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INTRODUCTION

The purpose of this reflective report is to provide a critical evaluation on my experience in peer coaching and mentoring as a part of the Coaching and Mentoring Skills for the Workplace module. The themes of the report include how appropriate, effective and useful coaching and mentoring are for a professional context. It is focused on two structured sessions. The first was a goal setting peer coaching session, the second mentoring in the form of delivering constructive feedback.

I will use a well-established reflective model to frame my reflection which enables me to explore some of my thoughts, emotions, actions and future improvements. This model helps me do the step-by-step analysis of what happened in every session, what I did and what I learned and how I can improve next time.

Coaching tends to be considered a relatively brief, restricted to goal attainment, style of helping the individual to progress through use of non-directive techniques (questioning and listening). In contrast, mentoring is usually a longer-term relationship aimed at helping the person through learning and advice along the way. Though they are quite different, both are there to support personal and professional growth (Murray, and Christison, 2023).

For this report, I will capture my practice using two highly recognized frameworks, GROW model of coaching and the Johari Window of mentoring, to analyse my practice and to reflect on the learning gained.
MAIN BODY

Critical Evaluation of the Purpose of Coaching and Mentoring in the Workplace

Coaching and mentoring are two important ways of developing employees, for enhancing performance and developing organisational capability in the workplace. Though both are people focused, their purposes, structures, and uses are very different. This drives people to discover their own end goals, to investigate choice and coordinate their own improvement (Hussey, and Campbell-Meier, 2021). Most frequently used to increase productivity, increase skills on making decision as well as increasing skills on communication and leadership skills, this reflective nondirective process is. One of the situations in which it is particularly useful to coach is in times of change, such as on role transitions or within organisational restructuring, where goal focused performance enhancement is required.

On the other hand, the mentoring is usually a long-term relationship directed to the general development of the individual. This is about someone more experienced giving knowledge, giving guidance, and providing support coming from their experiences. For career development, organisational socialisation and confidence building, mentoring is effective particularly. 

That difference doesn’t mean, however, that coaching and mentoring are not both about supporting learning and professional growth. Formal sessions with specific outcomes define the usual coaching, while the mentoring can be more informal and less restrictive (Jones and Smith, 2022). Generally, mentoring is relationship based and related to long term aspirations, while coaching is more task oriented and communicative towards specific competencies or behaviours. 

The type of coaching or mentoring provided depends on different organisational needs. Coaching is helpful when it is required for instant skill development, performance enhancement or in transitions. For example, coaching in customer service settings may enable team leaders to adopt better techniques of communication. Mentoring however, is perfect for the onboarding of new employees, supporting underrepresented people, and preparing high potential employees for leadership roles (Hawkins, 2021). 

Real-world examples illustrate these purposes. Typically, coaching supports the efforts of global companies in the areas of leadership effectiveness or performance issues. The same also applies to mentoring programmes used throughout graduate development schemes or for women coming back to work after a career break. All these practices contribute to the culture of learning, respect and continuous improvement (Okolie et al., 2020).

Both the coaching and mentoring each has different but important role to play within the workplace. When applied strategically they facilitate people’s growth and organizations’ growth and meet both urgent performance needs and long-term developmental goals.
Critical Analysis of a Specific Coaching Model

The GROW model is a widely used coaching framework that helps one have structure and effectiveness to development conversations in any work platform. The acronym GROW stands for Goal, Reality, Options, and Will. The model is vaguer, easier to apply, more engaging, and promotes clarity, action, and personal accountability, thus the model became a standard in performance and leadership development coaching (Rahman, 2023).
Goal is the first stage that involves discovering what the coachee will target to achieve. Either it can be a short-term objective or a wider career aspiration. In this stage we gain clarity, so we know which direction and expectation so to speak to take us through a session. The second stage of Reality is where we explore the reality or the current situation. In this instance, the focus of the coach is for the coachee to consider the facts, obstacles, or prior attempts in settling the issue. Self-awareness is heightened, and any gap between the goal and the current position are exposed (Grant, 2022).

Finally, the third stage, Options waves to kind thinking about options. Coaches use open ended questions to ask for ideas, question assumptions and open up the ball games available to the coachee. Then the Will stage establishes what specific action to take, declares dedication, and specifies next steps. Emphasis is placed on accountability and motivation to keep someone on track.
The GROW model is one of the biggest strengths of the model because it can be implemented in its simplest form as well as its most flexible one at once. Managers with little coaching experience may also find it useful; also, a trained coach can easily make use of it. The model is also a support for active listening and reflective questioning, key skills for effective coaching. In addition, an important element of GROW involves empowerment of coachees to take full responsibility for their progress, instilling autonomy and confidence (Leach, 2020).
However, the model also has several shortcomings. The linear structure may make things oversimplified and I found that when it comes to addressing issues with deep seated behavioural patterns or emotional challenges then its linear structure can run into problems. Rather it is task oriented and less than the underlying beliefs and values that affect performance. However, due to the depth and modifiability not within the GROW model, it might not be sufficient in emotionally sensitive or trauma informed coaching contexts.

The GROW model is especially useful in scenarios of time bounded, issue specific coaching. For example, in a professional setting, a sales manager might employ the model to teach her a team member how to improve client engagement. In this case the conversation would identify a clear target, assess current interaction quality, discuss new engagement strategies and confirm the next steps to take.
Reflection on Practical 1: Peer coaching session

The reflection is based on experience of my first peer coaching session where Gibbs Reflection Cycle was used in the process of analysis and for this structure GROW model was used. The session was 15 minutes in length, during which the coachee was assisted in managing time restrictions, in particular balancing their academic obligations with a part-time job (Eriksen et al., 2020).

Description

I tried to set a safe and a non-judgmental environment at the beginning of the session. This goal was related to the coachee being able to improve weekly planning. GROWing forward through the process—the goal setting, current reality discussion, optionality discussion, and a commitment to try out using a digital calendar for time blocking.
Feelings

I somehow felt, as I was toying with the author’s model, a slight anxiety over correctly following the model and keeping the flow. It was only during the session when the coachee was more involved that I became more confident. I was happy with the outcome but had some balance I’d like to see in my guiding and influencing the conversation (Martens, and Vealey, 2024).

Evaluation

The use of the GROW model succeeded well to aid the session with a clear and manageable structure. I also used summarising techniques to show that I understand and maintained good eye contact. But I saw myself being too fast to propose solutions instead of allowing the coachee to come up with his own. This may have decreased the effectiveness of the session in creating independent thinking (Huuskonen, et al., 2023).

Analysis

I paid attention to the coachee to listen as they spoke without interruption and responded accordingly. Some of the questions used to prompt reflection were too leading. This meant that although the conversation ‘flowed’, it could have prevented the coachee from exploring more deeply. Through a calm and respectful tone, rapport was effectively built but the quick moving through the stages may have hindered the deeper analysis of the ‘Reality’ phase. My summarising work in reinforcing understanding for understanding and providing sense of progress sustained the motivation (Diermann, et al., 2022).

Conclusion

It reinforced the point that a structured model is worthwhile and the necessity of asking open, non-judgemental questions. Finally, through this coaching I realized that the effective coaching is not directorship of outcomes but rather facilitation of thought! 
Action Plan

In future sessions, I will use my questioning more finely to 'help' coachee come up with their own ideas. I will actively be patient, by letting pauses be longer for reflection and getting me to avoid prescribing solutions too fast. Watching experienced coaches will also give me a hand in balancing and flow when talking to people.
From this experience I was able to strengthen my coaching confidence, deepen my self-awareness, and harden my commitment to applying structured and reflective coaching practices in the future professional settings.
Reflection on Practical 2: Peer Mentoring Session

Guided by Gibbs’ Reflective Cycle, this reflection engages in a look back to my peer mentoring session experience by using the Johari Window tool. Our 15 minutes was aimed at providing constructive feedback and self-awareness as well as promote personal development of the mentee (Lowes, 2020).

Description

The mentoring session aimed at assisting the mentee to think about the group communication skills they have and in turn how their peers view those skills. I structured the discussion through the Johari Window, starting with the ‘Open Area’, to beat into my mentee and all of those around him of existing positive behaviours. Then, I asked gentle question around the ‘Blind Spot’, the things that might not have even occurred to the mentee that others could observe. The feedback was based on this and built around how to improve team-based participation (Kovacs, and Corrie, 2022).
Feelings

I started off cautious, fearing that the feedback I’m about to give could hurt the mentee’s confidence if I’m not careful with it. I kept getting reassurance from the mentee’s opening and receptive responses as the session passed. By the end we had a conversation that I was pleased with how it evolved and the mentee seemed motivated to act on the feedback (Wexler, 2020).
Evaluation

The Johari Window was an appropriate framework for structuring the feedback. The structure of the conversation was opened so that the development of what was lacking would stay balanced with what was already working. I spoke clearly; I didn’t rage; I was a calm, empathetic person. So, I was careful not to critique, but to offer feedback as suggestions. Yet for the mentee’s blind spots, I sometimes hesitated, lest my address be too direct. 

Analysis

The feedback was delivered respectfully and constructively because my emotional intelligence was built in to ensure that. When the mentee became reflective, I could sense and my stanza changed to be encouraging. This led to me creating some advice catered to their responses, giving some examples and actionable suggestions. Since I consciously applied principles of feedback described in the mentoring literature, the mentoring literature suggests feedback is most effective when given in a way that encourages autonomy and builds trust. In the example, the way mentee was open and ready to grow became quite ‘relationship building’. Yet I recognised the significance of being better confident when talking about uncomfortable topics, and that by trying to avoid discomfort, we do not delve as far into wisdom (Newsome et al., 2021).

Conclusion
Structured feedback in personal growth was the focus of this session. From this experience, I learned how valuable it is to bring honesty and empathy together and to rely on emotional awareness to guide the level of tone and depth of feedback.

Action Plan

I will work on improving my ability to provide balanced and clear feedback even if the subject is difficult for future mentoring sessions. To continue to develop my style of mentoring, I will continue to be an active listener, be emotionally sensitive and adaptable to individual needs.

CONCLUSION

Through this reflection, it has critically evaluated coaching and mentoring in a workplace context, supported by theory and experience of the author. The two practical sessions used the GROW model and the Johari Window, as central frameworks for the coaching and mentoring processes, and it served as structure, clarity and meaningful guidance in the processes.

During peer coaching session, I had a chance to build some confidence with a structured, non-directive approach to being supportive of attainment of the goal. It helped me to enhance my own understanding of the importance of active listening, good questioning and goal setting in the personal development. The mentoring session brought out the rationale behind emotional intelligence and empathy while providing feedback to someone. 

Both sessions have helped a lot in my professional growth. As a result, the advanced skills of self-awareness, adaptability and interpersonal communication were markedly strengthened that are critical to the success of every leadership or management role. 

Based on this, it would be more correct to say that coaching and mentoring are important leadership tools. Besides boosting individual and organisational performance; they also stimulate inclusive and empowering work cultures that contribute to their long-term success.
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