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Reflective report on Coaching and Mentoring

 Introduction 
 This report presents a reflective analysis of two professional development experiences: a coaching session focused on career growth and a mentoring session addressing team conflict. The objective is to critically evaluate these experiences using established coaching and mentoring models, supported by relevant literature. The report explores the theoretical foundations and practical applications of coaching and mentoring within a workplace context, analysing the purpose, benefits, and limitations of each approach, coaching and mentoring, though often used interchangeably, have distinct purposes and processes. According to Parsloe and Leedham (2009), coaching is a structured, time bound process that aims to improve performance and develop skills through goal settings and guided reflection. Mentoring, on the other hand, is typically a longer-term relationship focused on holistic development, often involving guidance, support, and role modelling (Clutterbuck, 2004). While coaching is more performance-oriented, mentoring encompasses both personal and professional growth.
 This reflection is structured around Gibbs Reflective Cycle(1988), a widely used model that facilitates in-depth reflection through six stages: Description, Feelings, Evolution, Analysis, Conclusion, and Action Plan. This model supports the development of self-awareness and critical thinking, enabling practitioners to understand their experiences and improve future practice.
 The report includes an evaluation of the purpose of coaching and mentoring in the workplace, a critical analysis of the GROW coaching model, and reflective commentary on two practical sessions. Key concepts such active listening, open-ended questioning, and structured goal settings are discussed in the context of coaching, while conflict resolution and self-awareness are explored through mentoring.

 Critical Evolution of the Purpose of Coaching and Mentoring in the Workplace
 Coaching and mentoring play a vital role in employee development, organisational effectiveness, and leadership capacity building. According to CIPD (2021), coaching is used to enhance individual performance, improve team effectiveness, and facilitate goal achievement, whereas mentoring supports long-term development, organisational socialisation, and career progression.
 Coaching is inherently goal-driven, focusing on unlocking an individual’s potential by encouraging self-discovery and accountability. Whitmore (2009) defines coaching as “unlocking people’s potential to maximize their own performance”, emphasizing that it is more about facilitating than instructing. This aligns with contemporary workplace needs, where adaptive learning, emotional intelligence, and strategic thinking are key competencies.
 Mentoring, conversely, is more relationship based and offers both psychosocial support and career guidance. It creates a safe environment for less experienced individuals to explore challenges, learn from a more seasoned professional, and build confidence. Kram (1985) describes mentoring as a developmental relationship that supports both career advancement and personal growth.
 Despite their differences, coaching and mentoring often overlap in practice. Both rely on trust, confidentiality, and mutual respect. While coaching may address specific skills or short-term objectives, mentoring typically fosters deeper personal insights and long-term aspirations. Thid dual approach is particularly valuable in complex or transitional workplace scenarios, such as career progression or conflict resolution.
 Some scholars argue that coaching is more effective in structured, high-performance context, while mentoring is ideal for onboarding, succession planning, or navigating organisational culture (Garvey et al., 2018). Both approaches contribute significantly to leadership development, employee retention, and knowledge transfer.
 An effective coach and mentor demonstrate core competencies such as active listening, empathy, questioning, feedback, and emotional intelligence. These skills facilitate reflection, promote learning, and build trust. As the workplace evolves, organisations increasingly value these developmental approaches not only for individual performance but also for cultivating inclusive, adaptive, and empowered work cultures.
 In conclusion, coaching and mentoring serve complementary purposes. Coaching drives performance and goal attainment, while mentoring nurtures holistic development. When used strategically, both can significantly enhance organisational capability and employee engagement.   
Critical Analysis of a Specific Model of Coaching: GROW Model
 The GROW model- Goal, Reality, Options, and Will- is one of the most widely used frameworks in coaching. Developed by Sir John Whitmore, it provides a clear, structured method to facilitate conversations that lead to action and accountability (Whitmore, 2009).
 The first step, Goal, involves defining a clear, specific objective. This sets the direction and provides a benchmark for success. Integrating SMART (Specific, Measurable, Achievable, Relevant, Time-bound) criteria further enhances goal clarity and feasibility (Doran,1981). In the practical session reviewed, the coachee’s goal to become a team leader was refined through SMART questioning, creating a concrete target.
 The second stage, Reality, helps the coachee asses their current situation. The phase encourages honest reflection and highlights internal and external barriers. The use of RAW (Realistic, Achievable, and Worthwhile) questioning during the session deepened understanding and affirmed the goal’s feasibility.
 In the Options stage, the coach facilitates brainstorming to identify actionable steps. This creative exploration supports autonomy and empowerment, key principles of adult learning (Knowles, 1980). In the example, options like mentoring a junior colleague or leading a project emerged as feasible and aligned with the coachee’s growth trajectory.
 Finally, Will involves commitment to action. The coach supports the coachee in selecting concrete steps, creating accountability, and setting milestones. This forward-looking phase ensures momentum and progress tracking.
 The GROW model’s strengths lie in its simplicity, flexibility, and focus on self-directing learning. It empowers individuals to find their own solutions, which enhances motivation and ownership (Grant, 2011). It also aligns well with evidence-based coaching practices that value goal clarity, reflective inquiry, a behavioural change.
However, critics argue that GROW can oversimplify complex issues or be overly linear for dynamic workplace challenges. It may not fully address emotional or relational dimensions that influence decision-making (Brockbank and McGill, 2006). Additionally, inexperienced coaches may follow the structure too rigidly, missing opportunities for deeper exploration.
 Despite these limitations, GROW remains highly effective in performance coaching, career planning, and skill development contexts. It is particularly useful for professionals aiming to enhance clarity, build confidence, and implement structured change, as demonstrated in the practical session.
 In summary, the GROW model is a versatile and impactful coaching framework. Its structured yet adaptable nature makes it suitable for diverse workplace contexts, especially when integrated with other tools like SMART and RAW to deepen insight and ensure action. 
Reflection on Coaching and Goal Setting
Using Gibbs Reflective Cycle, I reflect on my experience of coaching a colleague who aimed to become a team leader.
Description:
 The session involved guiding the coachee through the GROW framework. We explored their motivation, current reality, potential strategies, and a concrete action plan. The coachee committed to speaking with their manager, mentoring a junior colleague, and tracking leadership experiences.
Feelings:
 Initially, I felt confident in applying the GROW model but was cautious about staying too scripted. As the session progressed, I became more engaged and emphatic, especially when the coachee shared their lack of confidence. I was pleased to see their motivation increase as clarity emerged.
Evolution:
 The session was effective in structuring the coachee’s thinking and fostering commitment. Open-ended questions and active listening allowed them to articulate their goals meaningfully. I have noticed moments where deeper emotional inquiry could have added value- for instance, exploring their fear of discussing goals with their manager.
Analysis:
 Using GROW in tandem with SMART and RAW was instrumental in aligning the coachee’s aspirations with practical steps. The structure supported reflection and encouraged realistic planning. My focus on process may have limited the emotional depth of the session. In the future, balancing structure with curiosity and empathy could enhance relational depth.
Conclusion:
 The experience affirmed the value of structured coaching in career development. It also highlighted the importance of adaptability and emotional intelligence in facilitating deeper conversations. I realised that coaching is not just about guiding action but also about supporting mindset shifts.
 Action Plan:
 To improve, I will practice deeper emotional inquiry and reflective questioning. I will also seek feedback from peers and consider co-supervision to refine my coaching presence. 
 Exploring additional models, such as the CLEAR model, may also enhance my versatility.
Reflection on Mentoring and Feedback 
 Again, using Gibbs Reflective Cycle, I reflect on a mentoring session where I supported a project manager navigating team conflict.
 Description:
 The mentee faced challenges managing a dispute between team members, which led to project delays. I used the Karpman Triangle to help them understand their Rescuer role, the Johari Window to explore perception and self-awareness, and Force Field Analysis to develop practical solutions.
 Feelings:
 I felt empathetic toward the mentee’s frustration and admired their willingness to reflect. Initially, I was unsure about introducing multiple models in one session but felt reassured as the mentee engaged thoughtfully. Their openness made the dialogue constructive and rewarding.
Evaluation:
The session facilitated important realisations. Identifying their Rescuer role helped the mentee understand their limitations of their conflict resolution style. The Johari Window opened a discission on blind spots, while Force Field Analysis generated tangible solutions. The breadth of tools may have been overwhelming at times. 
Analysis:
 Mentoring allows for a more fluid and responsive conversation. Unlike coaching, which is goal-driven, mentoring enabled me to blend support with development feedback. The models used encouraged self-reflection and empowered the mentee to reframe their role as a facilitator rather than a fixer. Nonetheless, a more focused approach might have helped consolidate learning more effectively.


Conclusion: 
 This session deepened my appreciation for mentoring as a holistic practice. It reaffirmed the value of balancing empathy with constructive feedback and the importance of empowering mentees to lead their own solutions. 
 Action Plan:
 In future mentoring sessions, I will be more selective in introducing models, ensuring alignment with the mentee’s capacity and context. I also plan to build my facilitation skills and explore tools for emotional regulation and team dynamics.

Extended Reflection and Integration of Learning
 To further consolidate the insights gained from both practical experiences, it is important to consider how coaching and mentoring contribute to a broader understanding of leadership, learning, and workplace dynamics. The reflections in the previous sections focused on the structure and outcomes of each session. This section will now explore how those experiences have informed a deeper understanding of key competencies, self-awareness, and long-term professional development.
 Building upon the reflections shared earlier, it is important to explore how the learning from both sessions extends into broader personal and professional development. The two experiences reinforced the significance of structured frameworks, emotional intelligence, and communication skills within the workplace interactions. The GROW model not only helped structure the coaching conversation but also instilled confidence in the coachee by providing clarity and a roadmap. This aligns with Whitmore’s (2002) assertion that effective coaching helps individuals unlock their potential by guiding them through structured yet exploratory conversations.
 This process of goal setting through SMART criteria further complemented the GROW model, ensuring that aspirations were not only defined but actionable. As noted by Doran (1981), well-crafted goals increase motivation and accountability. The coachee’s realisation that confidence could emerge from clarity was particularly powerful. This highlights the value of guided reflection, where the coach serves as a thinking partner rather than a directive advisor, helping the coachee navigate uncertainties with more autonomy and ownership.
 Similarly, in the mentoring session, the integration of tools like the Karpman Drama Triangle and Johari Window encourages critical self-awareness and emotional reflection. These   frameworks helped the mentee reframe their understanding of conflict and their own tendencies within team dynamics. It demonstrates that mentoring is not about rescuing others from challenges but empowering them to address issues through facilitated insight- a principle supported by Clutterbuck (2004). Identifying the Rescuer role enabled the mentee to recognise an unhelpful pattern of over-functioning and step back to allow others space to develop.
 A key takeaway from mentoring session was the delicate balance between support and autonomy. While the mentor provides a reflective space and guidance, it is ultimately the mentee who must develop ownership of the solution. This echoes the principles of adult learning theory by Knowles (1980), which emphasizes self-directed learning and intrinsic motivation. By encouraging mentees to explore their blind spots (via the Johari Window), I found that real behavioural change is more likely to occur when individuals arrive at conclusions through insight rather than instruction.
 Furthermore, the application of Force Field Analysis illuminated the systematic influences on the mentee’s situation- identifying not just interpersonal but organisational forces, the mentee could develop a more comprehensive plan for growth. This kind of systems thinking is particularly useful in complex organisational environments, where challenges are rarely isolated or purely personal.
 Reflecting on my own role as a coach and mentor, I found that active listening, empathy, and the ability to ask powerful, open-ended questions were among the most critical skills. These facilitated not only trust but also deeper engagement from the coachee and mentee. According to Garvey, Stokes, and Megginson (2018), such skills foster psychological safety and openness in reflective dialogue- an essential foundation for growth and development.
 In conclusion, the sessions deepened my appreciation for the art and science of coaching and mentoring. They are not merely tools for short-term problem-solving, but rather transformational conversations that catalyse professional and personal change. Moving forward, I plan to embed reflective tools more consistently into my leadership practice, fostering a culture of learning, autonomy, and empowerment within my team and beyond.   

Conclusion:
 This reflective report has explored the application of coaching and mentoring through theoretical analysis and personal experience. It highlighted the value of structured models- particularly the GROW model in coaching- and the adaptability of mentoring to deeper relational and developmental support. Coaching proven effective in clarifying goals, enhancing motivation, and fostering accountability, especially when supported by SMART and RAW principles. Mentoring, conversely, allowed for nuanced discussions on behaviour, perception, and conflict, using models such as Karpman Triangle and Johari Window.
The comparison underscored that coaching is best suited for targeted performance improvement, while mentoring supports broader developmental and relational needs. Both approaches require core skills such as empathy, active listening, feedback, and trust-building.
 The reflective process, guided by Gibbs Cycle, enabled critical self-assessment and professional growth. I learned that structure alone is insufficient; effective development conversations also require emotional awareness and responsiveness. By integrating theory with practice, I deepened my understanding of when and how to use different tools to support others.
Going forward, these experiences will shape my practice as a reflective, flexible, and empathetic coach and mentor. I aim to continue building my capacity through feedback, supervision, and ongoing learning. Ultimately, coaching and mentoring will remain integral to how I support others and contribute to a positive, learning-oriented workplace culture.
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