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[bookmark: _Toc193356896]Introduction
This report will discuss coaching and mentoring experiences concerning models, frameworks, and theories. It concentrates more on the foundational areas that should be adopted in workplace coaching and mentoring, such as goal-setting and feedback. The two workshops, the main practical activities discussed in this report, are the GROW model of coaching used to help me attain specific goals and receive feedback as a mentee of the Johari Window model. All these will be discussed to demonstrate how they can be implemented in future practice. As used in this context, coaching is the systematic approach to building an individual to achieve relevant goals and exceptional performance. It is particularly typically future-focused regarding the state, actions and skills the coachee is expected to display while learning. While coaching can be completed quickly and brought down to several sessions, at most, mentoring is a more flexible, time-consuming and lifelong process that helps the personal and career development of the one receiving the help – the ‘mentee’. Compared with coaching, which may provide instructions and goals on the change process and expected results, mentoring is more of an employee-centred approach, embracing a broader concept called career management strategies. This paper will, therefore, describe how I got coached and mentored using the GROW model and the Johari Window model, as well as the analysis of these models. Kolb’s Experiential Learning Cycle will be used for the reflection because it involves a cyclic methodology of concrete experience, reflection, theoretical frames, and another cycle of concrete experience.
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Figure 1 Coaching and Mentoring within the Workplace (Jonathan and Laik, 2024)
[bookmark: _Toc193356897]The Purpose of Coaching and Mentoring within the Workplace
There are various roles through which coaching and mentoring are helpful in the workplace context. Thus, both are used to increase the productivity of an individual, as well as their competency level and the advancement of one’s career. However, the application of each process is more precise regarding the content’s utilisation based on organisational goals and the needs of the concerned person. In most cases, coaching looks more at the next step in a project, while mentoring involves everything within the individual and their career within the attached mentoring period.
The achievement of results defines coaching, and one of the significant objectives of coaching is to assist an employee in dealing with performance issues, setting goals, and providing regular feedback. It can be a course in which the learner enrols to accumulate specific competencies like leadership, communication, and time management, among others, to become more effective. As noted by Haritha and Rao (2024), there is a lot of emphasis on behaviour and outcome that are motor to coaching, which focuses on change and results. Furthermore, coaching is perceived as a method of empowering people so that they would be able to identify what they can do and what they cannot do.
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Figure 2 Coaching and Mentoring within the Workplace (Tran and Herzig, 2024)
In contrast, mentoring people have long-term career enhancement and knowledge-sharing goals. Mentors support their protégés as they advance, explain the organisational culture, and advise the charge on self-development. Rosales (2024) cites this because, through mentoring, the learner gets a chance to learn and interact with other members in the line of duty, hence getting exposure that they could not have gotten elsewhere. It is a strategy for helping the growth of the receiving party through skill-building, counselling and advice-giving sessions, which can extend for several years.
The primary variation between the two is based on the structure and the timetable. Coaching is usually more direction-based; they usually set goals and are time-bound. It is commonly used in tackling a specific, limited number of objectives or for a short period, for example, enhancing a particular ability or completing a specific job assignment (Salinas-Navarro et al., 2024). On the other hand, mentoring is more expensive and usually occurs for a more extended period, as the activity's primary purpose is to improve a mentee's personal growth. However, it is pertinent to mention that it mainly emphasises concept mastery, interpersonal skills like leadership, critical thinking, and emotional intelligence, and its focus on developing one’s career. While coaching is more about outcome-oriented goals that need to be obtained within a given time, mentoring is about developing self and offering long-term moral and emotional support.
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Figure 3 Coaching and Mentoring within the Workplace (Wijnen-Meijer et al., 2022)
Coaching and mentoring are highly effective tools for facilitating workplace development and achieving different goals. Coaching focuses on specific tasks to solve or improve within a short time; mentoring aims at the longer-term development of the individual. In workplace absorption, both processes make the person responsible for their learning and development, cultivating awareness and self-directedness.
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Figure 4 Coaching and Mentoring within the Workplace (Nurunnabi et al., 2022)
Coaching and mentoring are other factors that impact an organisation's performance. They also enhance employees' professionalism, productivity, and commitment, which enhances overall organisational performance. According to Nauman (2022), embracing the coaching and mentoring culture leads to improved levels of employee satisfaction, reduces turnover, and results in innovations that stem from having attendant and motivated employees who feel ready to contribute new ideas to the organisation. This is evidence that these processes can work well towards establishing a positive workplace environment.
[bookmark: _Toc193356898]GROW model of Coaching
The GROW model is one of the most popular coaching models in the world. Introduced by Sir John Whitmore in 2017, it is beneficial for structuring the dialogue during coaching sessions, as the goal, agendas, activities, and discussions are outlined in the GROW framework.
Goal: The first step is to check that the coachee's outcome is Specific, Measurable, Achievable, Relevant, and Time-bound (Sinha, 2023). This is very important as it defines the pace and direction of the coaching session.
Reality: In this phase, the coachee examines the reality of the present time, the issues faced, and what is available to address the problems (Taneja et al., 2022). This step assists the coachee in realising the current situation and achieving the set goal or target.
Options: The final one involves the coach identifying the options to get the coachee to the intended goal. The coachee can think and act outside the box by debating and exploring different possibilities despite the main issues.
Will: The last is action planning, where the coachee sets specific goals and schedules for implementing them into action plans. This phase is essential for accountability and the subsequent action plan.
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Figure 5 GROW model (Cherp et al., 2021)
The main strength of using the GROW model is that it is easy to learn and implement compared to other available models. Coaching is not only effectively defined but also presented in a manner to which people can easily relate in different environments. It assists in gaining insights and gives the coachee or focal person control of their learning process. Also, the GROW model is consistent with the principles of active listening and questions since the coach and the coachee always engage in constructive conversation.
However, the limitation of the GROW model is that it does not consider people’s beliefs and values. Despite its ability to establish specific goals and provide step-by-step solutions to reach them, it may not be effective for long-term processes or for solving personal problems that need more contemplation to identify the issue's roots (Bornmann et al., 2021). Besides, one of the limitations of the GROW model is that it may establish goals as though the only barriers that the client is likely to encounter are those coming from inside them as well as inside the organisation. Yet, other obstacles exist in the environment, which may hinder achieving the set goals. In some circumstances, it may be necessary to integrate different contextual factors to deal with them.
GROW best fits the performance coaching model since it focuses on results (Usman et al., 2021). In a workplace environment, it may assist the employees in one or many ways, such as correcting behaviour, enhancing their skills, or improving how they carry out their organisational duties, such as leadership and time management.
[bookmark: _Toc193356899]Reflection on Practical 1
In the first case, I am using the GROW model in a coaching session involving myself since I wanted to change to the role of project management within the organisation. They aimed to discover my tendencies, decisions, and opportunities for professional development during the given session as a student. By evaluating Kolb’s Experiential Learning Cycle, I realised that it was a helpful learning process and, at the same time, it was pretty demanding. 
The part of the Concrete Experience in Kolb’s cycle was to reflect on what I wanted and needed to do to accomplish it. In connection with the GROW model, I highlighted a SMART goal: Obtain a project management position. In achieving this goal, I ensured that I had adequately defined the target so that I was aware of the goal being pursued. Hence, as I thought hard about the inner issues and what I was scared of, I discovered that I had some self-doubt about my capacity to lead a project. This was seen when I contemplated my skills and wondered if I could manage a project. This made me look at the internal conflict and evaluate what I could do and the experience that I had embraced in the past to help me in this transition.
From the Recorder (2024) guidelines on personal reflection, I identified the different emotional barriers by which fear of failure most affected me. I expected that this apprehension could influence the thought of goal setting in one way or the other. Even when using the GROW model, I discovered I had to gain confidence in my capabilities. This realisation made me change my approach to aim more at encouragement and motivating myself even more than what I planned. To change my approach, I decided to build on the positives and maintain a positive and supportive context when facilitating the process of reflection.
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Figure 6 Kolb’s Experiential Learning Cycle (Grant, 2022)
During the abstract conceptualisation phase, I was mindful of the best approach to enhance the subsequent sessions that I was undertaking. Finally, based on the case analysis, I realised that it is possible to improve the usage of the GROW model by focusing on the emotional aspect of the situation more thoroughly (Jacinto et al., 2022). This made me understand that apart from establishing clear goals, there were other factors, such as fear of failure, that should be conquered. I also noticed my communication aspect and realised I should switch to positive language to improve my confidence.
Last, in the stage of professing active experimentation, I opted to adopt the change plan: In the follow-up coaching sessions, I would ask more open-ended questions that will lead to engaging in a more profound cognitive evaluation of lessons to be learnt as well as imagining possible solutions to given problems. I also understood that I must meet psychological needs to prevent deteriorating self-esteem and develop the stockpile (Henrekson et al., 2024). This would also involve helping me focus on goal-setting and making me understand that I had the capacity and encouragement to achieve the set goals.
In general, this session was very productive; the lesson emphasised the necessity of being as flexible as possible when cooperating with the client. It also pointed to the need to ascribe emotions as a tool to reach clients, mainly where self-esteem and confidence are cause for concern. This has positively influenced my coaching practice and given me the necessary information to enhance my future strategies during the coaching sessions.
[bookmark: _Toc193356900]Reflection on Practical 2
In the second working session, with the aim of self-mentoring, I applied the Johari Window to enhance my knowledge of strengths and zones developed from a previous role, which I shifted to the engineering function. Reflecting on this process with the help of Kolb’s Experiential Learning Cycle, I concluded that the experience appeared to be rather valuable and challenging, as it required one to combine self-observations with the perception of reality from the outside.
The assessment encouraged me to understand why I chose the specific field of work and review Schutze’s self-knowledge, which may be unknown to others, such as direct supervisors and colleagues. First, I did not trust myself much regarding technical skills and, therefore, underestimated my abilities. This was a hurdle in the promotion ladder since I was not maximising my contributions to the team's performance. At this point, I used the Johari Window to help me identify factors other people might notice regarding me, but I could not see them on my own.
Looking at my interaction in this process, I discovered I did not sell myself properly within the engineering team (Morlin et al., 2024). My skills were not communally perceptible to my workers since I had not shown them my prowess in technical task performance. This lack of communication about my strengths prevented me from getting a promotion since it is challenging to achieve it without people knowing my capabilities (David and Schmidtchen, 2024). This realisation pointed out that in addition to understanding my strengths and competencies as a self-mentor, I also had to ensure that my strengths were noticeable.
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Figure 7 Johari Window model (Saikrishna et al., 2025)
Looking at the foregoing process, I contemplated at the abstract conceptualisation level how I would apply the Johari Window in self-analysis. In the Johari Window, we have to increase the area of ‘open’ to reveal what is concealed by concentrating on the positive aspects concerning me and looking for feedback (Donald et al., 2024). So, I focused on more technical work assignments and actively asked my colleagues for their input. This would help me garner better exposure and prove my worth to the organisation, filling the “blind” area in the Johari Window and establishing myself more comprehensively.
To plan the action at the active experimentation stage, I looked for assignments that enabled me to use technical skills more outwardly within the firm. I also developed a plan on how I would get feedback from my manager on how well I am progressing and areas that I need to cover more to achieve the intended goals and objectives (Baccaro and Hadziabdic, 2024). This was very effective in enforcing the importance of the Johari Window model when it came to the part of ‘public’ and ‘blind’ areas and how important awareness and feedback are for career paths.
[bookmark: _Toc193356901]Conclusion
In this report, I will discuss some of the coaching and mentoring experience with reference to the models, frameworks and theories. It is more concentrated on the foundational areas that should be adopted in the aspects of workplace coaching and mentoring for instance, goal-setting and feedback. The two workshops which are the main practical activities discussed in this report are GROW model of coaching used on me to help me attain certain goals and as a mentee of the Johari Window model receiving feedback. All these will be discussed to demonstrate how they can be implemented in the future practice. As used in this context, coaching is the systematic approach aimed at building an individual, to assist the relevant goals and exceptional performance achievement. It is particularly normally future focused, in terms of the state, actions and skills which the coachee is expected to display while learning. While coaching can be completed in short time period and brought down to several sessions, at most, mentoring is a more flexible, time-consuming and a lifelong process that helps the personal and career development of the one receiving the help – the ‘mentee’. As compared with coaching, which may provide instructions and goals on the change process and expected results, mentoring is more on the employee-centered approach, also embracing a wider concept called career management strategies. This paper will, therefore, describe the ways in which I got coached and mentored using the GROW model and the Johari Window model, as well as the analysis of these models. Kolb’s Experiential Learning Cycle will be used for the reflection because it involves a cyclic methodology of concrete experience, reflection, theoretical frames, and another cycle of concrete experience.
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