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Reflective Report on Mentoring and Coaching Experience

Introduction:
 This reflective report explores my personal development through two structured experiences in coaching and mentoring.
 This interaction took place in a professional context where I took on the roles of both a mentor and a coach, supporting colleagues in improving their communication, leadership, and public speaking skills. The primary focus is to analyse and reflect  on one mentoring experience and one coaching experience using established models and theories.
 To guide this reflection, I will use Gibbs Reflective Cycle(1988), a model designed to promote systematic thinking through six stages: description, feelings, evolution, analysis, conclusion, and action plan. This model supports in-depth reflection on practice, providing a scaffold for identifying areas of strength and improvement.
 Additionally, this report will define and compare coaching and mentoring, explore their value in the workplace , critically analyse the GROW model of coaching, and apply tools such as the Johari Window, Karpman Drama Triangle, and Force Field Analysis to contextualise the mentoring scenario.
 Coaching is a structured, goal-oriented process focused on performance improvement, while mentoring often emphasizes personal development through guidance and relationship-building (Parsloe and Leedham, 2009). Effective coaches exhibit skills such as active listening, empathy, constructive feedback, and goal setting (Whitmore, 2017).
 Throughout this report, I will reflect on how these elements influenced my practice and how I can improve my future leadership and interpersonal communication strategies.
 Reflective practice is a cornerstone of continuous professional development, especially in leadership and people development roles. By critically assessing my actions, emotions, and decision-making. I have gained greater insight into how my behaviour influences others. I choose Gibbs Reflecting Cycle specifically for its structured approach, which is particularly beneficial for analysing interpersonal processes such as coaching and mentoring.

 Critical Evaluation of the Purpose of Coaching and Mentoring in the Workplace
 With the rise of remote and hybrid work environments, coaching and mentoring have become more essential. Organisations are increasingly leveraging virtual platforms to maintain  developmental conversations, requiring new competencies in digital communication and remote relationship-building (CIPD,2023). In such contexts, coaching is used not just for skill-building but also to address well-being and isolation, while mentoring serves to foster connection and culture across dispersed teams.
 Coaching and mentoring are widely recognized as developmental interventions that support employee growth, organizational learning, and application in the workplace can vary from performance improvement, knowledge transfer, employee retention, to succession planning.
 Coaching, according to the International Coaching Federation (ICF, 2023), is defined as a partnership in a thought-provoking and creative process that inspires individuals to maximize their personal and professional potential. It is often short-term and focuses on specific skills or goals. Coaching encourages self-directed learning and often uses structure models such as GROW(Goal, Reality, Options, Will) to support measurable outcomes (Whitmore, 2017).
 In contrast, mentoring is typically longer-term and involves a more experienced individual providing guidance to a less experienced colleague.
 The focus is on career development, confidence-building, and navigating organizational culture (Clutterbuck, 2005). Mentoring relationships are often less formal and allow for a broader exchange of experiences and values.
 While both approaches aim to support development, their methods and outcomes differ. Coaching tends to be performance-driven, while mentoring is more developmental and relational. However, there is increasing overlap as modern practices blend these approaches for holistic growth(Cox, Bachkirova and Clutterbuck, 2018).
 In the workplace, coaching can help address short-term challenges such as communication issues or performance gaps, while mentoring supports long-term career progression and leadership growth (Megginson and Clutterbuck, 2009). Both contribute to building a learning culture, improving engagement, and fostering innovation.
 However, the effectiveness of these practices depends on factors such as organizational support, the skill level of the coach or mentor, and the readiness of the mentee and coachee to engage in reflective practice (Zeus and Skiffington, 2000). Thus, while coaching and mentoring are valuable, they must be strategically implemented and tailored to individual and organizational needs.

 Critical Analysis of a Specific Coaching Model: GROW
 The GROW model, developed by Sir John Whitmore (2017), is one of the most popular frameworks in coaching. It provides a clear structure that helps clients define goals, understand their current reality, explore options, and commit to a way forward.
GROW is an acronym for:
Goal- identifying the desired outcome
Reality – understanding the current situation
Options – exploring possible actions 
Will (or Way Forward) -committing to specific steps
 This model’s simplicity makes it accessible and easy to use in various workplace contexts, particularly when working with individuals on performance-related goals. In my coaching experience, the GROW model provided a logical flow that helped the coachee break down the abstract goal of “building confidence in public speaking” into tangible, achievable steps.
 Advantages of the GROW model include:
Clarity and structure: it breaks complex goals into manageable parts.
Empowerment: encourages self-reflection and autonomy.
Adaptability: can be used in diverse settings, from one-to-one coaching to team development.
 However, there are limitations. It can become too linear or formulaic, especially if the coach rigidly adheres to the sequence without adapting to the coachee’s needs (Downey, 2003). The model also lacks guidance on emotional dynamics, which can be crucial in coaching relationships (Bachkirova, 2011).
 The GROW model was particularly effective in helping my coachee identify performance blocks and actionable steps. For instance, breaking down the fear of public speaking into daily two-minute practice goals proved realistic and motivating.
 Yet, I find myself needing to supplement GROW with additional techniques, such as active listening, scaling questions and SMART goal settings (Doran, 1981), to deepen the reflection and ensure the goals were specific, measurable, and time bound.
 In summary, while the GROW model provides a solid foundation for coaching, its effectiveness depends on the coach’s ability to flexibly apply it, integrating emotional intelligence and active support.
 In my coaching session, GROW was complemented by elements of the OSCAR model (Outcome, Situation, Choices, Actions, Review), which helped structure ongoing progress reviews. By integrating reflective check-ins at the “Will” stage, the coachee was more likely to remain accountable and assess the impact of their actions over time. This fusion of models allowed for both flexibility and structure, which aligned with the coachee’s learning style.

 Reflection on Coaching Experience
 Using Gibbs Reflective Cycle, I reflect on my coaching session where the coachee aimed to develop confidence in public speaking.
 Description: The coachee identified the need to become more confident when presenting at work. We used the GROW model to explore this. They set a SMART goal to practice a two-minute speech daily and record their progress weekly.
 Feelings: Initially, I felt confident in applying the model, but I was slightly apprehensive about whether the session would be impactful. I also noticed the coachee seemed unsure at first, but become more engaged as we explored the “options” stage.
 Evaluation: What worked well was creating a structured environment for the coachee to explore their fears without judgement. The use of clarifying and open-ended questions (“What does confidence look like for you?”) encouraged meaningful reflection. However, I realized I could have probed deeper into the emotional roots of their anxiety.
 Analysis: The GROW model was instrumental in building a clear and achievable path forward. The coachee appreciated the structured approach, which gave them a sense of direction. I also used SMART goal settings to refine the action plan. However, I noticed that the session focused more on cognitive problem-solving and less on emotional support. Emotional insight might have enhanced the session by helping the coachee explore underlying fears.
 Conclusions: The session was effective in goal setting and motivation. There for, integrating elements from other models, such as CLEAR model (Hawkins, 2012), which incorporates emotional exploration, might have made the session more holistic.
 Action plan: In future coaching sessions, I will blend GROW with techniques that address emotional barriers, such as mindfulness, and ensure a deeper level of support through empathic listening and follow-up sessions to maintain accountability.
 My own values around empowerment and autonomy shaped my coaching approach significantly. I aimed to act as a facilitator rather than a problem-solver, which aligns with a transformational leadership style. Encouraging the coachee to take ownership of their development allowed for a deeper sense of agency and build trust within the coaching relationship.

 Reflection on Mentoring experience
 For my mentoring session, I again use Gibbs Reflective Cycle to reflect on a situation where I supported a team member struggling with communication during a project.
 Description: The mentee led a project that experienced delays due to miscommunication. They felt like a “Victim” in the Karpman Triangle and needed support in understanding their leadership style. We explored this using the Johari Window, Force Field Analysis, and the Karpman Drama Triangle.
 Feelings: I felt empathetic toward the mentee and wanted to help them gain confidence. At times, I was concerned they might take feedback negatively, but they were open and engaged.
 Evaluation: The tools used were helpful in structuring the reflection. The Karpman Triangle helped the mentee understand their passive role in the conflict, while the Johari Window brought awareness to their “blind spots”.
 The mentee realized they were perceived as approachable but inconsistent. This insight motivated them to create more structured communication strategies, such as using action logs and regular check-ins.
 Analysis: The mentoring session was impactful because it moved beyond the surface issue of miscommunication to uncover root causes. The Force Field Analysis revealed helpful insights into what enabled and hindered communication. The mentee’s willingness to adapt was a strength that I encouraged. I have noticed that the session was slightly mentor-driven; I could have encouraged more self-generated solutions by asking more reflective questions.
 Conclusion: This mentoring experience was successful in raising self-awareness and producing actionable strategies. It also highlighted the value of structured feedback and psychological safety.
 Action plan: I will use more coaching-style questioning technique in future mentoring sessions to promote self-discovering. I will also provide clearer feedback guidelines to help mentees reflect more independently and internalize lessons learned.
 Establishing psychological safety was key to the mentoring session’s success. I began by setting clear boundaries around confidentiality and expectations. By sharing some of my own professional challenges. I helped normalise vulnerability, which in turn encouraged the mentee to open up more candidly. This helped create a more authentic and productive dialogue.

Reflection extend and Learning Integration
 Engaging in both coaching and mentoring experiences provided valuable opportunity to reflect on my development not only as a practitioner but also as a leader. One of the key insights gained was the importance of adapting my communication style based on context and the individual I am supporting. Initially, I approached roles with a similar mindset- offering guidance, asking questions, and aiming to build trust. Through reflective practice, I became more aware of the subtle but significant differences in intention, process, and relational dynamics between coaching and mentoring.
 The integration of theory and practice was instrumental in shaping this learning. The structured models such as GROW and Johari Window offered useful frameworks, but it was the real-time emotional dynamics- such as the coachee’s hesitation or the mentee’s vulnerability- that deepened my understanding. This led me to realise that effective practice relies not just on following a model, but on reading emotional cues, creating psychological safety, and being fully present. I have become more attuned to when to step back and let others lead their thinking, which aligns with coaching principles, and when to step forward and share experiences, which is more aligned with mentoring.
 These insights have strengthened my capacity for reflective practice. I now regularly engage in after-action reviews and seek feedback from colleagues to improve my interpersonal skills. I also recognise the value of continuous learning and emotional self-regulation in fostering trust-based relationships. The ability to flexibly switch between coaching and mentoring, based on the needs of the individual and situation, has emerged as a critical leadership capability that I plan to nurture through further training and practical application in team settings.

Conclusion 
 This report has examined my development as a coach and mentor through structured reflection using Gibbs Reflective Cycle. Through the coaching session, I learned the value of structured goal setting and the effectiveness of the GROW model when guiding a coachee to address specific performance concerns. I also recognized the need to balance cognitive problem-solving with emotional support.
 The mentoring experience provided deeper insight into how structured tools like the Karpman Triangle, Johari Window and Force Field Analysis can foster self-awareness and behavioural change. These models helped the mentee reflect on their communication style, perceived leadership, and the impact of their actions on team dynamics.
 Throughout both experiences, I refined key coaching and mentoring skills including active listening, questioning techniques, empathy, and feedback delivery. These experiences reinforced the idea that coaching is outcome-focused, while mentoring is more relational and developmental.
 Going forward, I will continue to develop my ability to flexibly integrate models and tools into conversations, allowing me to respond to both practical and emotional needs. This will make me a more adaptive and reflective practitioner. I also plan to seek peer feedback and further training in emotional intelligence to enhance the depth and effectiveness of my interactions.
 Looking ahead, I plan to undertake further training in coaching supervision and emotional intelligence to strengthen my abilities. These experiences have also influenced my career aspirations, as I now see the value of embedding coaching and mentoring into strategic leadership roles to drive the team to develop.
 Ultimately, this experience has strengthened my confidence and clarity in supporting others, and I intend to carry these lessons into future workplace leadership and development roles.
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