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[bookmark: _Toc182509194]Introduction 
In this report, I will critically evaluate my experiences with coaching and mentoring within a workplace context, focusing on two practical sessions: one using the SMART model for coaching in goal setting and the other utilizing the Johari Window model for mentoring in feedback. Reflecting on these sessions through Gibbs' Reflective Cycle, I aim to assess their impact on my personal and professional development. Gibbs' Reflective Cycle is a structured model for reflection, guiding individuals through stages of description, feelings, evaluation, analysis, conclusion, and an action plan. This process helps deepen understanding and drive continuous improvement by encouraging systematic analysis of experiences (Gibbs, 1988).
While coaching and mentoring are often discussed together, they serve distinct purposes. Coaching is generally a structured, task-focused approach aimed at enhancing specific skills and achieving clearly defined objectives (Passmore & Fillery-Travis, 2011). Mentoring, by contrast, takes a holistic, relational approach that fosters broader career and personal growth, focusing on long-term development (Garvey, Stokes & Megginson, 2014). Both coaching and mentoring require high levels of empathy, effective communication, and skillful questioning. Successful coaches, for example, excel in active listening, challenging assumptions, and demonstrating resilience (Grant, 2014).
In exploring my sessions, I will draw upon relevant theories and models to highlight the strategic value of these practices within a professional environment. These theoretical frameworks provide critical insights into the distinct skills, attitudes, and attributes necessary to excel in both coaching and mentoring, as well as their unique contributions to professional growth and organizational success (Clutterbuck, 2013). 







1. [bookmark: _Toc182509195]Evaluating Coaching and Mentoring in the Workplace
Coaching and mentoring play essential roles in modern organizations, facilitating employees’ skill development, professional growth, and career satisfaction. While both approaches support organizational and individual development, they serve distinct purposes. Coaching typically emphasizes immediate, skill-specific improvement, aiming at goal achievement and performance enhancement. Mentoring, on the other hand, is oriented toward career guidance and broader personal development, often involving knowledge sharing between experienced and newer employees (Jones, Woods & Guillaume, 2016; Clutterbuck, 2004).
In coaching, the focus is on short-term objectives and skill-building. Coaching interventions often use structured models like SMART or GROW to help employees develop specific skills or overcome challenges, which can lead to immediate performance improvements (Passmore, 2010). For example, a coach might work with an employee on managing time more effectively to meet tight project deadlines. This structured approach is beneficial in scenarios where organizations need quick performance results, aligning with business goals and addressing specific areas for improvement (Jones et al., 2016). Research suggests that coaching positively impacts self-efficacy and performance, particularly when objectives are clearly defined and linked to measurable outcomes (Bozer & Jones, 2018).
Mentoring differs from coaching in its long-term, developmental focus. It generally involves fostering a more relational connection, often between senior and junior employees, with an emphasis on the mentee’s career growth and personal development. Through mentoring, individuals gain insights and knowledge that support broader career progression, with mentees often developing skills for future leadership roles. Mentoring promotes job satisfaction and long-term engagement by creating a sense of belonging and support within the organization (Garvey, Stokes & Megginson, 2014). It is particularly beneficial in nurturing talent, as it provides employees with insights into organizational culture and career pathways, which are often essential for retention and career advancement (Kram, 1985). Research highlights that mentees experience increased career satisfaction and confidence as a result of mentoring, as well as enhanced motivation and engagement (Clutterbuck, 2014).
A critical difference between these practices is the structured, performance-focused approach in coaching versus the flexible, growth-oriented approach in mentoring. Coaching sessions are usually shorter, with a defined agenda and specific, measurable objectives, whereas mentoring is less formal and may involve open-ended discussions about career aspirations and personal growth (Megginson & Clutterbuck, 2005). For instance, a coaching session might focus on improving a specific competency, such as communication skills, whereas a mentoring relationship could involve preparing a mentee for a leadership position, potentially over a period of years (Garvey et al., 2014). By nurturing broader capabilities and resilience, mentoring contributes to long-term talent development within the organization (Clutterbuck, 2004).
Despite these distinctions, both coaching and mentoring foster a supportive environment where employees feel empowered to expand their skills and realize their potential. Each approach contributes to creating an organizational culture centered around continuous learning and professional development. For example, organizations that integrate coaching and mentoring as part of their development programs benefit from enhanced employee satisfaction, motivation, and organizational loyalty (Bozer & Jones, 2018). Additionally, these approaches can support the development of key skills and competencies that are essential in today’s dynamic business environment, such as adaptability, leadership, and strategic thinking (Kram, 1985).
2. [bookmark: _Toc182509196]Critical Analysis of a Specific Model of Coaching 
The SMART model is a structured framework widely applied in coaching to help coachees set clear, achievable goals and maintain focus and accountability. Standing for Specific, Measurable, Achievable, Relevant, and Time-bound, this model guides the goal-setting process by breaking down broader objectives into tangible and manageable targets. First introduced by George T. Doran in 1981, SMART’s structured approach offers a strategic way to convert general intentions into well-defined goals, making it highly effective for workplace coaching focused on performance improvement (Doran, 1981). Each element of the SMART model serves a unique purpose, ensuring that the goals set are clear, realistic, and can be achieved within a specific timeframe (Lawlor & Hornyak, 2012). 
[image: A diagram of a diagram

Description automatically generated]







(the source designed by the author, 2024)
The strength of the SMART model lies in its emphasis on specificity and measurability, which help coachees stay focused on clear targets rather than ambiguous aspirations. For example, setting a goal to “improve communication skills” may be too vague to track, but a SMART goal might specify “enhance active listening and response clarity in team meetings within three months.” By defining success in precise terms, the SMART model ensures that both the coach and the coachee have a shared understanding of the intended outcome (Lawlor & Hornyak, 2012). Additionally, a specific goal provides a stronger foundation for tailored coaching plans that support engagement by making the steps toward success clear and actionable.
The measurable component of SMART adds significant value in maintaining motivation. Goals that include measurable criteria offer the coachee a way to track their progress, which has been shown to enhance self-efficacy and motivation, increasing the likelihood of success (Locke & Latham, 2002). For example, a measurable objective for productivity improvement could be “reduce task completion time by 15% in the next quarter.” These quantitative benchmarks offer coachees a visible way to assess their achievements, celebrate progress, and stay encouraged along the journey. However, the model’s insistence on measurable outcomes can sometimes limit its applicability to goals where success is more qualitative, such as boosting team morale or fostering a positive organizational culture (Grant, 2014).
The SMART model’s focus on achievability is another valuable feature, as realistic goal-setting encourages sustained motivation and minimizes the risk of burnout. According to research, goals that are too challenging often lead to frustration, while overly simple goals fail to stimulate growth (Grant, 2014). In the workplace, the achievability aspect is essential as it allows the coachee to stretch their abilities without setting them up for potential disappointment. For example, a new manager might set an achievable goal to implement one new team feedback method per month, rather than attempting to overhaul an entire performance review process within the same period. This moderation ensures steady progress without compromising the coachee’s confidence or well-being (Davidson & McEwen, 2009).
Another important feature of the SMART model is relevance, which ensures that the coachee’s goals align with their personal ambitions and the organization’s objectives. This alignment reinforces the meaningfulness of the coaching process by clarifying how individual development goals connect to broader company goals. For example, if an organization emphasizes collaboration, a relevant goal might involve enhancing teamwork strategies, supporting both the coachee’s personal growth and organizational cohesion (Passmore & Fillery-Travis, 2011). However, some researchers argue that the focus on organizational relevance can limit personal exploration, as goals might become overly oriented toward corporate values rather than the individual’s unique aspirations (Garvey et al., 2014).
The time-bound component of SMART goals brings urgency and structure, helping coachees maintain momentum and avoid procrastination. Setting both short-term and long-term timelines allows coaches to support coachees through the challenges of goal attainment while ensuring a steady progression toward the desired outcome. For instance, in a time-bound setting, a coachee aiming to improve leadership skills might set a six-month timeframe to develop team delegation abilities with monthly reviews. This structure not only offers a clear end date but also promotes regular reflection, allowing the coachee to recalibrate if necessary (Mento, Steel, & Karren, 1987).
Despite its strengths, the SMART model has limitations, particularly in cases where goals involve complex personal development, such as building emotional resilience or fostering adaptability. The SMART model’s structured, outcome-focused approach may be less suited to coaching that involves reflective practices or exploratory goals, where success cannot always be quantified. In these cases, alternative models that allow for flexibility and ongoing adjustment may be more effective (Lawlor & Hornyak, 2012). For instance, while the SMART model is ideal for coaching that emphasizes specific performance enhancements, like boosting sales figures, it may not serve coachees seeking a broader transformation in interpersonal skills or self-awareness as well.
3. [bookmark: _Toc182509197]Reflective Analysis of Coaching and Mentoring Tasks
This section reflects on my roles in two structured coaching and mentoring tasks, focusing on both my experiences as a coach and coachee, and as a mentor and mentee. Using Gibbs’ Reflective Cycle, I will analyse what worked well and where there were challenges. This model offers a structured approach to reflect on experiences through six stages: Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan (Gibbs, 1988). Feedback from our lecturer underscored our effectiveness and professionalism during these sessions, which I aimed to uphold throughout.
[bookmark: _Toc182509198]Reflecting on Task 1 (Week 6): Coaching and Goal Setting
Description
In Task 1, I undertook the role of a coach to help Ashfak with time management using the SMART model (Doran, 1981). SMART, as a goal-setting framework, structures goals to be Specific, Measurable, Achievable, Relevant, and Time-bound, and in this context, I supported Ashfak in creating time-based goals to manage his daily work priorities. Ashfak, in turn, took on the role of coach to guide me in improving my report-writing skills, using the GROW model (Whitmore, 2009). His coaching encouraged me to identify goals, assess my current situation, explore various report-writing techniques, and determine the way forward.
Feelings
Initially, I felt confident about the SMART model’s effectiveness, having previously observed its value in task management. I was also conscious of the responsibility to structure the session professionally, as emphasized by our lecturer. Dennis noted that my calming approach was beneficial, which reinforced my positive feelings toward the session. However, as a coachee, I felt somewhat nervous about fully committing to Ashfak's guidance, unsure if my approach to reporting writing could align with his advice.
Evaluation
One strength in my approach as a coach was my effective use of follow-up questions, which Dennis acknowledged positively, demonstrating active listening and maintaining Ashfak’s engagement. The SMART model allowed us to set clear, actionable time management goals, which I tailored to address his needs. As a coachee, Ashfak's use of the GROW model encouraged me to break down my reporting process into manageable steps, helping me recognize areas to develop, like structure and clarity in report writing. However, the session highlighted that I sometimes took a too-directive approach with SMART, and I realized I could have facilitated more exploration on Ashfak’s part. Dennis also noted that my initial focus on getting Ashfak to specific outcomes could have been more flexible to allow him to explore his priorities more broadly.
Analysis
In analysing this experience, it became evident that using a structured model like SMART has notable advantages, particularly when specific outcomes are required. SMART’s time-bound element provided a strong sense of accountability for Ashfak, which led to increased motivation. Research by Locke and Latham (2002) supports this structured approach, linking goal specificity to improved performance. However, the need for flexibility in coaching, as Rogers (2012) highlights, suggests that a more balanced approach between structure and coachee exploration would have been beneficial. The GROW model also fostered my self-reflection on report-writing, as I could identify challenges and engage in the process more deeply.
Conclusion
This task illuminated the importance of adaptability in coaching, especially when applying structured models. Moving forward, I plan to maintain a balance between guiding the coachee with SMART goals and allowing for greater self-exploration. As a coachee, my experience with the GROW model showed me the benefits of a structured yet flexible approach, as it facilitated my development in report writing.
Action Plan
In future coaching roles, I aim to allow more room for coachee-led reflection and not only goal setting. Additionally, I will seek further training in active listening to support coachees with open-ended guidance, ensuring their goals are self-driven. This aligns with insights from Passmore and Fillery-Travis (2011), who advocate for a coachee-centric approach to goal setting.
[bookmark: _Toc182509199]Reflecting on Task 2 (Week 8): Mentoring and Feedback
Description
In Task 2, I served as a mentor to support Ashfak in developing decision-making skills, using the Johari Window model for feedback. The Johari Window, which includes aspects of self-awareness and self-disclosure, allowed us to explore Ashfak’s perception of his strengths and develop ment areas (Luft, 1969). As a mentee, Ashfak guided me through conflict management strategies using the Karpman Drama Triangle, which identifies roles in conflicts: the Victim, Persecutor, and Rescuer (Karpman, 1968). His mentorship guided me to assess my own approach to managing conflicts within my team.
Feelings
Initially, I was enthusiastic about mentoring Ashfak, as I believed the Johari Window’s framework would help him discover insights into his decision-making style. The feedback from Dennis that our session had set a high standard for professionalism also gave me pride and motivation to deliver the best guidance. When Ashfak mentored me on conflict management, I felt intrigued by the Drama Triangle’s relevance to my challenges, but I was also initially hesitant to fully engage with the “Victim” role concept, fearing it might expose weaknesses.
Evaluation
In terms of strengths, the Johari Window model enabled open discussions about Ashfak’s decision-making perceptions, with feedback from both of us adding valuable insights. My focus on actionable goals and reinforcing his timeframe made the mentoring session practical and relevant. However, guiding Ashfak to identify more “unknown” areas about himself—one of the model’s critical areas—was challenging. As for my experience as a mentee, the Drama Triangle provided a new perspective on conflicts by allowing me to identify when I may slip into the Rescuer role. Feedback from Dennis emphasized the effectiveness of these discussions, as Ashfak and I were able to reflect deeply, setting a positive example for our peers.
Analysis
The Johari Window model offered value in mentoring by encouraging both self-awareness and transparency, consistent with Rogers’ (2012) emphasis on open communication in mentorship. Research by Garvey, Stokes, and Megginson (2014) further emphasizes the importance of self-reflection in mentoring relationships. The Karpman Drama Triangle effectively addressed my role in conflict resolution, revealing how often I may try to “rescue” team members, a role that, according to Hawkins and Smith (2006), can lead to burnout over time.
Conclusion
Task 2 highlighted the power of structured models in mentoring and feedback, emphasizing the value of self-awareness in decision-making and conflict resolution. Moving forward, I recognize the need to challenge mentees more to explore unknown areas in self-perception and avoid overly supportive roles in conflict.
Action Plan
To improve as a mentor, I aim to create sessions that incorporate feedback exercises that explore the mentee’s “blind spots.” As a mentee, I plan to be more open to conflict-management tools like the Drama Triangle, committing to understanding each role in conflict situations to better manage team dynamics.
4. [bookmark: _Toc182509200]Conclusion
This report has explored the critical functions of coaching and mentoring within the workplace, highlighting how structured models, such as SMART and Johari Window, support goal achievement and self-awareness. The theoretical frameworks of Goleman’s Emotional Intelligence model and Gibbs’ Reflective Cycle have informed the analysis, emphasizing the importance of structured goal-setting and feedback. These models facilitated targeted skills development for Ashfak and myself, aligning with organizational goals and fostering personal growth through clear, actionable steps (Goleman, 1998; Gibbs, 1988).
Reflecting on Task 1, I found that coaching can provide immediate, measurable improvements in areas like time management by guiding the coachee with precise SMART goals. Task 2 further illustrated the value of self-discovery in mentoring, where the Johari Window supported open dialogue, and the Karpman Drama Triangle illuminated aspects of conflict management. Dennis’ feedback was invaluable, affirming our professionalism and approach as a high standard for peers, which bolstered confidence in our methods.
Moving forward, these experiences will influence my approach to future coaching and mentoring roles in several ways. Firstly, I plan to balance structure with flexibility, allowing coachees and mentees more autonomy in their development. Additionally, incorporating feedback mechanisms will be essential, ensuring that each session remains relevant and productive. By applying these insights to future professional interactions, I can better support colleagues’ growth, enhance team dynamics, and contribute to a culture of continuous learning in the workplace (Garvey, Stokes, & Megginson, 2014).
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