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[bookmark: _Toc182649987]Introduction
This report reflects on my experiences with coaching and mentoring, emphasizing both the practical sessions I conducted and the theoretical frameworks that informed them. Throughout this reflection, I aim to evaluate the strengths and areas for improvement in my approach, using established models and concepts to guide my analysis. The purpose of this report is not only to review my past actions but also to identify lessons that can shape my future practice.
Coaching and mentoring are often discussed interchangeably, but they serve distinct purposes. Coaching, as Whitmore (2009) explains, is a structured process designed to enhance an individual’s performance or skills through questioning, listening, and guidance. It tends to be short-term and goal-oriented. Mentoring, on the other hand, is a developmental partnership, where a more experienced individual provides long-term guidance and advice to nurture a mentee’s career or personal growth (Clutterbuck, 2004). While coaching often focuses on immediate outcomes, mentoring emphasizes relationship-building and holistic development.
In this report, I will use Gibbs’ Reflective Cycle (1988) to analyse my experiences. This model’s step-by-step structure allows me to delve deeply into my actions, emotions, and the outcomes of my sessions. To illustrate the theories in action, I will reflect on a coaching session conducted using the GROW model (Whitmore, 2009) and a mentoring session that applied Force Field Analysis (Lewin, 1951). I will also discuss the key attributes of effective practitioners, including the ability to build trust, provide constructive feedback, and maintain emotional intelligence (Goleman, 1995).

[bookmark: _Toc182649988]Critical Evaluation of the Purpose of Coaching and Mentoring in the Workplace
Coaching and mentoring play vital roles in supporting workplace development and aligning personal goals with organizational objectives. Both approaches focus on growth but differ in their methods, outcomes, and timescales. Coaching typically addresses specific challenges or skill gaps, while mentoring provides holistic, long-term career guidance.
Coaching in the Workplace
Coaching is particularly effective for addressing specific challenges, enhancing skills, or driving performance improvements. Whitmore (2009) describes coaching as a tool to unlock potential by fostering self-reflection and personal responsibility. It empowers individuals to identify solutions themselves, which increases engagement and accountability. For instance, during my coaching session, I used the GROW model to support the coachee’s goal of becoming a General Manager. This structured approach provided clarity, identified obstacles, and highlighted actionable steps with measurable outcomes. Such a targeted process is especially beneficial in leadership development, where employees must acquire new skills and adapt to changing organizational demands.
Coaching also offers a focused framework for addressing organizational priorities such as succession planning and employee engagement. As Grant (2003) suggests, it is an adaptable method that helps individuals align their personal goals with the company’s strategic objectives. However, its effectiveness relies on the coach’s ability to create a supportive, non-judgmental space where coachees feel safe to explore their aspirations and challenges.
Mentoring in the Workplace
Mentoring provides a broader perspective, focusing on the mentee’s long-term career development and personal growth. According to Clutterbuck (2004), mentoring is particularly valuable in fostering knowledge transfer and providing emotional support. This is especially relevant in organizations with multigenerational workforces, where experienced mentors can guide younger employees through career progression and organizational culture.
In my mentoring session, I utilized Force Field Analysis to identify the mentee’s strengths, barriers, and actionable steps toward becoming a shift manager. This reflective approach not only helped the mentee identify internal and external factors influencing their growth but also allowed for a more comprehensive exploration of their potential. By addressing barriers such as conflict resolution and leveraging strengths like organizational skills, the session prepared the mentee to take informed and confident steps toward their career goal.
Mentoring also fosters resilience and adaptability, as it builds the mentee’s capacity to navigate professional challenges. It is particularly effective in developing interpersonal skills, emotional intelligence, and strategic thinking—key attributes for leadership roles. However, mentoring requires a strong, trusting relationship between mentor and mentee, and its success can be hindered by time constraints or mismatched expectations.
Key Comparisons
The differences between coaching and mentoring are evident in their focus and implementation. Coaching is often short-term and performance-driven, using structured frameworks like GROW to address immediate objectives. Mentoring, on the other hand, emphasizes long-term development, relying on the mentor’s experience to guide the mentee’s career journey. Despite these differences, both approaches share critical elements, including the use of trust, active listening, and effective questioning (Parsloe & Leedham, 2017).
Challenges in Implementation
Coaching and mentoring are not without challenges. Coaching depends on the coachee’s self-awareness and motivation, which can limit its effectiveness if the individual is not fully engaged. Additionally, coaching requires skilled practitioners capable of facilitating meaningful dialogue and fostering commitment. Mentoring, while invaluable for long-term development, can struggle if the mentor lacks sufficient time or if the relationship is poorly matched. A lack of organizational support, such as unclear objectives or insufficient training for mentors and coaches, can further hinder outcomes (Hawkins & Smith, 2013)
Coaching and mentoring, when implemented effectively, have a transformative impact on workplace development. By addressing immediate skill gaps through coaching and preparing individuals for future challenges through mentoring, organizations can create a more engaged, skilled, and adaptable workforce. However, their success hinges on careful planning, clear objectives, and a supportive organizational culture that values continuous learning.
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For my coaching session, I applied the GROW model (Whitmore, 2009), which is widely recognized for its simplicity and effectiveness in structuring coaching conversations.
Overview of the GROW Model
The GROW model is a structured framework comprising four stages:
	•	Goal: Define the coachee’s objectives and clarify their desired outcomes.
	•	Reality: Explore the coachee’s current situation, assess challenges, and identify potential barriers.
	•	Options: Brainstorm solutions and strategies to overcome obstacles or close gaps.
	•	Way Forward: Commit to specific actions, create a timeline, and establish accountability mechanisms.
This approach ensures that coaching sessions follow a logical progression, making it easier for both the coach and coachee to stay focused on achieving concrete results. In my coaching session, the GROW model facilitated a systematic exploration of the coachee’s ambition to become a General Manager. It helped identify their strong leadership and budgeting skills while highlighting the need to gain more strategic decision-making experience.
Strengths of the GROW Model
One of the key strengths of the GROW model lies in its versatility and accessibility. It can be used across different industries and professional levels, making it a popular choice for workplace coaching. The model’s focus on goal-setting and self-reflection empowers coachees to take ownership of their growth and develop actionable strategies. In my session, this was evident when the coachee outlined steps such as shadowing senior leaders and enrolling in a business finance course. These clear, practical actions emerged directly from the structured questioning process of the GROW model.
Additionally, the model’s emphasis on accountability encourages coachees to take initiative and monitor their own progress. By discussing specific milestones and rewards, I was able to help the coachee feel motivated and committed to their development journey.
Weaknesses of the GROW Model
Despite its strengths, the GROW model has limitations. Its structured nature, while beneficial for clarity, can sometimes feel rigid, especially in complex situations requiring a more flexible or empathetic approach. For instance, in cases where emotional or relational dynamics play a significant role—such as navigating workplace conflicts—the GROW model may not adequately address deeper interpersonal issues.
Moreover, the model assumes a level of self-awareness and motivation from the coachee. This reliance on the coachee’s active participation can make it less effective for individuals facing significant insecurities, mental blocks, or systemic barriers. In such scenarios, complementary approaches like the CLEAR model (Hawkins & Smith, 2013), which incorporates emotional intelligence and relationship dynamics, may be more appropriate.
Application to Workplace Scenarios
The GROW model is particularly suited to scenarios requiring clarity and actionable outcomes, such as leadership development, performance improvement, or project planning. For example, it can be effectively employed to help employees transition into new roles or acquire specific skills needed for career advancement. However, in broader contexts where emotional and relational factors are critical—such as managing team conflicts or navigating organizational change—alternative frameworks may provide better results.

In my session, while the GROW model effectively identified gaps in the coachee’s experience and mapped out actionable steps, I recognized that a more relationally focused model could have been helpful in addressing softer skills like strategic thinking and decision-making. This insight highlights the importance of tailoring the coaching model to the unique needs of each situation and individual.
The GROW model is a powerful and practical coaching framework that facilitates goal-oriented discussions and drives actionable outcomes. However, it is most effective when applied to motivated and self-aware individuals in need of clear direction. Recognizing its limitations and integrating other coaching models when necessary, can ensure a more comprehensive approach to addressing both technical and interpersonal challenges in the workplace.
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Using Gibbs’ Reflective Cycle (1988), I will reflect on my first assessed coaching session, incorporating feedback from the professor (please see appendix, fig.1) to highlight strengths and areas for improvement.
Description
The coaching session employed the GROW model (Whitmore, 2009), focusing on the coachee’s goal of becoming a General Manager. The session involved structured questioning around the coachee’s aspirations, current reality, options for progress, and a plan for the way forward. The goal-setting component was implemented effectively, and follow-up questions were well-aligned with the model. However, feedback indicated that the session leaned more toward monitoring career development than coaching specific skills. Additionally, the summarization lacked clarity, and the recommendations were generic rather than tailored to the coachee’s strategic decision-making needs.
Feelings
Initially, I felt confident about the structure and flow of the session, believing the GROW model provided a clear framework for guiding the conversation. However, I later realized that my focus on career progression, rather than specific skill development, limited the session’s effectiveness. Receiving the professor’s feedback evoked a mix of satisfaction (acknowledging strong listening and questioning skills) and concern about the lack of clarity and specificity in the goal and recommendations.
Evaluation
The session had several strengths. My use of follow-up questions demonstrated good listening and the ability to probe deeper into the coachee’s aspirations. Linking the discussion to a timeline showed a forward-thinking approach. My communication skills, particularly questioning and listening, were highlighted as strong points. However, the session’s weaknesses were significant. The focus on career development overshadowed the coachee’s need for strategic decision-making skills, and the lack of tailored recommendations diminished the session’s impact.
Analysis
One key issue was the vagueness of the goal-setting process. While the GROW model emphasizes clarity, the session did not delve deeply into specific areas the coachee needed to develop, such as strategic thinking or decision-making. This aligns with Grant’s (2003) findings that effective coaching must balance broad goals with targeted skill development. Furthermore, the weak summarization phase meant the coachee lacked reassurance and clarity about their next steps. Strong summarization, as emphasized by Rogers (2012), is essential for reinforcing understanding and accountability.
Concluding on this, to improve future coaching sessions, I must ensure the goal is explicitly defined and directly linked to skill development. This includes tailoring recommendations to the coachee’s specific needs and summarizing the conversation to reinforce key points and ensure mutual understanding. By integrating active feedback-seeking techniques, I can better ensure that the coachee feels reassured and empowered.
Action Plan
For future coaching sessions, I will:
	1.	Focus on Specific Skills: Ensure that the session prioritizes the coachee’s development of particular skills (e.g., strategic thinking).
	2.	Enhance Summarization: Practice summarizing key takeaways and verifying understanding with the coachee to reinforce clarity.
	3.	Seek Immediate Feedback: Incorporate opportunities for the coachee to provide verbal feedback throughout the session, ensuring alignment and engagement.
	4.	Tailor Recommendations: Use SMART (Specific, Measurable, Achievable, Relevant, Time-bound) goals to provide actionable and personalized guidance.
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Using Gibbs’ Reflective Cycle (1988), I will now reflect on my second assessed mentoring session, considering the professor’s feedback (please see appendix, fig.2).
Description
The mentoring session used Force Field Analysis (Lewin, 1951) to help the mentee identify driving forces and barriers to their goal of becoming a shift manager. The session emphasized listening, questioning, and summarizing while providing three targeted feedback points. Unlike the coaching session, this session demonstrated improved use of summarization and clear time management. However, feedback indicated that the mentoring model was not explicitly articulated during the session, which could have impacted clarity.
Feelings
I felt more confident and organized during the mentoring session than in the coaching session. The structured approach of Force Field Analysis helped guide the conversation effectively. Positive feedback about my listening, questioning, and summarizing skills was encouraging. However, the critique regarding the lack of explicit reference to the mentoring model highlighted a missed opportunity to provide greater clarity and structure.
Evaluation
The session had notable strengths. I demonstrated strong listening and communication skills, effectively summarizing the mentee’s responses and providing actionable feedback. The structured questioning facilitated a thorough exploration of driving and restraining forces. However, the absence of explicit reference to the mentoring model could have reduced the mentee’s understanding of the session’s purpose and structure.
Analysis
The success of the mentoring session reflects the benefits of Force Field Analysis in identifying strengths, barriers, and actionable steps. As Clutterbuck (2004) suggests, effective mentoring requires clarity in the approach, which was lacking in this instance. Additionally, while summarization was improved compared to the coaching session, articulating the mentoring model would have further reinforced the session’s objectives and outcomes.
Summarising on the above, the mentoring session demonstrated significant progress compared to the coaching session, particularly in listening and summarizing. However, explicitly referencing the mentoring model and its purpose would have enhanced the session’s clarity and impact.
Action Plan
For future mentoring sessions, I will:
	1.	Articulate the Model: Clearly explain the mentoring model at the start of the session to provide context and structure.
	2.	Enhance Contextual Clarity: Continuously link the discussion to the mentee’s goal to ensure alignment and purpose.
	3.	Leverage Feedback: Build on the strengths of listening and summarizing while seeking further feedback to refine these skills.
	4.	Refine Structure: Incorporate visual aids or written summaries to reinforce key points and action plans.
By addressing these areas, I can further develop my effectiveness as both a coach and mentor.
[bookmark: _Toc182649992]Conclusion
This report has highlighted the distinct roles of coaching and mentoring in workplace development. Through reflective analysis of my practical sessions, I have identified areas for growth, such as improving questioning techniques in coaching and considering external factors in mentoring. Key theories, such as Whitmore’s GROW model and Lewin’s Force Field Analysis, provided valuable structure and insights, while Gibbs’ Reflective Cycle allowed me to evaluate my performance systematically.
In the future, I plan to adopt a more flexible approach, integrating multiple models and techniques to address the unique needs of each individual. By refining my skills and deepening my understanding of these practices, I aim to create more impactful coaching and mentoring experiences.
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Grading Template

GRADEMARK REPORT

FINAL GRADE

/100

GENERAL COMMENTS

Dear Nicoleta

Thanks for completing your coaching task.

Knowledge and understanding 6/10

Good implementation of the goal-setting model
questioning during the coaching session.

Practical application 6/10

Your follow-up questions were spot on and linked
to your model. | liked how you linked it to a
timeframe. Overall good listening skills and ask
relevant follow-up questions

Transferrable skills 3/5

You have developed good communication skills
which is important for coaching.

Overall comments that should be considered going.
forward:

It seemed more of a monitoring session rather
than a coaching session, as you did not focus on a
particular skill. You rather focussed on the career
development of your coachee.

The goal was not obvious from the conversation.
You could have focussed more on your coachee's
strategic decision-making and thinking skills as they
wanted to become a manager in future.

The summarising part was very weak. No verbal
communication from the cache to coaches was
good but it was without the reassurance that you
really need to seek from your coachee. This led to
the vagueness in your conversation. The
recommenations/goals were more generic rather

than specific to your coachee. Your question
regarding reward was good as it was linked to your
coachee's willingness.

Total Marks 15/25 (60/100)
Marker:
Dr Mudassar Hasan

12 October 2024
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Grading Template

GRADEMARK REPORT

FINAL GRADE

/100

GENERAL COMMENTS

Dear Nicoleta

Thanks for completing your mentoring task.

Knowledge and understanding 7/10

Good implementation of the mentoring model
questioning during the coaching session.

Practical application 7/10

Your follow-up questions were spot on and linked
to your model. | liked how you linked it to a
timeframe. Overall good listening skills and ask
relevant follow-up questions

Transferrable skills 4/5

You have developed good communication skills
which is important for coaching.

Overall comments that should be considered going.
forward:

You have certainly improved since your coaching
session.

Some good points as follows:

Your session ticked almost all the boxes. Your
listening, summarising, and questioning was spot
on. You gave useful feedback point to your mentee
as well. Als you kept to the time limit which is really
good.

Some areas for improvement are as follows:

However, it was not clear from your discussion
which model did you use to mentor your mentee.

Total Marks 18/25 (72/100)
Marker:
Dr Mudassar Hasan

2 November 2024

PAGE 1





