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The aim of this report is to reflect on and critically analyze my experiences in coaching and mentoring, using the GROW model for coaching and the Johari Window for mentoring. Coaching and mentoring are widely recognized methods for helping individuals achieve their potential, yet they differ significantly in purpose, structure, and approach.
Coaching is defined as a collaborative process where a coach facilitates the coachee’s exploration of their goals and helps them devise strategies to achieve them (Whitmore, 2009). In contrast, mentoring focuses on transferring knowledge, skills, and experience from a mentor to a mentee to foster professional and personal growth (Kram, 1985). This report employs a reflective approach using Gibbs’ Reflective Cycle (1988) to examine my coaching and mentoring sessions, offering insights into their impact on my practice and development.
I will begin by defining and comparing coaching and mentoring, supported by relevant literature. Subsequently, the purpose and benefits of coaching and mentoring in the workplace will be critically evaluated. Following this, I will analyze the GROW model as a coaching framework and the Johari Window as a mentoring tool. Finally, I will reflect on my practical experiences and conclude with lessons for future practice.
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Definition and Differences Between Coaching and Ment Coaching and mentoring are complementary yet distinct developmental approaches. Coaching is defined as a structured process aimed at achieving specific objectives, often facilitated through frameworks such as the GROW model (Goal, Reality, Options, Way Forward) (Whitmore, 2009). It focuses on empowering the coachee to explore solutions and take responsibility for their progress. In contrast, mentoring is a relational process where an experienced mentor provides guidance and shares insights to support the mentee’s long-term development (Kram, 1985).
[bookmark: _Toc182588723]Key Differences:
· Duration: Mentoring is typically long-term, spanning months or even years, whereas coaching is short-term, often focused on immediate challenges.
· Structure: Coaching follows a structured process, often with formal frameworks. Mentoring is more flexible and informal.
· Directive vs. Non-directive: Coaching is non-directive, emphasizing the coachee’s autonomy. Mentoring, however, involves more directive input, with mentors sharing expertise to guide the mentee.
· Focus: Coaching is performance-driven, addressing specific tasks or skills. Mentoring is development-driven, fostering broader personal and professional growth.
Despite these differences, both approaches share overlapping skills, such as active listening, effective questioning, and fostering trust. Both contribute to employee development, engagement, and retention when implemented effectively in organizations.
[bookmark: _Toc182588724]Benefits of Coaching and Mentoring:
1. Learning and Development: Both approaches facilitate skill acquisition and self-awareness.
2. Employee Engagement: Enhanced job satisfaction and retention are linked to effective coaching and mentoring programs.
3. Organizational Performance: They improve overall workplace performance by developing talent and fostering a supportive culture.
These benefits demonstrate the complementary nature of coaching and mentoring in workplace development initiatives.
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Coaching and mentoring serve distinct yet complementary purposes in the workplace. Coaching focuses on performance enhancement and achieving specific objectives, making it ideal for addressing skill gaps and leadership development (Whitmore, 2009). In contrast, mentoring emphasizes personal and professional growth, fostering long-term development and career progression (Kram, 1985).
In leadership training, coaching enhances decision-making and problem-solving skills, while mentoring nurtures a pipeline of future leaders by imparting organizational knowledge. Both approaches contribute to a positive workplace culture, improving employee engagement, retention, and productivity.
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The GROW model, developed by Sir John Whitmore, is a popular coaching framework designed to guide structured and goal-oriented conversations. It consists of four stages:
1. Goal: Identifying the desired outcome.
2. Reality: Understanding the current situation and challenges.
3. Options: Exploring potential strategies and solutions.
4. Way Forward: Defining actionable steps to achieve the goal.
Advantages:
· The model is simple and adaptable across various contexts, making it accessible to coaches and coachees alike.
· It fosters accountability and encourages the coachee to take ownership of their goals.
· Its structured approach aligns with workplace performance and skill development needs.
Disadvantages:
· Over-reliance on structure may limit creativity or deeper exploration of underlying issues.
· It requires the coach to possess strong facilitation skills to ask meaningful, open-ended questions.
In practice, the GROW model is highly effective for performance appraisals and leadership coaching, where clear goals are paramount. For example, in one of my sessions, the GROW model helped a coachee identify obstacles in completing a project and create actionable solutions.

[bookmark: _Toc182588727]Critical Analysis of Mentoring Model: Johari Window
The Johari Window, created by Luft and Ingham (1955), is a tool for enhancing self-awareness and communication in mentoring relationships. It divides self-awareness into four quadrants:
1. Open Area: Information known to both the individual and others.
2. Hidden Area: Information known to the individual but hidden from others.
3. Blind Area: Information unknown to the individual but evident to others.
4. Unknown Area: Information unknown to both the individual and others.
Advantages:
· Encourages open communication and trust between mentor and mentee.
· Facilitates feedback and personal development by identifying blind spots.
Disadvantages:
· Its abstract nature may require additional tools or explanations for practical application.
· It depends heavily on the mentee’s willingness to disclose and receive feedback.
In my mentoring session, the Johari Window helped a mentee recognize their blind spots in communication and encouraged open feedback to address challenges. This enhanced their confidence and performance in team interactions.
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[bookmark: _Toc182588729]Reflection on Practical 1: Coaching Using the GROW Model
Using Gibbs’ Reflective Cycle, I reflected on my first coaching session:
· Description: The session aimed to help a coachee identify obstacles in meeting project deadlines.
· Feelings: Initially, I felt nervous but confident in the structure provided by the GROW model.
· Evaluation: The structured questions helped the coachee clarify their goals and identify actionable solutions. However, I realized I needed to improve my active listening skills.
· Analysis: The GROW model’s structure was effective, but I could explore deeper emotional barriers in future sessions.
· Action Plan: I plan to develop stronger facilitation skills and incorporate follow-up strategies.
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· Description: I guided a mentee in identifying communication challenges using the Johari Window.
· Feelings: I felt more confident in this session due to prior feedback.
· Evaluation: The tool helped foster openness and trust, though the mentee was initially hesitant to share their hidden areas.
· Analysis: Trust-building was key, and I realized the importance of creating a safe environment.
· Action Plan: I aim to incorporate more ice-breaking activities to facilitate trust in future mentoring sessions.
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In conclusion, this report has critically examined coaching and mentoring, focusing on their definitions, purposes, and the application of specific models. Coaching, exemplified by the GROW model, empowers individuals through structured goal setting and exploration, while mentoring, demonstrated through the Johari Window, fosters long-term personal and professional development by enhancing self-awareness and communication. Although distinct in their focus and methods, both approaches complement one another and contribute significantly to workplace development by improving individual performance, organizational culture, and employee engagement.
The reflective application of Gibbs’ Cycle has allowed me to assess my coaching and mentoring practices. Through coaching, I gained insights into facilitating structured and goal-oriented discussions, which are essential for empowering employees to take ownership of their progress. In mentoring, the emphasis on trust-building and self-discovery, as highlighted by the Johari Window, reinforced the importance of creating safe environments for mentees to grow. Both experiences underscored the critical skills required, including active listening, effective questioning, and fostering trust.
Looking forward, I will integrate the lessons learned from these sessions to enhance my professional practice. I intend to adopt a blended approach, using coaching techniques to foster autonomy and mentoring strategies to provide guidance and context-specific knowledge. By refining my facilitation and feedback skills, I aim to contribute more effectively to individual and organizational growth, thereby fostering a culture of continuous development in my workplace.
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