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This report reflects on my learning journey within the Coaching and Mentoring module, examining key theories, models, and their practical applications. It explores the purpose and impact of coaching and mentoring in the workplace, with a focus on rapport-building, listening skills, and self-awareness. Using the Gibbs Reflective Cycle (1988), I reflect on assessed sessions, addressing feelings, evaluation, analysis, conclusions, and action planning. The Driscoll ‘What’ Model (1994) will further guide my evaluation of key practical moments.
Coaching is a developmental process aimed at achieving specific personal or professional goals through structured questioning and reflective dialogue (Whitmore, 2009). It is short-term and goal-focused, unlocking potential and improving performance. In contrast, mentoring is a longer-term relationship, where an experienced individual provides guidance to support personal and professional growth (Connor, 2012). While both practices focus on development, coaching targets performance enhancement, while mentoring fosters self-awareness and confidence.
Effective coaches demonstrate active listening, empathy, and the ability to ask insightful questions, creating a safe environment for growth (Downey, 2014). Mentors, on the other hand, require strong interpersonal skills, self-awareness, and the ability to provide constructive feedback, often using frameworks like the Johari Window (Luft & Ingham, 1955). This report also examines coaching models such as GROW (Whitmore, 2009) and OSCAR (Gilbert & Whittleworth, 2009), evaluating their practical effectiveness.
By reflecting on my experiences, this report aims to identify strengths, areas for improvement, and strategies to enhance my coaching and mentoring skills for future workplace scenarios.
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Coaching and mentoring are vital for workplace development. Coaching helps individuals achieve specific goals and improve performance, aligning personal and organisational objectives (Brockbank & McGill, 2012). Mentoring focuses on long-term growth, fostering self-awareness and career progression (Hawkins & Smith, 2013). Coaching encourages independence, while mentoring offers career guidance and enhances engagement.
The GROW model helps coachees set goals and take actionable steps (Dexter et al., 2011), while mentoring, using frameworks like CLEAR, supports personal growth and trust-building (Hawkins & Smith, 2013). Both practices face challenges such as resistance to change, with effective listening, empathy, and feedback improving outcomes (Dexter et al., 2011).

[bookmark: _Toc182657463]Purposes of Coaching in the Workplace

Coaching is goal-oriented, aimed at enhancing performance, resolving issues, and fostering professional development. Whitmore (2009) defines coaching as unlocking an individual’s potential to maximise their performance, often using guided questioning, active listening, and reflection. In the workplace, coaching is typically used to develop leadership skills, address performance gaps, and aid career transitions (Garvey et al., 2018). For example, coaching can help employees improve problem-solving, build resilience, and align personal goals with organisational objectives.
Coaching also contributes to a culture of continuous improvement. Models like GROW (Goal, Reality, Options, Will) provide a structured approach, helping employees clarify objectives, assess their current situation, explore solutions, and commit to action (Whitmore, 2009). This method aligns with organisational needs for measurable outcomes, particularly in performance management and employee engagement.

[bookmark: _Toc182657464]Purposes of Mentoring in the Workplace

Mentoring, in contrast, is a long-term process focused on personal and professional development through a relationship based on trust and guidance. Connor (2012) defines mentoring as a supportive partnership, where a more experienced individual offers insight, encouragement, and feedback to help mentees navigate challenges and opportunities. This relationship often aids career progression, fosters self-awareness, and boosts confidence.
A key purpose of mentoring is knowledge transfer, particularly in organisations facing skills shortages or requiring succession planning. Mentoring can also address barriers to diversity and inclusion by offering tailored support for underrepresented groups (Clutterbuck, 2004). For instance, mentoring programmes can help new employees adjust to organisational culture or guide junior staff through complex decisions.

[bookmark: _Toc182657465]Comparing and Contrasting Coaching and Mentoring

Coaching and mentoring, while both aimed at fostering personal and professional development, differ in approach, duration, and objectives. Coaching is typically task-oriented, short-term, and focused on achieving specific outcomes within a set time (Garvey et al., 2018). In contrast, mentoring is a more relational, long-term process prioritising holistic development (Connor, 2012).
A key distinction lies in the level of directive input. Coaches often use non-directive methods, such as open-ended questions, to help the coachee discover solutions and develop problem-solving skills. Mentors, however, may take a more directive approach, offering advice and sharing experiences (Downey, 2014). This difference reflects the varied roles of coaches and mentors in the development process.
Another difference is the power dynamic. Coaching typically involves peers or external professionals, maintaining an egalitarian dynamic focused on collaboration and empowerment. Mentoring, however, often involves a more hierarchical relationship, where the mentor has more experience and authority, influencing the direction of the relationship (Clutterbuck, 2004). While this can be beneficial, it may limit the mentee’s autonomy if not managed carefully.
[bookmark: _Toc182657466]Integration of Coaching and Mentoring

In practice, coaching and mentoring are not mutually exclusive but rather complementary. The integration of both approaches can establish a comprehensive developmental framework that addresses immediate performance requirements while also fostering long-term growth. For instance, an organisation might utilise coaching to enhance specific competencies, followed by mentoring to support ongoing career development.



[bookmark: _Toc182657467]Critical Analysis of a Specific Model of Coaching 

The GROW model is a well-known coaching framework that provides a structured approach to goal-setting and problem-solving. The acronym stands for Goal, Reality, Options, and Will, guiding the coach and coachee through a process that promotes clarity, motivation, and practical outcomes (Whitmore, 2009).
Created by Sir John Whitmore in the 1980s, the model aims to improve performance by first defining the Goal, then exploring the current Reality to identify obstacles. The Options phase generates potential solutions, and the Will phase ensures commitment to specific actions, including accountability and timelines (Whitmore, 2009).
Thanks to its simplicity and effectiveness, the GROW model is widely used in management, education, and personal development to encourage self-reflection and action (Hawkins & Smith, 2013).

[bookmark: _Toc182657468]Advantages of the GROW Model

One of the key advantages of the GROW model is its simplicity and clarity. Its straightforward structure makes it accessible to both novice and experienced coaches (Brockbank & McGill, 2012). The model’s linear approach helps the coachee stay focused, while still allowing the coach to adapt questions based on the coachee’s responses (Dexter et al., 2011). By encouraging reflective questioning, the GROW model enables individuals to discover their own solutions, fostering greater self-awareness and personal responsibility.
Moreover, the GROW model is highly adaptable, suitable for both one-on-one coaching sessions and group settings, which makes it versatile in various workplace contexts (Hawkins & Smith, 2013). It can be applied in leadership development, performance improvement, and career transitions, supporting the alignment of personal goals with organisational objectives.

[bookmark: _Toc182657469]Disadvantages of the GROW Model

However, there are also some limitations to the GROW model. One disadvantage is that the simplicity of the model can sometimes lead to oversimplification of complex issues. In situations where the coachee faces deep-rooted challenges or emotional barriers, the structured approach of GROW may not be sufficient to address the underlying issues (Brockbank & McGill, 2012). For instance, when a coachee is dealing with a significant personal or professional setback, the focus on goal setting and actions may seem too narrow, and the coachee may require more in-depth emotional support.
Another limitation is that the GROW model assumes that the coachee has a clear understanding of their goals and the reality of their situation. In cases where the coachee lacks clarity or self-awareness, the model’s effectiveness may be reduced unless supplemented by additional frameworks that help to develop self-reflection (Dexter et al., 2011).

[bookmark: _Toc182657470]Situations Where the GROW Model is Most Useful

Despite its limitations, the GROW model can be particularly useful in workplace settings where clarity, focus, and actionable steps are needed. For example, it is highly effective in performance management, where employees need to improve specific aspects of their work. The model’s structure allows for clear goal setting and the development of concrete action plans (Whitmore, 2009).
Additionally, the GROW model is beneficial in leadership development, as it helps individuals reflect on their leadership goals and identify areas for growth. For instance, a manager seeking to improve their communication skills could use the GROW model to identify the desired outcome, assess their current communication style, explore options for improvement, and commit to taking specific actions.
The model is also useful during career coaching, particularly for individuals navigating career transitions. In these scenarios, the GROW model can help individuals assess their current reality, explore various career options, and commit to actions that align with their long-term goals (Hawkins & Smith, 2013).
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For my first assessed coaching session, I used Gibbs' Reflective Cycle (1988) to structure my reflection. This model is particularly useful as it encourages a thorough examination of my actions and thoughts throughout the session, allowing me to identify areas of strength and those requiring improvement. The session focused on goal setting, and the feedback provided by my lecturer offered valuable insights that helped me refine my approach.
Description
During the coaching session, the coachee, a team leader, explained his frustration with a supervisor who was not providing adequate training and was consistently assigning him tasks that interfered with his responsibilities. This left him feeling unsupported and unable to perform his role effectively. The coachee expressed that the supervisor’s behaviour was also impacting team morale, as the supervisor was rude and unwilling to communicate effectively.
Using the GROW model (Whitmore, 2009), I guided the coachee through the process of identifying the Goal, Reality, Options, and Will.
Feelings
At the beginning of the session, I felt a bit nervous as it was my first assessed coaching session, but I quickly recognised that it was essential to create a calm and supportive atmosphere for the coachee. I empathised with his frustration, as being in a leadership position and not having the support needed to perform effectively can be incredibly challenging. My role was to listen actively, validate his concerns, and help him develop a practical strategy to improve his situation.
As the session progressed, I began to feel more confident in guiding the coachee. It was rewarding to see him engage with the process and open about viable solutions. By the end of the session, I felt positive about the action plan we had developed together.
Evaluation
From the feedback provided (Appendix A), it was clear that my strengths lay in the implementation of the GROW model and the rapport I created with my client. The lecturer praised my use of open-ended questions, which helped the client find solutions themselves and feel empowered in the decision-making process. I was particularly pleased with my ability to create a supportive environment where the client felt heard and understood. However, there were areas where I could improve. My communication skills could be further developed to ensure I ask correct questions and facilitate a more in-depth exploration of the coachee’s thoughts and feelings.
Analysis
The session demonstrated the importance of building rapport as a foundation for a successful coaching experience. By establishing trust, I was able to create an open space for discussion. The feedback I received from my lecturer was valuable in highlighting both my strengths and areas for improvement. My lecturer pointed out that I could further develop my communication skills, especially in terms of asking more probing questions to encourage deeper reflection from the coachee.
One key lesson I learned was the importance of balancing structure with flexibility. While the GROW model provided a helpful framework, I realised that the success of the session also depended on being able to adapt the process to meet the coachee’s needs. This was particularly important in this case, as the coachee’s situation was urgent and required practical solutions.
Conclusion
In conclusion, this coaching session was a valuable learning experience. It emphasised the importance of building rapport and empathy, while also highlighting areas for improvement in my questioning and communication. While the GROW model was effective, I recognised the need to probe deeper into the coachee’s motivations and barriers. Moving forward, I will focus on refining my questioning techniques to better explore the coachee’s challenges and solutions.
Action Plan
I will continue to use the GROW model but aim to ask more open-ended and probing questions to encourage deeper reflection from the coachee.
I will practice active listening to improve my communication skills, focusing on both verbal and non-verbal cues.
I will seek further training or resources to improve my coaching techniques and enhance my ability to address emotional responses during coaching sessions.
In future coaching sessions, I will ensure that action plans are clearly defined, with specific timelines, to ensure the coachee feels empowered and accountable.
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In this reflection, I will critically examine my experience of mentoring Radoslav during Practical 2, using Driscoll’s (2007) Model of Reflection.
What Happened?
The mentoring session with Radoslav was structured around the Johari Window model, which encourages self-awareness through exploration of the 'Open Area', 'Blind Spot', 'Hidden Area', and 'Unknown Area'. The goal was to help Radoslav understand how he was perceived by his team and to identify areas for personal and professional growth. The conversation began with discussing Radoslav's strengths. 
Next, I introduced the 'Blind Spot' area by providing feedback. Radoslav acknowledged this feedback and agreed to adjust his approach. We then moved to the 'Hidden Area', where Radoslav shared that he often kept his openness to feedback private. Finally, we explored the 'Unknown Area', focusing on how Radoslav could uncover new strengths and strategies over time.
What Was Good?
From the feedback I received, I effectively implemented the Johari Window model in my session. I was commended for my good questioning and summarizing techniques, which helped guide Radoslav through each quadrant of the model. My use of follow-up questions also enabled a deeper exploration of Radoslav's thoughts, while ensuring that the conversation remained relevant to the Johari Window framework. One of the positives highlighted in the feedback was my use of time management, as I was able to cover all key areas within the session.
Additionally, my ability to listen actively and non-verbally communicate was recognised. I was aware of the importance of maintaining positive body language and an engaged tone to encourage openness from Radoslav. This feedback reassured me that my interpersonal communication skills were strengthening, which is a key transferable skill for both mentoring and coaching (Hawkins & Smith, 2013).
What Could Have Been Better?
One of the key pieces of feedback was that I did not make it clear which quadrant of the Johari Window I was aiming to expand. The Johari Window is intended to bring awareness to the areas where self-awareness is limited, such as the 'Blind Spot' or the 'Hidden Area'. In hindsight, I could have been more explicit about how exploring these quadrants would benefit Radoslav’s development and contribute to his understanding of his team dynamics.
Furthermore, I could have spent more time on the 'Unknown Area'. 
What Did I Learn?
Reflecting on this session, I have learned that mentoring requires a delicate balance of empathy, patience, and structure. The Johari Window model provided a clear framework, but I recognise that I need to be more intentional in guiding the mentee through it. 
Additionally, I have learned the importance of providing actionable feedback. While I did offer some feedback regarding Radoslav’s communication style, I could have gone further by suggesting specific ways to adjust his approach, such as practicing more inclusive language or offering opportunities for team members to give feedback.
[bookmark: _Int_cDzF6lVA]One of the most important lessons I took from this session is the value of building trust through open communication. As a mentor, my role is not only to provide guidance but also to create a space where the mentee feels comfortable exploring their strengths and areas for improvement. 
In conclusion, this reflection has deepened my understanding of mentoring and the Johari Window model. While the session promoted self-awareness, I need to improve clarity in explaining the quadrants and providing actionable feedback. Moving forward, I will focus on guiding mentees through structured frameworks to enhance self-awareness.
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In conclusion, this report has explored the distinct but complementary roles of coaching and mentoring in the workplace, reflecting on my practical experiences and the associated learning. Coaching, as a goal-oriented and performance-driven process, helps individuals achieve specific objectives through structured frameworks like the GROW model (Whitmore, 2009). Mentoring, on the other hand, fosters personal and professional development over a longer term, with a focus on nurturing self-awareness and career progression (Connor, 2012). The Johari Window (Luft & Ingham, 1955) was particularly valuable in my mentoring practice, guiding reflective discussions and helping mentees gain deeper self-insight.
Through these experiences, I have developed a stronger understanding of the importance of active listening, empathy, and adaptability in both coaching and mentoring. I have learned that the balance of structure and flexibility, as well as the need for clear, actionable feedback, are key to supporting meaningful development in individuals. These practices are enhanced by models such as GROW and the Johari Window, which provide both structure and depth to the reflective process.
Moving forward, these insights will inform my approach to coaching and mentoring in the workplace. I will focus on creating strong rapport, adapting my approach to individual needs, and continuing to develop my reflective practice to ensure effective, client-centred support.
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