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Introduction
This report critically examines the dynamic processes of coaching and mentoring and explores how reflective practice can enhance professional development. It details my assessed experiences in coaching, mentoring, goal setting, and feedback, with a specific focus on the application of Gibbs’ Reflective Cycle as the chosen model for reflection (Gibbs, 1988). Gibbs’ model provides a structured approach through its six stages Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan which facilitates a systematic analysis of experiences and aids in identifying both successes and areas for improvement.
Coaching is defined as a collaborative, goal-oriented process that empowers individuals to enhance performance, self-awareness, and accountability through structured dialogue and feedback (Clutterbuck, 2010). Effective coaching requires key attributes such as active listening, empathy, and the ability to facilitate self-discovery and challenge existing perceptions. In contrast, mentoring involves a more experienced individual guiding a less experienced person, emphasizing broader personal and career development over a longer period. While coaching is typically short-term and focused on specific objectives, mentoring tends to be a long-term relationship oriented towards holistic growth.
I will compare these two developmental approaches by drawing on key theories and models, including the GROW model and reflective practice frameworks. By integrating practical examples with established literature, it aims to highlight the essential skills and attitudes required for effective coaching and mentoring, and to demonstrate how reflective practice serves as a catalyst for continual professional improvement.




Critical evaluation of the purpose of coaching and mentoring within a workplace
Coaching and mentoring are pivotal developmental practices within the workplace, each serving distinct purposes that contribute to both individual and organizational growth. Understanding their unique roles and applications is essential for maximizing their effectiveness.​
Purposes of Coaching in the Workplace
Coaching is a structured, short-term process aimed at enhancing specific skills, improving performance, and facilitating goal attainment. It is typically performance-driven, focusing on immediate challenges and measurable outcomes. For instance, coaching can address areas such as leadership development, communication enhancement, and adaptability to change. According to Engage Coach, coaching fosters a culture of engagement by empowering employees to take ownership of their development, leading to increased satisfaction and motivation Engage Coach, (2025). Additionally, coaching helps individuals develop problem-solving skills and resilience, enabling them to navigate dynamic work environments effectively.​
Purposes of Mentoring in the Workplace
Mentoring, in contrast, is a long-term, relationship-oriented process focused on holistic personal and professional development. It involves guidance from a more experienced individual, offering support in career progression, decision-making, and personal growth. Mentoring fosters a culture of continuous learning and knowledge sharing, contributing to employee retention and satisfaction. As reported by The Times, mentoring is crucial in bridging productivity gaps and enhancing managerial skills, with mentored individuals experiencing higher job satisfaction and career advancement opportunities The Times, (2025). Moreover, mentoring supports diversity and inclusion efforts by providing underrepresented groups with the guidance needed to navigate organizational challenges.​
Comparing and Contrasting Coaching and Mentoring
While both coaching and mentoring aim to develop individuals within the workplace, they differ in several key aspects:​
Duration and Structure: Coaching is generally short-term and structured, focusing on specific objectives within a set timeframe. Mentoring is long-term and more informal, emphasizing ongoing development and relationship building.​
Focus and Approach: Coaching is task-oriented, addressing skills or performance issues. Mentoring is development-oriented, concentrating on the mentee's overall growth and career trajectory.​
Methodology: Coaches employ structured frameworks and facilitate self-discovery through guided questioning. Mentors share personal experiences and provide direct advice to guide the mentee.​
Expertise Required: Coaches are trained in coaching methodologies and may not need subject-matter expertise. Mentors leverage their specific domain knowledge and experience to advise the mentee.​
These distinctions highlight that coaching is suitable for addressing immediate performance improvements, while mentoring is beneficial for long-term personal and professional development.​
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Critical Analysis of the GROW Coaching Model
​The GROW coaching model is a widely recognized framework designed to facilitate structured and effective coaching conversations. Developed by Sir John Whitmore, it provides a clear pathway for coaches and coachees to navigate the coaching process. The acronym GROW stands for:​
Goal: Define the objectives to be achieved.​
Reality: Assess the current situation and identify obstacles.​
Options: Explore possible strategies and solutions.​
Way Forward: Establish actionable steps and commitments.​
This model is lauded for its simplicity and adaptability across various contexts, including management, personal development, and team dynamics. ​
Advantages:
Structured Framework: The GROW model offers a clear, step-by-step process that guides both the coach and the coachee through the coaching session. This structure helps in maintaining focus and ensuring that all critical aspects are addressed. ​
Active Personal Development
Promotes Self-Awareness and Responsibility: By encouraging coachees to reflect on their current reality and explore various options, the model fosters self-awareness and personal responsibility. This empowerment can lead to more sustainable and meaningful outcomes. ​
Active Personal Development
Versatility: The GROW model's adaptability makes it suitable for diverse situations, including individual coaching, team development, and organizational settings. Its flexibility allows it to be tailored to specific needs and goals. ​
Disadvantages:
Potential Oversimplification: While the model's simplicity is beneficial, it may not adequately address complex issues that require a more nuanced approach. Some situations may involve multifaceted challenges that the GROW model's linear structure cannot fully encompass. ​
Risk of Goal Overload: An intense focus on goal setting within the GROW framework might lead to overlooking personal development aspects. This emphasis could result in setting numerous goals without sufficient attention to the coachee's holistic growth. ​
Time Constraints: Working through each stage of the GROW model can be time-consuming, especially when dealing with complex or deeply rooted issues. Coaches may need to balance the model's structure with the available time to ensure effectiveness.
Situations Where the GROW Model is Most Useful:
Performance Improvement: When an individual is struggling to meet specific targets, the GROW model can help identify obstacles and develop actionable plans to enhance performance. ​
Career Development: For professionals aiming to advance their careers, the model assists in setting clear objectives and exploring pathways to achieve them. ​
Team Alignment: In team settings, the GROW model facilitates the clarification of collective goals and the development of strategies to achieve them, promoting cohesion and shared purpose. ​
Personal Growth: Individuals seeking personal development can utilize the GROW model to set and achieve meaningful goals, enhancing overall well-being and satisfaction. ​
​ Reflection on Practical 1
Reflecting on my initial experience with coaching and goal setting, I employed Gibbs' Reflective Cycle to systematically analyze and derive insights from the session. Gibbs' model offers a structured approach to reflection, encompassing six stages: Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan.​
Description:
In this inaugural coaching session, I engaged with a coachee to establish clear, achievable goals. The meeting commenced with an introduction, followed by a discussion to identify the coachee's aspirations and challenges. Together, we formulated specific, measurable, attainable, relevant, and time-bound (SMART) goals. The session concluded with a summary of agreed-upon actions and a schedule for follow-up meetings.​
Feelings:
Initially, I experienced a blend of excitement and apprehension. The prospect of facilitating someone's personal and professional development was invigorating, yet the responsibility was daunting. As the session progressed, my confidence grew, especially as we collaboratively developed actionable goals. Post-session, I felt a sense of fulfillment, tempered by a desire to refine my coaching approach based on the experience.​
Evaluation:
The session had several positive aspects. Establishing SMART goals provided clarity and direction for the coachee. The collaborative nature of the discussion fostered a sense of ownership and commitment. However, there were areas for improvement. Time management was a challenge; we spent considerable time on goal identification, leaving limited opportunity for discussing potential obstacles and strategies. Additionally, I realized that I could have probed deeper into the coachee's underlying motivations to unearth more profound insights.​
Analysis:
The time constraints highlighted the need for a more structured agenda. Allocating specific time slots to each segment of the session could ensure comprehensive coverage of all critical areas. Delving into the coachee's motivations aligns with the GROW model's emphasis on exploring underlying drivers. Incorporating this aspect could lead to more personalized and impactful goal setting.​
Conclusion:
This experience underscored the importance of balancing structured goal setting with flexible, in-depth exploration of the coachee's aspirations. It became evident that effective coaching requires meticulous planning, active listening, and adaptability. Moving forward, I aim to integrate the following strategies:​
Enhanced Preparation: Develop a detailed session plan with allocated timeframes to ensure all essential topics are addressed.​
Deeper Inquiry: Employ questioning techniques to uncover the coachee's core motivations, facilitating more tailored and meaningful goal setting.​
Continuous Learning: Seek feedback from coachees and mentors to identify areas for personal development and refine coaching methodologies.​
Action Plan:
To implement the insights gained, I will:​
Session Structuring: Create a template outlining key discussion points with estimated durations, ensuring a balanced and comprehensive session flow.​
Questioning Techniques: Incorporate open-ended questions designed to explore the coachee's values, beliefs, and long-term objectives, fostering a deeper understanding of their motivations.​
Feedback Mechanism: Establish a process for collecting feedback at the end of each session, using it to adjust and improve future coaching interactions.​
By reflecting on this initial coaching experience through Gibbs' Reflective Cycle, I have identified strengths to build upon and areas requiring enhancement. This reflective practice is pivotal in my journey toward becoming an effective and empathetic coach.
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Reflection on Practical 2
​Reflecting on my recent experience of mentoring and providing feedback, I employed Gibbs' Reflective Cycle as a framework to critically analyse the interaction and identify areas for personal and professional growth. Gibbs' model, developed in 1988, comprises six stages: Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan.​
Description:
During the mentoring session, I met with my mentee to discuss their recent project outcomes. The meeting began with an overview of the project's objectives, followed by a detailed review of the work completed. I provided constructive feedback, highlighting strengths and suggesting areas for improvement. The session concluded with setting goals for the mentee's continued development and scheduling a follow-up meeting.​
Feelings:
I approached the session with a sense of responsibility, aiming to support my mentee's growth effectively. Initially, I felt a degree of apprehension, concerned about delivering feedback that was both honest and encouraging. As the session progressed, I became more comfortable, especially as the mentee responded positively to the feedback and engaged in the goal-setting process.​
Evaluation:
The session had several positive aspects. The mentee demonstrated receptiveness to feedback and actively participated in setting developmental goals. The structured approach facilitated a productive discussion, ensuring that key areas were addressed. However, there were challenges. Time constraints limited the depth of discussion on certain complex issues, and I realized that balancing constructive criticism with motivational support required careful consideration.​
Analysis:
The time limitations highlighted the need for more efficient time management during mentoring sessions. Allocating specific time slots to different discussion points could enhance the depth of feedback provided. Additionally, ensuring that feedback is both constructive and motivating aligns with best practices in mentoring, fostering a positive learning environment. Integrating these elements can lead to more effective mentoring outcomes.​
Conclusion:
This experience underscored the importance of preparation and adaptability in mentoring. A structured approach, combined with flexibility to address emerging topics, can enhance the effectiveness of the session. Moving forward, I aim to:​
Enhance Time Management: Develop a session agenda with allocated timeframes to ensure comprehensive coverage of all relevant topics.​
Balance Feedback: Strive to deliver feedback that is both constructive and encouraging, supporting the mentee's development while maintaining motivation.​
Foster Active Engagement: Encourage the mentee's active participation in the feedback process, promoting a collaborative and supportive learning environment.​
Action Plan:
To implement these improvements, I will:​
Prepare Structured Agendas: Before each session, outline key discussion points with estimated durations to maintain focus and manage time effectively.​
Develop Balanced Feedback Strategies: Utilize the "SBI" (Situation-Behavior-Impact) model to frame feedback, ensuring it is specific, balanced, and actionable.​
Engage the Mentee Actively: Incorporate open-ended questions and reflective listening techniques to involve the mentee in the feedback process, fostering a two-way dialogue.​
By reflecting on this mentoring experience using Gibbs' Reflective Cycle, I have identified strengths to build upon and areas for enhancement. This reflective practice is essential for continuous improvement in mentoring and feedback delivery, ultimately contributing to more effective professional development.
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CONCLUSION
In conclusion, this report has critically examined the application of the GROW coaching model and Gibbs' Reflective Cycle within the contexts of coaching and mentoring. The GROW model comprising Goal setting, Reality assessment, Options exploration, and Way forward planning provides a structured framework that enhances self-awareness, motivation, and accountability in clients. Its advantages include fostering a clear path to goal achievement and promoting personal development. However, its structured nature can sometimes be perceived as rigid, potentially limiting flexibility in dynamic situations (UpSkillist, 2023).​
Similarly, Gibbs' Reflective Cycle offers a systematic approach to reflecting on experiences through its six stages: Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan. This model facilitates deeper understanding and continuous learning from personal experiences. While it is versatile and user-friendly, challenges such as the need for self-motivation and the potential for oversimplification of complex situations have been noted (Productive Fish, 2023).​
Integrating these models into coaching and mentoring practices can significantly enhance the effectiveness of these developmental processes. The GROW model's emphasis on structured goal setting aligns with the need for clear objectives, while Gibbs' Reflective Cycle supports ongoing personal and professional growth through systematic reflection. However, it is essential to apply these models thoughtfully, considering their limitations and adapting them to the unique needs of each individual or situation. By doing so, practitioners can foster environments that promote meaningful development and sustained improvement.
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Aspect  Coaching  Mentoring  

Definition  A structured process where a coach helps an  individual achieve specific professional or  personal goals.  A long - term relationship where a  mentor provides guidance,  advice, and support based on  experience.  

Focus  Performance improvement, skill  development, and goal attainment.  Personal and professional  growth, career development,  and broader life guidance.  

Duration  Short to   medium   term, often   with a set  timeframe.  Long - term, sometimes  informal  and ongoing.  

Approach  Structured, goal - oriented, and typically  follows a coaching model.  Less structured, relationship - based, and tailored to the  mentee’s evolving needs.  

Expertise  The coach does not need direct experience in  the coaches’ field but must be skilled in  coaching techniques.  The mentor is usually an  experienced professional in the  same field as the mentee  

Interaction  Focused, regular sessions with specific  objectives and feedbac k.  Ongoing discussions that evolve  naturally over  time.  

Outcome  Specific, measurable achievements in skills  or performance.  Long - term personal and  professional development.  
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