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[bookmark: _heading=h.o0me0hh0nf6a]1. Introduction
This work is a reflective analysis of my mentoring and coaching interactions in a business setting. The major objectives of this study are to investigate a particular coaching model, critically evaluate the roles of mentoring and coaching, and take two real-world occurrences under consideration: one involving goal-setting and coaching and the other focused on mentoring and feedback. Using Gibbs's Reflective Cycle for the coaching session (Practical 1), the reflections are built up; Kolb's Experiential Learning Cycle is used for the mentoring session (Practical 2). These models offer disciplined structures for introspection on personal experiences, which will help one to assess the outcomes and learn from both pragmatic applications with a critical eye. Even though they are sometimes used synonymously, mentoring and coaching have different uses and weights. Often in a quick, performance-driven atmosphere, coaching is a goal-oriented exercise aimed at enhancing particular abilities or behaviours. Conversely, mentoring is a long-term, relationship-based practice whereby a more experienced individual guides and supports another with an eye towards both personal and professional development. Important theories and strategies of coaching—such as the GROW model (Whitmore, 1992)—will be discussed in great detail together with basic skills of successful mentors and coaches, including active listening, questioning, empathy, and feedback. Over the portfolio, I will look at these ideas, models, and literature; then, I will closely review my personal experiences. This research will allow me to grasp how mentoring and coaching could be applied in the workplace and how these concepts might direct my next professional development.
[bookmark: _heading=h.uf8p7jcual3z]2. Critical Evaluation of the Purpose of Coaching and Mentoring in the Workplace
Although they have different applications, mentoring and coaching are both vital developmental tools used in companies. Designed to assist individuals in refining specific skills or behaviours, coaching is a temporary, performance-oriented discipline (Duffy et al., 2011). Often within a specific context, such as reaching a given target or enhancing work performance, a coach works with the person to develop goals, challenges, and strategies. On the other hand, mentoring is a longer-term relationship aiming at both personal and professional growth. A mentor guides, counsels, and helps the person to navigate their employment, overcome personal challenges, and, over time, develop a larger range of skills (De Janasz et al., 2003).
One of the primary objectives of workplace coaching is employee development. Through addressing pressing issues and accomplishing specific goals, coaching assists employees to raise their capability, thereby improving their performance. It is particularly beneficial in allowing staff workers to pick up newly acquired or refined existing developed skills (Holton III, 1996). Usually related to performance improvement, this is when the coach helps the individual to develop quantifiable goals and understand areas for improvement. Another key objective is succession planning—by stressing qualities required for leadership roles, coaching can help staff members be ready for more senior roles (Groves, 2007).
On the other hand, mentoring promotes professional and long-term development. Through mentoring, staff members pick up knowledge from more experienced colleagues, so they can steer their professional route. This direction determines how one develops their leadership skills and gains better knowledge of the business and industry. Many times, mentoring is used to foster organisational loyalty and employee retention since it builds intimate relationships that make employees feel more involved and encouraged in their careers.
Mentoring helps organisations much like coaching does (Clutterbuck, 2009). They increase the employees' desire, satisfaction, and involvement by exhibiting an investment in their personal development. These approaches can also improve team performance by connecting personal aspirations with business objectives. They also support an attitude of lifetime learning, which is becoming more important in busy offices.
Still, implementing these programs is challenging as well. One challenge comes from the possible lack of money and time. Coach urges consistent participation; managing daily responsibilities might be difficult. Mentoring also calls for a significant time commitment from the mentor, who may be balancing other employment responsibilities (Zerzan et al., 2009). Moreover, endangering the success of these initiatives is the insufficient matching of coaches and mentors to particular individuals. Should the individuals involved lack the required chemistry or if expectations are not explicitly established, the relationships may not be able to produce the expected outcomes.
Comparatively, mentoring and coaching clearly show that their goals in the workplace differ in many areas. Usually speaking, coaching is more task-oriented and of shorter duration. It is aimed to enable specific areas of performance or to meet stated goals over a given period. Mentoring, by contrast, is more centred on relationships and long-term. While coaching is supposed to yield immediate results, mentoring generates a continuous, supportive relationship lasting over a longer duration (Connor and Pokora, 2017). This makes broader personal and professional development possible.

[bookmark: _heading=h.eji0qhksz7x1]3. Critical Analysis of the GROW Coaching Model
Popular coaching tool Sir John Whitmore's GROW method was developed in the 1980s (Leach, 2020). It is an acronym that stands for Goal, Reality, Options, and Way Forward. Coaches can help their clients to keep their here-and-now focus while they work towards their goals using this method. Many teachers, both professional and amateur, adore it because of its simplicity for use and understanding.
The structure of the GROW model is straightforward, comprising four distinct stages:
1. Goal – Every stage of the journey, the coach and guide go over the objectives. We define goals here using the SMART framework.
2. Reality – A real assessment of the current circumstances enables one to better identify the coachee's issues.
3. Options – The role of a coach is to help the coachee create unique answers for challenges.
4. Way Forward – The coachee then should decide on a course of action and draft a plan.
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Figure 1: GROW Coaching Model
(Source: Leach, 2020)
Advantages of the GROW Model
Among GROW's various advantages are simplicity of use and clarity. Arriving ready for the coaching session benefits the coachee and the coach equally (Whitmore, 2010). This method is relevant for both performance enhancement and personal development coaching since it stresses goal-setting, which enables coachees to identify and attain their targets. The simplicity of the idea promotes good communication, which helps coaches to support their present situation in terms of possible development routes. The method's disciplined yet adaptable approach motivates coachees to meet their objectives and sharpen their commitment during the process.
Disadvantages of the GROW Model
Regarding the GROW Model, it has various problems, even if it is very popular. The simplicity of the method could be a drawback in complex situations where the coachee has multiple problems that cannot be resolved by their fundamental aspects. Although the strategy sounds simple, it could not be in line with the core of the matter when addressing difficult issues, such as emotional or personal obstacles (Shah, 2005). Think about the possibilities of the coachee while bearing in mind that they could first come across difficulties that seem undetectable. The paradigm neglects emotional intelligence or the necessity of coach-coachee interactions in developing rapport and trust (Cavicchia and Gilbert, 2018).
Situations Where the GROW Model is Most and Least Effective
One can create and achieve specified, quantitative, and reasonable goals with GROW include improving performance, satisfying work targets, or increasing capacity (Susanto et al., 2023). Perhaps this strategy can help employees meet their sales targets or effectively allocate their working time. When confronted with sensitive personal problems or in relationships marked by mistrust, the paradigm collapses quite severely (Lincoln et al., 2011). To push beyond psychological or emotional obstacles, one could need a complete or relationship-based approach.
[bookmark: _heading=h.ajrrpsf48no4]4. Reflection on Practical 1 (Using Gibbs’ Reflective Cycle)
Description:
My first coaching work was helping a buddy improve their methods of time management. At work, the guy struggled with multiple assignments and deadlines. I helped them define goals, identify challenges, and create a calendar for their coaching. I set the session such that the coachee may develop goals and responses using the GROW paradigm.
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Figure 2: Unpacking the Coaching Experience Using Gibbs’ Reflective Cycle
(Source: Created by the learner)
Feelings:
At the start of the session, I felt excited as well as anxious. Given this was my first actual coaching experience, I worried about how well I would lead the coachee towards the resolution of their problems. Using coaching techniques in real life brings me great pleasure. When I facilitated a fruitful conversation and asked the appropriate questions, I felt secure; yet, I became irritated when the coachee failed to express their goals properly. I felt that either I was assisting them insufficiently or ignoring important issues.
Evaluation:
The session had several positive aspects. The GROW method kept the session focused, and I coached the coachee in developing goals. Reviewing time management strategies, the coachee seemed to value the "Options" stage. The coachee also valued the short-term, sensible goals she set. There are plenty of challenges, though. Beyond time management in the Reality stage, the coachee battled to identify specific problems (Evered and Selman, 1989). I battled to have the coachee own the answer. They looked unclear on how to apply the approach in their normal employment, notwithstanding our talks.
Analysis:
The GROW model helps me to understand my issues. Reality underscored the need to perceive hurdles before one could overcome them. The coachee struggled to solve their time management issues since they had not discovered the cause (Frey, 2007). Coach books advise that the Reality stage demands tremendous self-reflection before entering the "Options" phase, which can appear surface-level. The method also promotes empowerment and responsibility, which I should have underlined in the session to enable the coachee to take more initiative for their goals.
Conclusion:
Looking back, I should have first given the Reality stage great importance so as to identify the most critical issues of the coachee before considering alternatives. I should have checked in more to assist them in identifying their specific issues. I might have additionally advised them to take note of past times management achievements in order to offer more specific advice.
Action Plan:
In forthcoming coaching sessions, I will focus on exploring the Reality stage using open-ended, introspective questions to acquire closer insights. The coachee should also take part at every level, especially with regard to responsibility. If I divide action plans into short, precise tasks that the coachee can easily finish, they will be more comprehensive and realistic. Though I will use the GROW paradigm, I will adapt it to handle difficult circumstances with little baseline knowledge.
[bookmark: _heading=h.waserqj1zhxu]5. Reflection on Practical 2 (Using Kolb’s Experiential Learning Cycle)
Concrete Experience:
During my second practical session, I mentored and offered a colleague dealing with project management insightful advice. During our one-on-one meeting, I pointed out areas needing work and helped them notice them. I started by reviewing their work and suggesting ways they may make it better. The topics of a frank and open conversation were how to improve project management and team communication. Maintaining a non-judgmental and encouraging attitude throughout the conversation was a smart way to foster open communication (April,  1999).
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Figure 3: Kolb's Experiential Learning Cycle in Mentoring
(Source: Created by the learner)
Reflective Observation:
When I thought back on my mentoring experience, it was not like what I had experienced in coaching. Working with my mentor has given me more confidence in offering comments, especially useful criticism. Since I thought my coachee would disagree with my criticism, the polite answer from her gave me greater confidence. Though the coachee was self-conscious about her flaws, she was open to comments throughout the session. These days, my focus is on the mentor-mentee relationship and its importance for offering perceptive feedback. Although I wanted to be helpful, I had to be honest and give the mentee specific advice to avoid overwhelming her against her will.
Abstract Conceptualisation:
Kolb's cycle, which caught my attention in this session, stressed the significance of thinking about one's experiences (Kolb and Kolb, 2018). From what I know, the two most important components of mentoring are directing and creating a safe space for criticism. As I have found, good criticism is particular, useful, and well-balanced with regard for positive mentee performance. My approach was to guide the conversation using the "SBI" structure. I gave the mentee useful feedback they could really use by outlining particular events, my actions, and the results. Another lesson came from the requirement of paying attention to the mentee and trying to see things from their perspective (Zerzan et al., 2009). Furthermore, I realised that as a mentor, my ability to offer both praise and criticism is really vital as the mentoring-mentee relationship is changing. This seminar stressed the need to provide mentors with remarks that encourage reflection and help them to take charge of their own development.
Active Experimentation:
I will try to improve my feedback techniques so that, even if I can still provide doable advice, I can be more sensitive to the emotions of the mentee. More open-ended enquiries to mentees will enable me to better grasp their background, accomplishments, and experiences in forthcoming mentoring meetings. "What went well in this project, and how could you improve next time?" asks provocative questions. This kind of attitude might motivate someone to keep learning and growing. Working with the mentee, I will also help them establish appropriate goals and monitor their growth. To help clear things up, I will be acting as a mentor and coach instead of a supervisor. This difference will let me guide the protégé without meddling with their decision-making process.
[bookmark: _heading=h.6rdwugk8lha9]6. Conclusion
Motivated by Kolb's Experiential Learning Cycle of mentoring and the GROW model of coaching, this study analyses my mentoring and coaching encounters in the workplace. I began by contrasting coaching and mentoring as approaches for employee development: the latter is more relationship-based and long-lasting, while the former is more goal-oriented with a shorter time horizon. Many theories—including the GROW model—were proposed and evaluated. My critical study emphasised how mentoring and coaching support staff growth, performance improvement, and leadership development. I also covered some of the challenges companies could run into trying to build up mentoring and coaching programs, including a lack of time and inadequate coach-mentee matching. Reflecting on my real-life occurrences enabled me to understand how the GROW model guided my coaching session and how Kolb's model helped me to evaluate my mentoring session. These events underscored the significance of paying great attention, of understanding the point of view of the other person, and of using suitable language in mentoring and coaching. This program has helped me to see work in a very different light. These days, I provide target planning, structured comments, and top priorities for a growing, friendly workplace. Stressing mentor-mentee relationships and providing constructive criticism will assist me to keep keeping these abilities. I can always get better if I spend time studying several mentorship situations and modifying my coaching approach.
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