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[bookmark: _Toc181622993]Introduction 
[bookmark: _Toc181622994]Reflective nature of the report
This overall report will outline the significance of caching as well as mentoring for professional context in terms of addressing their importance, similarities and with differences. It will also conduct a reflective analysis considering relevant models and theories to provide an accurate understanding of the importance of coaching and mentoring skills for the workplace. Kolb's reflective cycle and Driscoll's model will be utilised here for analysing the reflective experience of both coaching and mentoring. 
[bookmark: _Toc181622995]Definition and comparisons of coaching and mentoring
Both Coaching and mentoring are significant for developing individuals; however, they are different in several ways. According to Hussey and Campbell-Meier (2021, p. 510), mentoring is a process of sharing knowledge, skills as well as experiences in order to provide support to others for developing and growing their future career. On the other contrary Al Hilali et al. (2020, p. 50) opined that coaching is a process for providing guidance to individuals regarding their goals and supporting them to reach their targeted goals successfully. 
[bookmark: _Toc181622996]Different attributes of a comprehensive coach
To become a comprehensive coach, different key attributes are necessary including active listening skills, strong communication skills, and utilisation of accurate body language that can support explaining ideas to individuals clearly (Rajasinghe and Allen, 2020, p. 147). In order to provide accurate guidance to individuals, clear communication is significant and with this, it is also necessary to provide direct feedback to ensure the successful reinforcement of key messages. By starting with relationships, the key purpose of coaching is to not only develop new skills but also enhance personal capabilities in terms of increasing their productivity level. 
[bookmark: _Toc181622997]Critical evaluation of the purpose of coaching and mentoring within a workplace
[bookmark: _Toc181622998]Critical analysis of the purpose of coaching and mentoring 
In the current business environment, professional career development is becoming complex and continuous, in that situation accurate coaching and mentorship sessions are necessary. As reflected by Bachkirova et al. (2020, p. 361), in the workplace, coaching enhances communication, and self-correction and with this reflection, through which it can be easy for employees to become more creative and productive. For example, within the workplace, in terms of developing employee performance levels and workplace productivity, Tesco offers different coaching sessions by providing online learning platforms through which employees can easily access articles and videos from the library to learn new capabilities (tescoplc.com, 2024). In addition, by providing line manager training sessions, Tesco fosters workplace inclusivity by coaching employees about the way to develop employee value at the workplace. 
Like coaching, at the workplace, mentoring is also a crucial process. Based on the report of Forbes, mentorship relationship development at the workplace can provide support to mentees with different advantages concluding knowledge development, network expansion and the capability to ensure their career advancement (forbes.com, 2024). Johari Window is a significant model that is mainly utilised in the mentoring process for providing proper support to people to understand themselves and improve self-awareness. By demonstrating four quadrants concluding open area, blind area, hidden area, and unknown area, this model reflects different aspects of self-awareness (Lowes, 2020, p. 101). Overall this model utilisation can provide equal benefits to both mentor and mentee by fostering communication as well as mutual understanding. 
Kram’s mentoring relationships model is an effective model that addresses four different phases in the academic mentoring relationship Initiation, Cultivation, Separation, and Redefinition (Daniel et al., 2019, p. 167). In the initial phase, both mentor and mentee approach the relationship by sharing working styles and the last phase allows both to re-evaluate their interactions to develop a new professional relationship. For example, by providing female mentoring sessions, Sainsbury supports female colleagues (over 55% of entire colleagues) in advancing their careers (vercida.com, 2024). 
[bookmark: _Toc181622999]Compare and contrast
Coaching can enhance the confidence level of the workforce; while on the other hand, it can encourage them to reflect on the right skills for better performance. Crumpton and Crumpton (2021, p. 135) opined that, in the coaching process, Behavioural theory is a crucial theory that can support one to develop specific skills and capabilities, relevant to professional growth. This theory integration can provide a deeper and more comprehensive understanding of human behaviour in the coaching process. On the other hand, Bachkirova et al. (2021) reflected that a workplace with a good mentor can easily set clear goals, and develop proper strategies to achieve goals successfully. In the workplace, coaching can support employees to improve their interaction capabilities, which may lead to better communication as well as teamwork. In addition, it can also support strengthening employee engagement levels by giving them more value and trust, which can enhance higher retention rates (Bachkirova et al., 2020, p. 370). On the other side, Bachkirova et al. (2021, p. 140) stated that, with the support of an effective mentorship process, it can be easy for the firm to not only strengthen the productivity level of female employees but also enhance workplace diversity and inclusivity by offering career development opportunities. 
[bookmark: _Toc181623000]Critical analysis of a specific model of coaching 
[bookmark: _Toc181623001]Definition of the chosen model
In this section for coaching, the GROW model has been selected and the key purpose of choosing this model is it not only provides support to people for setting clear goals but also inspires them to overcome challenges in terms of achieving results successfully. According to Grant (2022, p. 35), the GROW model is defined as a significant coaching tool which supports both individuals and organisations in achieving their target goals successfully through coaching conversations. This model contains four core elements Goal, Reality, Options, and Will and supports clients to not only address goals but also work through the way that can support them to achieve that goal successfully. 
[bookmark: _Toc181623002]Critical analysis of the chosen model of coaching
GROW model is a widely utilised method for coaching, leadership development as well as goal setting in the current market dynamic. In 1980, John Whitmore first developed this model in the UK. As regarded by binti Kamarudin et al. (2020, p. 289), the majority of coaches prefer the GROW model due to its simplicity as well as flexibility and with the support of this model, they can easily address results in their daily communication with individuals. The initial step “Goal” supports analysing the key requirements of the team that will enhance further access and the goal needs to be developed in a SMART way. On one side, it helps managers to construct goals clearly, while on the other side, it can enhance trust and clarity and increase collaboration for further investment. “Reality” is a step that defines the necessity of a transparent assessment between managers and teams, for analysing goals and their requirements based on customer preferences (Eriksen et al., 2020, p. 25). By evaluating current reality, it can be easy for a team to create realistic timelines. The next step, “Options” focuses on a detailed discussion about the way, targeted goals can be achieved successfully. This step supports team members in addressing potential obstacles and developing accurate solutions in terms of building team confidence levels. After creating goals, analysing the real scenario, and discussing potential obstacles, the last phase, “will” is to develop a relevant action plan and address different steps that are required for achieving goals. 
Advantages
The GROW model has been reflected in achieving higher productivity, improving interpersonal relationships and developing communication in terms of creating a better-quality workforce (Van Nieuwerburgh, 2020). By integrating the GROW model into the coaching process, it can be easy to develop a comprehensive coaching framework to simplify goals achievement process and provide new ideas to individuals (Viera, 2021).

Disadvantages 
The oversimplification is the key limitation of the GROW model and thus often it can be difficult to address complex situations. Grant (2020, p. 115) regarded that, the GROW model supports motivated employees to take action; while in the case of limited motivation, it may fail to address issues. In addition, it mainly supports setting goals to develop an action plan; however, often it overlooks internal and external factors that may impact progress. 
Situations for utilising the GROW model
As regarded by Eriksen et al. (2020, p. 10), the application of this goal supports professionals as well as teams to conduct actions towards success. GROW coaching skills explore potential as well as increase performance levels by enhancing self-confidence and motivation level (Garvey et al., 2021). This model is ineffective for team coaching sessions and personal and professional goals achievement. By fostering discussion about goals, current situations and interactions, this model enhances accountability and team confidence levels toward targeted goals and achievements. 
[bookmark: _Toc181623003]Reflection on Practical 1 
Kolbe’s Reflective model has been utilised in this session for evaluating the performance experience of coaching and goal setting. This model concludes four steps including Concrete Experience, Reflective Observation, Abstract Conceptualisation, and Active Experimentation. As reflected by Morris (2020, p. 1064), Kolb’s model supports people to learn from their past experiences by creating a significant framework in terms of reviewing and analysing them. 
[image: ]
Figure 1: Kolb’s Reflective cycle



Concrete Experience
In the first coaching session, I set the aim to develop the time management skills of our colleagues, which would be effective for them in future goals achievement. In terms of simplifying the coaching process, our coach selected the GROW model. This model utilisation not only supported us in developing a clear goal but also helped to develop proper objectives by evaluating current time management capabilities. 
Reflective Observation
After completing the session, I have decided to analyse my performance and with this evaluate outcomes. While interacting with my colleagues, I have noted that they have limited capability to express their thoughts and ideas. Despite that, I also realised that I paid more attention to provide them proper solutions rather than supporting them in developing their problem-solving capabilities. In that situation, the key question that was developed that whether my approach empowered them to achieve their goals or not.
Abstract Conceptualisation 
After analysing this, I have emphasised my coaching skills regarding the GROW model and measured my capability to find solutions. My main tendency was to provide solutions rather than empower people to develop their capabilities. I have decided to enhance my active listening skills and interact with each other to enhance their creativity and provide them feedback based on their performance. This evidence provided me with information about the necessity of balancing guidance for setting proper goals. Eriksen et al. (2020, p. 20) stated that, as a coach, one should support people to set clear goals, while on the other hand, it is also important to empower people to develop their capabilities to ensure future career success and build strong personalities. 
Active Experimentation
Based on this experience, I have decided that I have to enhance my coaching skills and with this develop my open collaboration level, which will support me to become a good coach. In addition, it is also necessary to utilise open-ended questions to inspire deeper reflection and influence employees to take ownership of their actions successfully. As reflected by Susaeta (2024), empathy is another skill that can support a coach to develop connections with individuals without any personal agendas. In the coaching session, I noted that the majority of employees feel confused about expressing their thoughts, thus I think, I have to become more open and express my empathy so that they can freely interact with me. 
After analysing my past experiences, I have realised that even if I have good communication skills and critical thinking skills, however, for become a good coach I have to focus on my guidance capabilities and build strong body language. Apart from that I have to work more with my active listening skills and be open to providing feedback, which can enhance the engagement level between the coach and people. 
[bookmark: _Toc181623004]Reflection on Practical 2 
For evaluating the assessed experience of mentoring, the Driscoll model has been utilised here. As stated by Driscoll and Zhang (2022), by focusing on three questions, “What?”, “So What?” and “Now What?” Driscoll's model offers a comprehensive reflective model and supports conducting an in-depth analysis of past experiences. 
[image: ]
Figure 2: Driscoll’s Reflective Model
What?
In my assessed experience of mentoring, my key responsibility was to mentor one of my colleagues who wanted to develop his project management skills. We decided to set proper goals, develop an action plan, and share feedback throughout the process. During the mentoring session, I analysed his progress, with this addressed his strengths as well as weaknesses, and provided him with proper feedback about those areas that need further improvement. I also paid more attention on developing discussion sessions between us, which helped us to develop our engagement level by sharing individual thoughts and ideas, it could be easy for us to develop a proper action plan. 
So What?
After analysing the mentoring session, I have discovered that it is necessary to focus on active listening skills and relationship-building skills that can support building confidence levels. As stated by Nuel et al. (2021), the mentor should utilise active listening skills more to support mentees to express their needs and build respect. Apart from that, I have also noted that even if I have good communication skills, I failed to provide feedback clearly. Constructive feedback is necessary and the “feedback sandwich model” is an effective model that can support the development of a comprehensive feedback strategy (Procházka et al., 2020). In order to resolve this issue, I employed the model and successfully provided constructive feedback between two slices of positive feedback. This approach helped me to maintain a supportive workplace by developing the motivation level of my colleagues. Due to a lack of experience in providing balanced guidance, I have noted that my mentees decided to develop a proper action plan, this incident reflected my limited problem-solving capabilities.     

                                                                                          
Now What?
After analysing my past mentoring sessions, I have realised that different areas need further improvement. I have to gain more information about different active listening techniques through which it would be easy for me to become more open to understanding other’s thoughts and ideas. Abi-Esber et al. (2022, p. 1362) opined that continuous feedback delivery is important for ensuring continuous improvement in the mentoring session. I have to implement a feedback loop in terms of providing contrastive feedback regularly to my mentees. Along with this, it is also necessary to develop reflective practices in the mentorship session, and this inspires my mentee to reflect on his expression in more detail through which it can be easy for us to develop a proper action plan. 
In my mentoring session, the integration of the Driscoll model explores both strengths and weaknesses that I have experienced throughout the session. With the support of my interaction skills, it was easy for me to develop a significant relationship with my mentee, however, my limited capability in problem-solving created issues for me to provide proper solutions to him. By moving towards this, I have realised that, to become a good mentor in future, active listening skills need to be developed and with this, it is also crucial to focus on the feedback delivery process. Without constructive feedback, it would be difficult for my mentee to analyse improvement areas and develop further action plans. 
[bookmark: _Toc181623005]Conclusion 
In conclusion, this overall reflective writing outlines the significance of mentoring and coaching in the professional context. In the current market dynamic, to develop workplace productivity level and employee motivation levels, it is necessary to pay attention to the caching session and development of a proper mentorship programme. This reflective report has discussed the purpose of caching and mentoring by integrating different theories and literature. For coaching, the GROW model has been discussed, while for a mentorship program, the Johari Window has been analysed. 
For further evaluation critical reflection has been conducted here based on coaching and mentoring experiences. This reflective report has utilised two different reflection models concluding Kolb’s model and Driscoll's model that not only support conducting in-depth analysis of previous experiences but also help to develop proper action plans in terms of developing future action plans. 
In future, that information will be effective for me to not only conduct significant mentoring and coaching approaches but also pay more attention to developing a supportive workplace. Previous experiences will provide me with accurate guidance for developing professional communication skills, and active listening skills as well as becoming more adaptable to adopting current changes successfully. A significant understanding of both coaching and mentoring will allow me to provide relevant support and guidance to people to not only set clear goals but also foster critical thinking capabilities. Due to globalisation and the technological automation era, workplace requirements are changing continuously, for that reason, by developing coaching and mentoring skills, it can be easy to strengthen the productivity level of the workplace. 
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