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       Introduction

This report explores the concepts of coaching and mentoring, providing a critical comparison between the two and reflecting on their effectiveness in professional development. It adopts a reflective approach, using the Gibbs Reflective Cycle (1988) to systematically analyse personal experiences and insights related to coaching and mentoring. Reflection is a crucial component of professional growth, enabling individuals to assess their experiences, identify learning outcomes, and improve their future practice (Kolb, 1984).
Coaching and mentoring are often used interchangeably, yet they are distinct in their approach and objectives. Coaching is typically a structured, goal-oriented process aimed at enhancing specific skills and performance through questioning, feedback, and self-directed learning (Whitmore, 2009). In contrast, mentoring is a longer-term developmental relationship in which a more experienced individual offers guidance, support, and career advice to a less experienced mentee (Clutterbuck, 2004). While coaching focuses on performance improvement, mentoring emphasizes holistic personal and professional growth.
An effective coach demonstrates key attributes such as active listening, emotional intelligence, questioning skills, and the ability to provide constructive feedback (Downey, 2003). Additionally, coaching and mentoring are underpinned by various theories, including GROW (Goal, Reality, Options, Will) Model (Whitmore, 2009) and Transformational Leadership Theory (Bass, 1985), which emphasize motivation and development.










Critical evaluation of the purpose of coaching and mentoring within a workplace
Coaching and mentoring are two pivotal strategies employed in modern workplaces to enhance employee performance, facilitate career development, and foster a culture of continuous improvement. While both aim to support individual and organizational growth, they differ in approach, duration, and outcomes.
Coaching is predominantly a performance-driven process. It focuses on identifying specific skills or competencies that require improvement, with an emphasis on achieving short-term, measurable goals. Grant (2017) notes that coaching is often structured, goal-oriented, and task-specific, making it particularly effective for addressing immediate performance issues. The coaching process is typically led by a trained coach either internal or external who works with the employee to set clear objectives, monitor progress, and adjust strategies as needed. This direct, feedback rich approach can lead to rapid improvements in job performance and is closely aligned with organizational objectives (CIPD, 2018). However, its narrow focus on immediate performance metrics may limit its broader developmental impact if not complemented by other support mechanisms.
In contrast, mentoring is a more holistic and relational process, emphasizing long-term personal and professional development. Clutterbuck (2014) describes mentoring as a dynamic and informal relationship where a more experienced individual (the mentor) provides guidance, shares insights, and helps shape the mentee’s career trajectory. Unlike coaching, mentoring does not necessarily target specific performance outcomes but rather fosters broader skills, such as strategic thinking, leadership, and organizational acumen. This long-term engagement supports mentees in navigating career challenges and integrating into the organizational culture. The success of mentoring often hinges on the quality of the interpersonal relationship and the mentor’s ability to offer relevant, nuanced advice (Feldman & Lankau, 2005). Yet, its unstructured nature can lead to inconsistencies in outcomes, and measuring its direct impact on performance can be challenging.
When comparing the two, the primary distinction lies in their focus and structure. Coaching is typically short-term, structured, and centred on improving specific aspects of performance, whereas mentoring is long-term, informal, and geared toward overall career and personal growth. Passmore and Mortimer (2011) argue that coaching is particularly effective in driving immediate performance improvements and addressing specific skill gaps, whereas mentoring is more suited to cultivating future leaders and fostering organizational commitment through personal development.
Despite these differences, both coaching and mentoring share the common purpose of enhancing employee capabilities and contributing to a supportive work environment. Their complementary nature means that organizations can benefit from integrating both approaches. For instance, an employee might engage in coaching to improve a particular skill set while also participating in a mentoring program to receive broader career guidance and psychosocial support. This dual approach can lead to a more resilient workforce, capable of adapting to rapid changes in the business environment.
In summary, coaching and mentoring serve distinct yet interrelated roles within the workplace. Coaching’s targeted, short-term interventions are ideal for immediate performance enhancements, while mentoring’s broad, long-term focus supports holistic personal and professional development. The successful implementation of both strategies can create a dynamic learning culture that not only meets current performance needs but also prepares employees for future challenges.
Critical Analysis of the GROW Coaching Model
The GROW model is one of the most widely recognized coaching frameworks, offering a structured approach to facilitating personal and professional development. Developed and popularized by Whitmore (2009), the acronym GROW stands for Goal, Reality, Options, and Will. This model provides a step-by-step process that coaches use to help coachees clarify objectives, assess their current situation, explore alternatives, and commit to actionable steps.
Defining the GROW Model
Goal: This initial phase focuses on establishing clear, specific, and attainable objectives. By defining what the coachee wants to achieve, the model creates a shared vision and sets the direction for the coaching conversation. Whitmore (2009) emphasizes that clear goals enhance motivation and provide measurable benchmarks for success.
Reality: In this stage, the coachee is encouraged to take a realistic look at their current situation. This involves assessing the present challenges and identifying any obstacles that may impede progress. Passmore and Mortimer (2011) note that understanding the reality of one’s circumstances is essential to bridging the gap between the current state and the desired outcome.
Options: Here, the focus shifts to exploring a range of potential strategies and solutions. The coach facilitates a brainstorming process that helps the coachee consider various pathways to overcome obstacles. This stage is crucial for fostering creative problem-solving and broadening the perspective of available choices (Grant, 2017).
Will: The final stage involves converting ideas into action. The coachee commits to specific steps that will help achieve the defined goals, ensuring accountability and sustained progress. This phase transforms the insights from the earlier stages into concrete action plans, aligning with performance-driven objectives (Cox and Bachkirova, 2018).
[bookmark: _Hlk190881103]Advantages of the GROW Model
One of the model’s primary strengths is its simplicity. The clear, sequential structure makes it accessible to both novice and experienced coaches, allowing for easy adoption across various settings. Its focus on goal-setting and actionable steps is particularly beneficial in organizational environments where measurable performance improvements are paramount. For example, in a sales team scenario, the GROW model can help individuals set realistic targets, evaluate current sales strategies, brainstorm innovative approaches, and commit to specific actions all within a focused framework.
Additionally, the GROW model promotes empowerment by encouraging coachees to take ownership of their development. By guiding individuals through a self-directed exploration of options and solutions, the model fosters a sense of autonomy and accountability, which can lead to increased motivation and improved performance outcomes.
Disadvantages of the GROW Model
Despite its strengths, the GROW model has notable limitations. Critics argue that its linear, step-by-step approach can oversimplify complex issues, particularly in cases where challenges are deeply intertwined with emotional or psychological factors. Garfield (2019) contends that by emphasizing solution-focused thinking, the model may neglect the underlying causes of a problem that require more nuanced exploration.
Furthermore, the rigid structure of the GROW model might restrict flexibility in dynamic situations. For example, in leadership development contexts that require a deeper exploration of personal values and emotional intelligence, a more holistic and adaptive coaching model may be more effective. The model’s focus on immediate, tangible outcomes might not fully capture the intricate process of long-term personal growth.
Note:
In summary, the GROW coaching model offers a practical and straightforward framework that is highly effective in performance-oriented settings. Its systematic approach to goal setting, reality checking, exploring options, and committing to action provides a clear pathway for achieving measurable results. However, coaches must be mindful of its limitations, particularly when addressing complex or deeply personal issues, and consider integrating complementary coaching approaches where necessary.
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FIG 1

[bookmark: _Hlk190881229]Reflection on Practical 1: My First Assessed Coaching and Goal Setting Experience Using Gibbs’ Reflective Cycle
In my first assessed coaching and goal setting session, I experienced a blend of anticipation, nervousness, and eventual empowerment. To critically reflect on this experience, I have employed Gibbs’ (1988) Reflective Cycle, which comprises the stages of Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan. This structured approach has allowed me to deconstruct the session and glean valuable insights for future professional development.
Description
During the session, my coach and I engaged in a structured dialogue focused on setting a clear professional goal. The process was guided by a step-by-step framework that resembled the GROW model—starting with defining the goal, assessing the current situation, exploring options, and committing to action. The session was well-organized and interactive, providing an opportunity for me to articulate my aspirations and identify concrete steps to achieve them.
Feelings
At the outset, I felt a mix of excitement and apprehension. The formal nature of the assessment made me somewhat anxious about meeting expectations. However, as the conversation progressed, the supportive atmosphere created by my coach helped me feel more at ease. I began to appreciate the reflective process, finding that the probing questions not only clarified my professional objectives but also encouraged me to consider personal values and motivations. This dual focus on performance and personal growth was both reassuring and invigorating.
Evaluation
Reflecting on the session, several positive aspects stood out. The structured nature of the coaching conversation ensured that we covered all essential components of goal setting, resulting in a clear, actionable plan. I particularly valued the segment where my coach facilitated a realistic appraisal of my current situation, as this honesty enabled me to identify potential barriers and resources. On the downside, I observed that the session’s focus on immediate, measurable outcomes occasionally felt limiting. At times, I felt that the coach could have allowed more time to delve into the underlying emotional factors that influence goal attainment—a perspective supported by Grant (2017), who argues that integrating emotional intelligence into coaching can enhance long-term effectiveness.
Analysis
The session reinforced the benefits of a structured approach to coaching, as emphasized by Gibbs (1988) and further supported by Passmore and Mortimer (2011). The clarity and direction provided by a systematic framework not only helped me articulate my goals but also instilled a sense of accountability. However, I also recognized a shortcoming: the potential oversimplification of complex personal issues. While the focus on tangible outcomes is beneficial for immediate performance improvement, it might overlook the nuanced emotional and psychological dimensions that are crucial for sustained personal development (Cottrell, 2013). This observation suggests a need for a more integrated approach that balances structure with depth.
Conclusion and Action Plan
In conclusion, my first assessed coaching session was a formative experience that highlighted both the strengths and limitations of structured coaching models. I learned the value of clear goal setting and actionable planning, as well as the importance of incorporating reflective pauses to address underlying personal challenges. Moving forward, I plan to advocate for and engage in sessions that allocate dedicated time for exploring emotional dimensions alongside performance metrics. This balanced approach will not only support my professional objectives but also foster a more holistic personal development.
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FIG2

[bookmark: _Hlk190881259]Reflection on Practical 2: Mentoring and Providing Feedback Using Gibbs’ Reflective Cycle
In my recent assessed mentoring session, I had the opportunity to provide structured feedback to a mentee, focusing on both reinforcing strengths and addressing areas for improvement. I chose Gibbs’ (1988) Reflective Cycle as the framework for this reflection, as it enabled a systematic deconstruction of the experience into six key stages: Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan.
Description
During the session, I assumed the role of a mentor with the responsibility of guiding my mentee through his current professional challenges. The session involved discussing his progress, identifying key performance areas, and collaboratively establishing actionable goals. I provided feedback that was both affirming and constructively critical. This dual approach was intended to foster his professional growth while also ensuring that he was aware of the areas that required further development.
Feelings
At the beginning of the session, I experienced a mixture of excitement and apprehension. I was eager to support my mentee’s development but also nervous about delivering feedback that might be perceived as overly critical. As the session progressed, however, I began to feel more confident. The open dialogue and the mentee’s receptive attitude helped ease my concerns. Despite the initial anxiety, I felt a growing sense of satisfaction as the conversation evolved into a constructive exchange that highlighted both his achievements and potential areas for growth.
Evaluation
Reflecting on the session, several positive aspects emerged. The structured nature of our dialogue allowed for clear identification of the mentee’s strengths and weaknesses. I was able to provide specific, actionable suggestions that aligned with best practices in mentoring. The mentee responded well to the balanced feedback, indicating an improved understanding of his performance and future direction. However, I also noted a drawback: at times, the feedback may have been too direct, potentially limiting the depth of emotional support required to fully address underlying issues. This observation resonates with Grant’s (2017) assertion that while specificity is crucial, sensitivity in feedback delivery is equally important.
Analysis
The mentoring session underscored the effectiveness of structured feedback as a tool for development. As noted by Passmore and Mortimer (2011), clear, honest, and actionable feedback can significantly impact professional growth when delivered within a supportive framework. The experience also highlighted the dynamic interplay between the mentor and mentee, emphasizing the need for adaptability. Schön (1983) reminds us that reflective practitioners continuously evolve, learning from each interaction. In this context, the session provided valuable insights into balancing direct feedback with empathy. Although the clarity of the feedback was beneficial, a more nuanced approach might have better addressed the mentee’s emotional and developmental needs.
Conclusion and Action Plan
In conclusion, my experience as a mentor during this session was both challenging and enriching. I recognized that while clear and direct feedback is vital for performance improvement, it must be delivered with sensitivity to foster a trusting mentor-mentee relationship. Moving forward, I plan to refine my approach by incorporating more open-ended questions and reflective listening techniques, as suggested by Cottrell (2013), to encourage deeper dialogue and self-reflection in mentees. Additionally, I aim to seek feedback on my mentoring style from colleagues, enabling me to continuously enhance my reflective practice and communication skills. This iterative process of learning and adaptation will, I believe, result in more impactful mentoring sessions in the future.










Conclusion
In conclusion, this report has explored the pivotal role of coaching and mentoring within the workplace, drawing upon structured frameworks such as the GROW model and reflective practice models like Gibbs’ (1988) Reflective Cycle. The analysis highlighted that coaching, with its clear goal setting and action-oriented approach, can drive immediate performance improvements, as noted by Grant (2017). However, it also revealed limitations in addressing the complex, emotional dimensions that sometimes underpin professional challenges. Conversely, mentoring, with its long-term, holistic focus, facilitates deeper personal and career development, emphasizing the importance of empathy and nuanced feedback.
The reflective accounts of both coaching and mentoring sessions have provided a comprehensive understanding of how structured methodologies can be effectively applied in real-life contexts. The experience underscored the importance of combining direct, goal-driven strategies with reflective and adaptive practices. This balanced approach not only enhances individual performance but also nurtures a culture of continuous professional growth and learning.
Looking ahead, my experience will profoundly inform my future practice in the workplace. I now appreciate the necessity of tailoring coaching and mentoring interventions to address both tangible performance metrics and the subtler emotional and developmental needs of individuals. By integrating structured models with reflective practices, I can ensure a more adaptive and supportive approach to professional development. This integrative strategy, supported by established literature, will guide my efforts to foster resilient, well-rounded teams capable of navigating the complexities of modern organizational challenges.
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