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[bookmark: _Toc193324152]Introduction
Coaching and mentoring are integral to the career and self-fulfillment, especially within the workplace. Coaching is a formal, outcome-focused process for developing performance while mentoring is an open-ended process of personal and career development (Garvey and Stokes, 2021). Thus, the key difference is that coaching is action-oriented, and it aims at attaining particular goals within a definite period. In contrast, mentoring helps the protege develop throughout their career and define their role and position (Viera, 2021).
In evaluating the coaching and mentoring experiences, this report employed Gibbs ‘analytical structure known as Gibbs’ Reflective Cycle. The model comprises six elements that are description, feelings, evaluation, analysis, conclusion, and the action plan as proposed by Gibbs (Greco and Kraimer, 2020). In the reflection, the participant will critically evaluate the role of coaching and mentoring in an organization, evaluate the SMART model of goal-setting in coaching, and share the participant’s experience both as a coach and a coachee. The use of such theories and models as Force Field Analysis as well as the different psychological capital-building strategies will also be discussed to illustrate their applicability.
Coaching is a technique that involves active listening, questioning, and constructive communication skills, among others (Grant, 2020). Mentoring on the other side requires interpersonal and personal skills, compassion as well a long-term career. It is therefore important to understand the differences and similarities between the proactivity and the use of the two appraisals to promote a positive organizational culture toward growth.


[bookmark: _Toc193324153]Critical Evaluation of the Purpose of Coaching and Mentoring in the Workplace
[bookmark: _Toc193324154]The Role of Coaching in Employee Development
Coaching has become popular in organizations to develop and refine employees, to help them maximize their ability, and to unleash their potential. It defines its intervention activities in a systematic manner, which aims at achieving established goals and supports organizational aims and objectives within the workplace (Grant, 2020). It suggests specific targets and performance standards in the process of coaching so that individuals can change particularly in their competency and scope of practice. From the research, it is evident that any organization that embraces coaching receives the effects of an increase in productivity, innovation, and development of leadership skills (Atkinson, Watling, and Brand, 2022).
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Figure 01: The Role of Coaching, (Greco and Kraemer, 2020)
Coaching facilitates responsibility and problem-solving skills within an organization by demanding the highest levels of personal responsibility and independent thinking (Greco and Kraimer, 2020). Through critical reflection and feedback, one gets to understand one strengths and weaknesses as an employee. Furthermore, coaching also benefits career advancement because the needed leadership competencies are developed among employees (Murrell, Blake-Beard, and Porter Jr, 2021).
[bookmark: _Toc193324155]The Impact of Mentoring on Career Progression
Mentoring unlike coaching is long-term, it helps mentees receive a wide vision of their career paths. Compared to coaching, which is more formal and goal-oriented, mentoring builds more personal and ongoing professional connections (Garvey and Stokes, 2021). Firstly, the use of mentoring ensures that there is positive personality development since the attributes of the mentor are emulated by the mentee, secondly, the process ensures the transfer of knowledge and experiences whereby the mentor recommends actions in contentious issues (Toh et al., 2022). 
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Figure 02: The Role of Mentoring (Okolie et al., 2020)
There are many reasons why organizations run successful mentoring programs which are; employee engagement and retention. According to the literature, every employee who receives the services of a mentor is likely to be loyal to the organization, according to his or her perceived support towards his or her career path (Okolie et al., 2020). Also, mentoring helps develop equal opportunities in the workplace since workers belonging to minorities are offered the chance to be connected with professional bodies and possibly promotions (Mullen and Klimaitis, 2021).
[bookmark: _Toc193324156]Comparing and Contrasting Coaching and Mentoring in the Workplace
Coaching and mentoring are two methods of professional development but they are different in such aspects as structure, time, and objectives. Coaching is more formal, time-bound, and focused on specific work-related objectives while mentoring is more informal, long-term, and broader organizational development focus (Murrell, Blake-Beard, and Porter Jr, 2021). Coaching is normally top-driven and is oriented on enhancing on-the-spot performance, for instance, technical competency. On the other hand, mentoring tends to be more naturally occurring where the senior personnel support the junior employees and advise them on career paths and self-advancement (Garvey and Stokes, 2021).
	Category
	Coaching
	Mentoring

	Duration
	Short-term
	Long-term

	Structure
	Formal, structured
	Informal, relationship-based

	Focus
	Skill development and performance
	Holistic career and personal growth

	Initiation
	Organization-driven
	Mentee-driven or organic

	Approach
	Goal-oriented, measurable
	Guidance-based, continuous support


Table 01: Key Differences between Coaching and Mentoring (Greco and Kraimer, 2020).
However, one will find that both coaching and mentoring are powerful tools when adopted in an organization's development plan. Coaching is important in the realization of short-term employees’ objectives while mentoring is critical for mid to long-term career development and job satisfaction (Susanto and Sawitri, 2022). Ideally, both paradigms should be integrated into organizations as they tap into the learned capabilities of talent and at the same time support the learning and development process. Studies have shown that organizations that support the approach of coaching and mentoring achieve higher levels of employee engagement, innovation, and leadership advancement (Viera, 2021).
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[bookmark: _Toc193324158]Understanding the SMART Model in Coaching
SMART is also known as the SMART method, which stands for Specific, Measurable, Achievable, Relevant, and Time-bound and is used in the setting of goals and developing actions in coaching (Grant, 2020). This makes goal setting realistic and measurable, where one can set out accomplishments into tangible milestones (Grunberg, 2024). Through the structure that it offers, the SMART model allows people to remain on track in terms of skills enhancement. In this case, the goal was set in my coaching session, the SMART model is used to help Teodora in that career development plan as she aspires to become a supervisor employed in Screwfix. She could be able to mark her achievements clearly so that she would not be easily discouraged.
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Figure 03: Aspects of the SMART Model (Grunberg, 2024)
[bookmark: _Toc193324159][bookmark: _Hlk193282771]Advantages and Limitations of the SMART Model 
Advantages 
The SMART model enhances goal setting by removing any vagueness that may be associated with the goals. This model also serves to increase motivation since several increments are achieved by setting up tangible targets that call for dedicated effort (Fontes and Dello Russo, 2021). The achievable criterion implies that employees are not overwhelmed by goals set to enable their achievement. The relevance aspect makes certain that the outlined goals and dreams of the individuals correspond to the goals and objectives of the organization, whereas the time-bound aspect adds pressure toward attaining the laid down goals and objectives (Atkinson, Watling, and Brand, 2022). Utilizing SMART goals helps to set realistic goals, enhance achievement, increase motivation, and achieve career success.
	Aspect
	Advantages
	Limitations

	Clarity
	Defines clear goals
	Can be too rigid

	Motivation
	Encourages achievement
	Ignores intrinsic factors

	Achievability
	Keeps goals realistic
	May not suit long-term growth

	Relevance
	Aligns with company goals
	Requires frequent adjustments

	Time-Bound
	Adds urgency
	Creates pressure


Table 02: Advantages and Limitations of Using the SMART Model (Garvey and Stokes, 2021). 
Limitations
Nevertheless, the utilization of the SMART model is not without its drawbacks. A major concern with this approach is flexibility: the context is less likely to allow for certain difficulties or adaptations of personal development (Grant, 2020). It mainly measures external activities to work and organizational success while neglecting internal personal dynamics such as motivation, self-doubt, and emotional strength (Greco and Kraimer, 2020). Also, many goals may not always be in line with the long-term career path that is needed therefore the targets set often have to be changed as per the working environment (Fontes and Dello Russo, 2021). 
[bookmark: _Toc193324160]Effective Application SMART Model 
To put it simply, when the practice setting of coaching is rigid in its structure, the SMART model may be complemented with self-reflection and feedback loops. Elements such as getting the mentees to consider their purpose and preparedness can also add to the objective approach that characterizes SMART goals (Fontes and Dello Russo, 2021). For example, in organizations that operate in performance-oriented sectors like retail or sales, it is possible to apply SMART goals in the work of managers to improve employee performance. For instance, if an employee wishes to boost sales by 15% in three months, setting SMART goals guarantees clear objectives and procedures regardless of the employee’s motivation level. In Teodora’s example, goals from the SMART model gave a clear vision of the career ladder, even though more efficient cooperation with the strategy could have been achieved if it included methods to manage her confidence and motivation. 


[bookmark: _Toc193324161]Reflection on Practical 1 – Coaching Using the SMART Model
[bookmark: _Toc193324162]Description
In this particular session, I was able to use the SMART model to map my career plan of working at screw fix and becoming a supervisor. During the interviewing stage, we establish a goal: to obtain a position of supervisor no later than six months and show leadership, leading shifts and training employees. It enlightened me on what measures would have to be taken, also how my progress could be assessed thus proactively guiding me on how to be assertive at work.
[bookmark: _Toc193324163]Feelings
Initially, I had some positive adoration mixed with apprehension. It was high time for me to progress as a professional, but I was still unsure about whether my manager would notice my ambition. The session also made me realize that I possessed some leadership skills like training, staff, and staff reliability. However, I proved to be waiting for opportunities rather than seizing them. This made me feel empowered but at the same time, the fact that it was out of my ordinary comfort zone seemed to overburden me a bit.
[bookmark: _Toc193324164]Evaluation
This particular session was quite useful in that it provided a way to set out practical and realistic goals, within one’s career path. The application of the SMART model assisted me in achieving this because ensured that I was able to set those objectives within a time frame and establish benchmarks of the same such as receiving leadership tasks and feedback. However, it substituted the orientation for goal achievement and was less concerned with internal issues like doubts, leaving me somewhat ill-equipped if my advancement was slower than planned.
[bookmark: _Toc193324165]Analysis
The session enlightened me that, to reach career advancement, one has to have both tangible plans and confidence. While, there are other factors, such as internal motivation and perseverance that are important, the SMART model helped me understand my goals and purpose. According to recent literature, psychological resources including self-efficacy and optimism play important roles in achieving goals (Fontes & Dello Russo, 2021). However, some areas could have been included to enhance my level of commitment and confidence which include more self-reflection and motivational aspects that were laid down by my coach concerning my career.
[bookmark: _Toc193324166]Conclusion
That means the coating experience proved to be helpful as it helps one clarify what he or she wants to do in the upcoming year. It was possible to establish the SMART approach for attaining my goal of becoming a supervisor. But, concerning the accomplishment of my goal, I lack the balance of planning and informal ways of goal accomplishment. It is less realistic to depict this plan as an effective way of achieving my goals since a more comprehensive set of strategies including self-confidence-increasing measures would be more helpful to me.
[bookmark: _Toc193324167]Action Plan
To work on the implementation of the SMART plan for the future stages, I will take several steps and pursue leadership opportunities at my workplace. I will arrange a discussion with my manager concerning my desired career path, as well as develop methods of personal motivation, for instance, by considering my accomplishments and asking for feedback. Also, I will discuss ways of coaching with leadership that would rely on psychological resilience to help in pushing forward even with advantages.

[bookmark: _Toc193324168]Reflection on Practical 2 – Mentoring Using Force Field Analysis
[bookmark: _Toc193324169]Description
During the mentoring session, it was decided to use Force Field Analysis to analyze factors that impacted career advancement. With this model, the forces that would support my advancement were clearly defined as well as the forces that would hinder it. Strengthen which I possess include product knowledge, dependability, and taking charge during training sessions of new staff. I realized that there are also potential obstructions like the absence of a direct supervisory position, hesitancy to participate in discussions in meetings, and unsureness of a promotion. It helped me to structure the factors I have regarding my growth in the career, and come up with areas that require change.
[bookmark: _Toc193324170]Feelings
Initially, I felt uncomfortable when it came to the issues that I faced, particularly the lack of self-confidence. Thus, although I became aware of my strong sides, I paid more attention to my weak ones, which led me to doubt my suitability for a management position. Whereas highlights of my strengths boosted my confidence, shortcomings made me feel insecure. I have learned that my mentor’s explanation helped me to look at such barriers as areas of growth as opposed to contemplating them as impediments. As a result, leaving the meeting, I learned how to be more proactive to warrant my promotion.
[bookmark: _Toc193324171]Evaluation
The use of Force Field Analysis helped in achieving a systematic approach towards the evaluation of career development. Thus, it allowed me to think through external conditions that may enable or hinder self-development at the workplace, including peers' and managers’ attitudes. However, it mostly only considered external obstacles in the process, without regard to such internal factors as doubt in oneself (Van Lente, 2024). Despite that, the presented session contributed to developing the strategic plan of action, elaborating on the confidence-building tools and self-advocacy skills might have been more beneficial.
[bookmark: _Toc193324172]Analysis
Discussion on the topics and strategies during the session supported the idea of strategic planning and personal growth. According to the findings, it is pointed out that mentoring helps in enhancing career advancement, based on the notions of self-promotion and self-improvement (Mullen and Klimaitis, 2021). However, it should also comprise psychological factors like self-efficacy and assertiveness. In my particular scenario, apart from obtaining more tangible ways to advance my career, it would have been useful to acquire more strategies for developing confidence and effective communication skills.
[bookmark: _Toc193324173]Conclusion
The use of a mentor has assisted me in identifying facilitators and challenges to my career advancement. The Force Field Analysis undoubtedly offered simple yet effective methods of bleeding out the challenges and the solutions to achieve the desired change. However, it should also include future mentoring areas such as confidence building and assertiveness.
[bookmark: _Toc193324174]Action Plan
To ensure such kind of experience is built upon, I should take a proactive role in training new employees thus enhancing my leadership skills. I will speak at least one time during the next team meeting and arrange a meeting with my manager concerning my plans. In the same manner, I will discuss with my counterparts and look for more information for self-improvement, especially on assertiveness and confidence in leadership.

[bookmark: _Toc193324175]Conclusion
In conclusion, this reflection has focused on the importance of coaching and mentoring in career progression and discussed the real-life uses of the SMART model and Force Field Analysis. SMART goals helped organize the goals with measurable targets included in them, but the model was not very sensitive to personal inspiration and emotional strength (Grant, 2020). The same applies to Force Field Analysis which can be used to identify facilitators and barriers related to career advancement but does not take into account psychological reserves and self-competency (Van Lente, 2024). Although both models provide a step-by-step process for professional development, incorporating elements of emotional intelligence and confidence enhancement would further contribute to its growth (Fontes and Dello Russo, 2021).
Consequently, there is potential to integrate career coaching and mentoring, which should use structured career programs with psychological assistance in the future. Introducing self-reflection, varying the goals, and learning how to increase self-efficiency will help to improve the balance and effectiveness of further practice (Garvey and Stokes, 2021). In doing so, the organization can achieve both, the goals of coaching and mentoring and also provide the confidence and capabilities that will help them in the long run (Murrell, Blake-Beard, and Porter Jr, 2021). The study further supports this assertion and affirms that structured goals should be incorporated with the facets of emotional intelligence to augment the value of coaching and mentoring in the workplace.
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