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[bookmark: _Toc196414587]Introduction
This report explores coaching and mentoring practices within the fitness industry. It presents a reflection of two professional development sessions – one coaching and one mentoring – while interacting with established theories and models. The purpose is to critically analyse the value and process of coaching and mentoring in a real-world, people-focused environment where performance and team cohesion are essential.
The dynamic nature of a fitness studio means that staff – from instructors to receptionists – are constantly responding to high-paced demands, member expectations, and their own professional development needs. Coaching and mentoring are two powerful tools that can help leaders support their teams more effectively in such environments. Coaching typically focuses on helping individuals reach specific performance goals through structured dialogue and reflection, while mentoring supports broader, long-term growth by drawing on the mentor’s knowledge and experience (Unboxed staff, 2021).
The GROW model was used to guide the coaching session and will be critically analysed in this report. Additionally, Gibbs’ Reflective Cycle provides the structure for reflecting on the practical sessions. A detailed SWOT analysis has also been included to evaluate personal and organisational development areas, followed by an action plan outlining steps for ongoing professional improvement.
This report aims to demonstrate how coaching and mentoring, when used effectively, can enhance performance, morale, and leadership in fitness environments. It highlights the importance of reflective practice and continuous learning as key aspects of workplace development.
[bookmark: _Toc196414588]Advantages of coaching and mentoring
In a fitness class studio, coaching and mentoring can significantly enhance staff development, performance, and motivation by fostering availability, encouraging active listening, and promoting advocacy. These qualities are essential in roles that require consistent member interaction, strong teamwork, and the ability to adapt in a dynamic environment (Indeed, 2025).
One advantage of coaching is that it encourages staff to take responsibility for their own growth. Instead of being told what to do, team members are guided through structured questioning to reflect on their habits, performance, and potential improvements. This is especially helpful for instructors or staff members who may struggle with class planning, time management, or energy management. Through coaching, they can identify their challenges and actively create action plans that fit their own working style and goals.
Mentoring, on the other hand, supports long-term development by fostering relationships between more experienced and less experienced team members (Institute of directors, 2024). For example, a group exercise instructor may mentor a new recruit by offering guidance on class engagement techniques or client relationship-building. This transfer of knowledge boosts confidence and contributes to a more cohesive team culture.
Another key benefit of both coaching and mentoring is the improvement of communication, which is critical in a fast-paced fitness studio where tight schedules and fast problem-solving are routine. Coaching sessions can develop an individual’s ability to reflect and express their concerns clearly, while mentoring provides a safe space for open conversation and support (Sword, 2022).
Additionally, both methods contribute to employee retention and satisfaction. Staff who feel supported in their development are more likely to stay with an organisation, reducing turnover and maintaining a strong team dynamic.
Coaching and mentoring also prepare staff for leadership roles, enabling smoother transitions as the studio grows or evolves. When staff are engaged in their own development, they are more likely to take initiative, embrace change, and contribute positively to the overall studio environment (Needham, 2023).
[bookmark: _Toc196414589]Ten coaching skills and their importance
Effective coaching in a fitness studio relies on several key interpersonal and communication skills. Below are ten essential coaching skills that contribute to personal and professional development.
1. Active listening: Coaches must fully focus on what the team member is saying. This demonstrates respect, builds trust, and allows for deeper understanding of concerns or goals.
2. Open-ended questioning: Asking questions like ‘What is getting in the way of your progress?’ encourages reflection and promotes ownership of solutions.
3. Empathy: Understanding the pressures staff face – such as back-to-back classes or difficult members – creates a supportive environment.
4. Constructive feedback: Providing feedback in a non-judgmental and solution-focused way supports improvement while maintaining motivation.
5. Goal setting: Clear, achievable goals help staff understand expectations and track progress, whether it is increasing confidence or improving member engagement.
6. Non-verbal communication awareness: A coach’s tone, body language, and facial expressions all affect how a message is received. Positive non-verbal cues create a safe space for dialogue.
7. Summarising and clarifying: Restating key points ensures both coach and team member are on the same page and enhances clarity.
8. Patience: Coaching is a process, and progress takes time. Allowing space for thought and change is key to long-term growth.
9. Challenging constructively: Encouraging staff to step outside their comfort zones – such as trying new class formats or leading warm ups – can spark development and innovation.
10. Self-reflection: Coaches need to assess their own behaviours and biases. This promotes growth and helps ensure sessions are about the coachee, not the coach (Clevermemo, 2025).
These skills are especially important in the fitness industry, where high energy and rapid interactions are the norm. They help develop confident, self-motivated team members who are better equipped to handle the demands of the job and support the studio’s success.
[bookmark: _Toc196414590]The GROW model
The GROW model, developed by Sir John Whitmore, is a simple yet powerful framework for coaching. It stands for Goal, Reality, Options, Will, and provides a structured way to guide individuals through problem-solving and personal development (Browning, 2023).
· Goal: This stage identifies what the individual wants to achieve. In a fitness studio, this might be delivering a more engaging class, managing energy levels better, or reducing stress during peak hours.
· Reality: The coach helps the individual explore their current situation. For example, they may identify that a lack of planning or external stress is affecting class quality.
· Options: In this creative phase, the individual is encouraged to brainstorm possible solutions. This may include adjusting sleep schedules, experimenting with music playlists, or seeking feedback.
· Will: The final stage involves choosing a course of action and committing to it. The individual might decide to create a weekly routine or shadow a colleague for inspiration.
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Advantages of the GROW model include its simplicity and adaptability. It works well even in short conversations, making it ideal for fast-paced environments like fitness studios. It also encourages autonomy, allowing staff to discover their own solutions (Fioregroup, 2025).
However, the model may not suit more emotional or complex issues that require deeper psychological insight. Additionally, the success of the model depends on the coach’s ability to listen and ask the right questions.
Despite these limitations, GROW remains one of the most widely used coaching models. Its action-oriented structure aligns perfectly with the goal-driven nature of fitness environments, making it a valuable tool for managers and team leaders alike.
[bookmark: _Toc196414591]Reflection on practical coaching and mentoring
Coaching Session
To structure my reflection on both the coaching and mentoring sessions, I used Gibbs’ Reflective Cycle, which encourages a systematic examination through six stages: description, feelings, evaluation, analysis, conclusion, and action plan – helping to gain deeper insight into what happened and how to improve in future situations (McLeod,2025).
Description:
The coaching session was structured using the GROW model and focused on helping a colleague address challenges related to time management. She was feeling overwhelmed with multiple tasks and unclear priorities. As the coach, I facilitated a reflective discussion to help her explore the causes of this and find practical solutions.
Feelings:
At first, I was slightly unsure whether I would be able to guide the conversation effectively without offering direct advice. However, as the session progressed, I became more confident in using open-ended questions and allowing the coachee to lead. The coachee seemed engaged and motivated by the chance to talk openly.
Evaluation: 
The session was successful in that the coachee was able to identify clear goals and actions to improve her time management. She reflected on her own working habits and recognised how a lack of structure contributed to her stress.
Analysis:
Using the GROW model provided a clear structure and kept the conversation focused. It encouraged the coachee to take ownership of her development, which is crucial to effective coaching. However, it also highlights the importance of balancing support with challenge – something that could be further improved in future sessions.


Conclusion:
The coaching session highlighted the importance of listening, controlling the conversation, and letting the coachee discover her own insights. It demonstrated how coaching, when structured and respectful, can lead to meaningful and practical outcomes.
Mentoring session
Description:
The mentoring session was conducted with a new person. The mentee was not happy at first seeing a different person, as she was hoping to see her coach as a mentor as well. Once the session started, the mentee opened up a little bit more, I was able to ask reflective questions, offer guidance when appropriate, and support her self-awareness.
Feelings:
As the mentor, I felt a strong sense of responsibility to create a safe and open environment, especially since the mentee appeared slightly unsure at first. However, as the conversation progressed, the mentee became more comfortable sharing her thoughts and began asking questions herself, which made the session feel collaborative and engaging.
Evaluation:
The session was productive in that the mentee began to reflect critically on her current approach and mindset. The session helped her identify where she was making mistakes in managing time and taking small steps to change it, such as prioritising her time to more important tasks for the first part of the day.
Analysis:
This mentoring experience demonstrated that mentees benefit greatly from gentle questioning and patient listening. Unlike coaching, where the focus is on performance and outcomes, mentoring allowed the mentee to explore her identity and place within the organisation. It also highlighted the value of consistency, she expressed interest in continuing with regular check-ins, showing the benefit of an ongoing mentoring relationship.
Conclusion:
The mentoring session showed how tailored support can help individuals grow beyond specific tasks and toward greater self-confidence and personal development. By focusing on reflective thinking and emotional support rather than directive advice, mentoring played a key role in helping the mentee take ownership of their long-term growth.
[bookmark: _Toc196414592]Personal SWOT analysis
A personal SWOT analysis was conducted to reflect on strengths and areas for development as a coach and mentor in the workplace. SWOT analysis goes beyond being a simple tool – it enables you to see the areas you can develop (Simply coach, 2024).
Strengths:
· Effective communication: Comfortable engaging in reflective conversation and building connections with others.
· Empathy and emotional intelligence: Able to understand others’ perspectives and respond sensitively.
· Active listening: Allows others to feel heard and supported.
· Structured thinking: Familiar with coaching models like GROW, supports clear, goal-oriented sessions.
Weaknesses:
· Tendency to give advice: Sometimes shifts into problem-solving instead of allowing others to reflect.
· Follow-up consistency: Occasionally lacks structured follow-up after development conversations.
· Confidence in mentoring: Less confident when not drawing from personal experience or offering direct guidance.
Opportunities:
· Professional development: Enrol in coaching or mentoring certification programs to strengthen knowledge and skills.
· Use of tools and templates: Implement reflection or session plans to support structure.
· Learning from others: Observe experienced mentors and coaches to learn new approaches.
Threats:
· Time restrictions: Workload can reduce time available for quality coaching and mentoring sessions.
· Misalignment of expectations: Coachees and mentees may expect advice rather than guidance.
· Organisational change: Changes in team structure or leadership may impact mentoring relationships.
· Burnout: Supporting others while managing own workload could lead to fatigue without careful balance.
This SWOT analysis highlights the importance of ongoing development and self-awareness. It provides a foundation for building an action plan to enhance future coaching and mentoring practices.
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Action plan is a practical roadmap to help you move from ideas to results (Udoagwu, 2024).
Based on the reflections and SWOT analysis, the following action plan outlines practical steps to continue developing coaching and mentoring skills in the workplace.
	Goal
	Action steps
	Timeline
	Success indicator

	Improve coaching structure
	Use the GROW model consistently during all coaching sessions
	Next 3 months
	Sessions flow logically and meet clear goals

	Avoid giving advice too early
	Prepare questions in advance to promote reflection
	Ongoing
	Coachees lead their own solution initiation

	Build mentoring confidence
	Attend a short course or workshop on mentoring best practices
	Within 6 months
	Increased comfort in guiding mentees without personal examples

	Enhance follow-up
	Create session summaries and revisit progress in future meetings
	Immediate
	Mentees and coaches follow through on the action plan

	Develop cross-functional experience
	Offer coaching to colleagues in different departments
	A year
	A broader understanding of different team needs



This action plan supports personal development and ensures that future coaching and mentoring sessions are more intentional, inclusive, and impactful. It also ensures that support is sustainable, balanced with other responsibilities, and tailored to each individual.
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This report has explored the role of coaching and mentoring as valuable development tools in the modern workplace. Through the application of a structured model such as GROW and reflective frameworks like Gibbs’ cycle, the report demonstrated how these conversations can facilitate individual growth, improve performance, and enhance team dynamics.
The two practical sessions – one focused on coaching and the other on mentoring – highlighted the importance of listening, questioning, empathy, and clarity. Coaching, defined as a goal-oriented process that helps people find their own solutions, has been proven effective for addressing short-term challenges. Mentoring, which is more relationship-based and focused on long-term development, offered valuable support for building confidence and reflection.
By conducting a personal SWOT analysis and creating a structured action plan, the report also identified opportunities for further growth as a reflective practitioner. Key takeaways include the importance of preparation, consistency, and creating space for the coachee or mentee to lead the conversation.
Coaching and mentoring require not only a set of communication skills but also a mindset of openness, curiosity, and commitment to the development of others. As such, they are not just tools but essential elements of effective leadership.
Moving forward, the knowledge and insight gained through this experience will make me a more mindful person, having a structured approach to supporting colleagues, helping to promote a workplace culture where learning and development are continuous, personalised, and empowering.  
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