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[bookmark: _Toc196478457] Written Reflection on coaching sessions

[bookmark: _Toc196478458]Introduction
This reflective report explores my personal experience of participating in two practical sessions on coaching and mentoring, both of which were part of a peer assessment activity. The first session involved coaching with a focus on goal setting, and the second was a mentoring session where I provided feedback to a peer. In writing this report, I’ve chosen to use Gibbs’ Reflective Cycle (1988), as I find it offers a clear, structured way of thinking through what happened, how I felt, and how I can improve in the future. The cycle includes six stages: description, feelings, evaluation, analysis, conclusion, and action plan.
In my view, coaching is about helping someone discover their own solutions. It’s often short-term and goal-oriented, focusing on asking the right questions rather than giving answers. Mentoring, on the other hand, feels more like guiding someone over a longer period, sharing knowledge and giving feedback when needed. I think both have value in different contexts, especially in the workplace. As Parsloe and Leedham (2009) explain, coaching is about unlocking a person’s potential, while mentoring is more about providing wisdom and support based on experience.
Throughout this report, I will reflect on the coaching and mentoring skills I used—especially listening, questioning, and summarizing—and critically evaluate how well I applied them. I’ll also draw on the GROW model for the coaching session and the Johari Window for mentoring, as both gave me practical frameworks to work with. This reflection will help shape how I develop professionally moving forward.
[bookmark: _Toc196478459]The Purpose of Coaching and Mentoring in the Workplace
From my experience, both coaching and mentoring serve important but slightly different purposes in the workplace. They each offer structured ways to support employees in their growth, performance, and overall well-being, but they do so using different methods and mindsets. I’ve come to understand that when used correctly, they can make a significant impact on team morale, communication, and productivity.
Coaching, in my view, is especially useful when the goal is to help someone improve performance, gain clarity, or develop specific skills. As Whitmore (2017) explains, coaching is “helping people to learn rather than teaching them.” That quote stuck with me because it highlights how coaching isn’t about giving answers but about creating space for someone to find their own. I’ve seen how powerful this can be—even in a short session. It encourages accountability and ownership, which I think are key in any professional setting.
Mentoring, on the other hand, feels more personal and long-term. It’s about relationship-building and providing ongoing support, especially to someone who’s less experienced. According to Clutterbuck (2004), mentoring includes not only guiding someone through challenges but also sharing personal insights, which I found useful during my own mentoring session. I realized that mentoring allows for more direct advice, but it still relies heavily on empathy, active listening, and trust.
One of the main benefits of coaching in the workplace is that it encourages self-reflection and independent thinking. When people are coached rather than told what to do, they tend to develop stronger problem-solving skills and feel more empowered. I’ve read that it also improves communication and team dynamics (Cox, Bachkirova & Clutterbuck, 2018), which makes sense to me after experiencing it firsthand. The downside, however, is that coaching can sometimes feel a bit slow or ineffective if the person isn’t open to reflection or change.
Mentoring, meanwhile, provides a safety net—someone to lean on when things get tough. It can be especially valuable during onboarding or career transitions. However, if not done carefully, mentoring can risk becoming too directive or even biased. That’s why I think the right balance between offering advice and encouraging independent thought is crucial. Also, not every workplace has the culture or resources to support mentoring programmed, which can be a limitation.
Both approaches share common skills, such as questioning, summarizing, and active listening. These techniques are central to creating a supportive environment. What I’ve realized through these practical sessions is that these methods are not just useful—they’re essential. Whether I’m acting as a coach or mentor, my ability to truly listen and ask the right questions can make or break the experience.
Overall, I believe coaching and mentoring are both powerful tools when used intentionally. They can boost employee satisfaction, reduce conflict, and even improve retention rates. For me, learning to use these tools effectively feels like a valuable step in becoming a better team member—and eventually, a better leader.
[bookmark: _Toc196478460]Critical Analysis of the GROW Coaching Model
For my coaching session, I chose to apply the GROW model, which stands for Goal, Reality, Options, and Will. I found it to be a practical and easy-to-follow framework that helped me guide the conversation in a structured and meaningful way. The model was originally developed by Sir John Whitmore and has become one of the most popular coaching tools in business environments (Whitmore, 2017).

The GROW model starts with identifying a clear goal, which I see as the foundation of any successful coaching session. In my session, the coached (Sarah) expressed that she wanted to feel more respected in meetings and to have her contributions acknowledged. I used this to define a specific outcome she hoped to achieve, and it helped give our conversation direction. From my perspective, starting with the goal keeps things focused and shows the coached that their input really matters.

Next, we explored the reality of her situation. This stage allowed her to describe how James, a colleague, had dismissed her ideas and even taken credit for one of them. I realized how powerful active listening is here. Letting her express her frustration without jumping to solutions gave her the space to reflect and feel heard. According to Downey (2003), the ‘Reality’ stage is where the coach must listen deeply and challenge assumptions—something I now see as a skill that requires real effort and empathy.

When we reached the options stage, I noticed a shift in energy. Sarah began to brainstorm ways she could address the conflict—ranging from speaking to James directly to involving a manager. I saw the value of being a guide, not a fixer. My job wasn’t to solve her problem, but to help her see that she had choices. This aligns with what Starr (2021) says about coaching being a “thinking partnership” rather than a one-sided interaction.

Finally, the will stage helped turn ideas into action. I asked questions to help Sarah commit to a realistic step—planning a calm, professional conversation with James. She also asked for support on how to approach the conversation, which we explored together. This made me realize that a successful coaching session doesn’t always mean solving the issue right there and then—it’s about planting the seeds for action.

While I found the GROW model extremely useful, I do recognize its limitations. It’s a linear model, which doesn’t always suit more emotional or complex situations. Sometimes, I felt like I had to stick too closely to the structure, even though the conversation might have benefited from more flexibility. In future, I’d like to explore how to apply the model more fluidly, depending on the needs of the coached.

Overall, the GROW model helped me stay focused and confident during the session. It gave both structure and purpose to the conversation, and I think it helped the coached feel supported and empowered. I’d definitely use it again, especially in professional settings where goal clarity is essential.
[bookmark: _Toc196478461]Reflection on Practical 1 – Coaching (Goal Setting)
[bookmark: _Toc196478462]Description
My first practical session involved a coaching role-play where I supported my peer, Sarah, in exploring a workplace issue involving her colleague James. The main concern she raised was that James was dismissing her ideas during meetings and, in one instance, took credit for her work. The goal of the session was to help Sarah set a clear, actionable path forward using the GROW model, which I had chosen to guide the coaching process.

[bookmark: _Toc196478463]Feelings
Initially, I felt slightly nervous. Even though it was a role-play, I wanted the session to feel real and supportive. As the conversation progressed, I became more confident in my role. I noticed I was fully present, and genuinely engaged in Sarah’s story. I felt empathy for her situation and a growing sense of responsibility to help her find a meaningful way forward without directly giving advice.
[bookmark: _Toc196478464]Evaluation
I think the session went well overall. I was able to apply the GROW model smoothly, which helped keep the conversation structured. One thing that worked particularly well was asking open-ended questions. It encouraged Sarah to reflect deeply on how she felt and what she wanted. I also summarized her points regularly to show I was listening and to help her gain clarity. On the downside, I sometimes hesitated during the “Options” phase—I didn’t want to accidentally steer her toward a solution but also didn’t want her to feel stuck. Finding that balance was trickier than I expected.
[bookmark: _Toc196478465]Analysis
Using the GROW model gave me a sense of control over the flow of the session, and it made it easier to stay focused on Sarah’s goals. I can see how the model promotes both structure and empowerment, which aligns with Whitmore’s (2017) belief that coaching is about helping people reach their full potential. I also realized how important emotional intelligence is in coaching. It wasn’t just about asking the right questions, but also picking up on her emotions and making her feel safe to open up. This ties into the coaching skills described by Starr (2021), such as active listening and building trust.
One thing I would improve is being more confident in giving space. Sometimes I rushed to ask the next question because I feared silence might feel awkward, but I’ve since learned that silence can be powerful in coaching. It gives the coached time to think, and it shows that I’m not rushing them.
Summarizing 
This experience made me realize that coaching is both an art and a skill. While having a model like GROW helped guide me, it was the human connection—listening, empathizing, and encouraging—that made the session effective. I learned that being present and curious is just as important as following a framework.
[bookmark: _Toc196478467]Action Plan
Next time, I’ll practice pausing more during conversations to give the coached time to reflect. I also want to work on deepening my questioning skills by exploring more open, reflective prompts. Overall, I’m proud of how the session went and look forward to applying these lessons in future coaching opportunities.

[bookmark: _Toc196478468]Reflection on Practical 2 – Mentoring (Feedback)

[bookmark: _Toc196478469]Description
The second assessed session was a mentoring role-play where I supported Sarah following up on the issue we had explored in our previous coaching session. In this scenario, she had spoken to her colleague James about his dismissive behavior and taking credit for her ideas. My role as a mentor was to help her reflect on how the conversation went and offer constructive feedback and guidance using the Johari Window model. The focus was on creating awareness, building trust, and encouraging professional communication.
[bookmark: _Toc196478470]Feelings
Going into this session, I felt more confident than I did during the coaching session. I was familiar with the issue, which gave me a head start in building rapport. That said, I was also aware that mentoring comes with a different set of responsibilities—it’s less about drawing out answers and more about offering insight while still being supportive. I felt a bit unsure about how much advice to give without dominating the conversation.
[bookmark: _Toc196478471]Evaluation
Overall, I believe the session went well. I created a calm and open environment where Sarah felt comfortable sharing. She told me that she had already spoken to James, which gave us a concrete starting point. I used open questions to help her reflect on how the conversation went and how she felt afterward. I also introduced the Johari Window to help her see how sharing her feelings and feedback with James might have reduced blind spots in their relationship.
One thing that worked well was giving her space to process her thoughts. She seemed to appreciate being asked how she felt rather than being told what to do next. However, I think I could have offered clearer feedback strategies. At times, I hesitated to give direct advice because I didn’t want it to feel too instructive. Looking back, a few specific suggestions—like language she could use in future discussions—might have made the session more actionable.
[bookmark: _Toc196478472]Analysis
[bookmark: _Toc196478473]The Johari Window model really helped me understand the value of feedback in developing professional relationships. By encouraging Sarah to reflect on her interaction with James, I helped her increase self-awareness and better understand how transparency can improve communication. I also realized that mentoring requires a fine balance between supporting and guiding. According to Clutterbuck (2004), effective mentors help mentees grow by challenging them constructively, and I tried to reflect that in my approach.
This session also helped reinforce my belief that emotional intelligence plays a key role in mentoring. Being able to read the coacher’s emotional state and respond with empathy made a big difference in the overall tone of the session. I can now see how mentoring isn’t just about knowledge—it’s about connection.
This mentoring session showed me that feedback doesn’t have to be critical to be effective. When delivered with empathy and purpose, it can strengthen relationships and build confidence. I also realized that models like the Johari Window give structure to conversations that might otherwise feel vague or uncomfortable.
[bookmark: _Toc196478474]Action Plan
Next time, I want to work on being more confident when offering specific feedback. I’ll also prepare practical examples or sentence starters to support the mentee more clearly. Mentoring has taught me the value of being honest yet respectful, and I’ll carry this forward into my future professional practice.
[bookmark: _Toc196478475]Conclusion
Reflecting on my experiences of coaching and mentoring through these two practical sessions has given me a much deeper understanding of how powerful these tools can be in the workplace. Using Gibbs’ Reflective Cycle allowed me to think critically about my strengths and weaknesses in each session and identify clear steps for personal growth.
In the coaching session, applying the GROW model helped me structure the conversation in a meaningful way, guiding the coaches toward identifying a realistic and empowering goal. I saw how effective questioning and active listening could make someone feel heard, motivated, and supported in finding their own solution. In the mentoring session, working with the Johari Window helped me realize the importance of self-awareness and constructive feedback in building stronger professional relationships. I recognized how mentoring allows for a more open exchange of experiences and guidance, while still requiring empathy and careful communication.
Throughout both sessions, I developed core interpersonal skills—like summarizing, listening without interrupting, and responding with emotional intelligence—that I know will benefit me in any team or leadership role. I also learned that confidence grows with preparation, practice, and self-reflection.
Looking ahead, I plan to apply these skills in future roles, especially in any environment where collaboration and support are essential. Whether I’m coaching a colleague or mentoring someone less experienced, I feel more prepared to help others grow while continuing to develop myself as a reflective, thoughtful professional.
[bookmark: _Toc196478476]References:
1. Cox, E., Bachkirova, T. and Clutterbuck, D. (2018) The Complete Handbook of Coaching. 3rd ed. London: Sage Publications.
2. Downey, M. (2003) Effective Coaching: Lessons from the Coach’s Coach. London: Texere Publishing.
3. Parsloe, E. and Leedham, M. (2009) Coaching and Mentoring: Practical Conversations to Improve Learning. 2nd ed. London: Kogan Page.
4. Starr, J. (2021) The Coaching Manual: The Definitive Guide to the Process, Principles and Skills of Personal Coaching. 5th ed. London: Pearson Education.
5. Whitmore, J. (2017) Coaching for Performance: The Principles and Practice ofCoaching and Leadership. 5th ed. London: Nicholas Brealey Publishing.
6. MindTools. (n.d.). The GROW Model of Coaching and Mentoring. Available at: https://www.mindtools.com/an0fzpz/the-grow-model-of-coaching-and-mentoring (Accessed: 15 April 2025)



image1.jpeg
Prifysgol Cymru
% Y Drindod Dewi Sant

< University of Wales
Trinity Saint David

®




