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1. Introduction

This reflective report explores two key professional development experiences where I supported a colleague, Cristian, through structured coaching and mentoring sessions. The report will critically evaluate the theoretical frameworks underpinning each approach and reflect on their practical application in real-time sessions. The aim is to gain deeper insight into my development as a coach and mentor, while contributing to more effective workplace learning practices.

Reflection enables practitioners to critically assess their actions and improve future practice (Gibbs, 1988). In this report, I will use Gibbs’ Reflective Cycle to evaluate my coaching and mentoring experiences. This model facilitates learning by encouraging reflection across six stages: description, feelings, evaluation, analysis, conclusion, and action plan.

Coaching and mentoring, while often related, serve different functions. Coaching is a structured, short-term process designed to improve performance and achieve specific goals (Whitmore, 2017), whereas mentoring is a more informal, long-term relationship that supports overall development through guidance and feedback (Clutterbuck, 2004).

An effective coach must exhibit active listening, emotional intelligence, and non-directive questioning skills to foster growth (Rogers, 2012; ICF, 2021). In contrast, mentors offer insights drawn from their own experience, creating a trusted space for mentees to reflect and learn (Kram, 1985).

This report will explore the purpose of coaching and mentoring in the workplace, critically analyse the GROW model used in my coaching session with Cristian, and reflect on both the coaching and mentoring sessions using relevant models and literature. The Johari Window model was applied in mentoring to support feedback and self-awareness.







2. [bookmark: _Hlk130879126][bookmark: _Hlk193695125]The Purpose of Coaching and Mentoring in the Workplace
[bookmark: _Hlk110611451]

Coaching and mentoring are increasingly recognised as essential development tools in modern workplaces. Each serves a unique purpose and offers distinct benefits for individuals and organisations. Coaching, according to Whitmore (2017), is about unlocking a person's potential to maximise performance through goal-oriented conversations. Mentoring, on the other hand, involves sharing knowledge, offering support, and guiding personal and professional development (Clutterbuck, 2004).

The purpose of coaching in the workplace is to enhance performance, improve communication, and facilitate problem-solving. It is typically short-term and focused on specific outcomes such as goal achievement, career progression, or behaviour change (Downey, 2003). For example, in my coaching session with Cristian, the aim was to help him recognise his value and take actionable steps to address his concerns about recognition and compensation.

Mentoring, by contrast, tends to be long-term and relationship-focused. It supports career development, integration into company culture, and psychosocial well-being (Kram, 1985). In the mentoring session, I used feedback and the Johari Window model to help Cristian reflect on how he is perceived by others and to develop communication strategies for expressing unmet needs.

Both approaches align with adult learning principles such as autonomy, relevance, and experience (Knowles et al., 2015). Coaching encourages self-directed learning, while mentoring provides a relational and supportive framework for navigating complex issues.

Although they differ, coaching and mentoring share overlapping purposes. According to Garvey, Stokes, and Megginson (2018), both foster learning, self-awareness, and confidence. Coaching can sometimes evolve into mentoring as the relationship deepens, and vice versa. For example, during my coaching session, I noticed that Cristian not only needed goal-setting support but also emotional reassurance—an area typically covered by mentoring.

Mentoring is also instrumental in supporting diversity, inclusion, and succession planning within organisations (Clutterbuck & Megginson, 2005). It helps retain talent by promoting belonging and reducing isolation. Coaching, meanwhile, helps employees build critical thinking skills, engage in feedback, and respond more effectively to challenges (CIPD, 2021).

Both coaching and mentoring require emotional intelligence and strong interpersonal skills. Feedback, in particular, is a critical element of both practices. As London (2003) explains, effective feedback fosters learning only when it is timely, constructive, and based on mutual trust—principles I applied in my mentoring session with Cristian.

In conclusion, coaching and mentoring serve unique yet complementary roles in the workplace. Coaching supports performance and goal attainment, while mentoring enables broader personal and professional development. Together, they offer a powerful toolkit for fostering employee growth, resilience, and engagement.

























3. [bookmark: _Hlk150513522][bookmark: _Hlk193695146]The GROW Model

The GROW model is one of the most widely used frameworks in coaching and was developed by Sir John Whitmore (2017). GROW stands for Goal, Reality, Options, and Will (or Way Forward). It provides a simple yet structured approach to coaching conversations, facilitating clarity, insight, and accountability.

In my coaching session with Cristian, I applied the GROW model to help him articulate his professional frustrations and develop a plan to address them. The Goal stage helped Cristian identify a clear objective—recognition for his work and fair compensation. We clarified what success would look like, anchoring it in tangible outcomes such as a raise or role progression.

The Reality phase enabled Cristian to explore his current situation. He recognised that although he was highly productive, he had not communicated his concerns to management. This awareness was key, as it revealed that assumptions about his satisfaction might be masking the real issue. The Options stage explored various ways forward, including requesting a meeting, preparing evidence of achievements, and discussing market salary data. In the Will stage, Cristian committed to preparing for a constructive meeting with his manager.

The model's key advantage is its accessibility and structure. It facilitates self-reflection and helps coachees move from problem awareness to actionable steps (Downey, 2003). Its open-ended nature also supports autonomy and aligns with adult learning theories (Knowles et al., 2015).

However, the model has limitations. It may oversimplify emotionally complex situations and lacks guidance on handling emotions or resistance (Cox, Bachkirova & Clutterbuck, 2014). During my session, I noticed that while Cristian was clear on the facts, he also needed emotional validation—something the GROW model does not directly account for.

Additionally, the Options phase can sometimes result in vague or impractical ideas if not facilitated effectively. Coaches must balance creativity with realism, ensuring that options are viable. I addressed this by prompting Cristian to consider how confident he felt about each option and what preparation might be needed.

[bookmark: _Hlk150513528]Despite its limitations, the GROW model is highly effective in workplace coaching. It is best suited for performance-related issues, goal setting, and developmental conversations. When paired with emotional intelligence and good rapport, it can lead to transformational outcomes.
4. [bookmark: _Hlk150513533]Gibbs’ Reflective Cycle
 Description
In the coaching session, I worked with Cristian to help him address concerns about feeling undervalued at work. We used the GROW model to clarify his goals, understand the current reality, explore possible actions, and commit to a way forward.

Feelings
I felt confident going into the session due to my familiarity with the GROW model. However, I also felt responsible for holding the space for Cristian’s vulnerability. As he opened up about his frustration, I felt empathy and a strong desire to support him constructively.

Evaluation
The session flowed well. Cristian was engaged and responsive, especially as we moved through the Goal and Reality stages. He identified a clear objective and gained new awareness of how his silence may be contributing to his lack of recognition. However, I noticed that the Options phase needed more depth. We surfaced several ideas, but I could have prompted more lateral thinking.

Analysis
The GROW model provided a solid structure, enabling a results-oriented conversation. According to Whitmore (2017), this structure helps coachees build ownership and clarity. However, coaching is not purely cognitive—it also involves emotional awareness (Goleman, 1998). I realised that while Cristian was solution-focused, his feelings of demotivation required more emotional validation than the model naturally offers.

Conclusion
This session highlighted the importance of balancing structure with empathy. I learned that coaching involves not just guiding a conversation, but also tuning into emotions. The GROW model helped Cristian articulate his goals, but my attentiveness helped him feel supported.

Action Plan
In future sessions, I will allow more space in the Options phase for creative thinking. I will also read more about emotional intelligence in coaching (Goleman, 1998) and explore models that integrate emotional processing, such as the CLEAR model (Hawkins, 2012).
5. [bookmark: _Hlk150513540]Johari Window

Description
During the mentoring session, I used the Johari Window model (Luft & Ingham, 1955) to help Cristian reflect on how he is perceived in the workplace and how to communicate his concerns more effectively.

Feelings
I felt a strong sense of responsibility to provide constructive and compassionate feedback. Mentoring requires trust, and I was conscious of how my words might affect Cristian’s confidence.

Evaluation
The session was impactful. Using the Johari Window helped Cristian understand the Blind Spot and Hidden areas of his interpersonal behaviour. For instance, we discussed how his silence about being overworked could lead others to assume he is content. This framework allowed me to offer feedback without triggering defensiveness.

Analysis
The Johari Window encourages self-awareness by exploring what is known and unknown to self and others (Luft, 1961). It proved effective in helping Cristian recognise the need to be more vocal about his achievements and concerns. Feedback, as London (2003) suggests, is more impactful when embedded in trust and context. The model also encouraged us to explore growth opportunities that might exist in the Unknown quadrant.

One area of improvement would be to develop a follow-up plan to support Cristian’s application of insights. While he left the session with clarity, a structured check-in could have increased accountability.

Conclusion
Mentoring, especially when paired with the Johari Window, is a powerful tool for developing self-awareness and communication. I learned that structured feedback, when delivered with empathy, can prompt meaningful change.

Action Plan
In future mentoring sessions, I will build in a follow-up structure and explore other feedback models. I also aim to continue enhancing my feedback skills by studying developmental feedback frameworks (London, 2003).
6. [bookmark: _Hlk150513553]Conclusion

This report has critically reflected on my experiences coaching and mentoring Cristian, highlighting the unique purposes and applications of each approach in a professional setting. Coaching focused on structured, goal-directed conversations using the GROW model (Whitmore, 2017), while mentoring supported self-awareness and feedback through the Johari Window (Luft & Ingham, 1955). Each method offered distinct but complementary value, reinforcing the importance of tailored approaches to professional development.

Through the coaching session, I supported Cristian in exploring the disconnect between his contributions at work and the recognition he was receiving. The GROW model provided a logical flow that helped him clarify his goals, assess his current situation, identify actionable steps, and commit to follow-up. This reaffirmed the value of coaching in fostering accountability, clarity, and performance enhancement (Downey, 2003). Coaching also helped me improve my ability to listen actively, ask powerful questions, and support others in navigating uncertainty.

The mentoring session provided a different but equally impactful experience. Using the Johari Window, I helped Cristian uncover blind spots and recognise the role of unspoken concerns in how he was perceived. This session underscored the importance of structured feedback, trust-building, and emotional sensitivity in mentoring (London, 2003; Clutterbuck, 2004). I also recognised how my role as a mentor required empathy, credibility, and the ability to foster meaningful reflection.

Both experiences highlighted the necessity of emotional intelligence in facilitating development. While models like GROW and Johari Window provide a solid framework, it is the relationship between coach or mentor and coachee that ultimately determines the session’s impact (Goleman, 1998). I have become more aware of the importance of balancing structure with relational depth—especially when navigating emotionally sensitive topics like self-worth, burnout, and workplace frustration.

Looking ahead, these sessions have influenced how I will engage in future coaching and mentoring. I plan to incorporate more emotionally attuned approaches, such as the CLEAR model (Hawkins, 2012), to complement task-oriented frameworks like GROW. I also intend to embed follow-up strategies in my mentoring practice to ensure continuity and support accountability. Importantly, I have gained confidence in my ability to support colleagues through both directive and non-directive approaches, depending on their needs.
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