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[bookmark: _Toc180757319]Task 3  – Written Reflection
[bookmark: _Toc180757320]Introduction 
In this reflective report, I will discuss my personal experiences and growth as a coach and mentor. During this process, I had the opportunity to apply the Johari Window model in a peer mentoring session, which helped me better understand my role as a mentor. Through this report, I will reflect on the nature of my interactions in the mentoring relationship, evaluate the quality of feedback I received, and critically reflect on my learning and development as a mentor. Additionally, I will explore the concepts of coaching and mentoring, discussing the key differences and similarities between the two, and how both contribute to personal and professional growth. This reflection will also allow me to analyze how coaching and mentoring shaped my development and how I can continue improving my practice moving forward.
As I reflect on my experiences, I draw upon the definitions and insights shared by Record (2023), who states that coaching is an educative, restorative, and facilitating process aimed at advancing an individual’s performance. On the other hand, Pedersen et al. (2020) describe mentoring as a more holistic and longer-term relationship, where an experienced individual provides guidance to a less experienced one, helping them grow both professionally and personally. I find these definitions to be extremely relevant to my experiences, as I was able to witness firsthand how these two processes work together in shaping development.
[bookmark: _Toc180757321]Critical Evaluation of the Purpose of Coaching and Mentoring Within a Workplace
Coaching and mentoring are two vital organizational development processes that help enhance both organizational and individual development. Although the intervention programs aim to achieve these objectives, they act as separate programs that may address different developmental stages (Mahoney & Tang, 2024). In the upcoming sections, my understanding of these purposes will help me identify the effective use and future development of coaching and mentoring in various organizations.
[bookmark: _Toc180757322]Purpose of Coaching and Mentoring
Coaches are presented with the opportunity to assess and develop goals and performance deficiencies with employees, ensuring the workers have the right skills to do the job (Whitmore, 2017). I found that coaching can be especially helpful when an employee is going through a transition, such as taking on a new position or adjusting to a change within the company, as everyone needs the help available to tackle problems and enhance their effectiveness. In my experience, coaching is more structured and tends to focus on producing specific outcomes, with participants being held accountable through check-ins and other forms of reporting (Kim, 2020).
On the other hand, I found that mentoring is a more general form of developmental help. It frequently covers the entirety of the protégé's OSK development and presupposes a longer time frame. Coaches work with protégés, providing them with information, advice, and understanding that are critical when deciding on career paths. While coaching is a more specific developmental intervention, mentoring tends to have a broader scope.
[bookmark: _Toc180757323]Comparison of Coaching and Mentoring
Although coaching and mentoring share the same goal of enhancing employee growth, I found that they differ in their approach. Coaching is generally more planned and systematic, encompassing identified processes and methods aimed at improving productivity. As I learned, goal-setting in coaching needs to be guided by the coach, and tools like the GROW model are commonly used. There is usually little or no personal, emotional, or sometimes even educational bond between a coach and a coachee because the contract tends to be short-term and performance-related (Kedi et al., 2024).
In contrast, I found mentoring to be a less structured, more lengthy process, and the dynamics of the relationship are often less formal. Mentors share their own experiences as valuable sources of knowledge, which are difficult to obtain through formal education or job training. I observed that this informal structure enables the mentee to benefit from wider developmental gains, such as leadership and emotional intelligence, which are vital for career development. Special trust between the mentor and mentee ensures open discussions on personal and professional matters.
[bookmark: _Toc180757324]Critical Analysis of the GROW Model of Coaching
The GROW model of coaching, created by Graham Alexander and further developed by Sir John Whitmore in the 1980s, is widely known and used. The acronym GROW stands for Goal, Reality, Option, and Will—four steps that coaches follow to facilitate meaningful conversations with coachees (Isaenko et al., 2020). I found this model to be particularly useful in ensuring that coaching conversations stay focused and purposeful, with a clear structure and relevance to the outcome.
[bookmark: _Toc180757325]Definition of the GROW Model
· Goal: This step involves setting clear, achievable, and detailed goals, which should be quantifiable and aligned with the coachee's overarching objectives. I learned that defining goals is critical for the coaching process.
· Reality: In this phase, the coach helps the coachee define the current reality by assessing the environment within which the coachee operates (Argyris et al., 2023). I found that conducting a SWOT analysis was useful for understanding strengths, weaknesses, and challenges, which are key to progress.
· Options: During this step, the coachee explores a range of approaches to achieve the goals. I have observed that the coach encourages the coachee to consider various strategies and approaches.
· Will: The final step involves the coachee committing to the selected actions. Specific goals and timelines are set, and the coach and coachee agree on the steps to be taken to achieve the objectives. This phase helps ensure commitment and accountability.
[bookmark: _Toc180757326]Critical Analysis of the GROW Model
I find several benefits to the GROW model, which is why it is commonly used in practice. First, it provides a structured framework that ensures both the coach and coachee stay focused on the conversation, which is essential for achieving results (Argyris et al., 2023). The model promotes ownership and responsibility, as the coachee must assess their situation and make a commitment to change. I observed that this sense of ownership can enhance motivation and lead to better learning outcomes. Furthermore, the GROW model is versatile and can be applied in various contexts, from personal development to team coaching (Evans, 2021).
However, despite its many benefits, I also recognize some drawbacks. One limitation is that the GROW model’s step-by-step structure may sometimes restrict the coaching process. As I experienced, coaching is not always linear, and a coachee may need to revisit earlier steps multiple times. Additionally, the model does not always account for emotional and psychological barriers that can hinder progress, which are critical components of effective coaching. Addressing these barriers would enhance the model’s utility in overcoming challenges that coachees face in achieving their goals.
[bookmark: _Toc180757327]Reflection on Practical 1 Using Gibbs’ Reflective Cycle
[bookmark: _Toc180757328]Description
In task 1, I had the opportunity to engage in a peer coaching session where I utilized the GROW model to guide the conversation towards meeting the session’s objectives. My partner and I took turns playing the roles of coach and coachee. In my role as the coach, I focused on goal setting, helping my partner, who is a marketing coordinator, set clear goals. I also concentrated on reality testing, assisting her in understanding the current situation and challenges. During the session, I worked on helping her explore potential options and solutions and ensured that I contracted with her to maintain a productive and focused conversation (Housley et al., 2018). This exercise allowed me to observe the coaching process closely, and I learned a lot about the strengths and weaknesses within my own coaching style.
[bookmark: _Toc180757329]Feelings
At the beginning of the session, I felt quite anxious. I wasn’t sure if I would be able to guide the conversation effectively and if my partner would follow my direction. I worried that I might not ask the right questions or be helpful enough. However, as the session progressed, my confidence grew, particularly when my partner was actively engaged. I felt reassured when she responded positively to the feedback and guidance I provided. Her encouragement and appreciation at the end of the session helped me realize that I had made a positive impact on her development, which boosted my self-assurance.
[bookmark: _Toc180757330]Evaluation
Reflecting on the session, there were several strengths that stood out. One of the key strengths was my ability to listen attentively to my partner. I also asked her a series of probing questions to help her think critically about her situation, which was central to the coaching process. To ensure that I understood her perspective and to help her articulate her thoughts better, I made use of summarizing techniques. Additionally, the GROW model provided a useful framework that helped keep the conversation structured and goal-oriented (Iankovets, 2023). However, I also identified areas for improvement. For instance, during the options stage of the conversation, I sometimes hurried my partner, not giving her enough time to think through the options thoroughly. This lack of patience might have limited the potential for her to come up with more detailed or creative ideas.
[bookmark: _Toc180757331]Analysis
The GROW model was an effective tool for the coaching process because it offered a clear, structured approach for goal setting, reality testing, and exploring options. By focusing on her goal of creating a social media campaign, I was able to guide my partner through identifying the skills she lacked and the challenges she needed to address (Iankovets, 2023). However, I realized that the session needed to be timed more carefully to ensure that each stage of the GROW model was fully explored. I believe that my partner would have benefited from more time during the options stage, as this would have allowed her to generate a wider variety of ideas and potential solutions.
[bookmark: _Toc180757332]Conclusion
Overall, the practical experience was valuable and allowed me to gain deeper insights into the importance of coaching. I was able to strengthen key skills such as questioning, listening, and creating a supportive environment for my partner to explore her ideas. This confirmed for me the potential benefits of coaching, not only for professional development but also for improving personal effectiveness (Isaenko et al., 2020). In future practical applications, I plan to focus on refining my feedback delivery and paying closer attention to pacing during the session. Ensuring that each step in the GROW model is fully explored will help maximize the effectiveness of the coaching process.
[bookmark: _Toc180757333]Action Plan
One area where I identified a need for growth was in my approach to providing feedback. I sometimes underestimated its significance and could have been more deliberate in delivering constructive feedback. To improve in this area, I will seek additional training or attend workshops that focus on refining the methodology and tone of feedback in coaching. Moreover, I will continue practicing the GROW model in various settings to become more familiar with its application and to enhance my coaching skills. I also plan to ask for feedback from peers or superiors to gain insights into how I can further improve my coaching approach and adjust any areas that might need refinement.
[bookmark: _Toc180757334]Reflection on Practical 2 Using Gibbs’ Reflective Cycle
[bookmark: _Toc180757335]Description
Practical 2 involved a peer mentoring session where I gave my partner feedback about her interpersonal communication skills using the Johari Window model. My partner, a marketing coordinator, was focused on developing greater self-awareness in terms of her communication skills. My task was to guide her through the Johari Window model, helping her identify areas for improvement based on feedback she had received from colleagues. I played a role in helping her reflect on her strengths and weaknesses, offering critique and suggestions for development.
[bookmark: _Toc180757336]Feelings
At the start of the mentoring session, I had a mix of excitement and nervousness. I was eager to help my partner, but I was also uncertain about how my feedback would be received. I wanted to ensure that my comments were constructive and encouraging, rather than discouraging, as I know how vital it is to maintain a positive atmosphere. However, as the session progressed and my partner responded positively to my feedback, my confidence grew. By the middle of the session, I was able to guide the conversation more effectively, and I felt more comfortable in my role as a mentor. According to Kim (2020), the process became empowering as my partner opened up, sharing insights that she had gathered through personal experiences. This made me feel that my feedback was valued and that I was contributing to her growth.
[bookmark: _Toc180757337]Evaluation
In evaluating the session, one of the strengths was my ability to structure the conversation in a way that allowed for an open exchange of ideas. I was able to create an environment in which my partner felt comfortable sharing her emotions and experiences. The Johari Window model was particularly useful for this, as it helped us identify areas where she lacked self-awareness and needed to focus on improving (Kim, 2020). I made sure to ask detailed questions about her communication style, including what she thought she had done well and where she felt she could improve. On the downside, there were moments when I found it challenging to balance providing constructive feedback while also encouraging her to share her own thoughts. I sometimes felt I was too focused on giving my input, rather than allowing her more space to explore her ideas.
[bookmark: _Toc180757338]Analysis
Using the Johari Window model was highly beneficial in helping my partner develop a clearer understanding of her strengths and weaknesses. By focusing on the feedback she had received and comparing it with her self-perception, we were able to identify areas where she needed to improve. I found that, as a mentor, it was crucial to strike a balance between offering feedback and encouraging my partner to express herself. If I had been too directive, I might have discouraged her from offering her own insights. In the future, I will aim for a more balanced approach, ensuring that I provide ample opportunity for my mentee to reflect and share her thoughts freely.
[bookmark: _Toc180757339]Conclusion
Upon reflecting on the session, I realized that mentoring is a dynamic process that requires constant adaptation depending on the needs of the mentee. Active listening, providing constructive feedback, and encouraging the mentee to share their thoughts are key elements for a successful mentoring relationship. This experience reinforced the idea that mentoring is not just about giving advice, but about empowering the mentee to reflect on their own development and make informed decisions about how to improve.
[bookmark: _Toc180757340]Action Plan
To continue developing my skills as a mentor, I plan to further educate myself on feedback and listening techniques. I will also seek out training on how to facilitate discussions effectively, particularly using tools like the Johari Window model in different mentoring situations. After each mentoring session, I will ask my peers for feedback to learn about my strengths and areas for improvement. This will help me refine my approach and ensure that I am continuously improving my mentoring skills.
[bookmark: _Toc180757341]Conclusion
In reflecting on both Practical 1 and Practical 2, I have gained valuable insights into the roles of coaching and mentoring. Coaching and mentoring play distinct yet interconnected roles; coaching tends to be more focused on short-term goals and behavior modification, while mentoring is a longer-term process aimed at broader personal and professional development (Parsloe & Leedham, 2016). Through the use of coaching and mentoring techniques such as the GROW model and the Johari Window model, I was able to assist my peers in achieving specific goals while also helping them explore their personal growth. Both experiences reinforced the importance of effective communication, active listening, and creating a supportive environment for learning. By applying Gibbs’ Reflective Cycle, I have been able to assess my own strengths and areas for improvement in both coaching and mentoring, ensuring that I can continue to develop these skills in future practical applications.
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