toc205411616]Introduction
This is a report on my two peer sessions on the topic of coaching and mentoring that I attended. The sessions took approximately 15 minutes each. During the coaching session, I facilitated the development of a personal goal with my peer using a model. During the mentoring, I received and provided feedback. I will consider the reflections of these experiences through the Gibbs Reflective Cycle, whereby six steps are included namely, the description, feelings, evaluation, analysis, conclusion, and the action plan (Markkanen et al., 2020).
Coaching is a process in which a person helps an individual achieve something based on the posing of appropriate questions and self-discovery. It is typically short and specific to performance enhancement or problem solving. Instead of providing answers, the coach will assist the individual to find them (Passmore, 2020). The qualities of a good coach are listening skills, open questions, and encouraging without judging the person. I will talk about the GROW model in this report, the acronym represents Goal, Reality, Options, and Way Forward (Grant, 2022). On the other hand, mentoring is more of sharing experience and providing guidance. It frequently occurs on the long term. Mentors assist people to learn through providing recommendations depending on their experiences (Lancer et al., 2016). In mentoring, the relationship is more practical oriented, and experience driven, and the process of feedback is considered. In my session, I relied on Johari Window, which is an instrument where one learns more about oneself based on how others respond to them (Oliver and Duncan, 2019).
[bookmark: _Toc205411617]Critical Evaluation of the Purpose of Coaching and Mentoring in the Workplace
The concept of coaching and mentoring is optimal in most workplaces in order to help employees with the learning process, personal development, and improvements in performance. They are different in purpose and style although they are sometimes mistaken. Both of them can represent positive transformations to the employees and the organisation in general. Coaching is primarily utilized as a tool of making someone attain a desired goal or acquire a certain skill. It is normally short and oriented on specific results. When coaching, the coach does not provide advice but rather encourages the individual to think on his or her own by asking questions. Coaching assists individuals realize their potential by leading people to discover their solutions (Passmore, 2020). Within a workplace environment, coaching may be employed in aiding employees to be ready to take a new job, resolve their difficulties, or perform better at the workplace. It develops confidence and enables more employees to be responsible.
In contrast, mentoring is usually long term and founded on a relationship of trust. A mentor is normally the one who is more experienced and offers advice, knowledge, and guidance to assist in both personal and professional development of the mentee. Mentoring assists in the growth of people by learning through the experience of another individual (Connor and Pokora, 2017). Mentoring may be deployed to assist new members in settling down in the workplace, grooming an individual to take up a leadership position, or assisting employees with a minority background. It makes individuals feel more a part of the job and appreciated.
The two methods are not identical yet capable of being mutually effective. Coaching is concerned with the right questions, whereas mentoring can involve advice. Coaching is performance and short term oriented, whereas mentoring is long term and development oriented. Still, the two require effective communication, trust, attentive listening skills and being respectful to the two parties involved. Coaching and mentoring, when used effectively, can be very advantageous. Organisations that employ both have more motivated staff, enhanced leadership, and improved learning amongst teams (Weinberg and Scandura, 2024). The tactics may also assist in retaining good employees, contributing to healthy lifestyles, and enhancing working relationships.
Coaching and mentoring also serve the vital purpose of facilitating inclusion and equality. These instruments make people of any background feel as supported, unless they have additional difficulties (Garvey and Stokes, 2021). An excellent coach or mentor can assist one gain self-confidence and overcome challenges in the workplace in a secure and supportive environment.
Overall, both coaching and mentoring are beneficial to make people understand, expand and become more confident in the workplace. They have different styles and mean, but similar values. They can bring possibilities of benefiting the person and the workplace when used properly.
[bookmark: _Toc205411618]Critical Analysis of a Coaching Model - GROW
GROW model is one of the most popular coaching approaches. It is often used in the workplace to help people in goal setting and goal achievement. GROW is an abbreviation of Goal, Reality, Options, and Way Forward (Grant, 2022). It provides the coach with a clear framework and assists the individual being coached to reflect on their circumstance and devise a strategy.

Figure 1: GROW Model
The initial step is goal. The coach assists the individual in coming up with what he or she wishes to accomplish. It must be a realistic goal that is clear and something they have an interest in achieving. Reality is the second step where the individual speaks about their present circumstances. They give details on what is effective and what issues they are having. Options is the third step. The coach urges the individual to consider alternative paths to go ahead. At this stage, it is not giving answers but finding choices. Way forward is the last step. In this case, the individual will make a single decision on what to do and agree on a time when to do it (Panchal and Riddell, 2020).
The advantage of GROW model is its simplicity. It can be easily memorized and utilized. The steps can be followed even by a person with insufficient experience in coaching. It supports maintaining a focused discussion and ensures the session is outcome oriented. The model also allows self-reflection. The coach does not give orders to the person but asks questions that make the person come to their conclusions. This develops confidence and self-reliance. Another advantage is that GROW may be applied in numerous contexts such as planning, career enhancement, performance or simply personal growth (Grant, 2022). During my coaching session, I applied GROW analysis to assist my fellow who was not satisfied with his current job position. I guided them through all the stages, and they felt more aware of their goal, discussed what they currently do, considered new opportunities, such as employment in a nonprofit, and make a small decision.
However, there are certain limitations as well. The first issue is that GROW may be too rigid or sequential. Conversations in the real world do not always go in a straight line. The individual might not be clear what the goal is at the start, or he or she might wish to get to know the emotions before acting. The model also does not encompass emotions or mindset directly since these are some of the elements that are essential in coaching. GROW might not be the most appropriate model to be used on a deeper or more emotional problem (Kunos, 2017).
Overall, GROW model is an effective and convenient tool, particularly when it comes to novice coaches and goal-oriented sessions. It provides organization, forms self-insight, and assists in the individual taking steps. Although it might not be applicable to all cases, it is an effective foundation of good coaching.
[bookmark: _Toc205411619]Reflection on Practical 1 (Peer Coaching)
In order to reflect on my first coaching session, I will follow Gibbs reflective cycle. This model has six steps that are description, feelings, evaluation, analysis, conclusion and action plan. It makes me carefully reflect on the past as to what occurred, how I felt, and what I learned (Markkanen et al., 2020).
Description
During the first practical lesson, I acted as a coach. This took about 15 minutes, and it was aimed at assisting the other person to define a goal in GROW model (Goal, Reality, Options, Way Forward). The individual who I coached wished to add more meaning to work. I posed questions that would guide them into thinking about the type of work that would make them happier, what was not working in their current position and what they could do next.
Feelings
I was a little anxious prior to the session as it was my first time as a coach. I was afraid that I could not ask the correct questions or that the entire session would be unnatural. But after we began to speak, I felt much easier. I paid attention to listening and keeping calm. The session turned out to be successful and by the end, I was happy with the outcome and glad that the person enjoyed it.
Evaluation
The structure of the session was one of the aspects that worked well. I have been using the GROW model to keep me on track. I also used some open questions that made the other person open up. This made them able to devise a clear next step that they would take. One of the challenges I had was not to offer advice. I thought of something, but then I told myself that coaching focuses on facilitating the other person to find their solutions.
Analysis
The GROW model was quite useful. It made the session have a beginning, middle, and end. I learned the significance of listening as a coach. Coaches should be leading rather than guiding (Milner et al., 2018). I was able to keep silent at the appropriate moments and put good questions that got the individual to think more. I also got to know that silence is not bad, it helps the other one think. I observed that the individual felt more responsive when I spoke in my own words what they said that demonstrated I was listening and made them feel understood. Another thing that I realised is that the question of what else encouraged them to look into more options. These minor tips contributed much to the dynamics of the session. It also demonstrated to me that coaching is not only structural but generating trust within the brief moment (Garvey and Stokes, 2021).
Conclusion
This session made me understand the usefulness of structured coaching. I discovered that a coach is not a solver of other person problems. It is encouraging them to do their own thing. I also found how strong a single question can be.
Action Plan
My next coaching goals are to work on deeper questions and embrace silence more in the coming coaching sessions. I will also practice my body language to demonstrate that I am engaging completely. Lastly, I will seek more methods of coaching to develop my abilities.
[bookmark: _Toc205411620]Reflection on Practical 2 (Peer Mentoring)
Reflecting on the mentoring session, I will once again apply Gibbs reflective cycle. It is a helpful model that allows split the experience into distinguishable steps.
Description
The second practical allowed me to be a mentor. It was aimed to help the other person to develop and to provide helpful feedback. The session took 15 minutes. I applied the model of the Johari Window to direct the discussion. This model helps better self-awareness and communication through considering what one knows or believes about themselves and what others might see that the individual does not (Oliver and Duncan, 2019). The primary piece of feedback I provided during the session was that the individual should be more confident, particularly during group discussion, or when leading on a task.
Feelings
I have been less stressful compared to the coaching session because mentoring enabled me to be speaking to my personal experience. I tried to be helpful and supportive although I was somehow uncertain whether I was asking the proper questions or utilizing the model effectively. My intention was to have a non-judgmental place where the individual could ponder his or her development.
Evaluation
The session was quite successful when it comes to establishing trust. The other individual listened to the feedback and spoke frankly. They appeared to like the examples and advice that I provided. However, I believe that I could have presented the Johari Window in a clearer way. I also realized that some of my questions were closed or leading, which could have restrained the respondent. I should have posed more open questions to make them think deeper.
Analysis
In mentoring, the Johari window is applied when people need to know the blind spot or what other people see in them that they are not aware may be (Lumbanraja et al., 2024). During this session, I applied that notion to discuss how other people perceive their uncertainty. This feedback was given in a kind way which made the individual more conscious about it. However, I realize that I should better practice the usage of this model. I might have allotted more time to explain the four areas of the window in connection to confidence and self-perception. In addition, my questions would have assisted the mentee to investigate why he or she felt uncertain in some circumstances. Mentoring is not only about advising, but also about listening and reflecting.
Conclusion
The session taught me that mentoring is both a balance of giving out advice and making someone find things out himself or herself. I must modify my utilization of tools such as the Johari Window, and my questioning.
Action Plan
During future mentoring sessions, I will train to ask better, open-ended questions. I will also prefer to read more about Johari Window and its explanation and application. I will practice providing feedback which will be positive, without leaving the other party feeling criticised.
[bookmark: _Toc205411621]Conclusion
The reflective report has helped me to critically assess and reflect my practice experiences of coaching and mentoring. By using models like GROW to do the coaching and the Johari Window to do the mentoring, we had structured and meaningful conversations that allowed us to both facilitate development among the peers and learn myself. The coaching experience allowed me to sharpen my listening, questioning, and goal setting facilitating skills. Mentoring provided the opportunity to discuss feedback and other strategies, share experiences, and learn how to mentor others and balance the power dynamic. Practical sessions emphasized the value of empathy, emotional intelligence, and flexibility in both roles. Also, through using Gibbs reflective cycle, I managed to analyse not only what occurred during every session, but also how I felt, what worked and how I could improve. This has played a critical role in developing my communication, interpersonal, and professional growth. In the future, I will apply these experiences and models in my working environments. Coaching and mentoring are crucial in gaining trust, enhancing performance, and creating equity in the workplace, regardless of whether one is the leader or subordinate. Overall, the practice has not merely increased my theoretical knowledge but also helped me with skills which is practical and augment my leadership capacity and preparedness to work in the modern workplace.
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