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This reflective report explores my experiences and insights gained from completing peer coaching sessions and peer mentoring sessions, focusing on the purpose and application of coaching and mentoring in the workplace. The report is structured using Gibbs’ Reflective Model (1988), a widely recognised framework for reflective practice that encourages a systematic analysis of experiences through six stages: description, feelings, evaluation, analysis, conclusion, and action plan. This model provides a structured approach to critically evaluate my learning and identify areas for professional growth.
Coaching and mentoring are distinct yet complementary practices that play a pivotal role in personal and professional development. Coaching is a goal-oriented process that facilitates learning, development, and performance improvement through structured conversations and feedback. It emphasises the significance of self-awareness and accountability in coaching, which is consistent with my practical coaching sessions where the coachee was prompted to contemplate their circumstances and formulate concrete plans of action (Ives, 2008). In contrast, mentoring is a longer-term relationship focused on guiding and supporting an individual’s career and personal growth, often drawing on the mentor’s experience and expertise (Clutterbuck, 2001). While coaching is typically task-specific and short-term, mentoring involves a deeper, more holistic relationship. Both require key attributes such as active listening, empathy, effective communication, and the ability to build trust (Rogers, 2024).
In this report, I will critically evaluate the purpose of coaching and mentoring in the workplace, supported by relevant literature and theoretical models. I will also reflect on my practical experiences, analysing the effectiveness of the coaching model and mentoring tool I employed, and how these experiences have enhanced my understanding of these practices. Finally, I will discuss how these insights will contribute to my future professional development and employability. 
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Coaching and mentoring are widely recognised as valuable tools for fostering professional development, enhancing performance, and supporting organisational growth. Although they share some similarities, their purposes, applications, and outcomes differ significantly. This section critically evaluates the roles of coaching and mentoring in the workplace. Effective performance appraisal systems integrate coaching and mentoring, where supervisors provide feedback and support to enhance employee development. This fosters a supportive environment, aligning personal goals with organisational objectives and contributing to both intrinsic and extrinsic job satisfaction.
Research by Pepple and Ambilichu (2023) indicates that fair and accurate performance appraisals boost employee commitment, with intrinsic job satisfaction—stemming from feelings of accomplishment—having a greater impact than extrinsic factors like pay. This highlights the role of mentoring in addressing motivational needs and fostering loyalty, while coaching focuses on structured feedback and goal setting, creating a comprehensive approach to employee development. The primary purpose of coaching in the workplace is to facilitate individual and organisational growth by improving performance, developing skills, and achieving specific goals.
According to Whitmore (2017), coaching is a goal-oriented process that empowers individuals to unlock their potential and maximise their performance. Coaching often addresses specific challenges, such as improving leadership skills, enhancing communication, or managing change. Particularly effective for developing self-awareness and self-efficacy, coaching helps individuals accept responsibility for their growth. In a workplace setting, for instance, coaching can assist staff members in overcoming performance constraints, adjusting to new responsibilities, or navigating challenging projects. It is also an excellent tool for promoting critical thinking and reflective practice, which aids in leader development. Conversely, mentoring is more oriented towards long-term personal and professional progress.
Typically, a mentor, someone with more experience, guides, supports and counsels a mentee in a more comprehensive relationship (Kram, 1985). The purpose of mentoring is to facilitate career progression, build networks, and enhance organisational knowledge transfer. Mentoring relationships often concentrate on broader goals, such as career planning, leadership development, and navigating organisational culture. For instance, mentoring can help new employees integrate into the workplace, develop confidence, and gain insights into organisational dynamics. It also serves as a means for succession planning, thereby ensuring that knowledge and experience will be passed on to the next leaders (Clutterbuck, 2001).
Although both mentoring and coaching seek to enhance organisational and personal growth, they differ in scope, duration, and emphasis. While mentoring is long-term, relationship-oriented, and development-focused, coaching is typically task-specific, short-term, and performance-driven. Whereas mentoring relies on the mentor's expertise and insight to guide the mentee, coaching often involves structured dialogues and feedback. Furthermore, mentoring relationships are generally informal and based on mutual trust, whereas coaching is typically conducted by qualified professionals.
Despite their advantages, both coaching and mentoring have limitations. Coaching can be resource-intensive, requiring skilled practitioners and time commitments, which may not be feasible for all organisations. It is also less effective if the coachee lacks motivation or clarity regarding their goals (Connor, Pokora, 2012). Although helpful, mismatched mentor-mentee relationships, power imbalances, or lack of commitment from either party can hinder the mentoring process. Moreover, overly dependent mentoring relationships could impair the mentee's ability to develop autonomous problem-solving skills. To ensure their success, both approaches demand careful preparation, well-defined goals, and ongoing assessment.
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The GROW model, created by Sir John Whitmore in 1992, is a leading framework in coaching, providing a systematic approach to facilitate discussions and enhance personal growth. It enables individuals to assume responsibility for their development by navigating four essential stages: Goal, Reality, Options, and Will (or Way Forward). This introspective process commences with the establishment of clear, achievable objectives, proceeds with an honest evaluation of the present circumstances and the examination of potential strategies, and culminates in a commitment to specific, practical activities.
The GROW model, grounded in self-awareness, accountability, and empowerment, serves as an adaptable and broadly applicable coaching tool in many business environments. This analysis assesses its strengths, weaknesses, and practical applicability. The GROW model's principal advantage is its simplicity and clarity. Its clear, four-stage framework functions as an accessible guide, advantageous for both inexperienced and experienced trainers (Alexander, 2006). Prioritising goal setting ensures that sessions remain focused and results-driven, a crucial aspect in time-restricted business settings. Moreover, the model promotes self-directed learning, encouraging coachees to contemplate their situations, formulate solutions, and take responsibility for their advancement.
This method fosters accountability and enables lasting behavioural transformations. The model's versatility enhances its attractiveness, demonstrating efficacy in various domains like performance improvement, career development, problem resolution, and decision-making. It can aid employees in establishing career milestones, surmounting workplace challenges, or refining leadership skills, rendering it a valuable resource across many industries and degrees of seniority. Notwithstanding its advantages, the GROW model possesses inherent shortcomings.
Critics contend that its linear structure may oversimplify complex or emotionally nuanced scenarios when coachees confront profound issues such as low self-esteem or personal challenges, the model's inflexible structure may poorly address the underlying psychological impediments. Moreover, its efficacy depends on a coachee's capacity to precisely state objectives and evaluate their current circumstances. Without self-awareness or clarity, growth may stagnate prematurely (Passmore, et al., 2013). The model's emphasis on short-term, goal-specific outcomes restricts its applicability for long-term developmental coaching, necessitating coaches to integrate additional methods for comprehensive growth objectives.
The GROW model is particularly effective when explicit objectives and measurable outcomes are essential. It is exceptionally useful in performance coaching, assisting employees in refining specific abilities or achieving designated objectives, and in leadership coaching, where it promotes contemplation and creative problem-solving. A manager seeking to enhance team productivity can employ the GROW model to establish objectives, assess existing dynamics, investigate strategies, and commit to actions. The model may be inadequate in more complex or emotionally charged situations, like dealing with burnout or interpersonal disputes, until it is combined with techniques such as solution-focused coaching or cognitive-behavioural treatments (Passmore, 2006).
Ultimately, while the GROW model provides a solid and accessible framework for goal-orientated coaching, its efficacy is enhanced when it is tailored to the coach's requirements and supported by supplementary tools, as complexity necessitates. This equilibrium guarantees that it continues to be a fundamental component of coaching practice while also accommodating the diverse challenges of the workplace.
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Description.
In my coaching session, I assisted a coachee in shifting from a factory operator to a quality auditor. Employing the GROW model, I concentrated on the reality phase to evaluate her circumstances and delineate actions towards her objective. We clarified her purpose and outlined her current duties, encompassing quality control duties. We highlighted gaps in her knowledge of formal auditing and explored potential activities, such as enrolling in an ISO 9001 course and researching Six Sigma. For practical experience, I suggest she consult her manager regarding shadowing an auditor. The meeting ended with an agreement to meet again in a month for further discussion over the action.
Feelings.
Initially, I was concerned about applying the GROW model in a live coaching setting because I wanted to make sure the coachee felt supported. I gained confidence as the session progressed, particularly as she responded positively to my enquiries and appeared engaged. When the professor complimented my ability to articulate objectives and listen with empathy, I felt proud. At the same time, I was uncertain as to whether I had adequately addressed her concerns regarding her absence of formal auditing experience. I was left with a sense of accomplishment from the session, but it also inspired a desire to further refine my approach.
Evaluation.
The session had notable strengths. I established a clear goal to provide focus and direction. My focus on the reality phase of the GROW model facilitated the coachee's profound reflection on her situation and identification of knowledge deficits. The professor emphasised my empathic listening and supportive remarks, such as, “That’s a proactive step,” which enhanced her trust. The action plan, which included the ISO 9001 training and a shadowing idea, was practical and aligned with her goals. Nevertheless, I could have invested additional time in establishing rapport initially to foster a more trusting environment. Furthermore, I failed to define the GROW model succinctly at the beginning, which may have facilitated her understanding of the session's framework.
Analysis.
Based on the feedback, my systematic approach worked well but may have been improved with a stronger first connection. The GROW model was successful in promoting self-directed learning, and my supportive demeanour fostered a positive environment—an important component of successful coaching. Nonetheless, I could have done more to address the coachee's worries about moving into a new area. For example, I could have suggested specific resources, like professional networks or online classes, to help her feel more comfortable with auditing practices.
Conclusion.
In general, the session was a beneficial learning experience. I demonstrated effective questioning and listening abilities, effectively implemented the GROW model, and developed a practical action plan. However, I need to improve my ability to provide more extensive advice and handle needs for entering a new domain. Identifying these areas for development will enable me to enhance my coaching approach in the future.
Action Plan.
In the future, I intend to create rapport by asking open-ended questions and participating in casual dialogue. Additionally, I will explain any coaching models that I employ at the beginning of each session. To develop my coaching skills, I intend to practice simulated scenarios and seek regular feedback from peers and mentors.
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Description.
In my peer mentoring session, I supported a colleague who was contemplating a career transition from her position as a quality operator. We made a connection and outlined her objectives, focusing on recognising her strengths and investigating new career opportunities. I introduced the Johari Window model to highlight her strengths, especially her keen attention to detail, which could be useful in data analysis or auditing. I suggested that she enrol in a beginner's course in data analysis on LinkedIn as an initial step. The session concluded with a well-defined action plan and an agreement to monitor her progress moving forward. 
Feelings.
Initially, I experienced some anxiety regarding the application of the Johari model in the mentoring process. As it advanced, I developed confidence, particularly when the mentee reacted favourably to my enquiries. I felt a sense of pride when the professor acknowledged my abilities in clarifying goals and practising empathetic listening. I also offered supportive follow-up remarks that enhanced the mentee's confidence. Nevertheless, I recognised that finding the right balance between providing guidance and allowing for self-reflection was an aspect where I could enhance my approach. 
Evaluation.
The session highlighted several strengths. I established a rapport early on, fostering an accepting atmosphere for the mentee. The mentee positively embraced the Johari model, which helped her recognise her strengths. My effective questioning skills encouraged her to reflect on her abilities and career options. The professor acknowledged my attentive listening and supportive remarks, which enhanced her confidence. I also suggested a practical action plan - enrolling in a beginner data analysis course on LinkedIn - that matched her objectives. 
Analysis.
The professor's feedback emphasised the significance of establishing rapport and clarifying goals, which I accomplished effectively. The Johari model served as a valuable instrument in assisting the mentee to identify her strengths, especially since they were recognised by others too (Luft, 1961). This is consistent with the model's aim of enhancing self-awareness and building trust in mentoring relationships. My reassuring comments and empathetic listening fostered a positive and supportive environment, which is essential for effective mentoring. 
Conclusion.
The session was an enriching learning experience. I effectively utilised the Johari model, showcased my questioning and listening abilities, and presented a practical action plan that included a recommendation for a LinkedIn course focused on data analysis. Nonetheless, I must enhance my capacity to provide greater opportunities for mentee’s reflection. Identifying these areas for development will enable me to enhance my mentoring approach.
Action Plan.
In the future, I will implement techniques to offer clients greater reflective space, including the use of strategic pauses following important questions. I plan to continue using positive encouragement in the form of follow-up affirmations, as this technique helps to enhance the mentee’s confidence and participation. I will look for chances to have mentoring conversations and read relevant books on coaching and mentoring strategies to expand my knowledge of successful mentoring techniques to further develop my mentoring abilities.
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This reflective report examines the purpose and application of coaching and mentoring in organisational contexts, referencing important theories and models like the GROW model and the Johari Window. Coaching and mentoring serve different purposes, but they complement each other: coaching is aimed at immediate, goal-driven performance enhancement, whereas mentoring prioritises long-term career growth and the cultivation of relationships. Both strategies seek to improve employee satisfaction, commitment, and performance. The report highlights the significance of organised feedback and fair procedures. The GROW model adeptly directed goal-setting and problem-solving, whereas the Johari Window enhanced self-awareness and communication skills. These models underscore the value of clarity, empathy, and active listening in fostering trust and engagement.
Reflecting on my practical experiences, I recognised the importance of rapport-building and effective questioning in creating a supportive environment. Acknowledging proactive steps through positive reinforcement enhanced the confidence and commitment of coaches/mentees. Nonetheless, I recognised opportunities for enhancement, including the need to clarify model explanations and delve further into clients’ situations to reveal more insights. This experience will undoubtedly influence my future professional practice. Coaching and mentoring extend beyond the pursuit of short-term objectives; they focus on cultivating essential skills that enable individuals to effectively manage the complexities of the workplace. Coaching emphasises the importance of addressing challenges and fostering self-directed learning, which empowers individuals to take charge of their growth. Mentoring enhances communication and conflict resolution, which are vital for building collaborative relationships. Through the integration of these skills, I can assist individuals in reaching their goals while fostering resilience and adaptability for sustained success. This comprehensive approach will allow me to make a significant contribution to organisational development and employee well-being.
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