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i) A Coaching or Mentoring Contract 
 

Coaching Contract 

 

The Coach's Ethical Approach 

 
In a coaching relationship, the coachee's agenda is at the centre of the relationship and will be 
worked on jointly by both coach and coachee. As coach I do not have the answers to your issues, but 
I am committed to working with you to explore them and help you identify how to move forward. I 
will at all times do my best to help you achieve all you want for yourself but there are no guaranteed 
results; you get out what you put in.  At alI times, I will treat you with respect and treat all you tell 
me in confidence.  
 

 
Name of Coach:   
Signed: Date  

 
Name of Coachee: 

 
I agree that the prime purpose of this coaching contract is to support, maintain and enhance my 
personal development and performance over an agreed period of time. As the coachee, I will ensure 
that, to the best of my ability, I have met the agreed objectives and action plan set out at the end of 
each session. 
 
We have both agreed the parameters of this relationship and discussed their practical implications 
for us. 
We have agreed to meet every .... weeks for..... sessions. We have agreed that 1 hour is a 
suitable length of time for our sessions. It is the joint responsibility of both the coach and the 
coachee to agree the scheduling of these sessions. 
 
Our first coaching session will be on: 

Date: 

Time: 

Venue: 

 
If for any reason a session is cancelled, we will meet again at the next mutually convenient 
date. The person who has cancelled the session has the responsibility to re-arrange the session.  
I understand that taking part in this coaching contract places responsibilities on me. I agree to 
prepare for each session, to be punctual and to actively participate. I agree to carry out any 
follow-up actions that I choose to commit to within the coaching sessions as per agreed 
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timescales. I understand that all that is discussed between us will be treated in absolute 
confidence, unless we agree that information can be shared with another party. 
 
I agree to complete an evaluation form when our sessions come to an end.  I will ensure that the 
session is not interrupted, in order to give full attention to the interaction. 
 
Any changes in circumstance will necessitate the discussion and agreement of a new coaching 
contract.  Either party can request a termination of the agreement if there is a breakdown in 
the coaching relationship, inadequate commitment to the process or lack of progress being 
made. 
 
I have read, and agree, this coaching contract. 
 
Signed: 

 
Coachee: Date: 

 
Coach: Date: 

 

 

ii) A Coaching/Mentoring Log   
 

Name Date of session Length of session Location 
RWJ 10/6/26 1.5 hr Teams 
RWJ 17/6/26 1hr Teams 
RWJ 2/7/26 0.5 hr Teams 
BH 3/7/26 1.5 hr In person – BH 

house 
BH 9/7/26 1 hr Teams 
BH 20/7/26 1 hr Teams 
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iii) A Reflective Journal   
 

Client 1 (RWJ) 

RWJ was in a new role as a HR administrator at a school and also studying Human 
Resources Management at the same time.  She was interested in using coaching to 
help her move forward with some of the challenges she was facing in her new role, 
whilst letting go of the self-doubt and need to impress that was holding her back.  In 
the first session she self-identified as a people pleaser and was struggling with 
boundaries between home and the workplace.  She was also a perfectionist and was 
overwhelmed by the need to portray herself in a particular way, making it very difficult 
for her to let tasks go. 
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At the conclusion of this session, the Coachee came up with the following actions: 

 Put a plan together outlining the next steps RWJ had identified to help her 
overcome one of her challenges. 

 Arrange a meeting with her line manager to discuss these actions 
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 Arrange a meeting with her HR colleague to explore the feasibility of these 
actions. 
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Client 2 (BH) 

BH was interested in coaching because she was at a point of crisis with her role and 
couldn’t decide what to do about it.  She wanted to explore her options and decide 
on her way forward.  
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Following this session, I considered appropriate models for imposter syndrome and 
how to encourage BH to visualise what her ideal future might look like so as to help her 
to work out shere she wanted to go next.  I explored some Appreciative Inquiry coaching 
questions to help me with the next session. 
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iv) A recorded coaching or mentoring session  - submitted 
separately 

 

v) A critical reflection (1500 words)   
 

I have been using Gibbs Reflective Cycle to aid me in my reflections.  I am a naturally 
reflective person, as evidenced by my extensive journal entries where I reflect 
immediately after each session, but I work best with a structured approach in order to 
ensure that I reach some conclusions from my reflections and Gibbs works very well for 
this. 

The two coachees that I am using as evidence for this portfolio were my first real-life 
coachees.  Previously, my coaching practice has been less formal and has been made 
up of interventions within the workplace or as part of regular 1-2-1 meetings with my 
team.  Both coachees work outside of my own place of work in different sectors to my 
own; one within a Comprehensive School and the other for the Citizens Advice Bureau.  
I approached the coaching sessions with a view to staying open-minded and authentic 
as I have a tendency to overanalyse and this impacts my ability to listen actively.  I 
frequently rely on GROW as my main coaching model and through practice I find it 
natural at this point and so I allowed myself to use GROW whilst taking time to reflect 
after sessions on the coaching theories and models that could also be applied.   
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As one of my coachess is not based locally, I had to use Microsoft Teams for their 
coaching sessions.  I had a pre-existing relationship with them though so had a rapport 
with them already.  The other coachee is based locally and I had never met her before 
beginning coaching and so I wanted to do the first session in person to help create a 
rapport and after that used Microsoft Teams. 

I felt nervous throughout the coaching sessions and struggled with imposter syndrome.  
As my coaching practice is limited so far, I felt pressure to perform and questioned my 
own qualifications and experience to be putting myself across as a coach.  I know that 
my lack of confidence comes partially from a lack of experience and that the only way 
to remedy that is to continue along this path and keep going.  I referred back to 
Bachkirova’s chapter (2021) on understanding yourself as a coach as she discusses the 
ideas of self-identity and self-inventory, highlighting the need for reflective practice and 
a professional qualification for the Coach, and this is already what I am doing here.  My 
journal entries after the sessions were really helpful as upon reading them back, I 
realise that I expressed on multiple occasions that I felt the sessions had gone better 
than expected.  I also felt an element of disappointment with myself for sticking to 
GROW too much but as I had given myself permission to do this, I will instead put this 
energy into my development plan to help me expand my toolkit as a coach.    

Feedback from my coachees was really helpful in getting me to step away from the self-
doubt and look at the sessions more objectively.  I sought feedback from my coachees 
about how well the coaching had gone at the end of the series of coaching sessions 
each time and on reflection, in future I will do this at the end of each session instead via 
a slightly more formal way such as a session reflection log for the coachee.    The 
second coachee referred to having had ‘lightbulb moments’ during session 2 as she had 
reframed a conversation she’d been having with herself on repeat and viewed her 
situation in a different light, helping her to come to a realisation about what she wanted 
to do next.  This was really heartening to hear because I had found her to be quite stuck 
in her way of thinking and I had tried applying the Transpersonal theory to the 
conversation by asking questions to get her to visualise an ideal future.  At the time it 
felt unsuccessful but by the following session, she had come back with a fresh view. 

I found both coachees to be very reflective people which was helpful but also a barrier 
as I felt that often conversations were going around in circles and coming to no 
resolution.  Both felt that they had spent so long thinking about their issues that there 
couldn’t be a solution and that they were destined to remain in this cycle.  However 
both reflected that this hadn’t been the case and were able to identify, in different ways, 
some goals or solutions.  I did find that both coachees only needed 3 sessions before 
the relationship came to a natural end.  This concerned me as I was very focussed on 
the idea that the relationship should last for at least 6 sessions and I felt like I had 
somehow failed by not being able to get beyond 3 sessions.  This led me to return to 
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Megginson’s chapter on ending the coaching relationship (2005, pp.163-165) and reflect 
on the need to better define success from the start and better collect coachee 
feedback to inform this. 

One less successful aspect was that I tried to use a Psychodynamic approach with the 
first coachee as my reflections led me to believe that she was responding to events in 
her life in ways that were brought about by past events.  Specifically perfectionism and 
a need to please people.  I think this could have been successful with a different 
coachee however due to my pre-existing relationship with her, although we kept a strict 
divide between that and our relationship as Coach/Coachee, it was too easy for this to 
slip into examinations of childhood trauma, resulting in my feeling an ethical duty to 
move on and choose a different angle.  I would try this approach again but with 
coachee’s whose past history is not known to me and where the relationship is not as 
familiar. 

I think that the things that went well, did so because of my natural empathy and 
listening skills.  I think that things went less well where I had to apply more technical 
knowledge and as I alluded to earlier, this is because I need more practice.  One of the 
barriers for myself is that I feel a need to make the session have an outcome and 
achieve a set of goals.  This is one of the reasons that I find GROW so easy to apply as it 
appeals to my natural sense of logic and task-focussed mindset.  So on the one hand, 
my use of GROW went very well but on the other hand, I need to let go of the idea of 
there being a solid outcome and end to a coaching interaction where some kind of 
conclusion is reached if I want to be as successful with some of the other models.  
Perhaps for me, this is around further reflection on what a ‘successful’ outcome to 
coaching is and more emphasis on the coachees reflections following their sessions.  A 
more structured approach to ascertaining what the coachee wants to get out of the 
coaching sessions may also help here; let them define a successful outcome rather 
than imposing my own expectations onto them.   Price wrote a chapter on this, stating 
that “professional bodies are revising competencies for coaching practitioners; for 
example, replacing the competency of Planning and Goal-Setting, including explicit 
reference to setting SMART goals, with Facilitating Client Growth” (2021, p. 81) and it is 
perhaps this idea of encouraging personal/professional growth that I perhaps need to 
focus on. 

This portfolio has highlighted both my strengths and my developmental needs as an 
emerging coach. Through working with two coachees from different professional 
contexts, I have gained valuable experience of establishing coaching relationships, 
facilitating reflective conversations, and supporting individuals to identify their own 
insights and actions. While I entered the coaching process with considerable self-doubt 
and a strong sense of imposter syndrome, my reflections, journal entries, and coachee 
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feedback all suggest that I was able to create a supportive environment in which 
meaningful learning and change occurred.  

The coaching practice undertaken for this module has also deepened my appreciation 
of the practical application of coaching theories and models. My experience of 
exploring a psychodynamic perspective demonstrated the need for strong boundaries, 
self-awareness and careful judgement when working with issues that may extend 
beyond the scope of coaching. Equally, it reinforced the importance of continual 
reflection in helping coaches recognise when a particular approach is or is not 
appropriate within a given context. 

Perhaps the most significant shift in my thinking has been my understanding of what 
constitutes success in coaching. Initially, I viewed success largely in terms of achieving 
stated goals and sustaining a coaching relationship over a predetermined number of 
sessions. However, through reflection and engagement with the literature, I have come 
to recognise that successful coaching is not necessarily defined by the length of the 
relationship or the achievement of specific SMART objectives.  

Moving forward, I intend to continue developing my coaching practice through 
increased experience, ongoing reflective practice, and further exploration of coaching 
theories.  In particular, I would like to deepen my understanding of the approaches I 
focussed on for component 1 of this module such as Transpersonal Coaching, OSKAR 
and the Skilled Helper Model.  
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vi) A personal development plan  
 

Development 
Area 

Development 
Goal 

Actions Success 
Measures 

Timescale 

Broaden 
coaching 
toolkit 

Increase 
confidence and 
competence in 
using coaching 
models beyond 
GROW 

Study and 
practice at least 
three alternative 
coaching 
models. 
Maintain 
reflective journal 
entries 
comparing 
approaches. 

Evidence of 
successful 
application of at 
least three 
models and 
reflective 
evaluation of 
each. 

Next 6 months 

Confidence 
and coach 
identity 

Develop a 
stronger 
professional 
identity as a 
coach and 
reduce imposter 
syndrome 

Continue 
reflective 
journalling. 
Expand network 
of other coaches 
to reflect with. 

Increased 
confidence 
noted in 
reflective 
journal.  

Next 6-12 
months 

Managing 
outcomes and 
ambiguity 

Become more 
comfortable with 
coaching that 
focuses on 
growth rather 
than predefined 
goals 

Consciously 
practise using 
approaches 
where the 
emphasis is on 
exploration 
rather than 
action planning.  

Greater comfort 
with less 
structured 
coaching 
conversations. 

Next 6 months 

Use of 
feedback and 
evaluation 

Develop a more 
systematic 
approach to 
gathering and 
using coachee 
feedback 

Design a brief 
post-session 
reflection form 
for coachees. 
Collect feedback 
after every 
session rather 
than only at the 
end of the 
coaching 
relationship. 
Analyse themes 
emerging from 
feedback. 

Feedback 
collected 
consistently 
from all 
coachees and 
used to inform 
future coaching 
practice. 

Within 3 months 

Practical 
coaching 
experience 

Build breadth 
and depth of 
coaching 
experience 

Undertake 
coaching with at 
least four 
additional 
coachees. Aim 
to complete a 
minimum of 20 

Completion of 
20 coaching 
hours with at 
least 4 
coachees 

Next 12 months 
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hours of 
coaching 
practice. 

Use of 
coaching tools 

Integrate 
practical tools 
into coaching 
sessions that 
will help 
encourage 
reflection and 
discussion for 
the coachee. 

Identify a suite 
of resources 
that could be 
used with 
coachees e.g. 
coaching wheel. 

Evidence of 
using at least 
two different 
resources 
during coaching 
sessions. 

Next 6 months 

 

 

 


