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1. Introduction

This report provides a reflective and critical account of my recent coaching and mentoring sessions within a professional context. These sessions aimed to support my development and enhance my self-awareness, communication skills, and goal-setting abilities. Through the coaching session, I was able to articulate my professional challenges, while the mentoring session provided valuable feedback that helped me better understand how I am perceived in the workplace.

Reflection is a vital part of personal and professional growth. To guide this reflective process, I will be using Gibbs’ Reflective Cycle (1988), a model comprising six stages: description, feelings, evaluation, analysis, conclusion, and action plan. This structured approach allows for deep learning and critical analysis of experiences, contributing to long-term development.

It is important to distinguish between coaching and mentoring. Coaching is typically a time-bound, performance-driven process that aims to help individuals achieve specific goals through guided questioning and self-discovery (Whitmore, 2017). In contrast, mentoring is a relational and long-term process involving support, feedback, and guidance from a more experienced individual (Clutterbuck, 2004). While coaching is more goal-oriented, mentoring focuses on holistic growth and career development (Garvey et al., 2018).

Effective coaches display attributes such as active listening, empathy, non-judgemental questioning, and the ability to facilitate self-directed learning (Rogers, 2012; ICF, 2021). This report will discuss the purpose of coaching and mentoring in the workplace, analyse the GROW model, and reflect on my own experiences of being coached and mentored. The sessions also incorporated the Johari Window model (Luft & Ingham, 1955), which proved crucial in the mentoring feedback process.







2. [bookmark: _Hlk110611451]Critical Evaluation of the Purpose of Coaching and Mentoring

Coaching and mentoring are widely implemented in modern workplaces to drive employee development, support talent retention, and promote organisational performance (CIPD, 2021). While both approaches aim to enhance personal and professional growth, their purposes and methods vary significantly.

Coaching is primarily used to improve performance, overcome specific challenges, and achieve defined goals. It typically involves structured one-to-one conversations led by a trained coach who helps the coachee explore issues, generate solutions, and commit to action (Whitmore, 2017). It is task-focused and often short-term, making it suitable for performance management, leadership development, and transitions (Downey, 2003). Coaching helped me clarify my concerns about recognition and take steps toward advocating for myself—something I had previously avoided.

Mentoring, by contrast, offers longer-term support and is less structured. It involves a more experienced individual providing guidance, feedback, and emotional support to help the mentee navigate career and personal challenges (Kram, 1985; Clutterbuck, 2004). Mentors act as role models and provide insight into workplace dynamics. In my case, the mentoring session allowed me to explore how my behaviour and communication were affecting perceptions of my performance and recognition.

A key purpose of mentoring in the workplace is to provide support during role transitions, enhance leadership potential, and create a culture of continuous learning (Garvey et al., 2018). It can be especially valuable in supporting underrepresented groups, helping new hires acclimate, and fostering knowledge transfer (Allen et al., 2004).

While coaching often encourages self-discovery through questioning and reflection, mentoring can involve direct advice and personal experience sharing (Zeus & Skiffington, 2000). This distinction became clear in my experience—during coaching, I was guided to explore solutions independently; in mentoring, I received more structured feedback and guidance.

Despite their differences, the purposes of coaching and mentoring can converge. Both support personal insight, resilience, and development of interpersonal and problem-solving skills. According to Passmore (2010), integrating coaching and mentoring practices into an organisation’s development strategy can help build a culture of performance and growth.


Coaching helped me formulate actionable goals, while mentoring provided feedback that improved my self-awareness and communication strategy. For instance, during mentoring, I was introduced to the Johari Window, which allowed me to understand how my silent frustrations created blind spots in the way I was perceived. This was transformative for me, as I realised the importance of speaking up and managing my personal brand.

In summary, both coaching and mentoring serve essential functions in the workplace. Coaching is ideal for achieving specific outcomes and behavioural change, while mentoring supports broader professional development. When used strategically, they offer complementary benefits that enhance individual and organisational performance.























3. [bookmark: _Hlk150513522]Critical Analysis of a Specific Model of Coaching: The GROW Model

The GROW model, created by Sir John Whitmore (2017), is one of the most popular frameworks in performance coaching. It provides a structured, goal-oriented approach to personal development and was used during my coaching session. GROW stands for Goal, Reality, Options, and Will, guiding both the coach and coachee through a logical and reflective conversation.

The Goal phase is about identifying a clear, measurable objective. In my session, this meant recognising that I felt unappreciated at work and desired recognition in both verbal and financial forms. The Reality phase explored the current situation, revealing that although I solved critical IT issues and took on responsibilities, I rarely communicated these contributions to management. The Options phase helped me generate possible actions: requesting a meeting with my manager, documenting achievements, and asking for formal feedback. Finally, the Will stage prompted me to commit to the most realistic option—setting up a performance review with my line manager.

One major strength of the GROW model is its simplicity and adaptability. It helped me structure my thinking and gain clarity without being overwhelmed (Downey, 2003). It also encouraged self-reflection, which aligns with adult learning principles like autonomy and relevance (Knowles et al., 2015). Rather than telling me what to do, the coach used open-ended questions that allowed me to draw my own conclusions.

However, the model also has limitations. Its linear structure can feel rigid in complex or emotionally charged situations (Wilson, 2020). For example, I initially felt frustrated and demotivated, and the GROW model didn’t explicitly provide space to explore those emotions. More emotionally focused models, like the CLEAR model (Hawkins, 2012), may be better suited for emotionally nuanced conversations.

Additionally, the Options phase can become superficial if not facilitated well. It requires the coach to balance creativity and practicality. Fortunately, in my case, the coach was skilled and asked insightful questions that helped me reflect deeper. Still, I felt that we could have explored alternative strategies, such as involving HR or preparing a feedback document for my manager.





The GROW model worked well in this context because I had a specific, performance-related issue and needed a structured way to address it. It allowed me to move from vague dissatisfaction to a focused action plan. This supports Whitmore’s (2017) assertion that the model is best suited for workplace development and performance improvement.

In conclusion, the GROW model is an effective tool for structured goal-setting and action planning, especially when used by a skilled coach. While it may need to be supplemented with more emotional or relational frameworks in some cases, it provided the clarity and direction I needed in my session. It empowered me to take ownership of my development and initiate a conversation I had previously avoided.
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Description
The coaching session focused on my feelings of under-recognition at work. The coach used the GROW model to guide me through identifying goals, assessing reality, exploring options, and committing to action. The aim was to help me find a way to articulate my value to management.

Feelings
I initially felt frustrated, overlooked, and somewhat powerless. I was unsure whether the session would help or if I would just end up venting. However, the coach’s calm and non-judgmental approach put me at ease. I became more open as the session progressed.

Evaluation
The session was successful in turning my vague frustration into actionable steps. The coach asked questions that made me consider my role in the situation—especially my tendency to work silently and avoid advocating for myself. I realised that my communication style may be contributing to the issue. That shift in perspective was eye-opening.

Analysis
The GROW model helped break down the issue into manageable parts. What stood out was how much I learned about myself in the "Reality" stage. I had not considered how my silence might be perceived as satisfaction. This aligns with Rogers' (2012) view that coaching facilitates awareness rather than prescribing solutions. However, we could have spent more time brainstorming innovative solutions during the Options phase. Emotional factors were present, but the model didn’t make space to process them deeply, which may be a limitation in emotionally complex situations.

Conclusion
The session helped me realise that if I don’t express my needs, others may not know there’s a problem. I learned that effective communication is essential for recognition and progress. The coaching space gave me the confidence to act rather than complain passively.




Action Plan
I will follow through on my plan to request a one-on-one with my manager and share recent successes. In future situations, I will also practice more proactive communication. I plan to explore emotional intelligence literature (Goleman, 1998) to better understand how emotions affect workplace communication.































5. Reflection on Mentoring Session Using Johari Window

Description
In the mentoring session, my mentor introduced the Johari Window model to help me reflect on how I am perceived by others. The conversation explored four areas: the Open area (known to self and others), the Blind Spot (unknown to self, known to others), the Hidden area (known to self, hidden from others), and the Unknown.

Feelings
At first, I felt uncertain and slightly defensive—especially when discussing areas I hadn’t communicated openly. But as the mentor explained the model, I became more comfortable and started to see its value. I appreciated the structured way the feedback was delivered.

Evaluation
The Johari Window helped me recognise that while I am seen as competent, my lack of communication creates a blind spot where people assume I’m fine or don’t need support. I also had a large "Hidden" area—I had not voiced my frustrations or desires clearly, expecting others to notice them.

Analysis
The model effectively encouraged open dialogue and self-awareness (Luft & Ingham, 1955). The mentor used it to deliver constructive feedback without making me feel attacked. According to London (2003), feedback is most effective when tied to a trusted relationship, and this session confirmed that. However, the session could have included a follow-up plan to ensure I acted on the insights.

The mentoring session highlighted the emotional side of professional development. While coaching focused on goals, mentoring helped me understand how my behaviour affects how others perceive and respond to me. Clutterbuck (2004) notes that mentoring works best when feedback is framed in a developmental context, which this session achieved well.

Conclusion
This session was transformative. It helped me realise that if I don’t advocate for myself or express concerns, I may be inadvertently contributing to my lack of recognition. The model gave me a framework to reflect on my interactions and adjust my approach.

Action Plan
I will work on reducing my Hidden and Blind areas by being more open with colleagues and asking for feedback. I plan to regularly check in with peers and supervisors to ensure I am aligning perceptions with my intentions. I will also seek mentorship periodically to stay grounded in external feedback..





























6. [bookmark: _Hlk150513553]Conclusion

Summary of Findings
This report has provided a reflective and critical evaluation of my coaching and mentoring experiences. It explored the purposes of coaching and mentoring, highlighted their differences, and demonstrated how each approach contributed uniquely to my personal and professional growth. Coaching, through the structured GROW model (Whitmore, 2017), helped me clarify and act on my goal of seeking recognition. Mentoring, using the Johari Window (Luft & Ingham, 1955), revealed valuable insights about how I am perceived in the workplace.

Reflecting through Gibbs’ Cycle (1988) allowed me to deepen my understanding of these sessions. The coaching session improved my problem-solving and goal-setting skills, while the mentoring session boosted my self-awareness and communication. The sessions confirmed the literature’s claims that coaching empowers individuals to take ownership of their development (Rogers, 2012), and that mentoring offers guidance and perspective necessary for long-term career growth (Clutterbuck, 2004).

Moving forward, I will apply these lessons by advocating more confidently for myself and by seeking regular feedback to align my self-perception with how others see me. I will also aim to help others through informal mentoring, sharing my journey and supporting those who may be navigating similar challenges.
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