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Introduction

This reflective report examines my experience in coaching and mentoring, focusing on improving public speaking skills. The Johari Window model and the SMART goal-setting framework will be highlighted in the report's critical analysis of the coaching and mentoring techniques used during the sessions. This reflection's goal is to evaluate how well these approaches have worked to boost my self-assurance and communication skills.
Reflection is essential for both professional and personal growth because it allows people to assess their experiences critically and derive valuable insights. Gibbs' Reflective Cycle, which offers a thorough analysis by addressing description, feelings, assessment, analysis, conclusion, and action plan, will be used as an organised method in this report to examine my journey.
Despite their similarities, coaching and mentoring have different functions. Through targeted conversations and probing questions, a coach helps clients enhance their skills and grow personally. Coaching is a methodical, goal-oriented approach. In contrast, mentoring is a more seasoned person providing direction, criticism, and encouragement to a mentee to support their long-term professional and personal growth. While mentoring concentrates on long-term advancement and more comprehensive development, coaching is frequently performance-driven and short-term (Connor, 2012).
Strong listening skills, goal-setting aptitude, and the capacity to confront limiting beliefs are all necessary for effective coaching. On the other hand, a mentor should be able to communicate effectively, offer helpful criticism, and cultivate self-awareness. This study will examine how these skills were applied in my coaching and mentoring experiences and assess how they affected my development as a public speaker.  I will critically analyse the efficacy of the Johari Window model in mentoring and the SMART goal-setting framework in coaching by fusing theoretical frameworks with my own experiences. In addition to highlighting areas where my public speaking technique needs more work, this reflection will help me appreciate the importance of self-awareness, feedback, and systematic goal setting in professional skill development. 








Critical evaluation of the purpose of Coaching and Mentoring within a workplace

Employee growth, skill improvement, and career advancement are made possible by coaching and mentoring, which are crucial instruments for professional development in the workplace. Through enhancing team and individual performance, developing leadership skills, and establishing a culture of ongoing learning, both approaches help an organisation succeed. Although they are similar, coaching and mentoring have different functions and are carried out in various ways. Usually performance-driven and brief, coaching is intended to improve certain abilities or deal with pressing issues at work. It is frequently used to enhance workers' leadership, problem-solving, public speaking, and general workplace performance. SMART and other organised goal-setting methods are used in coaching to establish measurable, achievable goals. It is especially helpful for workers who require focused assistance in rapidly and effectively acquiring professional abilities (Connor, 2012).
Mentoring, on the other hand, is a long-term developmental partnership that prioritises career and personal development over quick performance gains. A mentor helps mentees negotiate their career paths, offers advice, and shares experiences. Mentoring relationships can be informal and change over time, in contrast to coaching, which is frequently formal and structured. Mentoring is very helpful for succession planning, leadership development, and helping staff members change careers (Forde, 2011). 
The type of interaction between the people involved is one of the main distinctions between coaching and mentoring. A qualified professional or seasoned management who supports self-directed learning via inquiry and introspection frequently conducts coaching. On the other hand, mentoring usually entails a more seasoned person sharing their knowledge, offering insights, and offering career guidance based on their personal experiences. Mentoring promotes long-term personal and professional development, whereas coaching concentrates on performance improvement within a given timeframe (Parsloe, 2009).
In the workplace, coaching and mentoring are complementary despite these distinctions. Coaching is a useful technique for filling up specific performance gaps since it enables workers to swiftly acquire and hone abilities. Conversely, mentoring fosters lifelong learning and career progression by giving staff members the direction they need to succeed in their careers. Employers who use coaching and mentoring programs report higher levels of employee engagement, retention, and leadership efficacy (Megginson, 2009). 
The fact that coaching necessitates regular feedback and planned sessions is one of its problems. Progress could be hampered if neither the coach nor the coachee are committed to following up properly. Similarly, a lack of clear expectations or mismatched mentor-mentee connections can impede mentoring, making it useless for the mentee (Parsloe, 2009).

Coaching and mentoring have different but complimentary functions in the development of the workplace. Long-term career progress and professional identity development are fostered by mentoring, whereas coaching concentrates on short-term skill refinement and performance improvement. Both strategies aid in fostering an encouraging and development-focused work environment. To optimise their advantages, companies should carefully combine coaching and mentoring initiatives, guaranteeing that staff members receive both focused assistance for pressing issues and long-term direction for professional advancement (Forde, 2011). 

Critical analysis of a specific model of Coaching

The SMART goal-setting framework, which emphasises creating goals that are Specific, Measurable, Achievable, Relevant, and Time-bound, was the coaching model used in my session. By decomposing goals into manageable phases, this strategy guarantees direction and clarity in both professional and personal development. The 'Specific' component of the framework was the focus of my coaching session, which made sure that my objective of becoming a better public speaker was clear and organised (Grant, 2016).
The SMART model's practicality and capacity to produce a clear progress plan are among its key benefits. By emphasising goal specificity, it removes ambiguity and gives one a tangible objective to strive towards. I was able to set specific goals to gauge my progress in my session by defining success in public speaking as using fewer filler words, speaking clearly for 10 minutes, and speaking smoothly. The SMART model's capacity to sustain motivation through quantifiable progress is another of its advantages. Instead of depending on subjective opinions, I could evaluate my progress objectively by monitoring my progress in public speaking abilities. It was also simpler to modify tactics if specific approaches were not producing the expected outcomes thanks to this methodical approach. (Grant, 2016).
However, the SMART model's emphasis on goal setting without necessarily addressing the psychological or emotional obstacles to reaching those goals is one of its drawbacks. Although the SMART framework assisted me in developing a successful plan, it did not specifically address the nervousness and self-doubt I had prior to public speaking. The SMART model's constant review and modification present another difficulty. Establishing a goal is insufficient; ongoing introspection and modification are required to guarantee ongoing advancement. Even though I had a well-defined objective, I found that to improve my strategy, I needed to use extra techniques like recorded practice sessions and peer feedback (Forde, 2011). 
When people want organised direction for skill development, the SMART approach is especially helpful. It is frequently utilised in professional contexts for career development, performance enhancement, and leadership training. The technique assists in breaking down abstract objectives into achievable steps in public speaking, which makes it simpler for people to monitor their progress and stay dedicated. The SMART goal-setting framework worked well for organising my approach to get better at public speaking. 

Reflection on Coaching session

I'll utilise Gibbs' Reflective Cycle to examine my first coaching session, which was centred on using structured goal setting to enhance my public speaking abilities.
Description: With an emphasis on the 'Specific' component, the coaching session sought to improve my public speaking abilities using the SMART framework. I had enough of time to examine coaching skills and make sure I grasped the procedure to get ready for the session. My coach helped me refine my aim throughout the session by breaking it down into quantifiable and doable milestones, such cutting back on filler words, organising presentations properly, and presenting effectively for 10 minutes. I left the session with a tangible plan that included easy-to-follow steps and a way to monitor my progress (Grant, 2016).
Feelings: I was able to participate successfully in the session since I felt assured and prepared. In contrast to earlier instances where public speaking made me nervous, this methodical technique gave me a sense of control. I knew the value of active engagement and realistic goal setting because I had previously studied coaching ideas. Furthermore, my professor's encouraging comments gave me confidence that I had successfully used the coaching structure. I came away from the session feeling like it was productive and knowing exactly how to carry out my improvement plan (Brockbank, 2012).
Evaluation: The session's structured format, which offered focus and clarity, was one of its main advantages. My goals were clearly stated thanks to the SMART framework, which also made it simpler to monitor my progress. I was able to evaluate my present skills and come up with practical ways to get better thanks to the conversation. Furthermore, my coach's ability to lead a fruitful discussion kept me motivated and involved throughout the entire session.
The SMART model does not adequately handle potential issues like performance anxiety or mental changes, despite its assistance in defining specific goals. A more thorough examination of confidence-boosting strategies could have improved the approach, even if the session assisted in creating a workable plan. Incorporating peer feedback earlier in the process could have offered more outside viewpoints, even if my coach recommended monitoring progress.
Analysis: The significance of systematic goal setting in skill development was reaffirmed during the coaching session. By offering a clear road map, the SMART framework made it simpler to determine what needed to be improved and how to gauge success. Being well-prepared had a big impact on my involvement and results, thus the workshop also emphasised the importance of preparation and active participation (Parsloe, 2009).
Furthermore, the experience demonstrated that overcoming psychological obstacles is just as crucial as setting defined goals. Even better outcomes would probably be obtained with a more comprehensive strategy that included both formal goal setting and techniques for boosting confidence. I understand that going forward, I will need to add workouts that help with anxiety and improve delivery methods to my improvement plan.
Conclusion: The coaching session was successful in giving me a methodical strategy for enhancing my public speaking. My professor's encouraging comments verified that I had effectively used coaching principles, and my preparation and participation helped to create a fruitful conversation. I am aware, nevertheless, that more tactics must be used to combat the psychological effects of public speaking (Megginson, 2009). 
Action Plan: To expand on this experience, I'll keep tracking my progress using the SMART framework and incorporate strategies for boosting confidence, such peer feedback and visualisation. To progressively increase my resilience and adaptability in public speaking, I will also look for opportunities to practise in various contexts. By fusing performance anxiety management strategies with structured goal setting, I hope to create a comprehensive strategy for enhancing my communication abilities (Grant, 2016).

Reflection on Mentoring session

I will use Gibbs' Reflective Cycle to examine my experience in the mentoring session, where I used the Johari Window model to improve my public speaking abilities and develop a deeper sense of self.
Description: The goal of the mentorship session was to use the Johari Window model to uncover hidden facets of my public speaking difficulties. Luft and Ingham created this model, a psychological framework for enhancing interpersonal communication and self-awareness. The Open Area, Blind Spot, Hidden Area, and Unknown Area are its four quadrants. The mentor helped me see my own limitations and unspoken public speaking worries by guiding me through the Hidden Area quadrant during the session. Open communication helped me identify that one of my biggest worries was that my voice lacked authority and that my delivery did not attract attention. I was afraid of coming across as insecure, so I had never previously expressed my insecurity. But the mentor encouraged me to consider if this belief was founded on my own assessment or on actual input. Looking back, I realised that no one had criticised my voice, but that I had made this assumption by comparing myself to others (Brockbank, 2012).
Feelings: All through the session, I felt at ease and involved. Because of the way the conversation was organised, which promoted self-examination without passing judgement, I did not feel stressed or anxious. My issues could be freely discussed in a safe environment thanks to the mentor's attitude. Throughout the discussion, I become increasingly conscious of how my beliefs affected my confidence and how they weren't always supported by evidence. That I might not be as insecure as I thought was liberating. Getting encouraging comments from my lecturer at the conclusion of the session also gave me confidence that I had participated in the mentoring process well. (Parsloe, 2009).
Evaluation: Finding underlying presumptions that were influencing my public speaking performance was one of the session's main strengths. By recognising these, I could take doable actions to alter my perspective and enhance my delivery. Because the Johari Window concept offered an organised method for examining and overcoming self-imposed obstacles, its application was quite successful. It was also simple to participate in candid self-reflection without feeling rushed or condemned because to the mentor's encouraging demeanour. The session's inability to immediately offer options for improving my voice delivery was one of its limitations, even if it was successful in revealing my underlying beliefs. 
Analysis: The importance of self-awareness in both professional and personal development was reaffirmed during this mentorship session. I was able to see that some of my anxieties were based on conjecture rather than actual input thanks to the Johari Window model. This is consistent with psychological theories that contend internalised doubts, or comparison can occasionally skew one's image of oneself. The program also emphasised the significance of outside viewpoints for personal growth. A more realistic image of one's strengths and opportunities for development might be obtained by asking mentors or trustworthy coworkers for their opinions (Megginson, 2009). 
Conclusion: My self-awareness and internalised notions about my public speaking skills were both greatly enhanced by the mentoring session. By examining the Johari Window's Hidden Area quadrant, I was able to pinpoint an assumption that was undermining my confidence and see that it lacked outside validation. My approach to public speaking and my view of myself have already started to improve because of this mental change.
Action Plan: Building on this experience, I'll record and examine my speeches so that I can assess my voice critically rather than based on conjecture. To get a variety of viewpoints, I will also aggressively solicit input from mentors and coworkers. I'll investigate voice training methods like breath control drills and deliberate pauses to improve my authority and clarity to fortify my vocal delivery even more. 






Conclusion

My experiences with coaching and mentoring have been reviewed in this reflective report, with an emphasis on how I have improved my public speaking abilities. During the coaching session, I used the SMART goal-setting framework, especially the 'Specific' component, which assisted me in establishing specific, achievable goals for improving my presentation skills. My goals were measurable and attainable thanks to the SMART model's structured approach, which also made it possible to track my progress effectively. Setting goals is crucial, but I also realised that treating underlying confidence issues is just as crucial.
The Johari Window model - more especially, the Hidden Area quadrant - was used in the mentoring session to identify self-imposed constraints that impacted my confidence when speaking in front of an audience. This method assisted me in realising that my belief that my voice was weak was based on my own presumptions rather than on feedback from others. I gained a more positive outlook on my communication skills by acknowledging and disputing these ideas (Connor, 2012).
The value of self-awareness, disciplined goal-setting, and constructive criticism in skill development has been reaffirmed by these experiences. I'll put these realisations to use in my work going forward by making sure to create attainable goals, get feedback, and evaluate my development. By incorporating coaching and mentoring techniques into my work environment, I hope to promote a culture of ongoing learning and development for both me and my coworkers. Self-awareness practices combined with planned development goals can result in more efficient and long-lasting personal and professional improvement, as this reflective journey has shown.
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