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In this reflective report, I will delve into my personal experiences with coaching and mentoring that occurred to me at GLS Hungary nearly a decade ago, highlighting the most important moments and lessons learned along the way. The report will cover various aspects of my journey, including challenges, strategies employed, and results achieved. By reflecting on these experiences, I will seek to gain a deeper understanding of my strengths and areas for improvement as a coach and mentor.
The reflective nature of this report is grounded in Kolb's reflective model, which emphasizes the importance of experiential learning. Kolb's model consists of four stages: concrete experience, reflective observation, abstract conceptualization, and active experimentation. By applying this model, I will systematically analyse my experiences, draw meaningful insights, and develop actionable plans for future growth.

[bookmark: _Toc973309202][bookmark: _Toc185158166]Introduction
GLS Hungary is a prominent player in the logistics and parcel delivery industry, known for its reliable and efficient services. As part of the GLS Group, which operates across Europe, GLS Hungary offers a wide range of delivery solutions tailored to meet the needs of both businesses and individuals. The company prides itself on its commitment to quality, speed, and customer satisfaction. One of the key strengths of GLS Hungary is its extensive network of Parcel Shops and automated parcel lockers, which provide convenient drop-off and pick-up points for customers. With over 1,000 Parcel Shops nationwide, GLS ensures that customers have easy access to their services, whether they are sending or receiving parcels2.GLS Hungary offers both domestic and international shipping options. Domestically, the company guarantees next-day delivery across Hungary, ensuring that parcels reach their destinations quickly and securely. For international shipments, GLS provides reliable delivery services to neighbouring countries within 24 to 48 hours, and to more distant European destinations within 48 to 120 hours. In addition to standard parcel delivery, GLS Hungary offers specialized services such as cash on delivery, which is available for shipments to several Eastern European countries. The company also places a strong emphasis on security and fraud prevention, taking all necessary measures to protect customers from scams and fraudulent activities. Overall, GLS Hungary stands out for its comprehensive range of services, extensive network, and unwavering commitment to customer satisfaction, making it a trusted partner for all parcel delivery needs.
[bookmark: _Toc466033240][bookmark: _Toc185158167]Critical Evaluation of the Purpose of Coaching and Mentoring within a Workplace

Coaching and mentoring are essential developmental tools within the workplace, each serving distinct yet complementary purposes. Coaching is primarily used to enhance an individual's performance, skills, and competencies in specific areas. It is often goal-oriented and focuses on short-term achievements. According to Whitmore (2010), coaching involves unlocking a person's potential to maximize their performance. This process is typically structured, with regular sessions and measurable outcomes.
Mentoring, on the other hand, is a broader developmental relationship where a more experienced individual (the mentor) provides guidance, support, and advice to a less experienced person (the mentee). Mentoring aims to foster personal and professional growth over a longer period. Kram (1985) describes mentoring as a developmental relationship that enhances both personal and professional growth. Mentoring often includes career development, personal growth, and professional networking. 
The main purposes of coaching in the workplace include improving performance, developing specific skills, and achieving short-term goals. Coaching can be particularly effective in addressing performance issues, enhancing leadership skills, and supporting career transitions. For example, a study by Grant (2013) found that coaching significantly improved goal attainment, resilience, and workplace well-being.
Mentoring, in contrast, serves purposes such as career development, knowledge transfer, and long-term personal growth. Mentoring relationships can help mentees navigate organizational culture, build professional networks, and develop a broader understanding of their career path. Ragins and Kram (2007) highlight that mentoring can lead to increased job satisfaction, career advancement, and organizational commitment.
While both coaching and mentoring aim to support individual development, they differ in several key aspects. Coaching is typically short-term, performance-focused, and structured, with specific goals and outcomes. Mentoring, however, is usually long-term, relationship-focused, and less structured, with a broader scope of development. Garvey, Stokes, and Megginson (2014) note that coaching often involves a formal agreement and regular sessions, whereas mentoring relationships can be more informal and flexible.
In conclusion, coaching and mentoring are valuable tools for individual and organizational development. While coaching focuses on enhancing performance and achieving short-term goals, mentoring provides long-term support for personal and professional growth. Both approaches have their unique benefits and can be effectively integrated to create a comprehensive developmental strategy within the workplace.

[bookmark: _Toc48643589][bookmark: _Toc185158168]Critical Analysis of the GROW Model of Coaching

The GROW model, developed by Sir John Whitmore in the late 1980s, is one of the most widely used frameworks in coaching. GROW stands for Goal, Reality, Options, and Will, representing the four stages of the coaching process. This model provides a structured approach to coaching, helping individuals set and achieve their goals through a series of guided questions and reflections.
[bookmark: _Toc1094035373][bookmark: _Toc185158169]Definition and Literature Support
 The GROW model begins with the Goal stage, where the coach and coachee define the desired outcome. This stage focuses on setting clear, specific, and achievable goals. The Reality stage involves assessing the current situation and identifying any obstacles or challenges. This stage encourages honest reflection and helps the coachee understand their starting point. In the Options stage, the coach and coachee brainstorm possible strategies and solutions to achieve the goal. This stage fosters creativity and encourages the exploration of various alternatives. The final stage, Will, focuses on commitment and action. The coachee decides on the best course of action and sets a plan to implement it. 
[bookmark: _Toc1483194038][bookmark: _Toc185158170]Critical Analysis
The GROW model has several advantages. Firstly, its structured approach provides a clear framework for both the coach and coachee, making the coaching process more efficient and focused. Secondly, the model's emphasis on goal setting and action planning helps individuals achieve tangible results. Thirdly, the GROW model encourages self-reflection and self-awareness, which are essential for personal growth and development. However, the GROW model also has some limitations. One potential disadvantage is its linear structure, which may not always accommodate the complexities of real-life situations. Some critics argue that the model can be too rigid and may not allow for flexibility in the coaching process. Additionally, the GROW model relies heavily on the coachee's ability to self-reflect and generate options, which may be challenging for individuals who lack self-awareness or creativity.







[bookmark: _Toc649972895][bookmark: _Toc185158171]Situational Usefulness
The GROW model is particularly useful in situations where clear goals and action plans are needed. For example, it can be highly effective in performance coaching, where the focus is on improving specific skills or achieving short-term objectives. The model's structured approach helps individuals break down their goals into manageable steps and track their progress. In contrast, the GROW model may be less effective in situations that require a more flexible and adaptive approach. For instance, in transformational coaching, where the focus is on deep personal change and long-term development, a more holistic and less structured model may be more appropriate. The GROW model is a valuable tool in the coaching toolkit, offering a structured and goal-oriented approach to personal and professional development. While it has its limitations, its strengths make it a popular choice for many coaching scenarios.
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1. Active Listening: This involves fully concentrating, understanding, and responding to the coachee. Active listening helps build trust and ensures that the coach accurately understands the coachee's needs and concerns.
2. Empathy: The ability to understand and share the feelings of another person. Empathy helps create a supportive and non-judgmental environment, making the coachee feel valued and understood.
3. Questioning: Asking open-ended and thought-provoking questions encourages the coachee to reflect deeply and explore their thoughts and feelings. This skill helps uncover underlying issues and promotes self-awareness.
4. Feedback: Providing constructive and timely feedback helps the coachee understand their progress and areas for improvement. Effective feedback is specific, actionable, and delivered in a supportive manner.
5. Goal Setting: Assisting the coachee in setting clear, achievable, and measurable goals. Goal setting provides direction and motivation, helping the coachee stay focused and committed to their objectives.
6. Patience: Allowing the coachee time to think, process information, and arrive at their own conclusions. Patience fosters a supportive environment and encourages independent problem-solving.
7. Building Rapport: Establishing a strong, trusting relationship with the coachee. Building rapport creates a safe space for open communication and enhances the effectiveness of the coaching process.
8. Adaptability: Being flexible and adjusting coaching techniques to suit the coachee's unique needs and circumstances. Adaptability ensures that the coaching approach remains relevant and effective.
9. Encouragement: Providing positive reinforcement and motivation to the coachee. Encouragement boosts the coachee's confidence and helps them stay motivated throughout the coaching journey.
10. Problem-Solving: Guiding the coachee in identifying and addressing challenges. Effective problem-solving skills help the coachee develop strategies to overcome obstacles and achieve their goals.


[bookmark: _Toc564620549][bookmark: _Toc185158173]Rethinking SMART Coaching Using Kolb’s Model

As a coach, I participated in a coaching session that focused on SMART (Specific, Measurable, Achievable, Relevant, Time-bound) goal setting. In this session, I used several key coaching techniques to help the coachee develop. I consistently asked open-ended questions to encourage deeper thinking and reflection. I also practiced patience, allowing the coachee enough time to think through the issues and draw conclusions in their own way. This approach respected their unique processing style and fostered a supportive environment. Throughout the session, I focused on the coachee’s agenda, ensuring that their goals and priorities were at the forefront of the discussions. Importantly, I refrained from providing solutions, instead designing a mentoring session where the coachee could explore their own problem-solving strategies. I also used the SOLER technique (Sit Upright, Open Posture, Lean Towards Coachee, Eye Contact, Relax) to create a supportive and empathetic coaching environment. Reflecting on this experience, I found that asking open-ended questions significantly improved the coachee’s engagement and self-reflection. They were able to articulate their thoughts more clearly and identify their own strengths and areas for improvement. My patience allowed the coachee to feel heard and valued, which in turn increased their confidence and willingness to share. Focusing on the coachee’s agenda ensured that the session remained relevant and meaningful to them. By not providing solutions, I empowered the coachee to take responsibility for their own development and discover their own problem-solving abilities. Using the SOLER technique helped create a trusting and open atmosphere that fostered effective communication and engagement. From this experience, I learned that using open-ended questions is crucial to fostering critical thinking and self-awareness in coaching. Patience is essential to allow the coachee to process information and draw their own conclusions. Focusing on the coachee’s agenda ensures that the coaching session is aligned with their goals and needs. It builds autonomy and self-efficacy by guiding the coachee toward their own solutions rather than offering solutions. The SOLER technique is a valuable tool in creating a supportive and empathetic coaching environment. These insights are consistent with Kolb’s model, which emphasizes the importance of reflective observation and abstract conceptualization in the learning process. Going forward, I plan to continue using open-ended questions and practicing patience in my coaching sessions. I will continue to focus on the coachee’s agenda and avoid offering solutions, instead encouraging them to develop their own problem-solving strategies. I will consistently apply the SOLER technique to maintain a supportive and empathetic environment.
 I will also explore additional coaching models and techniques to further develop my coaching practice. By continually reflecting on my experiences and incorporating new insights, I strive to become a more effective and efficient coach.

[bookmark: _Toc1613801583][bookmark: _Toc185158174]Reflecting on Mentoring and Feedback Using Kolb's Model

In my role as a mentor, I engaged in a mentoring session where I utilized my mentoring skills to help a mentee identify the source of a problem and find a solution. During this session, I focused on creating a supportive and open environment, ensuring that the mentee felt comfortable sharing their thoughts and concerns. I assured the mentee that they could count on my help at any time, reinforcing the trust and rapport between us. Reflecting on this experience, I observed that highlighting the source of the problem was a crucial step in enabling the mentee to find a solution. By guiding the mentee to identify the root cause, I empowered them to take ownership of the issue and develop their problem-solving skills. My assurance of ongoing support helped to build the mentee's confidence and trust in the mentoring relationship. I also noticed that my approach of asking open-ended questions and actively listening to the mentee's responses facilitated a deeper understanding of the problem. This approach encouraged the mentee to think critically and explore various perspectives, ultimately leading to a more comprehensive solution. From this experience, I learned that effective mentoring involves not only providing guidance but also empowering the mentee to develop their own solutions. By highlighting the source of the problem and encouraging critical thinking, mentors can help mentees build their problem-solving skills and confidence. Additionally, I realized that building trust and rapport is essential in a mentoring relationship. Assuring the mentee of my ongoing support created a safe and supportive environment, which is crucial for effective mentoring. This experience reinforced the importance of empathy, active listening, and open communication in mentoring. Moving forward, I plan to continue using open-ended questions and active listening in my mentoring sessions. I will focus on helping mentees identify the root causes of their problems and encourage them to develop their own solutions. I will also ensure that I provide ongoing support and reassurance to build trust and rapport.
 Furthermore, I will explore additional mentoring techniques and models to enhance my mentoring practice. By continuously reflecting on my experiences and incorporating new insights, I aim to become a more effective and impactful mentor.






[bookmark: _Toc134526806][bookmark: _Toc185158175]Conclusion

In this report, I have explored the concepts of coaching and mentoring, highlighting their definitions, purposes, and key attributes. Coaching is a goal-oriented process aimed at enhancing performance and skills, while mentoring is a broader developmental relationship focused on long-term personal and professional growth. The GROW model, developed by Sir John Whitmore, was critically analysed for its structured approach to coaching, emphasizing goal setting, reality assessment, option exploration, and commitment to action.
Key theories and literature referenced in this report include Whitmore's (2010) "Coaching for Performance," Kram's (1985) "Mentoring at Work," and the GROW model. These sources provided a foundation for understanding the principles and practices of effective coaching (Kram, 1985)and mentoring.
Reflecting on my experiences using Kolb's reflective model, I highlighted the importance of open-ended questions, patience, and focusing on the coachee's agenda. I also emphasized the value of not providing solutions but guiding the coachee to develop their own problem-solving strategies. The SOLER technique was applied to create a supportive and empathetic coaching environment.
My experience in the Coaching and Mentoring module, facilitated by Miss Nishi, was highly engaging and practical. The role plays and interactive sessions helped me develop a deeper understanding of the roles of a coach and mentor. This experience will inform my future work practice by reinforcing the importance of active listening, empathy, and empowering individuals to achieve their goals.
In conclusion, the insights gained from this report and my practical experiences will guide my approach to coaching and mentoring, ensuring that I continue to support and develop others effectively.
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1. Feedback form/ Coaching roleplay
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