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The following piece of work is an individual written reflection on the coaching and mentoring roleplay practice. The reflection will help to analyse the two roleplays, one of coaching and the other of mentoring and the aim of this is to reflect on what went well and what didn’t and learn from this experience in the future. To help with this reflection, a model of reflection that is very known and useful from my experience will be used, this is Kolb’s reflective cycle. This is a model of learning more exactly learning from experience. 
Aside from reflection on the two roleplays, in this report coaching and mentoring concepts will be analysed because they are important tools that organisations can use to train individuals to progress at work or as a competitive advantage. According to Illeris (2011) coaching is a collaborative process in which the coach serves as an investigator, a committed listener, and a change agent, while the coachee creates the strategy or objectives and oversees their own education. And mentoring is a process of growth between a mentor and mentee, where the mentor assists the mentee to grow and accomplish their objectives by using their knowledge, experience, and skill.
[bookmark: _Toc185803356]• Critical evaluation of the purpose of coaching and mentoring within a workplace 
According to Illeris (2011) there are different ways for  learning in the workplace to take place. Some of them are coaching and mentoring. Coaching and mentoring in the words of Marshall (2008) is a “push and pull process”, where coaching is the ‘pull process’ and mentoring the ‘pulling process’. More exactly, employers make use of coaching to assist staff members become more competent inside the company and get a competitive advantage. On what concerns mentoring, the employee chooses the mentor, he is not appointed by the company and a long-term relationship is formed where both parties gain something. The mentor gains career fulfilment and the mentee learn from the experienced mentor to improve his performance.
Through the process of coaching, an individual's performance potential is maximised and instead of being instructed, the individual is receiving assistance through learning. Coaches help their coachees improve; they motivate and encourage them, offer helpful advice without assuming control, boost their self-esteem, and bring out the best in them. Coaching is a cooperative process where the coach acts as an inquirer, devoted listener, and change facilitator while the coachee develops the plan of action or their goals and is responsible for their own learning (Watt, 2004).
One definition of mentoring according to Illeris (2011) is that mentoring is a process of development between a mentor and mentee, and it involves regular meetings between them and guidance. The mentor helps the mentee to grow and achieve their goals by using their knowledge, experience, and skills. He is someone who helps, encourages, and pushes the mentee to achieve their goals. The relationship between them is asymmetrical and formal. Asymmetrical, meaning that the more experienced mentor supports and challenges the mentee in a process based on the mentee's progress. This is done because of the mentor's professional experience and knowledge not through status, power, or authority (Smith, 2017). In addition, the mentor-mentee connection is formal as they have been appointed to one another by the training department or is part of a development process in that organisation. A mentor should encourage staff members to participate in new projects; Encourage them to look for new opportunities inside the organization's other teams (Watt, 2004). 
Coaching and mentoring in the workplace.
The main difference between and a mentor and a coach is that a coach asks questions to help uncover the person's actual situation rather than offering solutions or advice (Watt, 2004). The mentor models and directs "how to be," while the coach exemplifies and illustrates "how to do." The mentor is involved in developing an understanding of the employee's abilities and skills for the best career contribution, while the coach is interested in assisting the mentee in reaching corporate goals (Marshall, 2008).
These days, businesses use coaching to help selected individuals develop their unique skills and competencies. Illeris (2011) adds that because it is very expensive to hire a specialised coach or mentor that should spend a lot of time to support just one or a small number of employees, coaching and to some extent mentoring schemes, are primarily used in career development for employees whom the organisation finds an interest to invest in. According to Watt (2004) employees should use mentoring in their organization for career development and skills development. Promotion is frequently used in organisations as a retaining strategy for highly skilled and loyal employees. In these cases, a mentor can help an employee the ropes, "and help him develop the skills and knowledge, and practices he needs to be effective and fit that role. Organisational mentoring and coaching programs must be properly utilised if they are to be successful in building leadership skills (Watt, 2004).
[bookmark: _Toc185803357]• Critical analysis of a specific model of coaching 
A coaching framework that is very common is the GROW model. This has been created in the 1980 by Sir John Whitmore, Alan Fine, and Graham Alexander and can be used for mentoring sessions. Being able to coach is essential for leaders since it facilitates decision-making and influences others or your own professional growth (Jackson, 2024).
A lot of coaches organise their coaching sessions using the "GROW" model. This model covers the goals of the coachee; the reality of his current situation; his resources and challenges; what options he has available to get to the goals; and how worth is the goal to motivate him to take the necessary actions to achieve his goals or the will/way forward towards those goals (Cox et al., 2014). Coaches use basic sets of questions to lead the conversation and encourage individuals to think about problems and find potential solutions. Each set of questions must go through all four stages, this kind of method encourages students to consider what they must do and why, which makes it considerably more successful than just giving them instructions. As a result, people feel more responsible for advancing and making the solution work since they feel they own it. The secret is to ask good questions and to follow the GROW framework carefully throughout the coaching session with the result being a focused and motivated learner (Parsloe, 2009).
According to Smith (2017) the Grow model is a behaviourally based coaching methodology that is used to build skills and get rid of obstacles in order to make long-lasting improvements in company practices. For example, he adds that the balance of styles used during coaching sessions for internal coaching in a multimedia firm was examined in an article. It was believed that the best way to help the coaches accomplish their goals was through pure coaching.
One benefits of using coaching according to Kovalchuck & Vorotnykova (2017) is given as example for teachers' professional development: they are a relationship build on trust, boosting self-esteem, fostering creative thinking, developing a creative approach to problem-solving, mobilising internal abilities and potential, and personal and professional development for reaching individual goals in life and at work. Also, e-coaching and e-mentoring can be used to support ongoing professional growth.
According to Lawrence (2018) objections to GROW are that it may be applied too quickly and that it focuses more on the initial goal-setting process. Teaching coaching skills should come first, and GROW should be clearly positioned as a potentially helpful framework for coaching discussions. There may be a better coaching model since there is always a chance that the urge to end a "coaching" talk too soon will exist, he says the CLEAR model (Contract, Listen, Explore, Action, Review). 
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About Kolb’s reflective cycle
Kolb's learning cycle is widely recognised as an effective learning model; for instance, in medical education, it provides a strong connection between theory, simulation training, and clinical practice (Wijnen-Meijer et al., 2022). It relies on the assumption that learning can be most effectively done by going through a cycle of four stages: experiencing something ("concrete experience"), thinking back on it ("reflective observation"), learning from it ("abstract conceptualisation"), and putting what you've learnt into practice ("active experimentation").
Students in nursing school used Kolb's experiential learning model to choose their preferred learning style and method. In their report, the students described a particular day using the phases of Kolb's reflective cycle. In the concrete experience step, the students described their experience of the day.  They gave exact details of what happened like the location and time. The description covered the person's feelings and emotions during the event. In the next step, reflective observation, the students described feelings, ideas, and observations about the day and how important this was. The abstract conceptualisation step expanded on the person's newly learnt information. Following that, the idea or information was clarified and further explored by examining its pros and cons. During the active experimentation phase, the students used what they had learnt in their work environment. Using the four cycles to write about the experience showed more of an understanding of the lesson that was learnt. It facilitated the growth of knowledge that could be applied in improving nursing practice. Additionally, it made students study teaching strategies they didn't like (Hartley, 2010). As you can see this reflective method can be used in any domain or type of work. This is the reason for deciding it to use it to describe my reflective experience from the coaching roleplay.
My reflection using Kolb’s learning cycle
What I experienced: In this roleplay I was the coach, and my colleague was the coachee who was due for a promotion and someone else was chosen instead and he was disappointed and wanted to resign. I was supposed to listen to his issue and make him realise if resigning was the right thing for him. This was not my first experience of the roleplay as I did it before in practice for other course modules and it was more like a continuous learning practice of reflection. I think I did well, most of the time I asked open-ended questions and waited for the coachee to answer. I tried to be calm, but I think because of confidence issues I paid more attention to the session to finish quicker than to the job I had to do. Overall, I think I did well, managing to get to the end of the roleplay. 
[bookmark: _Hlk185782313]Reflective observation: Thinking back on it I tried to ask questions and go through the GROW model stages as requested. I did manage to make the coachee realise what happened and why he wasn’t promoted; that help is there, only needs to ask.  Of course, there are details that I missed, or I forgot because of lack of confidence, I was stressed about time as well. There are things I need to work on like time management, confidence and go through all stages of the GROW model because I did not summarise what was discussed at the end of the session.
Abstract conceptualisation or learning from it: What I learnt from this experience is that I came more prepared from the last time I had a roleplay, and this helped me. Also, I learnt that every session is different and every time I reflect on some experience is different than before because time, space, people, and circumstances are different. And you must react to this and adapt plus the more I think back at this role play the more I remember from what happened and it helps me work on what was good or bad. 
Active experimentation or practicing what I have learnt: This roleplay was for a course I studied, and the reflection was part of the learning process that helped me with assignments or roleplays. But it was also something that will be helping me in everyday life. The concept of reflection can be applied in any field, work or personal experiences and I have tried to do it in my personal life. And it helped me analyse situations and things that I did good or bad, is making me a better person. Is improving the way I think and is helping with my emotional intelligence. 
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For the mentoring session I also used Kolb’s reflective cycle because I used it mostly to practice at school or in my life and I found that it worked for me and as Kolb (1984) said that “we learn with experience”, it is true that you do learn from experience.
What I experienced:  In this roleplay I was a mentor for a member of staff who was enrolled in a mentoring programme for career development, wanting to improve their skills and abilities. I again followed with the theory tools to go with the session. I asked questions and I gave advice. The conversation in this session was more relaxed but I had mixed feelings about what I was supposed to do. I think because I recently played the role of the coach in a similar situation. I was also more distracted, I moved a lot and babbled.
Reflective observation: I don’t know if I did good because I did not receive any feedback like for the coaching session. But I did notice that I was confused here. During the session I was thinking about both coaching and mentoring and how these should be done because are very similar. I was distracted and did not know if I was supposed to give advice or not. I think I mixed things and didn’t put the right questions for my partner who a mentee was this time.
Abstract conceptualisation: I tried not to forget things like I did last time with the roleplay. I was more confident and even summarised what we did at the end of the session, but I was confused during the session always thinking about my coaching session.  What I learnt from here is that I wasn’t prepared enough and if I want to be a mentor in the future, I should probably inform myself about this concept, so I know how to handle a situation like this. So, I should know how to teach others what I know instead of telling them what to do like in coaching.
Active experimentation: although this roleplay was confusing for me because I mixed trying to be a coaching and a mentor at the same time the experience was good. I did correct some mistakes I did last time and learnt more that I will add to my experience in the future or when I will reflect on things next time.
[bookmark: _Toc185803360]• Conclusion 
This work was not only a written reflection on the roleplay that I did in class, but it was also a learning experience. I learnt about the concepts of coaching and mentoring, the difference between them and how they can be used by employers in their companies to be more competitive. While the coach is focused in helping the trainee achieve company objectives, the mentor works to understand the employee's strengths and capabilities for the optimal professional contribution. Coaching and mentoring programs are mostly utilised by the organisations as a career development for employees they consider that can add something distinctive to the company (Illeris, 2011). Many coaches and mentors make use of certain models to lead their coaching sessions like the GROW model, this stands for goals you want to achieve; reality of your actual situation; what options you have and the will to act on your goals.
This time I reflected on two different experiences, two different roles that are connected, coaching and mentoring, two concepts that I can make use in the future. These concepts are used in companies by leaders to help their employees progress in their roles or career or be productive for the benefit of the company. Either way or role they are important and are related in the workplace. As an employee it is always good to know what your company has to offer and ask questions as the benefits can help your career or improve certain skills to be more productive. And as coach or mentor one should always know what each one involves, the difference between them and how to coach or mentor someone as it can bring many benefits to both coach, mentor, or employees.
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	Date of Interview:
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	Coach
	George T
	
	Coachee
	George 

	Coaching Model:
	SMART /GROW/MMM/RAW
	
	
	GROW

	
	The numerical rating system is based on the scale below.

	Scale:
	5 – Yes
	4 – Most of the time 
	
	3 – Some of the time 
	2 – Almost never
	1 – No

	
	Explained the purpose of the session first.
	Rating

	
	
	5
	4
	3
	2
	1

	
	Is the coach asking open ended questions or closed questions
The questions used were structured allowing the coachee to respond accordingly , however you may also want to review alternative sets of questions to get a deeper understanding of the problem statement 
	☐
	☒
	☐
	☐
	☐

	
	Is the coach patient? Is He/She giving the coachee time to think through issues and arrive at a conclusion in the way THEY process information?Active listening and full attention to details practiced , the coach was relatively calm and approachable 
	☒
	☐
	☐
	☐
	☐

	
	Is the coach focused on the coachee’s agenda?
The Coach  focus on the coachee’s agenda - Time Management skills – 15 minutes were fully utilised with a summary of the conversation provided 
	☒
	☐
	☐
	☐
	☐

	
	The coach was professional and non judgemental however its is important to summarise before end of the session 
	☐
	☒
	☐
	☐
	☐

	
	Is the coach acting as a problem solver, providing the solutions for the coachee?
The coach did not provide solutions but instead planned for a mentoring session without solving problems 
	☒
	☐
	☐
	☐
	☐

	
	Has the SOLER technique been applied 
Good attempt but can be improved 
	☒
	☐
	☐
	☐
	☐

	
	Additional Comments 
Coaching skills were satisfactory 


	
	
	
	
	




2

