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1. [bookmark: _Toc182217335]Introduction  
To improve my efficacy in each capacity, I will use structured frameworks to examine my experiences in coaching and mentoring in my reflective report. The two practical sessions that served as the basis for this report were one on mentoring using the Johari Window and the other on coaching a colleague using the SMART model. I'll use Gibbs' Reflective Cycle, a paradigm that makes it easier to analyse emotions, assess efficacy, and make plans for future development, to think back on these events. 

According to Whitmore (2002), coaching is a process that helps people create and accomplish goals with an emphasis on skill development and performance improvement. 

However, mentoring is a more sustained connection that focuses on both professional and personal development, offering counsel and direction that goes beyond short-term goals (Kram, 1985). Although both coaching and mentoring emphasize development, they are different in terms of structure and goal: mentoring is relational and long-term, whereas coaching is usually task-specific and short-term. 

Using the Johari Window, which examines self-awareness in both professional and personal development, and the SMART model, which aids in setting objectives that are Specific, Measurable, Achievable, Relevant, and Time-bound, I will compare coaching and mentoring throughout this report. Additionally, I'll use Gibbs' Reflective Cycle to assess each practical experience critically and make plans for future practice enhancements. 

[bookmark: _Toc182217336]2. Critical Evaluation of the Purpose of Coaching and Mentoring within a Workplace 
Two essential instruments for workplace development are coaching and mentoring. Although each takes a different tack when it comes to staff development, they frequently collaborate to produce a comprehensive learning environment. Both approaches seek to maximise each person's potential, although they vary greatly in terms of focus, time, and structure. 
Usually goal-oriented and systematic, coaching focuses on improving performance in the short term. Using frameworks such as the SMART model, this method is frequently appropriate for targeting particular abilities or competencies (Doran, 1981). Employees need to know exactly what is expected of them and how their progress will be evaluated, and SMART—Specific, Measurable, Achievable, Relevant, and Time-bound—offers a framework for creating specific, doable goals. 
Coaching encourages accountability and accuracy by concentrating on quantifiable outcomes, which makes it especially useful in settings that are performance-driven or fast-paced. By establishing clear goals within a predetermined timeframe, for instance, a manager can help a worker develop their project management abilities while also enabling a measurable evaluation of their performance. 
Goal Theory (Locke & Latham, 1990), which highlights the motivating advantages of setting difficult but reachable goals, is another source of inspiration for the efficacy of coaching. Clear goals, in accordance with goal theory, focus attention, motivate effort, and boost perseverance—all of which are critical for the development of particular talents. By concentrating on "what" needs improvement, it offers a clear path to development and enables staff members to acquire new abilities in a timely and useful way. 
On the other hand, mentoring adopts a more comprehensive and long-term strategy, encouraging professional and personal development via direction and assistance. Mentoring has more of an emphasis on general growth than coaching, which is usually task-oriented. It assists staff members in navigating their career pathways, comprehending company culture, and gaining insights that might not be immediately connected to their current function. Mentoring relationships, according to Kram (1985), entail the long-term, frequently informal sharing of information, insights, and experiences. Mentoring is more about developing self-awareness, confidence, and a more comprehensive outlook on life and work than it is about achieving short-term objectives.
Tools such as the Johari Window (Luft & Ingham, 1955) are useful in mentoring because they foster open communication and self-awareness. The Johari Window paradigm, which separates self-awareness into "known" and "unknown" facets of an individual, encourages people to investigate both their hidden growth areas and their obvious abilities. A critical step in personal development is for mentees to reflect on comments from others in order to better understand how they are viewed and recognise any blind spots. As mentees learn from mentors' advice and criticism, this model also strengthens the relationship component of mentoring by encouraging a closer bond and greater trust.
In real life, coaching and mentoring work in tandem to produce a strong development plan. Coaching is very helpful in meeting urgent needs because it is perfect for assisting staff members in reaching particular performance goals or acquiring particular abilities. For example, in order to increase productivity, a coach could help a salesperson hone their negotiating abilities or develop better time management strategies. Conversely, mentoring is more appropriate for promoting long-term development, assisting staff members in achieving their professional goals, and guiding them through challenging career choices. For example, a mentor could advise a junior staff member on leadership development, career progression tactics, or striking a balance between work and life.
Mentoring is a long-term commitment to an employee's entire potential, whereas coaching can be seen of as a short-term investment in their present performance. When combined, they create a dynamic approach to growth in which mentoring offers a wider perspective and insights that go beyond daily responsibilities, while coaching can fill in specific skills or deficiencies.
In summary, mentoring and coaching provide different but complimentary advantages for professional growth. Coaching is a methodical approach to reaching short-term, targeted objectives that are frequently closely related to job performance. However, mentoring promotes more extensive professional and personal development by placing an emphasis on self-awareness, long-term assistance, and role modelling. Both strategies are essential to a well-rounded development plan because they give workers the resources they need to succeed in their positions and inspire them to think about and strive for their long-term goals. By strengthening organisational culture and improving individual potential, this dual approach fosters a positive work environment where workers can flourish in both their professional and personal development.


[bookmark: _Toc182217337]3. Critical Analysis of the SMART Model for Coaching 
In coaching, the SMART model—Specific, Measurable, Achievable, Relevant, and Time-bound—offers an organised method for establishing and accomplishing objectives. The SMART framework, which was created by Doran in 1981, is frequently used in workplace coaching to establish specific, attainable goals that prioritse accountability and performance.
The SMART model's focus and clarity are among its benefits. By establishing clear objectives, people are aware of exactly what is expected of them. Tracking progress is made possible by measurable criteria, and realistic aims are guaranteed by attainable goals. Time-bound objectives encourage timely completion, and pertinent goals complement organisational priorities. A team member's productivity can be increased by setting a coaching goal such as "Increase task completion by 20% within the next three months."
However, the SMART approach has disadvantages as well. Its focus on precise, quantifiable goals might make it less useful in circumstances that call for adaptability or inventiveness. Because they could prevent the investigation of more expansive developmental goals or creative thinking, SMART goals can occasionally appear constrictive. 

For performance-oriented coaching in structured settings, such as increasing job efficiency or hitting sales goals, the SMART approach works very effectively. But in coaching situations centered on soft skills, like leadership or interpersonal development, where qualitative gains are harder to measure, it might be less successful. 

[bookmark: _Toc182217338]4. Reflection on Practical 1 (Coaching Experience with SMART Model) 
During my first coaching session, I helped a team member create a goal to improve their time management abilities by using the SMART model. I then used Gibbs' Reflective Cycle to evaluate my strategy and pinpoint both my advantages and disadvantages.
Description: I am currently a supervisor for a cleaning firm, and I have set a SMART goal to advance to a managerial position within the next year. We made this decision throughout the session. This objective was Time-bound, Relevant, Specific, Measurable, and Achievable. My responsibilities included finishing management training, enhancing team output, and communicating my progress to higher management on a regular basis!
Feelings: Because the SMART model offered a systematic framework, I felt comfortable using it. I'm anxious, though, because taking on a manager role entails additional responsibility!
Evaluation: The team members valued having a quantifiable goal, and the session's structured approach allowed them to focus on reaching a clear outcome. However, because I was so preoccupied with finishing each SMART model component, I realised I had lost the chance to investigate the fundamental variables influencing time management.
Analysis: With a defined strategy (SMART objective), the circumstance indicates that I am headed in the correct direction, but there are still some things I need to work on! I've determined that leadership development will be essential, and I can use the other managers' experience to close knowledge gaps!
Conclusion: I learnt from this experience that although SMART objectives offer useful structure, effective coaching necessitates adaptability to meet the needs of each individual.
Action Plan:To ensure a more thorough approach in future coaching sessions, I will utilise the SMART model as a framework while being receptive to talking about more general issues.

[bookmark: _Toc182217339]5. Reflection on Practical 2 (Mentoring Experience with Johari Window )
In my second session, I used the Johari Window to help a mentee explore their leadership style and gain self-awareness. Applying Gibbs’ Reflective Cycle helped me critically analyze the session.
Description: The four quadrants of the Johari Window—Open, Blind, Hidden, and Unknown—help people become more self-aware and provide feedback. To identify any blind spots in their leadership style, I talked with the mentee about comments from colleagues and urged them to consider the attributes they recognised in themselves (Open).
Feelings: I felt initially nervous, as discussing Blind areas required a sensitive approach. However, I felt more confident as the mentee responded positively to constructive feedback.
Evaluation: The mentee's self-awareness increased as a result of the session. They valued the supporting approach to tackling Blind areas and the insights into their Open attributes. It was difficult for us to properly identify these unknown features in the Unknown quadrant, though, without more experiences or comments.
Analysis: A meaningful discussion on the mentee's strengths and areas for development was facilitated using the Johari Window. One of my strengths was my capacity to promote sincere introspection and helpful criticism. I could have improved my plans for investigating the Unknown Quadrant, though, maybe by offering ideas on how to get input from more people.
Conclusion: I learned that mentoring with the Johari Window fosters self-awareness and can deepen mentee engagement through feedback.
Action Plan: In future mentoring sessions, I will explore using other techniques alongside the Johari Window, such as 360-degree feedback!
[bookmark: _Toc182217340]6. Conclusion 
This study concludes by examining my experiences in coaching and mentoring, highlighting the distinct advantages and disadvantages of each strategy, and discussing the use of structured models such as the Johari Window in mentoring and the SMART model in coaching. This reflection has helped me to see how these frameworks assist growth in different ways, each of which plays a unique but complementary function in guiding and enhancing the developmental processes involved. 
Coaching has proven to be helpful in promoting performance improvements when it is organised around clear, quantifiable goals. I created a roadmap for success and accountability by using the SMART approach to help me set attainable goals. By using this framework, coaching sessions were kept on track and each goal served as a springboard for a more significant one.
But my experience also showed that although SMART goals offer useful clarity, they also call for some adaptability to handle unique demands and unforeseen obstacles. In reality, no two coaching sessions are the same; the results are influenced by a variety of personalities, learning preferences, and involvement levels. I learnt from this experience how crucial flexibility is to the coaching process. In the future, I want to use a more individualised approach in my coaching work, adjusting objectives to each person's particular strengths and weaknesses while preserving the structure and focus that SMART goals offer. 
However, mentorship allowed me to take part in a more thorough and reflective process that prioritised long-term growth and self-awareness. This experience was mostly guided by the Johari Window concept, which promotes candid introspection, vulnerability, and feedback—all of which are critical elements of human growth. The Johari Window promoted mutual trust and self-discovery by examining both known and unknown facets of the mentees and myself. It offered a methodical approach to addressing blind spots and developing a more profound comprehension of human qualities that influence one's life on both a personal and professional level. The ability of feedback to increase self-awareness and help mentees identify areas for improvement that may not have been obvious to them was highlighted by this experience. 
My mentoring experience did, however, also highlight several drawbacks of depending only on self-awareness models. Even while the Johari Window works well for revealing both known and unknown traits, it became clear that other tactics can be helpful, particularly when dealing with intricate or deeply rooted behaviours. This has inspired me to investigate additional strategies, such as guided storytelling exercises or reflective questioning techniques, which can help mentees address unconscious patterns or values that influence their professional lives. To provide a more thorough developmental experience that goes beyond quick insights and explores long-term personal progress, I intend to incorporate these methods into my mentoring relationships in the future.
These coaching and mentoring experiences will have a significant impact on how I approach professional growth at work going forward. I will try to strike a balance between structure and flexibility in my coaching, understanding that although defined, quantifiable goals are important, each person's requirements must be met through an individualised approach. I will be able to respond to unforeseen obstacles that come up during the coaching process while maintaining goal focus thanks to this balance. I will continue to place a high value on self-awareness in mentoring, fostering an atmosphere where colleagues feel comfortable discussing their goals, weaknesses, and strengths. To increase this influence, I plan to use extra techniques to go into less accessible regions and assist mentees in developing a more comprehensive view of who they are and of what they are capable.
In the end, these coaching and mentoring thoughts highlight the value of adaptability, feedback, and a dedication to lifelong learning in the process of development. I hope to provide colleagues with a sophisticated and encouraging approach that promotes both short-term skill improvement and long-term personal growth by incorporating these findings into my work. In addition to increasing my efficacy as a coach and mentor, this well-rounded strategy will support an environment at work that encourages development, flexibility, and self-discovery, enabling both individuals and groups to realise their greatest potential.
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