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Introduction
This paper provides a critical evaluation of the use and efficacy of peer coaching and peer mentoring in professional contexts by analysing my experiences with practical assessment for this during weeks five and eight. The study looks at a specific coaching framework after analysing coaching and mentoring concepts and their functional differences. This essay discusses my personal experiences with goal setting in coaching and giving feedback during mentoring. Gibbs' Reflective Cycle (1988) is used in this reflective document because it offers a structured approach to examining work experiences, associated emotions, and the lessons that can be learnt from them.
	
Despite their different uses, coaching and mentoring are complementary tools for professional growth. Goal achievement through systematic guidance and feedback is the focus of coaching, a performance-enhancing activity (Martens and Vealey, 2024). Mentoring is a collaborative relationship that develops over time with the goal of promoting professional and personal growth through knowledge exchange and career path navigation (Aihevba, 2022). 

Relational long-term mentoring aims to improve development, whereas task-specific short-term coaching approaches do the opposite. According to Starr (2021), coaches who are successful exhibit three key skills, active listening, empathy, and the ability to ask compelling questions. The principles of transformational leadership (Manu, 2022) and the GROW model (Martens and Vealey, 2024) align with the performance development abilities of self-directed learning and empowerment.

This study will examine the GROW coaching model, critically assess the goal of coaching and mentoring in the workplace and consider my real-world experiences. I hope to show how these experiences have influenced my comprehension and future use of coaching and mentoring by fusing theory and practice.

Critical Evaluation of Coaching and Mentoring in the Workplace
Enhancing workplace performance is the primary goal that unites coaching and mentoring, although they also have similar goals. By addressing particular knowledge gaps and enhancing operational effectiveness, coaching accomplishes its primary objective of assisting individuals in reaching their goals (Martens and Vealey, 2024). 

Executives' use of leadership training and project management to build skills and change employee behaviour provides reliable proof of these outcomes. By fostering information exchange, multifaceted career advancement, and the establishment of stimulating learning environments, mentoring offers exceptional support for the development of fundamental skills (Aihevba, 2022). Employee engagement is increased by a variety of employee retention tactics that work together to provide.

Individuals can develop autonomous learning processes and realise their full potential through vital coaching. The tenets of transformational leadership assist managers in motivating employees to reach their full potential (Manu 2022). Staff members who receive coaching are better equipped to overcome challenges by establishing goals that boost their confidence and professional skills. 

In organisations with the necessary qualifications, senior executives’ mentor new recruits who learn through direct information transfers. Under their supervision, mentors offer crucial career development counsel and organisational culture knowledge to individuals they supervise (Stokes, 2021). Dual modelling helps employees develop the technical know-how and cultural sensitivity that will help them advance in their careers inside the company.
The two methods of coaching and mentoring complement one other because they are similar approaches. While mentoring exists as a collection of relationship-building techniques for development, organisations see coaching through a system lens that establishes mechanisms for performance. According to research by Garvey and Stokes (2021), task-oriented training known as coaching occurs independently of mentoring since it requires a commitment to continuous personal improvement. Excellent lines of communication, mutual trust, and polite encounters are among the basic elements that all the approaches consistently agree upon. The shared ideals lay the foundation for partnerships that foster growth.

Critics claim that coaching methods prioritise immediate outcomes to the point where they neglect more important developmental needs (Bachkirova, 2022). Because their mentoring strategies significantly rely on the availability and experience of mentors, organisations have scalability issues. The significance of these approaches in maintaining ongoing professional development across organisations is not diminished by these constraints. The frameworks provide comprehensive developmental coverage by addressing various facets of employee development.

Workplace coaching and mentoring serve a variety of functions since they focus on meeting different employee development needs. Mentoring concentrates on long-term professional development, whereas coaching focusses on enhancing performance and skill development. Together, these techniques create a thorough development plan that links individual goals to organisational results and encourages ongoing growth.

Critical Analysis of a Coaching Model
One of the popular models created by John Martens and Vealey is the coaching framework GROW (2024). The acronym GROW, which stands for Goal, Reality, Options, and Will, enables coaches to create a methodical framework for problem-solving that results in the accomplishment of personal goals. Prior to coaches choosing implementable measures, the model starts with goal definition, which comes after reality assessment and option analysis (Martens and Vealey, 2024).

The primary advantages of the GROW model are flexibility and a simple framework. This approach can be used to accomplish the objectives of individuals and organisations at various stages of development. Because of its methodical approach, which functions well under time constraints, coaching sessions under this paradigm remain focused and yield results. The paradigm aligns well with Knowles' (1984) self-directed learning ideas, which empower individuals to take an active role in their own development.

The application of the GROW model is impacted by two primary issues. According to critics, its straightforward linear design ignores important contextual and emotional factors in favour of simplifying complicated issues (Bachkirova et al., 2022). The GROW model is insufficient in these circumstances, which call for in-depth emotional exploration or conflict disputes, hence a different model is required. The methodology calls for coaches who lack experience to facilitate self-reflection and ask sophisticated questions.

The GROW approach is the best option for persons who require specific goals together with concrete performance measures. When coaches help employees focus on specific skill requirements or fulfil performance-based targets, the model produces exceptional outcomes. Because it allows leaders to create operational strategies and determine strategic direction, the model is helpful in leadership development. In situations that are complex or emotionally charged, a more adaptable strategy should be used in place of the GROW model.

The organised approach of the GROW model makes it a useful tool for goal-oriented coaching. This method's widespread use is due to its straightforward design and adaptability to many situations, although it necessitates the employment of extra tools for handling complex issues. The ideal way to apply the GROW model for improving organisational and individual performance is for training experts to make use of their understanding of its advantages and disadvantages.

Reflection on Practical 1: Coaching and Goal setting
This assessment is an illustration of my first formal coaching session using Gibbs' Reflective Cycle (1988). I led my colleague in a meeting to create and carry out their professional development plan, which centred on improving their capacity to gain a promotion. I assisted this colleague in developing their personal growth plan using the GROW approach.

[bookmark: _Toc192858464]Description: - Since establishing the objective of achieving a promotion to management level was the first job, the GROW model organised our meeting. We looked at my colleagues existing circumstances to assess his abilities and identify areas for improvement. We looked at a number of ways to achieve the aim, including attending workshops that were offered, participating in training programs for his company, and shadowing a senior manager. We developed a strategy that outlines critical tasks, schedules them for the future, and established quantifiable outcomes. In my capacity as coach, I encouraged my colleague to fully commit to their action plan in order to boost their self-esteem and motivation.

Emotions: - Even though I was certain I understood the GROW concept going into the session, I was nonetheless a little nervous about guiding the discussion in the right direction. I was confident I could help my colleague because I had coaching expertise. I felt more at ease as the session went on, particularly as I began to ask pertinent questions, and my colleague participated more fully. His excitement and upbeat demeanour gave me more confidence and enabled me to help him find the best solution for his requirements.

Evaluation: - The session's objectives were effectively met. By the end, I had given my colleague a clear plan of action, and he was convinced that he could accomplish the goal. He was able to simplify difficult objectives into more doable steps thanks to the methodical approach. Although my questioning was successful, I thought I might have done a better job of focussing and exploring my questions to gather more in-depth information from my colleague. 

Analysis: -The GROW model offered a strong foundation for establishing objectives and achieving the intended results. According to Cox et al. (2020), my colleague was able to concentrate on specific action items by using this approach. The GROW model's linear structure, however, made it more difficult for me to identify and remove any emotional obstacles my colleague could have encountered. Structured models like GROW may not adequately address complex issues, especially those including psychological and emotional dimensions, as emphasised by Bachkirova et al. (2022) and other critics. In retrospect, employing more adaptable interviewing strategies and integrating emotional intelligence would have produced better outcomes, enabling me to assist my colleague in meeting both practical and emotional development needs.

Summary: - The experience made clear that although the GROW model works well for creating goals, it needs to be used with intuitive listening and adaptable flexibility to produce the best results. For full growth, both pragmatic objectives and emotional difficulties need to be addressed. I can offer more efficient coaching support by fusing responsive strategies with organised ways.

Action Plan: - In the sessions that follow, I'll be honing my emotional intelligence and using open-ended questions to uncover latent issues in every encounter. In order to improve my coaching methods and provide a more well-rounded approach, I plan to solicit feedback. I will add motivational interviewing and other relevant coaching techniques to my skill set in order to effectively address emotional roadblocks. By combining rigid models with adaptable, compassionate methods, I hope to improve the overall effectiveness of my coaching programs. 

Reflection on Practical 2: Peer Mentoring and providing feedback 
Throughout the mentoring session, I used the Johari Window model to integrate the ideas of providing constructive criticism and fostering a supportive learning environment. A framework called the Johari Window was created to help people become more self-aware and to foster greater interpersonal understanding. The four quadrants of it are unknown, hidden, blind, and open. Both the person and others are aware of the information in the open quadrant (Chandge, P., 2018).

Description: - The purpose of the meeting was to evaluate his prospects for advancement and offer helpful criticism. I started off by complimenting his attempts to reach his objectives in order to maintain objectivity. I then provided insightful criticism on how to advance these goals and use them to accomplish his goal. In order to help the mentee understand how to take advantage of chances and be ready to act when the moment is perfect, I also helped him build his competence and confidence.

Emotions: - I was confident when I started the feedback process because I had previously coached people who wanted to achieve promotion. At first, though, I was worried about the mentee's response to a specific remark since I wanted to make sure the feedback was accepted favourably and had no detrimental effects. As the session went on and the mentee demonstrated openness and gratitude, I was able to interrupt and explain my position, which increased my confidence. His affirmative response allowed me to continue offering fair and helpful criticism, confirming that my strategy worked.

Evaluation: - The feedback session was successful in giving the mentee precise instructions. He realised that by taking a balanced approach, he was able to pinpoint both his areas of strength and growth. The mentee was eager to implement the suggested adjustments, which included asking his employer for more training and looking for shadowing opportunities. However, I should have encouraged him to finish a more thorough self-evaluation before offering my assessment, but I was unable to do so due to time constraints. As a result, he would have been able to discover more about his own development, including aspects I would have missed.
 
Analysis: - The experience made it clear how crucial it is to mentor someone in a way that strikes a balance between offering guidance and letting them take charge of their own growth. I acknowledge that, even though I gave insightful and thorough criticism, we could have discovered fresh avenues for development if we had established a cooperative framework through the mentee's previous self-evaluation. This supports the idea put forth by Aihevba (2022), which highlights that mentoring is a cooperative process in which the mentee must actively engage in their own growth. 

Summary: - The mentoring experience reaffirmed that giving constructive criticism promotes a growth-oriented mindset in addition to helping with improvement. It became evident that mentees flourish in a nurturing setting that promotes self-reflection on their work and a focus on personal growth. Good mentoring is more than just giving advice; it also entails developing deep, lasting mentoring connections and providing opportunity for reflection. 

Action Plan: - I intend to employ open-ended questions in subsequent sessions to motivate mentees to evaluate their own performance. In order to create a mentorship atmosphere that empowers, I will concentrate on strengthening relationships at work. By putting these tactics into practice, I hope to improve the efficacy of my mentoring work and have a more beneficial influence on the growth of my mentees.



Conclusion
In order to demonstrate the integration of coaching and mentoring concepts, this reflection report looks at theoretical frameworks in addition to actual workplace situations. Although organised coaching techniques like the GROW model are useful, my research shows that they are ineffective at addressing complex emotional aspects (Bachkirova et al., 2022). As observed by Cox et al. (2023) and Starr (2021), real-world experiences have proven that emotional intelligence, flexibility, and empathy are critical competencies for coaching and mentoring, facilitating significant improvement.

Gibbs' Reflective Cycle and the GROW model are both essential resources for directing structured practices (Gibbs, 1988). In order to emphasise the significance of learner autonomy and interpersonal interactions in accomplishing developmental objectives, this work draws on studies by Cox et al. (2023) and others. Research indicates that a combination of structured frameworks and individualised support is necessary for coaching and mentoring to be effective (Garvey and Stokes, 2021; Kram, 1985).  My knowledge of coaching and mentoring has grown as a result of my work with students; in particular, I now see how important it is to help others develop their emotional intelligence and encourage self-reflection. 

With this understanding, I am able to assist people in reaching their professional and personal growth objectives. I have witnessed firsthand the significant influence that a combination of methodical goal-setting and caring direction can have, particularly when it comes to assisting people in finding employment or obtaining promotion. In summary, I am dedicated to developing my coaching and mentoring practice by fusing flexible, compassionate approaches with organised methodology. By combining these components, I can help my future colleagues or clients grow in a meaningful and long-lasting way and transform their goals into workable plans for success.
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