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Workplace professional and personal growth relies heavily on coaching and mentoring as fundamental development tools. Employees receive support through both coaching and mentoring to develop their skills while overcoming challenges and advancing their careers. The report provides an analytical examination of my coaching and mentoring experiences to determine their overall effectiveness and impact. The structured reflective method Gibbs’ Reflective Cycle (1988) will be utilised because it enables systematic examination of experiences by incorporating description, feelings, evaluation, analysis, conclusion, and action planning.
Coaching represents a systematic and target-driven approach which assists individuals to enhance abilities and performance by means of directed inquiry and personal insight discovery (Whitmore, 2010). The coaching process usually lasts for a short duration while concentrating on attaining specific measurable goals. Mentoring establishes a long-term developmental connection where a seasoned person supports less experienced individuals by providing career guidance and personal support (Clutterbuck, 2014). Mentoring differs from coaching because it focuses on relationships and personal growth while maintaining minimal structure (Garvey and Stokes, 2021).
Coaching focuses on immediate performance goals while mentoring develops long-term career progression. Successful coaching requires active listening abilities together with effective questioning techniques and the development of goal-setting strategies as well as constructive feedback provision skills (Martens and Vealey, 2024). To support the mentee’s journey effectively mentors must possess empathy as well as patience while also mastering knowledge-sharing abilities and motivational skills (Dominguez, 2013).
This report will analyse workplace coaching and mentoring functions before examining the GROW model critically and reflecting upon personal experience through Gibbs’ Reflective Cycle. My future professional practice and development strategies will be shaped by these findings.
[bookmark: _Toc193573874]Coaching and Mentoring in the Workplace

Employee development and workplace performance improvement depend on coaching and mentoring as core tools for leadership skill advancement. Organisations use these methods to help employees transition into new roles while building their confidence and performance capabilities alongside preparing them for leadership positions according to Passmore (2015). The workplace culture becomes learning-centered when both coaching and mentoring practices enable employees to pursue their professional development and growth opportunities. Coaching delivers structured guidance with specific objectives while mentoring supports sustained professional development and personal advancement.
[bookmark: _Toc193573875]The Purpose of Coaching in the Workplace
Coaching functions as an outcome-focused approach which develops skills and productivity while promoting self-directed learning. Coaching involves a cooperative approach that adapts to individual requirements while training remains primarily instructional. It is commonly used for:
1. Coaching functions as a developmental tool for emerging leaders to foster their abilities in decision-making along with strategic thinking and problem-solving (Rock & Donde, 2008). Effective leadership coaching programs emphasise emotional intelligence together with adaptability and communication skills as essential qualities for leaders.
2. Organisations use coaching to offer employees structured feedback together with action plans which enhances both their efficiency and accountability (Grant, 2017). Employees develop a sense of responsibility for their performance through coaching environments.
3. Coaching helps employees discover their career aspirations while establishing achievable targets and acquiring skills for their advancement (Parsloe and Leedham, 2016). Succession planning frequently employs career coaching to ready employees with leadership potential for future roles.
4. Effective coaching methods serve as essential tools for both strengthening self-confidence and advancing communication skills in individuals. Through structured techniques and goal-setting exercises coaching helps employees to overcome self-doubt and fears about public speaking and meeting participation.
[bookmark: _Toc193573876]The Purpose of Mentoring in the Workplace
Mentoring represents a prolonged developmental journey that supports both career advancement as well as personal and professional knowledge sharing (Clutterbuck, 2014). Coaching focuses on specific objectives and short-term results while mentoring builds lasting relationships that assist mentees throughout their professional journeys. It is beneficial for:
1. New employees during the onboarding process receive mentoring which helps them understand company culture along with expectations and professional development opportunities (Garvey and Stokes, 2021). Organisational retention rates and job contentment improve when mentoring accompanies the onboarding process.
2. Mentors offer essential advice to help their mentees advance through career changes and promotions while identifying skill development opportunities. Through this continuous relationship mentees develop the skills needed to choose suitable career paths and grow their leadership capabilities.
3. Through mentoring individuals gain knowledge of their personal strengths and weaknesses while receiving constructive feedback to identify areas for improvement. Through this process mentees enhance their emotional intelligence while building confidence and resilience in their professional lives.
[bookmark: _Toc193573877]Comparison of Coaching and Mentoring
While coaching and mentoring share common goals of professional development they employ different methods and achieve varying results.
	Aspect
	Coaching
	Mentoring

	Focus
	Performance & skill development
	Career & personal growth

	Duration
	Short-term, structured sessions
	Long-term, ongoing relationship

	Approach
	Goal-oriented, structured models (e.g., GROW)
	Experience-based guidance & storytelling

	Interaction
	Focused questioning & self-reflection
	Advice, guidance, and support

	Outcome
	Improved task performance & problem-solving
	Leadership growth & professional development




Coaching aims to boost immediate performance levels while mentoring helps individuals achieve long-term career advancement and personal understanding. Coaching sessions follow a scheduled structure with definite time limits, but mentoring provides continuous support based on experience (Garvey and Stokes, 2021). The distinct approaches of coaching and mentoring both promote organisational learning cultures while boosting employee engagement as well as motivation and professional fulfilment.
Organisations achieve employee development with both technical and leadership skills through the combined implementation of coaching and mentoring programs. Employees benefit from coaching to reach immediate objectives, and mentoring helps them prepare for long-term career obstacles and leadership positions (Garvey and Stokes, 2021). Employees benefit from comprehensive developmental support through the strategic blending of coaching and mentoring approaches.
[bookmark: _Toc193573878]Critical Analysis of the GROW Coaching Model

The GROW model (Goal, Reality, Options, Way Forward) stands out as a popular coaching framework because it combines structured processes with goal-oriented principles and solution-focused techniques (Whitmore, 2010). The GROW coaching model originated from the 1980s with an aim to assist individuals in establishing clear objectives through reality assessment while exploring solutions and making actionable commitments. This model achieves outstanding results when applied to workplace coaching as employees strive to enhance their performance levels while building leadership expertise and reaching their professional targets.
[bookmark: _Toc193573879]Advantages of the GROW Model
The GROW model's main strength lies in its clear and logical framework which maintains focus and productivity during coaching sessions. Dividing coaching sessions into four clear phases provides a structured pathway which guides coachees and empowers them to take control of their development (Passmore, 2015). The structured step-by-step method creates repeatable results that make it valuable for organisations that want standardised coaching programs.
The GROW model promotes self-discovery as an advantage because it avoids giving direct advice. Coachees receive guidance to examine their circumstances through reflective questioning which encourages them to investigate potential solutions and choose their own paths. This method develops critical thinking abilities alongside problem-solving skills and self-awareness which serve as fundamental components for achieving professional growth over time (Whitmore, 2010).
The GROW model demonstrates significant flexibility for application across multiple coaching contexts such as leadership development and career coaching along with performance enhancement and confidence-building activities (Martens and Vealey, 2024). The model maintains its relevance for both junior staff members and high-ranking leaders throughout an organisation's hierarchy.
The model's focus on actions and goals delivers a clear action plan for coachees when they exit the session. The model's Way Forward step focuses on accountability and follow-through which leads to a higher probability of meaningful progress (Grant, 2017). The structure empowers people to move forward with definite actions in their pursuit of objectives.
[bookmark: _Toc193573880]Disadvantages of the GROW Model
The GROW model demonstrates powerful features yet possesses certain deficiencies. The primary criticism of this approach is its strong focus on solutions and actions which often misses essential emotional or psychological barriers (Passmore, 2015). The GROW model fails to address foundational reasons behind self-confidence problems or limiting beliefs when working with coachees. The T-GROW model which adds a “Topic” stage for wider conversation and the CLEAR model which combines emotional components can provide better results in situations that demand deeper self-discovery.
The GROW model requires strong self-awareness and motivation from the coachee to function effectively according to Whitmore (2010). Coachees who lack self-awareness about their strengths and weaknesses along with their underlying issues may find it difficult to evaluate their Reality accurately as well as create meaningful Options. Before implementing the GROW framework coaches need to adopt an exploratory approach when deeper self-discovery is required.
The GROW model functions best for brief coaching sessions and falls short for longer-term development or mentoring relationships according to Garvey and Stokes (2021). It successfully directs people to their immediate objectives but lacks the capability to establish profound relationships which are essential for long-lasting personal and professional development. Models such as OSKAR which focus on Outcome, Scaling, Know-how, Affirm & Action and Review show more effectiveness in achieving long-term development goals.
[bookmark: _Toc193573881]Application of the GROW Model in My Coaching Session

During a coaching session Alexandra received support through the GROW model to develop her speaking confidence. In this structured process Alexandra defined her goal before assessing her reality which led to exploring options and eventually creating an action plan. The coaching session did not adequately address emotional barriers which would have benefited from an integration of emotional intelligence techniques. Upcoming enhancements will focus on adding emotional awareness methods and reflective practices while integrating coaching models with emotional intelligence techniques (Dryden and Bond, 1994). Through refinement of the approach, we aim to improve both goal achievement and personal transformation for the coachee.
[bookmark: _Toc193573882]Reflection on Practical Task 1: Coaching Session

By applying Gibbs’ Reflective Cycle (1988) to my coaching session I achieve a systematic review of my experience which identifies strong points and opportunities for development. The session utilised the GROW model (Whitmore, 2010) to assist Alexandra in developing workplace confidence.
Description
The coaching session aimed to assist Alexandra in conquering her reluctance to participate in meetings. The session began with my introduction of the GROW model (Goal, Reality, Options, Way Forward) which I explained would serve as both our conversation guide and structural framework (Passmore, 2015). During the entire session, I reinforced understanding by posing targeted reflective questions that adhered to Martens and Vealey’s research (2024). The structured approach enabled Alexandra to express her difficulties and define solutions before establishing her action plan.
[bookmark: _Toc193573883]Feelings
Initially, I believed in my competence to build a connection and steer the session which forms the foundation of effective coaching methods (Garvey and Stokes, 2021). At first, I doubted whether my questioning approach would lead Alexandra to deep reflection. Whitmore (2010) identified that effective coaching depends on the use of powerful questions combined with active listening to promote self-awareness and problem-solving capabilities. Throughout the session, I gained confidence because Alexandra answered structured questions well and took an active role in examining her possibilities.
Evaluation
Throughout the session multiple aspects of success were achieved such as rapport building, goal clarity assurance, GROW model explanation, strong questioning techniques application, and action plan co-creation. The strong relationship between Alexandra and myself, as her coach created an environment of trust and openness. The session benefited from a well-defined goal-setting procedure set by Alexandra which created a strong base for further progress. The GROW model introduction succeeded because participants accepted it which improved engagement levels and made the coachee take more responsibility. Structured and reflective questioning techniques produced effective results by enhancing self-reflection and problem-solving capabilities. Alexandra took an active role in determining her future actions which resulted in a collaborative and actionable planning process. When participants engage in action planning, they demonstrate stronger commitment and completion rates.
The GROW model would benefit from deeper emotional exploration and a more extensive options stage to help Alexandra create additional alternatives which would build her confidence. Using emotional intelligence coaching techniques might have improved this process. The approach would enable Alexandra to discover solutions that truly connect with her.
[bookmark: _Toc193573884]Analysis
The GROW model achieved success through its clear structure which empowered Alexandra to take control of her development. Through active listening and reflective questioning, I was able to emphasise critical points which kept Alexandra actively involved. Coaches need to concentrate on solutions which empower individuals to manage their own learning and growth according to Whitmore (2010).
The GROW model mainly addresses problem-solving but pays insufficient attention to emotional barriers. Alexandra established an action plan but utilising emotional intelligence techniques through a holistic approach might have revealed more profound confidence concerns (Goleman, 1998). Prompting Alexandra to contemplate her previous accomplishments could have built her confidence and resilience as per Grant's 2017 study.
[bookmark: _Toc193573885]Conclusion
The coaching session highlighted the essential elements of clarity, structure, and co-creation for effective coaching. Asking specific questions and restating important aspects led to the achievement of a successful result. I understand that structured coaching models require the addition of deep self-exploration methods to be fully effective.
[bookmark: _Toc193573886]Action Plan
For future coaching sessions, I will:
1. Use emotion-centered open questions (e.g., “What fears come up when you think about speaking in meetings?”) to reveal hidden obstacles (Goleman, 1998).
2. Prompt clients to remember past accomplishments to build their self-confidence and belief in their abilities (Grant, 2017).
3. During the Options Stage clients should generate multiple solutions before finalising their action plan to promote creative problem-solving skills and personal responsibility (Whitmore, 2010).
[bookmark: _Toc193573887]Reflection on Practical Task 2: Mentoring Session

Through Gibbs’ Reflective Cycle (1988) I analyse my mentoring session where I provided feedback using the Johari Window model. The mentoring session was designed to assist Alexandra in enhancing her communication skills and self-awareness with feedback that was carefully structured. Professional development relies heavily on feedback because it helps individuals understand both their strong points and their areas that need improvement (Rubens et al., 2018).
[bookmark: _Toc193573888]Description
The mentoring session started with an explanation about how feedback contributes to professional development. I inquired about Alexandra's objectives and worries so I could customise the session to address her specific requirements. For mentoring to be effective mentors must first understand the perspective of their mentee to ensure that their guidance remains relevant and meaningful as described by Clutterbuck (2014).
I presented the Johari Window model to demonstrate its utility in revealing blind spots which are communicative elements recognised by others but unnoticed by oneself (Luft & Ingham, 1955). I used structured questions during the session to help Alexandra engage in self-reflection. She admitted she often provided too much detail while presuming her message was understood without checking with her audience.
I gave her reassurance during our discussion and offered constructive feedback on how organising main points before speaking can improve her clarity. Together we developed an action plan which required her to present her main points in summary form before expansion and to request feedback from her coworkers.
[bookmark: _Toc193573889]Feelings
Initially I approached the mentoring session with confidence as I explained the Johari Window model to the mentee. According to Clutterbuck (2014) mentors must develop a structured approach to create a comfortable environment for mentees to practice self-reflection.
I felt uncertain about Alexandra's willingness to identify her communication blind spots. Rubens et al. (2018) found that certain people find it difficult to receive feedback or admit to their weaknesses. Throughout the session, my comfort level increased as Alexandra showed receptiveness and participated in self-reflection. The act of providing questions and feedback gave me personal satisfaction because it helped Alexandra discover fresh perspectives.
[bookmark: _Toc193573890]Evaluation
The introduction of the session successfully established both the mentoring purpose and explained the Johari Window model. The model-aligned structured questions empowered Alexandra to discover her blind spots. The combination of active listening with empathetic responses established an environment of support. The designed action plan was feasible which enhanced the possibility of substantial behavioral transformation.
The mentoring session could benefit from probing deeper questions to understand why Alexandra tends to over-explain as this approach would boost her self-awareness and facilitate her long-term development (Whitmore, 2010). Encouraging Alexandra to gather 360-degree feedback from her colleagues will yield broader perspectives on her communication style according to Garvey and Stokes (2021).
Analysis
The Johari Window model succeeded as a structured framework for examining self-awareness and identifying blind spots. Effective communication and leadership require self-awareness according to Rubens et al. (2018).
My mentoring method helped Alexandra develop comfort in examining her approach to communication. The combination of my questioning techniques along with empathy and reassurance enabled her to process feedback constructively. According to Dominguez (2013), effective mentoring needs a secure emotional setting that allows mentees to examine both their personal growth and career advancement.
The Johari Window model depends primarily on individuals' self-reflection capabilities and their receipt of feedback from others. During our individual mentoring session Alexandra did not receive instant feedback from her peers. The model would have reached its full potential if I had inspired her to gather practical feedback from her coworkers (Luft & Ingham, 1955).
[bookmark: _Toc193573891]Conclusion
The session highlighted how structured mentoring along with active listening and constructive feedback function as essential components. The combination of reflective questioning and reassurance during mentoring helped create a successful learning environment for the mentee. I understand the need to implement more profound reflection techniques and to motivate mentees to request feedback actively from colleagues.
[bookmark: _Toc193573892]Action Plan
For future mentoring sessions, I will:
1. Foster increased self-awareness through open-ended inquiries like "What factors contribute to your tendency to over-explain?" to discover deeper understandings (Whitmore, 2010).
2. Mentees should gather feedback from colleagues, managers and peers to identify their blind spots through a 360-degree feedback process (Garvey and Stokes, 2021).
3. Have mentees put their communication strategies into practice during meetings and then share their experiences afterwards (Passmore, 2015).
Through these enhancements, I plan to improve my mentoring technique so that mentees obtain both knowledge and experience in self-awareness and feedback application.
[bookmark: _Toc193573893]Conclusion

This report examines how workplace coaching and mentoring contribute to developing employees and improving their performance along with advancing their careers. Coaching focuses on structured goal achievement while promoting skill enhancement and problem-solving abilities alongside confidence building whereas mentoring delivers ongoing support that develops self-awareness and leadership skills over time. A critical analysis of the GROW coaching model revealed its strengths in delivering structured guidance and self-discovery along with action planning but identified limitations in addressing deep emotional barriers and long-term developmental needs.
Through reflection on my coaching session, I concluded that structured questioning combined with goal-setting and collaborative action plan creation proved highly effective. The integration of emotional intelligence techniques emerged as essential for coachees to confront their inner fears and self-doubt. The mentoring session that focused on the Johari Window model emphasised constructive feedback and self-awareness while revealing a requirement to promote external feedback and deeper reflection exercises.
My future professional practice will develop through the combination of structured coaching models with emotional intelligence techniques while encouraging deeper self-reflection and adapting multiple coaching methods to meet individual requirements. My intention is to deliver a development experience that comprehensively addresses and impacts those I support. Organisations will develop confident and high-performing employees who exhibit growth potential when they integrate coaching with mentoring strategies.
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