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Coaching and mentoring play a key role in career growth and company success. This report looks at my own experiences as both a coach and mentee in planned sessions examining these through well-known theories. The report will take a close look at how coaching and mentoring work in real jobs focusing on the use of the SMART and GROW methods for coaching and the Johari Window and Karpman Triangle for mentoring. These thoughts will be organized using Gibbs' Reflective Cycle, a step-by-step way to break down experiences and learn how to do better next time.
Coaching is a growth-focused partnership where the coach helps the coachee to grow by assisting them to pinpoint and reach specific targets (Grant 2014). Mentoring, on the other hand, involves a longer-term connection where a mentor offers guidance, feedback, and backing based on their own know-how and skills (Clutterbuck, 2004). While both aim to boost learning and growth, coaching tends to focus on tasks and goals, while mentoring covers wider, career-centered development.
A good coach shows they're listening, understands feelings, can change their approach, and asks questions that make the person they're coaching think and feel empowered (Whitmore, 2017). In the same way, a good mentor builds trust, gives helpful feedback, and helps the person they're mentoring understand themselves better (Clutterbuck & Lane, 2004). In this report, I'll talk about how I used these skills in my sessions, looking at relevant theories and models to show what I did well and where I can improve.
This report looks back on what happened to give a detailed picture of how to make coaching and mentoring better for personal and work growth. It combines ideas from theories with real-life experiences to help improve future coaching and mentoring at work.
[bookmark: _Toc182627473]Critical Evaluation of the Purpose of Coaching and Mentoring Within a Workplace
Coaching and mentoring play key roles in promoting growth, boosting skills and enhancing performance at work. They serve different but complementary purposes helping both individuals and organizations to develop (Garvey et al., 2021). Coaching focuses on tasks and aims to tackle specific challenges and help achieve goals. Mentoring, on the other hand, concentrates on long-term career and personal growth by sharing knowledge and experience (Clutterbuck, 2008).
The main goal of coaching at work is to boost individual performance and reach specific targets. (Connor and Pokora, 2017) point out that coaching has a strong impact on building skills filling knowledge gaps and increasing responsibility. By zeroing in on measurable aims, coaching links employee growth to company goals, which boosts output and involvement (Pousa and Mathieu, 2014). As an example, in my coaching meeting, I used the SMART method to help the mentee improve their emotional intelligence, a key skill for workplace connections and leadership. This organized approach makes sure everything is clear and progress can be tracked, which backs up how well coaching works to achieve specific results (Tofade et al., 2012).
Mentoring, in contrast, is often used to give wider career advice, grow professional connections, and boost confidence. (Liao and Sánchez, 2019) say mentoring creates a growth-focused relationship where the mentor shares insights and backs the mentee based on their experience helping them navigate tricky company settings. In my mentoring session using the Johari Window model, the goal went beyond just improving skills to increasing self-awareness and people skills allowing the mentee to develop as a leader.
Although coaching and mentoring both aim to develop people, they have key differences. Coaches work with clients for a short time, use a structured approach, and focus on specific goals. They help clients find their own answers. Mentors build long-term relationships to guide and serve as role models for mentees (Grant, 2020). Coaching unlocks a person's potential by encouraging them to solve problems themselves (Boyatzis et al., 2019). Mentoring often involves giving direct advice and sharing knowledge. I saw this difference in my own work. As a coach, I helped my student client set their own goals using the SMART method. As a mentor, I gave direct feedback and ideas to improve using the Johari Window tool.
Both methods have a lot in common when it comes to boosting self-awareness and improving people skills. (Goleman, 2006) stresses how important emotional smarts are—a key goal in coaching and mentoring alike—showing how they affect leadership, teamwork, and company success. My coaching session tried to build up emotional intelligence through clear goal-setting, while the mentoring session used feedback to uncover blind spots and hidden talents, both working towards this shared growth aim.
Companies use coaching and mentoring to meet many different needs, from helping new hires settle in to building future leaders. These practices help keep talented staff, make employees happier, and create an environment where people always want to learn. Mentoring programs can also boost diversity and inclusion (Williams, 2020). They do this by giving underrepresented groups a chance to get guidance and support, which helps level the playing field for career growth.
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I'll use Gibbs' Reflective Cycle to analyze my first coaching and goal-setting assessment. I'll focus on my role as the coach and how I used the SMART model to help the coachee. This reflection will look at what went well and what I can do better to improve my future work.
Description
During this meeting, I helped Tauqir, my mentee set a goal to boost his emotional intelligence. We used the SMART method to make sure the goal was clear and doable. We started by looking at Tauqir's big picture aim of getting to grips with emotional intelligence. Then, we narrowed it down to finishing an online course. We went through each part of SMART together making sure the goal was well-defined, easy to measure, and in line with what Tauqir wants to achieve in his work. To wrap up, we came up with a plan for Tauqir to keep track of how he's doing by writing in a journal and to chat about it again later.
Feelings
At first, I felt sure about using the SMART model, since it has a clear structure and works well to set goals. But as we talked more, I noticed the mentee seemed unsure about stating clear goals. I felt I needed to guide them without pushing my own thoughts. I was happy I could create a team-like atmosphere, but I also wasn't certain if I gave the mentee enough room to take charge of the process.
Evaluation
The session had a few good points. First, the SMART model worked well to give a clear structure, which helped the mentee sharpen their goal and come up with steps they could take. My skill in listening and asking open questions, like "What do you want to get out of this course?" led to a good talk and got the mentee involved. Also, I suggested using a journal to keep track of progress. This added a way to think about things, which fit well with what the mentee wanted - to grow as a person.
But there were some parts of the session that could've been better. For instance, while I pushed the mentee to set their goal, I sometimes found myself guiding the talk too much, which might have cut down on their freedom. Also, I could've dug deeper into possible hurdles, like how the mentee planned to keep going if they hit snags during the course. These gaps show we need a more even approach that builds both structure and independence.
Analysis
When we look at the session through Gibbs' model, we can see that getting ready and listening well were our strong points. The SMART model gave us a good starting point, but how well it worked depended on how I led the talk without taking over. (Redshaw, 2000) says good coaching helps the person being coached come up with their own answers. This means we need to find a balance between guiding and letting them be independent. By sometimes steering the conversation, I might have gone against this idea, which could have limited the mentee's chance to own their goal.
Also, the session highlighted how crucial it is to tackle potential roadblocks to success. (Hargrove, 2008) stresses that good coaching involves foreseeing and preparing for challenges, which this session could have handled better. For example, talking about ways to handle work deadlines or keep motivation high could have given the mentee more support for their goal.
Conclusion
Looking back on this session, I see the worth of building a team-like and supportive setting as well as how important it is to let the mentees take charge of their goals. While the session did what it set out to do - set a clear doable goal - it also showed where things could get better in striking a balance between giving guidance and letting the mentee be independent.
Action Plan
To make my future coaching sessions better, I'll ask more open-ended questions. This will push the person I'm coaching to think hard about what they want to achieve and how to get there. I'll also set aside time to look at possible roadblocks and come up with ways to deal with them., after each session, I'll think about how I coached. I'll use feedback and tools like Gibbs' model to keep getting better. This process of looking back will help me become a coach who can make a difference helping the people I mentor to grow in meaningful ways.
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I'll use Gibbs' Reflective Cycle (1988) to think about my graded experience as a mentor. I'll focus on how I used the Johari Window model to give feedback. This exercise will look at what went well and what didn't in the session. It'll also help me learn from what happened and come up with ways to be a better mentor next time.
Description
During this mentoring session, I met with Tauqir to discuss their emotional intelligence growth using the Johari Window model. We focused on the "open," "blind," and "hidden" areas of self-awareness. I gave Tauqir feedback on their strengths, like their skill in showing empathy in one-on-one talks. I also pointed out possible blind spots such as their reluctance to show emotions when in groups. I also asked Tauqir to share hidden aspects of their emotional intelligence challenges. This led to a talk about their troubles managing emotions when stressed. To end the session, I suggested some practical steps. These included being more expressive in meetings and embracing vulnerability to form deeper bonds with others.
Feelings
I started the session feeling pretty sure of myself with the Johari Window model giving me a clear plan. This model helped me zero in on certain parts of the mentee's self-awareness and give helpful feedback. But I was also a bit wary about pointing out blind spots, worried that my feedback might sound too harsh. When we wrapped up, I felt good about how open the mentee was, but I also realized I could have spent more time talking about specific steps to take.
Evaluation
The meeting had quite a few good points. For starters, the Johari Window model turned out to be a useful way to shape our talk. It gave us a solid plan to chat about strong points and things to work on keeping things fair. I also think I built a good connection, which made the mentee feel comfortable sharing hidden issues . This openness led to a deeper talk about how to handle stress and feeling exposed, which was a big step forward.
But we could've made the session better in some ways. I did a good job pointing out strengths and blind spots, but we should've spent more time working together to create steps to improve. For example, the mentee said they wanted to speak up more in team meetings, but we didn't make a detailed plan to track progress or tackle possible problems. Also, while I connected my feedback to the mentee's work situation, I could've linked it more to their long-term goals to make sure my advice fit with their overall growth.
Analysis
The session highlighted how crucial it is to strike a balance between giving feedback and getting results you can act on. Clutterbuck (2004) points out that good mentoring doesn't just offer insights but also helps create practical ways to change. While the Johari Window model helped with self-awareness, the session didn't focus enough on turning insights into a clear plan. What's more, Whitmore (2017) stresses that feedback should give mentees power making them feel in control of their growth. My hesitation to explore action planning deeply might have held back the mentee from fully taking in the feedback.
Conclusion
The mentoring session helped build self-awareness and sparked a good talk about emotional intelligence. Yet, it didn't give enough clear steps to turn the feedback into real improvements. This shows we need a more even approach that mixes thoughtful insights with hands-on strategies.
Action Plan
To make future mentoring sessions better, I'll make sure feedback talks end with clear doable steps. This means setting goals we can measure looking at possible roadblocks, and making plans to check progress. I'll keep using tools like the Johari Window, but I'll add other methods that focus on planning actions, like the GROW model. Also, I'll ask mentees what they think about how useful the session was and use what they say to make my approach better. By focusing on these ideas, I want to give mentoring experiences that have more impact mixing self-awareness with real chances to grow.
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This reflective report has taken a deep dive into my coaching and mentoring experiences at work. It has highlighted how I've used structured models and put reflective practices into action to boost my professional growth. Important theories and frameworks have given me a solid base to analyze my strong points and areas to improve in both roles. These include the SMART model to set goals, the Johari Window to increase self-awareness, and Gibbs' Reflective Cycle.
As a coach, I learned how crucial it is to balance giving advice with letting people work things out on their own. This ensures the person being coached takes charge of what they want to achieve. Using the SMART model helped me to have a focused, goal-driven talk. (Whitmore, 2010) idea about making the coached person feel more capable guided my approach. In my role as a mentor, I used the Johari Window model to give helpful feedback and help people understand themselves better. (Clutterbuck, 2008)thoughts on mentoring showed me the need to create a relationship that mixes feedback with steps to act. I realized this was something I needed to get better at in my sessions.
These experiences have shown how important good communication careful listening, and giving helpful feedback are in coaching and mentoring. Going forward, I plan to add more organized action planning to my mentoring talks. I'll use methods like the GROW model along with thinking tools like the Johari Window. I'll also keep using reflective practices to check and improve how I do things.
To wrap up, these experiences have given me a deeper grasp of coaching and mentoring and why they matter at work. They've given me useful skills and ideas that will shape how I work in the future. This ensures I can help my coworkers grow and help achieve what our organization aims for.
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