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In this reflective report, I aim to present my personal reflections on the two practical sessions we undertook as a group, focusing on coaching and mentoring. The first session focused on identifying goals, while the second session was centered around creating a motivational plan (Lumbanraja et al., 2024). This report reflects on these sessions using Gibbs' Reflective Cycle (1988), which I have selected as my model for reflection. Gibbs’ Cycle consists of six stages: description, feelings, evaluation, analysis, conclusion, and action plan. I will apply this model to reflect on my personal experiences and our collective efforts during these activities.
In both sessions, I was able to experience firsthand the differences between coaching and mentoring. Coaching, as I learned, is a more structured, short-term relationship where the focus is on improving specific performance or behaviour. In contrast, mentoring is more long-term and focuses on personal and professional development over time (Lowes, 2020). I personally felt that coaching helped me refine my skills for immediate tasks, while mentoring offered me a deeper, more comprehensive learning experience. The key to both is understanding their purpose and the roles we, as coachees or mentees, must play in our development.
Through the sessions, I also realised that effective coaching and mentoring require certain interpersonal skills. These skills include listening, questioning, and providing constructive feedback. I noticed that these skills were not just necessary for the coach or mentor, but also for me as the coachee or mentee. I had to actively participate in the sessions, providing honest feedback and reflecting on my own development. These sessions provided me with a better understanding of how I can use coaching and mentoring to enhance both my professional and personal life.
[bookmark: _Toc180757124]Critical Evaluation of the Purpose of Coaching and Mentoring Within a Workplace
From my experience, I came to understand that the purpose of coaching and mentoring in the workplace is to improve performance, facilitate personal growth, and help individuals like me achieve specific career goals. In our sessions, I realised that coaching is more goal-oriented and performance-driven. It helped me focus on improving my existing skills and behaviours. As Esmaeeli and Yazdani (2023) point out, coaching allows individuals to clarify their goals and take action in a focused, measurable way. During the sessions, I was given clear guidance on how to set goals and take concrete steps toward achieving them, which made me feel more confident in my approach to tasks.
However, I also saw that mentoring plays a much larger role in long-term personal development. As I reflected on my own career, I realised that mentoring provides guidance that goes beyond immediate goals. My mentor encouraged me to think about my broader career aspirations, including the development of my leadership potential. In this way, mentoring is not just about helping me accomplish short-term tasks, but also about fostering my long-term growth. Esmaeeli and Yazdani (2023) highlight that mentoring helps individuals develop skills and abilities for future roles, which aligns with my own experience in the sessions.
I learned that coaching and mentoring work together to create a learning culture within an organisation. While coaching helped me improve immediate behaviours and performance, mentoring encouraged me to think about my broader development and long-term success. I realised that these processes can make a significant difference in both personal satisfaction and organizational success. For me, the combination of coaching and mentoring has made me feel more engaged and motivated to perform well in my current role and to aim for greater achievements in the future.
I believe that coaching and mentoring are essential tools for organisations, and they should be integrated into our workplace practices to help employees, like myself, grow and thrive. By providing employees with structured coaching and mentoring, organisations can enhance employee engagement, retention, and performance. This, in turn, leads to a more productive and successful workplace. Personally, I feel that these practices have helped me understand my strengths and areas for improvement, which I can use to advance in my career.
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In our coaching session, I found the GROW Model (Whitmore, 1992) to be particularly effective. The GROW Model provided me with a structured approach to goal-setting and problem-solving, and I found it useful for clarifying my personal objectives. I’ll share how I applied the four stages of GROW—Goal, Reality, Options, and Will—to my own development during the coaching session.
The first stage, Goal, helped me set clear, achievable objectives. I was able to articulate what I wanted to accomplish and break it down into measurable steps. This step made me realise how important it is to have specific goals to work toward. The Reality stage helped me assess my current situation and understand where I stood in relation to my goals. This stage encouraged me to evaluate my strengths and weaknesses, which helped me see the gaps I needed to address.
In the Options stage, I was encouraged to think of possible solutions to the challenges I faced. This stage was empowering because it forced me to brainstorm and evaluate different strategies. I realised that having multiple options allows me to choose the most effective way forward. The final stage, Will, was where I committed to taking action. I set clear steps and deadlines to ensure I remained on track to achieve my goals. This was the part where I truly felt accountable for my progress.
The GROW Model has several benefits, which I felt were particularly relevant to me. One key benefit is that it is highly adaptable. I could use it in any situation, whether it was for improving my work performance or developing a new skill. It gave me the flexibility to apply the model to a wide range of goals and challenges. Additionally, it encouraged me to take ownership of my development, making me more invested in achieving my goals. I found that using this model made my coaching session more focused and productive.
However, I did encounter some challenges with the GROW Model. In some cases, I found it difficult to fully understand the Reality stage, especially when I wasn’t sure about my starting point. At times, I struggled with identifying concrete solutions during the Options stage, as I felt overwhelmed by the possibilities. While the GROW Model offers a structured approach, I also found that it could be limiting if I wasn’t clear on my goals. Despite these challenges, I believe the GROW Model helped me clarify my objectives and take action, which contributed to my overall growth during the coaching session.

[bookmark: _Toc180757126]Reflection on Practical 1
In the first practical session, I applied Hawkins’ (1988) Gibbs’ Reflective Cycle to my coaching experience, using the GROW model to guide the coachee through setting a goal. As I reflect on the session, I recall asking open-ended questions to help the coachee define their goal, such as: "How would you like to manage your time better?" and "How would it affect your workplace?" These questions were designed to encourage self-reflection and to help the coachee explore their thoughts and feelings. During this process, I felt confident in explaining the GROW model and its steps, but I also experienced a sense of nervousness, especially when it came to allowing the coachee to come up with solutions themselves.
At first, I found it challenging to step back and let the coachee search for their own answers, but I soon realized that the more the coachee spoke, the stronger their reaction was to my interventions. This interaction made me recognize the importance of patience in the coaching process. In hindsight, I can confidently say that the session was effective in helping the coachee clarify their goal and reflect on their current reality. I encouraged the coachee to think about their time management challenges and explore the possible options for improving their work schedule. The more I listened and guided, the more the coachee became engaged in their own solution-finding process.
One aspect I would like to have spent more time on during the "Reality" stage was helping the coachee objectively analyse what was holding them back. Although I did ask questions that allowed for self-exploration, I believe I could have spent more time asking deeper questions to help them gain a better understanding of the barriers they were facing. In this stage, I found that I could have been more focused on encouraging the coachee to consider the underlying causes of their time management issues.
When I reached the "Analysis" stage, I realised that goal-setting is key in promoting a sense of control at the workplace. It became clear to me that by breaking down larger goals into smaller, more manageable steps, individuals like myself could feel more empowered. However, I struggled with finding the balance between engaging the coachee in deep questioning without overwhelming them with too much at once. While the GROW model was beneficial in structuring the session and guiding our conversation, I recognised that focusing more on the coachee’s emotions and providing more emotional support would improve the overall coaching experience.
In future sessions, I plan to be more mindful of these emotional aspects, ensuring that the coachee feels fully supported while also being challenged to reflect on their goals. I also want to give more attention to the "Reality" stage, helping the coachee explore their obstacles in greater depth to gain a clearer picture of what is holding them back from achieving their goals.
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In the second practical session, I had the opportunity to conduct a mentoring session using the Johari Window model to give constructive feedback. During this session, I worked with a mentee, guiding them through a feedback process where I asked thought-provoking questions like, "What kind of feedback have you received that you least expected?" and "What do you believe others would say about your leadership?" These questions helped the mentee reflect on their behaviour and how others perceive them.
At the beginning of the session, I felt somewhat uncomfortable providing direct feedback. I didn’t want to overwhelm the mentee with criticism, and I worried about their reaction. However, as the conversation unfolded, I began to feel more at ease. The mentee was receptive to the feedback, which made it easier for me to offer constructive criticism in a supportive manner. I explained how expanding their "Open Area" in the Johari Window could help them grow as a leader by being more open to feedback and increasing their self-awareness.
I found the Johari Window to be a helpful tool for guiding the conversation and facilitating a deeper reflection on the feedback. It allowed me to demonstrate how feedback from others could help the mentee gain a better understanding of their strengths and areas for improvement. I was pleased with how the mentee responded, as they were open to criticism and seemed genuinely interested in using the feedback to develop themselves further.
However, I also identified areas where I could have improved. One aspect I wish I had spent more time on was exploring the "Hidden Area" of the Johari Window. I could have encouraged the mentee to disclose more about their personal experiences and challenges, which would have enriched our conversation and provided greater insight into their development. In future mentoring sessions, I will make a more conscious effort to delve deeper into the mentee’s hidden areas, helping them explore aspects of themselves that they may not be fully aware of.
Through this mentoring experience, I learned that providing constructive feedback requires a balance of honesty and sensitivity. It’s essential to give feedback in a way that encourages reflection and growth, while also being mindful of the mentee’s feelings. I realized that I can be critical without being harsh and that constructive feedback should always be accompanied by encouragement and positive reinforcement.

[bookmark: _Toc180757128]Conclusion 
In conclusion, reflecting on the coaching and mentoring sessions has been an invaluable learning experience for me. I’ve gained a deeper understanding of how the GROW model and Johari Window can be used to guide individuals through their development. The coaching session helped me focus on setting clear, achievable goals, while the mentoring session allowed me to practice providing constructive feedback in a supportive manner.
These experiences have also highlighted areas where I can improve. In coaching, I need to focus more on the emotional aspects of the session, ensuring that the coachee feels fully supported throughout the process. In mentoring, I realized the importance of exploring the mentee’s hidden areas to facilitate deeper reflection and growth. Moving forward, I plan to incorporate these insights into my future coaching and mentoring sessions to make them even more effective and impactful.
Overall, I believe that coaching and mentoring are essential tools for personal and professional development. By providing individuals with guidance, support, and feedback, we can help them unlock their potential and achieve their goals. I look forward to applying what I’ve learned in future workplace practices, using a combination of structured coaching and mentoring to enhance both personal and organizational growth.
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