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-Introduction- 

Coaching and mentoring are becoming increasingly common in the workplace because they are powerful development tools. An expansive and growing body of practical and academic literature on coaching and mentoring in many spheres, such as business, education, and health care, demonstrates their multidisciplinary nature (Ellinger, 2014).
Among the many training exercises, coaching and mentoring are the best ways to help people in understanding what can be done, in what way to accomplish their goals, increase their potential, and how to use their strengths to improve performance or advance (Khakwani, 2012).

"Coaching and mentoring are supportive, developmental, learning relationships where support and challenge are provided to achieve personal outcomes and to realize potential. Coaching and mentoring nurture professional and personal development by enhancing performance and work satisfaction. Coaching is often regarded as performance oriented and mentoring as career oriented." (Jones, 2022, P214). 

They also have a lot of differences what present Figure 1. However, both require trust, open communication, listening skills, and a commitment to growth (Bradford, 2014).


[image: A diagram of coaching and mentoring

Description automatically generated]
Figure 1 Differences between coaching and mentoring (Source: Khakwani, 2012).


 This report will discuss the definitions, goals and applications of coaching and mentoring, comparing these concepts with support from relevant literature. Additionally, it will include a critical analysis of the GROW model and a specific coaching model to highlight its strengths and limitations.
This reflective report also delves into my experiences with coaching and mentoring, examining these practices through the lens of the reflection model - What" developed by John Driscoll. It involves of three questions:
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The 21st century is known for developing companies and management, while employees strive for self-fulfilment and personal development. Nowadays, every company wants to increase the efficiency of its organisation due to the increasing expectations and demands of customers. For this reason, organisations work hard to develop and retain employees to ensure the smooth and competitive functioning of the organisation. An organisation can achieve a competitive advantage only by supporting the development of its members through continuous learning mechanisms, of which coaching and mentoring are the elements, as they improve the personal skills of employees through an effective learning process. Coaching and mentoring have evolved significantly in recent decades (Khakwani, 2012). They are related concepts that focus on professional development and have different goals and objectives (Hussey, 2021). 

"Both coaching and mentoring assume core values and beliefs: that people can change; that they make the best choices available to them; that mentoring is not a quick fix: "it is a journey in which the learning process is as important as the knowledge and skills acquired" (Connor, 2017, p. 10).

Mentoring is an interpersonal exchange between an experienced person (the mentor) and a less experienced person (the mentee), in which the mentor provides support, guidance, and feedback on career plans and personal development. Mentoring relationships involve frequent interactions between the mentor and the mentee, the purpose of which is to strengthen the mentee's competencies and help them develop their career. Mentoring is usually used to support broader professional and personal development. It helps mentees navigate career paths, develop new skills, build professional networks, and can be particularly valuable in developing organisational talent (Bradford, 2014).

Coaching, on the other hand, is the process of improving performance by solving problems related to work. It is a process that enables employees to exceed established levels of performance (Bradford, 2014). When good coaching is practiced, the entire organization learns new things faster and can therefore adapt to changes more effectively (Mansor, 2012). Coaching refers to teaching an employee the organisation's principles, goals, and policies. The main goals of coaching include improving individual performance, facilitating career development, and enhancing personal growth. It is often used in situations where targeted development and feedback can significantly improve performance and productivity. Although mentoring and coaching are closely related, mentoring is relational, involving a developmental relationship between the parties, whereas coaching is functional and exists because of the organisation's needs (Bradford, 2014). Figure 2 shows some differences between coaching and mentoring. 
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Figure 2 Some differences between coaching and mentoring at workplace (Source: Connor, 2017).


The mentor is often a senior professional in a given field who has yet to receive specific training. The mentor advises employees on career paths (Khakwani, 2012).
A coach is more than just an instructor who observes the employee's behaviour, develops an improvement plan, receives feedback, and recommends future actions. A person's potential can be unlocked through coaching to achieve better performance at work (Khakwani, 2012). It is believed that a mentor can act as a coach, but a coach is not necessarily a mentor to the employee (Bradford, 2014). Figure 3 presents some similarities between coaching and mentoring. 
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Figure 3 Some similarities between coaching and mentoring at workplace (Source: Connor, 2017).

Mentoring aims to develop careers and social networks (Bradford, 2014). Individual coaching has a broader scope. It can support improving leadership behaviours, effective self- and stress management, team communication, conflict resolution, better work-life balance, and, in some cases, career development (Greif, 2013).
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The GROW model was established by the coaching pioneer Sir John Whitmore (Othman, 2015) and has gained attractiveness since its introduction in the 1980s (Kamarudin, 2020). In 1992, John Whitmore published the model for the first time in the book "Coaching for Performance" in 30 countries and 23 languages (Kunos, 2017)
 This model is one of the most famous coaching models and is widely used (Othman, 2015) to help senior, middle and line managers create a high-performance culture in organizations (Dembkowski, 2004). GROW model is simple, practical and easy-going to understand and use in coaching sessions (Othman, 2015). The structure of the GROW model is shown in the Figure 4.
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Figure 4 The GROW model (Source: Kunos, 2017).

The GROW is a solution-focused model that helps solve difficulties and accomplish goals. This frame consists of four steps that require the coach to take an interest in the coaches. Each of the four distinct steps is represented by a simple question to support the development of individuals and uncover their potential (Kamarudin,2020). The four steps of the GROW model are presented in Figure 5 below.
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Figure 5 The GROW MODEL (Source: Grant, 2022).

The GROW is one of the most used models in coaching training (Panchal, 2020) because it is simple, practical and easy to understand and use (Othman, 2015). It is an ideal model for goal setting, problem-solving, and maintaining personal achievements and performance (Kamarudin,2020). The GROW model refers to the capability of a worker to make worthy choices that will be more helpful for their career. It is an effective and reliable tool and technique for solving problems and better career development. It is the idea of using questions that help the workers formulate and organize their answers (Rahman, 2023). The Model promotes performance, learning, and enjoyment, increases self-motivation and self-confidence, and unleashes potential. The results are increased productivity, better communication and professional relationships, and a higher quality of life in the workplace (Whitmore, 2010). The GROW is a popular and practical framework that helps individuals set and complete goals. This model gives the coach the elasticity to guide the caches through the steps chronologically or jump to those steps that best serve the client at that moment. Despite the model’s strong influence on coaching progress, some shortcomings exist (Panchal, 2020). The GROW can be limiting for some personalities who may require a more flexible coaching approach. It may also not be suitable for complex problems. Because it was designed to help individuals set and achieve specific goals. However, for more complex problems that require deeper exploration, this model may not be suitable (Patary, 2023). The model also includes additional steps to engage the coaches in the coaching topic (the “T-GROW” model). It is also an advantage because it shows that the model can be improved as needs change (Panchal, 2020). The GROW model attentions on goal setting and action planning, which may not address the underlying issues hindering an individual’s progress toward their goals. The model focuses on internal aspects like beliefs, values, and behaviours. However, external factors like organizational culture, economic or social interaction can also affect. GROW assumes that coaches have a certain level of self-awareness to set their goals and develop action plans. However, some clients may require additional support to increase their self-awareness. If the coaches are not motivated or committed to making the change, the GROW coaching model may not be effective. This model relies on the client’s willingness to engage in the coaching process, set goals, and act. If coaches are not motivated, they may not progress toward their goals (Patary, 2023).
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In this reflection, I analyse this experience and its meaning and plan further development of my coaching and metering skills using the reflection model - "What" developed by John Driscoll. It consists questions: -WHAT? - SO WHAT? - WHAT NOW? (Gladd, 2020).
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1. What?

My first experience with coaching and goal setting occurred in a Coaching and Mentoring Skills for the Workplace class, where I started without a clear distinction between coaching and mentoring. The teacher introduced us to various coaching models, but we mainly focused on the GROW and OSCAR models. Additionally, we discussed different goal-setting methods, such as MMM RAW and the SMART method, which I am well-known for. I applied the GROW model by conducting a coaching session with a classmate. This experience showed me how crucial active listening skills are and how important it is to ask the right questions. It also showed me from the cache’s role that coaching is beneficial. It teaches you by trying to find solutions and answer them yourself rather than giving you ready-made solutions you will forget about in a moment.

2. So What?

This experience was significant to me for several reasons. First, I understood the difference between coaching and mentoring, which is crucial for using these techniques effectively in the future. Second, learning about the GROW and OSCAR models and different goal-setting methods enriched my coaching tools. The practical application of the GROW model allowed me to understand how to effectively conduct a coaching session and how crucial active listening and the ability to ask questions are to helping the coaches discover their solutions. I chose the GROW model for several key reasons. Its simplicity and structure make it easy to understand and implement, even for beginner coaches. The model consists of four stages: Goal, Reality, Options, and Will, which allow for a systematic coaching conversation. In addition, during the classes, our teacher discussed the model in detail, which gave me a solid theoretical basis for its practical application. The teacher's support and the opportunity to observe what good coaching looks like using the GROW model helped me prepare for my first coaching session.

Finally, the practical application of the GROW model during a session with a classmate allowed me to gain valuable experience. Being a coach within this model allowed me to lead sessions effectively and taught me the importance of active listening skills and asking the right questions to support the coaches in discovering their solutions.

During the classes, the teacher showed us what good and bad coaching look like, which made it much easier to prepare for the assessment. Thanks to the feedback from the teacher after the coaching session, I learned what I need to work on—primarily active listening and time management—because my coaching lasted a bit shorter than required. Also, thanks to the many exercises during classes, coaching has become a more understandable and clear form of development.

3. Now What?

Based on this experience, I plan to continue developing my coaching skills, deepen my knowledge of different coaching models and their practical applications, and participate in additional training to improve my skills. I will also return to many exciting courses on LinkedIn.

I would like to conduct coaching sessions to gain more practical experience if possible. I will focus on improving active listening and time management during coaching sessions.
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1. What? 

The following experience during the class was mentoring. After previously learning about coaching, this time, I had the opportunity to learn about and practice mentoring. Mentoring differs from coaching mainly because the mentor shares his knowledge and experience to help the mentee achieve their goals. During the class, the teacher introduced us to various aspects of mentoring and techniques that can be useful. Then, I conducted a mentoring session with a classmate, acting as a mentor. During the class, the teacher presented the Johari Window method for developing self-awareness and methods such as the Karpmann Triangle, Force Field Analysis and the CAN Model, which I was not familiar with before. For practical mentoring, I used the Johari Window method. However, due to the lack of specific examples, conducting a mentoring session was difficult. Then, I conducted a mentoring session with a classmate, acting as a mentor and a mentee. Together with my classmate, we conducted a session that was not entirely correct.

2. So What? 

This experience was significant because it allowed me to understand the differences and similarities between coaching and mentoring. Previously, I was unaware of how complementary these two methods can be and their benefits. Through the mentoring practice, I learned how important it is to share my experiences and provide specific advice and support to the mentee. This experience was important because it made me realize that I felt less confident in the role of a mentor than in the role of a coach. Although the Johari Window method was well known to me, other methods, such as the Karpmann Triangle and Force Field Analysis, were new to me, and I had not had the opportunity to apply them practically before the session.

Conducting a mentoring session was a valuable experience that showed me how important it is to have a solid theoretical foundation and practical examples. The session with my colleague revealed areas I need to improve, such as effectively using new methods and building self-confidence as a mentor. The experience was enjoyable, but it was also stressful because I felt less confident. Feedback from the teacher after the session indicated that I still need to work on my practical mentoring skills. However, thanks to the feedback from coaching, I had the opportunity to work on time management, and my mentoring lasted 15 minutes. Also, mentoring was something new that I had not done before, and it was both stressful and exciting. Because I like learning new things.

3. Now What?

Based on this experience, I plan to continue developing my mentoring skills. I intend to deepen my knowledge of methods such as the Karpmann Triangle, Force Field Analysis, and CAN Model to better understand them and effectively use them in practice.
I also plan regular mentoring sessions to gain confidence and improve my skills. I will focus on improving my existing techniques and experimenting with new approaches.
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This report examines the roles and goals of coaching and mentoring in the workplace and critically examines the GROW coaching model and practical experiences using the ‘What’ model of reflection. Coaching and mentoring serve distinct but complementary purposes. Coaching focuses on immediate performance improvement, such as short-term prisons, and mentoring supports long-term career development. There are many differences between coaching and mentoring. However, both require trust, open communication, commitment to growth, listening skills, and the ability to ask questions. The GROW model, while effective for specific, short-term goals, may need to be supplemented with other approaches for more complex development needs. It has many advantages and limitations. 

Reflecting on my practical mentoring experiences has been challenging but enlightening. I felt less confident than I did as a coach. The mentoring session revealed that I needed to use new methods effectively and build my confidence. The feedback from the practical assessment gave me a sense of what to look out for and work on. Thanks to my experiences with coaching and mentoring, I better understand how these practices can support my development in the workplace. I have realized how important it is to set goals and provide feedback. In the future, using the knowledge of the GROW model and reflecting on my practices, I will be able to help my colleagues achieve their goals more effectively and develop their skills. It will allow me to support both my development and my colleagues fully.
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Table 1: The GROW Model.

Acronym Description Example Questions

G - Goal Coachee is asked to clarify what they What do you want to achieve this
want to achieve from each session. session?

Determines the focus of coaching. How would you like to feel afterwards?
What would be the best use of this time?

R — Reality Raise awareness of present realities. How have things gone in the past week?
Examine how current situation is How have you handled any problems?
impacting coachee’s goals. What worked? What didn't work?

0 - Options  Identify and assess available options. What possible options do you have?
Encourage solution-focused thinking What has worked for you in the past?
and brainstorming. What haven't you tried yet that

might work?
W - Wrap-Up Assists the coachee determine next steps. What is the most important thing to

Develops an action plan and builds
motivation.
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How will you feel when this is done?
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