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[bookmark: _Toc193706137]INTRODUCTION
This document examines workplace coaching and mentoring concepts by explaining their definitions and purposes along with discussing fundamental theories. It reflects on two practical experiences: The first experience focused on coaching and goal setting while the second focused on mentoring with feedback provision. The report employs reflective practice as a core element to assess coaching effectiveness with the GROW model and mentoring success through the Johari Window. The models provide an organised framework to help coaches and mentees develop self-awareness and personal growth (Whitmore, 2010).
Coaching represents a teamwork-based strategy where coaches support individuals in reaching their potential and achieving set objectives while enhancing performance. In mentoring relationships, a seasoned professional provides guidance and advice to someone less experienced with emphasis on both personal and professional development (Passmore, 2021). Coaching focuses on short-term goals while mentoring develops through long-term relationships. The workplace requires both practices to develop ability, yet they operate through different relationship dynamics and methodologies while maintaining distinct primary focuses. This report evaluates the essential attributes and skills necessary for effective coaching which includes active listening abilities and the capacity to build strong rapport through questioning (Wilson, 2020).
This report evaluates the workplace role of coaching and mentoring through an examination of a specific coaching model and reflections on two practical sessions using these methods to provide insights into their effectiveness and future application potential (Passmore, 2021). 
1. [bookmark: _Toc193706138]CRITICAL EVALUATION OF THE PURPOSE OF COACHING AND MENTORING WITHIN A WORKPLACE
Employees benefit from coaching and mentoring because both contribute to professional development through personal growth and skill enhancement which leads to improved workplace performance. Their purposes show distinct differences when applied in the workplace despite having overlapping elements in certain areas (Allen et al. 2004).
[bookmark: _Toc193706139]1.1 The Purpose of Coaching in the Workplace
In coaching the main objective is to develop targeted abilities while reaching immediate and quantifiable achievements. The main objective of this approach remains performance-oriented while working to improve individuals' task execution abilities and their problem-solving capacities as well as competency enhancement. Richard (2020) states that coaching reaches its highest effectiveness when the coachee strives toward an explicit goal with support from their coach. The approach centres on current situations and future objectives while avoiding exploration of historical events or personal challenges. Workplace coaching aims to boost individual performance through improved productivity while enabling employees to develop their own problem-solving skills. The GROW coaching model which is widely used helps individuals define goals then examine current realities consider potential ways forward and develop actionable strategies (Huline-Dickens, 2021).
[bookmark: _Toc193706140]1.2 The Purpose of Mentoring in the Workplace
Mentoring goals encouraging both professional and personal development through long-term career advancement. A more experienced person guides and supports a less experienced colleague by offering advice through mentoring (Richard 2020). Mentoring relationships generally maintain an informal nature while sustaining longer durations compared to coaching relationships. The research from Eby et al. (2009) indicates that mentees improve both their knowledge base and self-assurance by engaging in exchanges of experience and knowledge with their mentors. Mentoring takes a more comprehensive and developmental approach to support personal and professional growth over time compared to coaching which focuses on reaching specific goals.
[bookmark: _Toc193706141]1.3 Understanding the Differences Between Coaching and Mentoring
Although coaching and mentoring serve distinct functions, they can be applied in tandem to enhance workplace effectiveness. Coaching serves as a targeted response to current requirements whereas mentoring delivers wide-ranging direction which supports both professional development and long-term career growth. Studies indicate mentoring significantly affects employee retention and job satisfaction according to Allen et al. (2004) found that mentoring relationships enhance professional support and engagement for individuals.
The benefits of coaching in the workplace are clear: improved performance, enhanced productivity, and increased confidence. The short-term focus of coaching combined with possible dependency issues reveals its limitations when management is inadequate. According to Leonard-Cross, (2010), organisations must engage coaching strategically towards defined objectives while ensuring skilled practitioners lead the process to prevent burnout and unproductive relationships.
Mentoring delivers lasting advantages through knowledge sharing and leadership growth while improving employee engagement. Mentoring lacks structure and poses challenges when evaluating concrete results. A power imbalance may develop when mentoring is not properly managed. Successful mentoring relationships depend on mutual respect between participants along with trust and well-defined limitations according to Murphy (2012).
Organisational development depends on both coaching and mentoring as fundamental tools. While each approach has different objectives, they work together to establish a learning environment that promotes employee development and achievement.
2. [bookmark: _Toc193706142]CRITICAL ANALYSIS OF THE GROW MODEL OF COACHING
[bookmark: _Toc193706143]2.1 Introduction to the GROW Model
Sir John Whitmore and his team developed the GROW model (Goal, Reality, Options, Way Forward), which became a popular coaching framework starting in the late 1980s according to Whitmore (2010). The approach organises solutions systematically to guide people toward recognising and reaching their desired outcomes.
The GROW model contains different stages each with its own unique purpose. The Goal stage establishes precise targets for the desired results. The Reality stage evaluates the present circumstances to identify both challenges and potential advantages. The Options stage examines various strategic approaches alongside solutions while the Way Forward defines specific steps of the action plan and sets up accountability measures. The model proves exceptionally useful for workplace coaching and leadership development as well as personal goal setting to enhance overall performance (Passmore, 2021).
[bookmark: _Toc193706144]2.2 Advantages of the GROW Model
The GROW model stands out because of its uncomplicated design. The model presents a straightforward framework that enables both seasoned and beginner coaches to use it effectively (Whitmore, 2010). Studies indicate that goal achievement and accountability increase when coaches utilise structured models (Passmore, 2021).
The GROW model stands out because it motivates individuals to engage in self-reflection while developing problem-solving abilities. The model helps clients critically analyse their problems which leads to greater self-awareness and personal responsibility in achieving their goals Bachkirova, et al. (2021) states that self-directed methods improve both motivation levels and ongoing commitment.
According to Garvey et al. (2018) this coaching model demonstrates versatility by fitting into multiple coaching environments such as personal development programs, executive coaching sessions and workplace mentoring. Coaches have the ability to tailor the intensity and focal point of each stage according to what their clients require.
The Way Forward stage requires clients to commit to precise actions which strengthens their responsibility and completion rate (Siddiqui, et al., 2023). The implementation of clear milestones within the model enables both progress tracking and continuous improvement.
[bookmark: _Toc193706145]2.2 Disadvantages of the GROW Model
The GROW model exhibits several strengths but is not without its weaknesses. The GROW model faces criticism for implementing a linear process that proves inadequate for complex problems with multiple dimensions. According to Garvey et al. (2018) found that coaching requires flexibility as it operates in a non-linear fashion rather than following a fixed set of steps.
The model's effectiveness depends on clients' ability to accurately evaluate their present circumstances. According to Clutterbuck et al., (2016) studies demonstrate that self-assessment blind spots exist among many people which results in solutions that do not work. To address this issue coaches should integrate extra reflection tools and feedback mechanisms.
[bookmark: _Toc193706146]2.3 Application of the GROW Model 
The GROW model excels at facilitating workplace performance coaching. This approach remains popular in corporate coaching environments because it assists employees in creating targets and reaching performance milestones. When coaching an employee to enhance client engagement skills a sales manager can use GROW to establish goals identify challenges develop strategies and create an action plan (Clutterbuck et al., 2016).
Leadership development programs benefit from the model's effectiveness. The GROW model helps leaders improve their decision-making abilities along with delegation and communication skills according to Whitmore (2010). A team leader who recently received a promotion and faces time management challenges can improve their organisational abilities through a coaching session based on the GROW model.
3. [bookmark: _Toc193706147]REFLECTION ON PRACTICAL 1: COACHING SESSION ON GOAL SETTING (GROW MODEL)
During my first coaching session I implemented the GROW model to work with the Elena on increasing her time management abilities. I will use Gibbs’ Reflective Cycle (1988) to process this experience which includes stages of Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan.
[bookmark: _Toc193706148]A. Description
At the start of the session I built rapport and assumed information about the Elena expectations.  Coaching session was provided to help Elena manage her heavy workload, improve task prioritisation, and meet deadlines. Our session framework followed the GROW model which stands for Goal, Reality, Options, and Way Forward.
Through structured questioning, I helped the Elena define her goal. Elena wanted to achieve efficient time management which would enable them to fulfil deadlines without experiencing stress. Together, Elena and I developed a strategy where she agreed to plan her daily time blocks each evening and use reminders for accountability. Elena left the session highly motivated and confident in her plan's implementation.
[bookmark: _Toc193706149]B. Feelings
At the beginning of the session, I felt confident in my ability to use the GROW model effectively. However, I was initially concerned about whether Elena would fully engage in self-reflection and generate her own solutions.
As the session progressed, I felt more comfortable and engaged, especially as Elena responded positively to my questions and took an active role in defining her plan. By the end, I was satisfied with the structured approach of the session and the coahee’s commitment to her action plan.
[bookmark: _Toc193706150]C. Evaluation
One of my key strengths was building rapport and establishing trust. My professor noted that I created an environment where the coachee felt comfortable expressing challenges openly. According to Whitmore (2010), rapport-building is a critical coaching skill that fosters engagement and honest self-reflection, ultimately leading to more effective coaching outcomes.
Another strength was my effective questioning skills, particularly in structuring clear, purposeful questions that aligned with the GROW model. My professor observed that I facilitated deep self-reflection, which is essential for increasing self-awareness and goal clarity (Clutterbuck, et al., 2016). This approach ensured that the coachee clearly articulated their challenges and explored solutions proactively.
Additionally, I demonstrated strong goal-setting facilitation. My professor commended my ability to help the coachee define her goal early in the session, ensuring the discussion remained focused and productive. Goal clarity is a crucial factor in coaching success, as highlighted by Siddiqui, et al., (2023). who suggests that well-defined goals improve motivation and follow-through.
[bookmark: _Toc193706151]D. Analysis
This session demonstrated the effectiveness of the GROW model by offering clear structure and enabling deep exploration of coachee challenges. Passmore (2021) demonstrates that the GROW model promotes self-directed learning which aids in goal setting and behaviour change.
However, I recognised the need to balance my time allocation better. I spent significant time on problem identification rather than focusing on solution development and implementation strategies. This aligns with research by Garvey et al. (2018), which suggests that effective coaching should allocate sufficient time to both reflection and action planning.

E. Conclusion
Overall, the session was successful, as I effectively applied the GROW model, demonstrated strong rapport-building, and used clear questioning techniques. The coachee left with a clearer understanding of their time management challenges and a solid action plan.
However, I acknowledge that I need to better manage session timing, ensuring that all four GROW phases receive equal focus. Additionally, refining action planning by incorporating SMART goals will enhance future coaching effectiveness.
[bookmark: _Toc193706152]F. Action Plan
By applying a structured time breakdown to each phase of the GROW model I want   to achieve balanced discussions across Goal, Reality, Options and Way Forward to enhance coaching effectiveness. The integration of SMART goal-setting techniques will improve action planning through enhanced accountability and better follow-through. I will create forward-focused questions to promote action planning while guiding coachee to practical steps and achievable results instead of problem identification. The implementation of these strategies will enhance my coaching practice by making future sessions more structured and solution-focused to achieve better outcomes.
4. [bookmark: _Toc193706153]REFLECTION ON PRACTICAL 2: MENTORING SESSION USING THE JOHARI WINDOW MODEL
A. [bookmark: _Toc193706154]Description
In my second practical assessment which was a mentoring session, I used the Johari Window model to provide feedback to my mentee, Elena. Elena expressed a desire to improve her leadership and time management skills, observing her strong communication abilities as a strength. The session involved identifying her blind spots—areas she was unaware of, such as her struggle with delegation and overloading tasks. Through feedback and guided conversation, we explored these issues and developed an action plan for improvement. The session was structured around the four areas of the Johari Window: Open, Hidden, Blind Spot, and Unknown, focusing particularly on the Blind Spot to uncover hidden areas for growth.
[bookmark: _Toc193706155]B. Feelings
During the session, I felt confident in my ability to build a rapport with Elena, which helped create an open and trusting environment. When she shared her goal of improving her leadership and time management, I was pleased that she already recognised areas of strength and weakness. I was also pleased to see her acknowledge that delegation was an area where she needed growth. However, I did feel a bit rushed at times and realised that I could have spent more time ensuring Elena fully understood the action plan before concluding the session. I was also concerned that the feedback may not have been as detailed as it could have been, which made me feel uncertain about the clarity of the next steps.
C. [bookmark: _Toc193706156]Evaluation
There were several positive aspects of the session. The rapport-building was highlighted as one of my strengths by my professor, as it made Elena feel comfortable enough to open up about her challenges. My questions were designed to reflect the Johari Window model, and Elena was able to identify her blind spots, such as her difficulty with delegating tasks (Oliver, & Duncan, 2019).  This process aligned well with Finn, et al., (2018) idea that feedback helps individuals grow by making the unknown known.
On the other hand, one area for improvement, as pointed out by my professor, was the time management of the session. Although I spent adequate time discussing Elena’s blind spots, I realised that I could have allotted more time to action planning and ensuring that the strategies discussed were more detailed. 
D. [bookmark: _Toc193706157]Analysis
Looking back on the session, I can see the importance of striking a balance between exploration and action planning. While the discussion around the Blind Spot was useful, a deeper analysis of Elena’s time management challenges could have been valuable in making her action plan even more concrete. Passmore (2021) suggests that mentoring should be focused on empowerment and practical solutions, and although we discussed delegation, I did not explore different strategies for overcoming Elena’s challenges with enough depth. Furthermore, my professor’s feedback highlighted that although my questioning was strong, I could have focused more on forward-focused questions, which would have facilitated the development of actionable solutions and accountability.
Moreover, I recognised that I did not provide sufficient summarisation at the end of the session. Summarising the discussion could have reinforced Elena’s commitment to the plan and helped clarify the next steps, ensuring that both of us were on the same page. According to Clutterbuck et al., (2016) summarising and clarifying the action plan is an essential part of mentoring because it solidifies the mentee’s understanding and provides a roadmap for future success.
E. [bookmark: _Toc193706158]Conclusion
The mentoring session with Elena was overall positive, and I was able to guide her through the Johari Window model to uncover her blind spots in delegation and time management. I was able to help Elena identify areas where she could improve, and together we developed an initial action plan. However, I recognise that I could have spent more time on the action planning phase and provided more specific feedback. 
F. [bookmark: _Toc193706159]Action plan
To improve my future mentoring sessions, I plan to focus on several key areas. First, I will improve time management within the session by creating a more structured breakdown for each phase, ensuring that there is adequate time for both exploration and action planning. This will help prevent certain aspects from being rushed and ensure a more balanced session. I will also work on providing clearer feedback, ensuring that my feedback is specific, actionable, and directly related to the mentee’s development needs. Lastly, I will make sure to summarise the session effectively by recapping key points, action steps, and checking for understanding. This will ensure that the mentee leaves the session with a clear and achievable plan. 
[bookmark: _Toc193706160]CONCLUSION 
This report examined coaching and mentoring through practical and theoretical examples to show their value within work settings. My application of the GROW model for coaching and the Johari Window model for mentoring has helped me understand my strengths and recognise areas where I need improvement (Clutterbuck et al., 2016). My professor's feedback highlighted that effective questioning combined with clear goal setting and active listening forms essential components for building trust and leading clients toward significant change.
The coaching session revealed the necessity to improve time management and create structured action plans through the implementation of SMART goals and an equal distribution of time across the GROW phases (Whitmore (2010). The mentoring process taught me to deliver precise feedback that is actionable and to make sure mentees depart with a specific action plan. My future skill development will focus on enhancing time management abilities while creating specific measurable action plans through SMART goals and providing precise feedback (Murphy, 2012).
Through this reflective process I gained deeper insights into coaching and mentoring which enables me to enhance my professional practice and positively impact future sessions for myself and my colleagues.
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