
[image: A black rectangular sign with yellow and brown text

AI-generated content may be incorrect.]


Programme: BA (Hons) Leadership and Management Skills for the Workplace
Module code and name: BMSW6105_Coaching and Mentoring Skills for the Workplace
Lecturer Name: Dennis Pepple

Name of the Student: Aneliya Kirkova-Georgieva
ID Number: 2125657
Task 3_Written Reflection 

Table of contents:
1. Introduction
2. Critical evaluation of the purpose of coaching and mentoring within a workplace
3. Critical analysis of the GROW coaching model
3.1. Advantages and disadvantages of the GROW coaching model
3.2. Situational applications of the GROW model
4. Reflection on Practical 1
5. Reflection on Practical 2
6. Conclusion
7. References


Reflective Report on Coaching and Mentoring
1. Introduction
This report provides a reflective analysis of my coaching and mentoring experiences, examining their application in a workplace setting. It will discuss the theoretical foundations of coaching and mentoring, comparing and contrasting their functions. The report adopts a reflective approach, utilizing Gibb's Reflective Cycle (Gibbs, 1988) to analyse my experiences.
Coaching is defined as a process that supports individuals in achieving specific professional or personal goals through structured conversations and guidance (Whitmore and McFarlane, 2019). Mentoring, by contrast, involves a longer-term developmental relationship where a more experienced individual provides guidance and knowledge to a less experienced person (Aihevba, 2022). While coaching is often goal-oriented and performance-driven, mentoring focuses on overall career and personal development. Key attributes of an effective coach include active listening, empathy, goal-setting ability, and effective questioning techniques (Rogers, 2024). This report will incorporate theories such as GROW (Whitmore, 2017) and Johari Window model (Luft and Ingham, 1961) to analyse the effectiveness of coaching and mentoring.

2. Critical evaluation of the purpose of coaching and mentoring within a workplace
Coaching and mentoring serve various purposes in the workplace, including leadership development, performance enhancement, and employee engagement (Garvey and Stokes, 2021). Coaching is frequently employed to facilitate professional growth by improving competencies and overcoming performance challenges (Parsloe and Leedham, 2016). Mentoring, on the other hand, is often used to support career progression, knowledge transfer, and organizational culture adaptation (Nuel, Nwakoby, and Ifechi, 2021). Both approaches contribute to personal and professional development, creating a supportive work environment that fosters continuous learning and growth.
One key difference between coaching and mentoring is their time frame. Coaching tends to be short-term and goal-specific, often focusing on immediate performance improvement or skill acquisition (Garvey, Stokes, and Megginson, 2021). In contrast, mentoring typically involves a longer-term relationship, where an experienced professional guides a less experienced employee through career progression and personal development. Additionally, coaching is usually structured, with formal sessions aimed at achieving specific outcomes, whereas mentoring may be more informal and relational, allowing for organic learning opportunities (Hawkins, 2021). The structured nature of coaching means that it is frequently used for specific skills training, while mentoring helps employees navigate career challenges and organizational expectations.
[image: Coaching vs Mentoring: Differences, Benefits & Opportunities]
(Source: Human focus, 2024)
Research suggests that organisations implementing coaching programs experience improved employee performance and job satisfaction (Ribeiro et al., 2021). Employees who receive coaching are more likely to develop critical thinking skills, adaptability, and resilience, which are essential in today’s dynamic business environment. Coaching also helps employees set clear goals, receive constructive feedback, and develop the necessary skills to achieve their professional objectives. Similarly, mentoring contributes to retention and leadership development by creating a sense of belonging and investment in the organisation's long-term goals (Voss et al., 2022). Employees who receive mentorship are more likely to stay with an organization, reducing turnover rates and fostering a strong leadership pipeline.
While coaching and mentoring both contribute to professional growth, they also present challenges. Coaching requires a skilled facilitator to ensure effective questioning and feedback delivery (Passmore, 2021). A coach must possess strong communication skills, emotional intelligence, and the ability to challenge employees while providing support. Without these skills, coaching may not be as effective in achieving desired outcomes. Mentoring, meanwhile, demands strong relational skills and time commitment from mentors (Deng and Turner, 2024). A successful mentoring relationship relies on trust, mutual respect, and a willingness to invest time in the mentee’s development. Finding suitable mentors within an organisation can be challenging, particularly in fast-paced work environments where senior employees have limited time to commit to mentorship.
Despite these challenges, both coaching and mentoring play an essential role in fostering a learning culture within organisations (Ellinger and Ellinger, 2021). By integrating these practices into their development strategies, businesses can enhance employee engagement, improve performance, and cultivate a leadership pipeline that ensures long-term success. When effectively implemented, coaching and mentoring contribute to a positive workplace culture that prioritises growth, collaboration, and continuous learning, ultimately leading to a more motivated and capable workforce.

3. Critical analysis of the GROW coaching model
The GROW model (Goal, Reality, Options, Will), developed by Whitmore (2017), is a widely recognized coaching framework that provides a structured yet flexible approach to guiding individuals through personal and professional development. This model is particularly useful in coaching conversations as it systematically assists individuals in setting clear goals, assessing their current situation, exploring potential strategies, and committing to an actionable plan. While the GROW model is effective in various settings, it also has limitations that warrant critical examination.
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3.1. Advantages and disadvantages of the GROW coaching model
One of the primary advantages of the GROW model is its simplicity and adaptability. Unlike more complex coaching frameworks, GROW offers a clear and easy-to-follow structure that can be applied across different industries and contexts (Earl, 2018). Whether in business, sports, education, or personal development, this model can be tailored to meet the needs of diverse individuals and teams.
Another strength of the model is its emphasis on self-reflection and autonomy. By encouraging the coachee to identify their goals, evaluate their current situation, and explore various options, the GROW model fosters a sense of ownership and accountability (Ivanova, Kozhuharova, and Todorova, 2022). This empowerment often results in higher levels of motivation and engagement, making the model particularly effective in performance coaching scenarios such as leadership development, career progression, and team management.
Moreover, the GROW model promotes solution-focused thinking. Instead of dwelling on problems, coachees are encouraged to focus on what they can do to move forward. This can be particularly beneficial in corporate environments where employees need to develop problem-solving skills and resilience. It also allows for a non-directive coaching approach, enabling individuals to find their own solutions rather than being provided with answers.
Despite its strengths, the GROW model is not without its limitations. One of the main criticisms is that it relies heavily on the coachee’s ability to generate solutions. This can be a drawback for individuals who lack self-awareness, confidence, or experience in problem-solving (LinkedIn, 2023). For example, entry-level employees or individuals facing high-pressure situations may struggle to articulate their goals or identify viable options without more directive guidance from a coach.
Additionally, the GROW model may not be as effective in crisis situations where immediate and decisive action is required (LinkedIn, 2023). In such cases, a more authoritative coaching style or a different framework, such as the OSCAR model (Outcome, Situation, Choices, Actions, Review), might be more suitable.
Another limitation is that the model does not inherently account for emotional and psychological barriers. While it facilitates logical and structured thinking, it may not fully address deep-seated fears, limiting beliefs, or emotional resistance that can hinder progress. Coaches using the GROW model may need to incorporate additional techniques, such as cognitive-behavioural coaching or mindfulness strategies, to support clients facing such challenges.
3.2. Situational applications of the GROW model
The GROW model is most effective in structured coaching environments where individuals have a clear objective and are capable of self-directed learning. For example, it is widely used in leadership coaching to help managers enhance their strategic thinking, decision-making, and team management skills. A manager seeking to improve communication with their team could use the GROW model to set specific communication goals, analyse current challenges, explore alternative strategies, and commit to regular feedback sessions.
Similarly, the model is beneficial in career coaching, where individuals seek clarity on their professional direction. A professional looking to transition into a new industry could use the GROW framework to define their career goals, assess their transferable skills, explore potential training programs, and develop an actionable job-search plan.
However, in scenarios requiring more structured guidance—such as coaching junior employees, individuals with low confidence, or those in crisis—the GROW model may need to be supplemented with additional support mechanisms. In such cases, a coach might take a more directive approach or integrate elements from other coaching models to enhance effectiveness.

4. Reflection on Practical 1
Using Gibbs' Reflective Cycle (Gibbs, 1988), this section analyses my first practical coaching experience. The session focused on time management and employed the GROW model, though due to time constraints, we primarily concentrated on the Reality element of the model.
. 
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Gibbs' Reflective Cycle is a structured framework for reflection that is commonly used in professional and academic settings to facilitate learning from experiences by systematically analysing what happened and planning for future improvement (Gibbs, 1988). The model encourages continuous development by helping individuals critically assess their actions and refine their approach, and consists of six stages: Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan
· Description: I conducted a five-minute coaching session on time management, emphasising the Reality stage of the GROW model. Given the short duration, my goal was to help my coachee gain clarity on their current situation by identifying patterns and obstacles. Through guided questioning, I encouraged reflection on their challenges and their impact on productivity and well-being.
· Feelings: At first, I felt confident in applying the GROW model and structuring the session. However, as the conversation progressed, I realized that my choice of words might have influenced the coachee’s perception. I felt uncertain when my questions elicited emotional responses instead of focusing on coaching principles. Additionally, I became concerned that my phrasing might have unintentionally shaped their outlook. By the end, I recognised the need to refine my questioning approach and maintain a neutral stance.
· Evaluation: The session had several positive aspects. I successfully used the Reality stage of the GROW model to encourage self-reflection, helping the coachee analyse their time management practices. However, my use of words like "stressful" may have negatively influenced their perspective. Some of my questions leaned towards mentoring rather than coaching, as they focused on emotions rather than solutions. The lecturer’s feedback reinforced the importance of maintaining a neutral and structured coaching approach.
· Analysis: The Reality stage of the GROW model is meant to facilitate objective assessment. Coaching principles emphasise neutral, open-ended questions that promote self-discovery. My language choices may have unintentionally directed the coachee’s thinking, deviating from this approach. Effective questioning should avoid leading language and focus on facts rather than emotions. Additionally, distinguishing between coaching and mentoring is crucial, as coaching facilitates self-directed solutions rather than offering advice or emotional validation. Refining my questioning techniques will ensure better alignment with coaching best practices.
· Conclusion: This experience underscored the need for a neutral and structured coaching approach. I learned the importance of precise language in guiding the coachee without influencing their perception. Future sessions should incorporate open-ended, action-focused questions to keep the coachee in control of their reflections. Additionally, maintaining a clear distinction between coaching and mentoring will be crucial. While the session effectively raised awareness of time management issues, refining my questioning style and avoiding emotionally charged language will enhance my effectiveness as a coach.
· Action Plan: To improve future coaching sessions, I will consciously avoid language that may negatively influence the coachee’s perspective. I will prioritise neutral, open-ended, and action-oriented questioning to promote independent problem-solving. Additionally, I will refine my ability to differentiate coaching from mentoring by practising self-awareness and ensuring a facilitative approach. Seeking feedback from peers or mentors will help assess my questioning techniques, and I will continue studying effective coaching strategies to enhance my skills in guiding coachees toward meaningful self-reflection and action planning.
5. Reflection on Practical 2
Using Gibbs' Reflective Cycle (Gibbs, 1988), this reflection will analyse my mentoring session, which focused on providing feedback using the Johari Window model. Due to the five-minute time limit, I concentrated only on the Blind Area element to provide concise and effective feedback.
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The Johari Window (Luft and Ingham, 1955) is a communication model developed to improve self-awareness and interpersonal relationships, and it consists of four quadrants: the Open Area, Hidden Area, Blind Area, and Unknown Area. The Blind Area highlights aspects of an individual’s behaviour that others notice but the individual is unaware of (Batista, 2014).
· Description: During the mentoring session, I used the Johari Window model to address my mentee's communication style. I highlighted that I had observed the mentee speaking very quickly in meetings, making it difficult for others to follow. I framed my feedback constructively by explaining that improving their speaking pace could enhance their communication skills and improve team engagement. I encouraged the mentee to reflect on this observation and explore ways to adjust their speaking speed.
· Feelings: Initially, I felt confident as I had prepared clear feedback and understood the Johari Window model well. However, as the session progressed, I became slightly nervous when I noticed the mentee appeared surprised by my observation. This made me worry that my feedback might be taken negatively. Despite this, I remained calm and focused on maintaining a supportive and positive tone. By the end of the session, I felt reassured as the mentee responded openly and showed interest in improving their communication skills.
· Evaluation: The session had several positive aspects. Using the Blind Area of the Johari Window allowed me to highlight an unknown behaviour to the mentee, raising their self-awareness. My questioning and listening techniques encouraged the mentee to reflect on their speaking pace and consider solutions. Additionally, my positive tone helped create a supportive environment. However, the session was too short to fully explore strategies for improvement or allow the mentee to reflect in depth. The limited time restricted our ability to discuss solutions thoroughly, which could have enhanced the overall outcome.
· Analysis: The Johari Window model proved effective for this feedback session, as the Blind Area is designed to reveal unknown behaviours to the mentee. Effective mentoring requires balancing constructive feedback with encouragement to prevent defensiveness. My decision to focus on the mentee’s Blind Area allowed me to address an important communication issue that they had not been aware of. However, my nervousness when noticing their surprise may have hindered my ability to expand on the feedback fully. Providing practical advice or additional examples could have reinforced my message and supported their development more effectively.
· Conclusion: This experience highlighted the importance of balancing honest feedback with positive reinforcement. I learned that observing a mentee’s reaction closely and adapting my communication style accordingly is crucial for effective mentoring. Additionally, incorporating practical suggestions would have strengthened the quality of my feedback. Despite these minor shortcomings, the session successfully raised the mentee’s awareness about their fast-speaking habit and motivated them to improve.
· Action Plan: In future mentoring sessions, I will manage my time more effectively to ensure sufficient opportunity for deeper reflection and discussion. I will prioritize key points to ensure that feedback is both clear and actionable within the available time. Additionally, I will develop strategies to deliver concise yet impactful feedback, ensuring I maintain focus on essential points while allowing space for meaningful dialogue. I will also practice managing my nerves to remain composed if the mentee reacts unexpectedly. Finally, I will continue refining my mentoring skills by seeking feedback from peers and engaging in practice sessions to build confidence in time-restricted situations.
6. Conclusion
This report has provided a comprehensive reflection on my coaching and mentoring experiences, highlighting key theoretical frameworks such as the GROW model (Whitmore, 2017) and the Johari Window (Luft and Ingham, 1955). The application of Gibbs' Reflective Cycle (Gibbs, 1988) enabled me to evaluate my performance critically and identify areas for improvement. The GROW model proved effective in guiding structured coaching conversations, fostering goal setting, and encouraging self-reflection. However, my experience revealed the challenge of maintaining neutrality in questioning, reinforcing the importance of refining my communication techniques.
Equally, the Johari Window model demonstrated its value in enhancing self-awareness and addressing blind spots through constructive feedback. By focusing on the Blind Area during my mentoring session, I successfully highlighted key behavioural insights to my mentee. Despite my initial nerves, I learned the importance of balancing honest feedback with positive reinforcement to maintain a supportive environment. The time limitation posed a challenge, underscoring the need to prioritize concise yet impactful feedback in future mentoring sessions.
Reflecting on these experiences has significantly influenced my approach to coaching and mentoring. Moving forward, I will refine my questioning techniques to ensure neutrality, adopt concise communication strategies to accommodate time constraints, and maintain a balance between guidance and mentee-led reflection. Additionally, I will continue seeking feedback from peers and mentors to enhance my practice.
The key takeaway from this journey is that effective coaching and mentoring require adaptability, empathy, and a commitment to fostering growth. By applying these insights in the workplace, I aim to create an environment that empowers individuals to build self-awareness, develop their skills, and achieve their professional goals.
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