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[bookmark: _Toc191515987]Introduction
 	Today, organizations recognize workforce development as a vital priority because it aims to boost personnel performance (Anwar and Abdullah, 2021). The workplace development approaches of coaching and mentoring have become important modern strategies for organizations. The report examines modern workplace coaching and mentoring. Also, it will focus on coaching framework and Force Field Analysis implementation during peer mentoring sessions. Coaching represents a structured performance-based technique that develops individual capabilities to increase operational performance by achieving pre-defined goals (Olurin et al., 2024). Effectively trained coach make use of feedback strategies which guide their clients into overcoming barriers. This helps coach to achieve maximum competency results in designated performance areas. 
 	Mentoring relationships establish a trusting informal structure which enables mentors to pass their knowledge to mentees while they guide their work and personal advance. According to Bayraktar et al., (2025), coaching and mentoring use different operational approaches but share these. Successful mentors who also support individual growth at all organizational levels become optimizers of employee potential within their organization. The analysis will employ Schön's reflective model to investigate the practical utilization of Force Field Analysis tool through peer mentoring (Farrell, 2022). Through reflection I want to discover enhancement possibilities for my upcoming mentoring and coaching techniques to better my workplace practice.
[bookmark: _Toc191515988]Critical Evaluation of the Purpose of Coaching and Mentoring within a Workplace 
 	Coaching and mentoring are powerful tools for professional development. The practices have recently drawn substantial attention because they successfully enhance personal performance and business success. The evaluation examines coaching and mentoring goals together with their different implementation methods and their current impact on the modern workplace. Coaching in workplaces functions mainly to develop individual capabilities and boost operational effectiveness through time-limited objectives which can be measured for success (Turyadi et al., 2023). Employees pursue this process by recognizing development opportunities and declaring focused goals and designing methods for goal attainment. Coach use targeted query methods that receive specific feedback to help people surpass their limitations so they can reach their best performance levels in designated competency fields.
 	Mentoring focuses on delivering comprehensive career guidance in addition to professional development. A firm trusting bond develops between mentor and mentee that allows the mentor to discuss their practical knowledge and values to promote complete self-growth. Exploratory development within mentoring networks provides extensive spending time that permits participants to understand their future professional progress (Seibert et al., 2024). A mentor exercises their guidance role through career path experience as they present themselves as experts and mentors who teach mentees about organizational structures and difficulties.
 	Research shows coaching combined with mentoring creates effective professional outcomes because it provides various benefits for individuals and organizations. Studies show that coaching enhances abilities needed for specific objectives and tackles current challenges to produce better performance and achieve improved goals. The research of Ribeiro et al., (2021) has incidentally created findings indicating that the workplace coaching resulted in positive changes between the professional competencies and the emotional outcomes and the individual accomplishment. Career related and psychosocial support that mentors provide to the mentees makes them gain job satisfaction and organizational commitment. The study of Ivey and Dupré (2022) establishes that mentoring has advantageous consequences in different areas of workplace those include work performance and career advancement and work attitude development.
 	However, this evaluation demonstrates the existence of different operational models and objectives between mentorship and accountability despite the similar objective of creating professionals. The most effective result obtainable from accountable outcome orientation strategy is when used for managing certain performance problems and skill development (Turyadi et al., 2023). Since mentoring has an extended timeframe, people get to develop meaningful relationship as mentors are able to guide their mentees with what they know having been there for a longer period of time. Throughout discussions the mentor assumes a direct position through delivering guidance and personal observations about tasks and solutions. This approach provides an extensive timeline for career growth together with organizational learning alongside individual development thus making it appropriate for long-term objectives and leadership advancement.
 	The workplace obtains advantage from implementing coaching and mentoring methodologies because these methods share basic core elements that differ in characteristics (Ribeiro et al., 2021). In these procedures the practitioners use trusted professional relationships to establish safe discussion environments that lead to authentic dialogue. Professional experts need the same essential customer interaction skills including effective communication along with active listening capacity and empathy. The main purpose intersecting coaching and mentoring includes helping employees advance their growth at every organizational level to reach maximum potential. Workforce development receives better recognition because organizations now use coaching with mentoring as a complete system that supports professional employee growth (Ivey and Dupré, 2022). Companies using the integrated coaching and mentoring strategy achieve current performance targets and future professional targets resulting in optimized employee development and organizational success.
[bookmark: _Toc191515989]Critical Analysis of a Specific Model of Coaching
	The OSKAR coaching model trains coaches to design proper objectives before conducting goal assessments which leads to developing realistic plans for success achievement (Naim, 2025). A coach needs to complete comprehensive analysis of all OSKAR model parts before effectively using this method in a coaching session. OSKAR proves advantageous through its specific approach to outcome definition. The beginning of every coaching session starts with the coach setting measurable specific goals to maintain focus throughout the entire meeting (Seibert et al., 2024). Such situations become easier to understand for people who have challenges defining goals or expressing their intended targets. Through the OSKAR structure the coach conducts their coaching process by applying sequential steps which establish the guidelines for their interventions. 	
 	The OSKAR model effectively supports coach by encouraging them to recognize their current capabilities together with their current resources. Through adaption of the "Know-how" component professionals have opportunities to review what they already know and possess which helps establish confidence alongside personal growth. The concentration on the coach existing strengths creates empowerment and motivation because it allows them to use their personal qualities for reaching their objectives (Turyadi et al., 2023). OSKAR presents certain bounded restrictions in the model application. Several coaching participants find the model's demanding method inflexible thus pushing them to look for more flexible options for their coaching journey (Naim, 2025). The model provides limited solutions for complex coaching challenges because its focus on one defined outcome could result in minimizing the intricacies of the coaching process. Some coach need a more thorough exploration through reflection because the OSKAR model may not provide adequate depth for personal or professional matters.
 	Coach have well-defined goals and willingness to act should adopt the OSKAR coaching model because its structure proves effective in this situation (Szpunar, 2021). This defined approach proves particularly useful in short-time coaching events by improving the efficiency of time utilization. The model helps coaches by teaching them to identify existing assets and implement practical solutions which proves useful during performance goal coaching sessions or major life transitions. The effectiveness of OSKAR coaching model tends to decrease when coach need extended exploratory coaching sessions (Naim, 2025). The OSKAR approach demonstrates limited utility for coaches assisting coach with complex combination of challenges since it demands a simplified single outcome focus that might require additional coaching techniques for comprehensive support.
[bookmark: _Toc191515990]Reflection on Practical 1
1.1 [bookmark: _Toc191515991]Discroll Reflective Model 
[bookmark: _Toc191515992]What?
 	The session I conducted for my first assessment involved teaching stress management with the SMART goal framework. The session worked toward building a planned system for my stress management especially within my work hours. Together with my mentor I established the SMART goal: "I will make a scheduled daily schedule that includes rest times because it will improve my ability to manage stress more effectively." During the session I followed each step of the SMART framework. I established a planned daily routine that included rest breaks as well as time for relaxation as the specific component of my goal. I used a one to ten weekly assessment of stress alongside a system for logging my relaxation sessions alongside rest activities. Achieving the goal depended mainly on my assessment of potential challenges because I currently face unexpected work and tight deadlines at my job. 
 	Despite the challenges, I maintained my belief that effective planning would lead to the achievement of this goal. Understanding how stress management related to my complete physical health and professional effectiveness through the relevant component enhanced my dedication to the whole process. I established a four-week timeframe with a deadline for conducting and analysing the evaluation process of my new structured schedule thereby making achievement measurable. The set period seemed attainable while creating a necessity for immediate start of the plan.
[bookmark: _Toc191515993]So What?
 	The SMART framework demonstrated its strength as a tool for guiding my coaching session after this experience (Latham, 2023). Creating specific, measurable components of the goal enabled me to develop an achievable plan which became concrete. Using this alignment proved motivating because I could follow each step needed to achieve my target. Developing a SMART goal made me fully assess my present circumstances along with the obstacles blocking my way. The discussion about achieving my goal revealed upcoming work expectations with tight delivery schedules and taught me practical methods to deal with them. 
 	The SMART framework serves as an instrument that functions for goal making and challenging problem resolution and strategic thinking (Latham, 2023). The relevant aspect of SMART proved most significant for my goal formulation process. I achieved better understanding of the particular goal's relationship to my life as a whole through the SMART criterion by recognizing the need for work-life equilibrium and mental health care. My dedication to reach this goal intensified since I recognized its positive effects on my entire life quality.
[bookmark: _Toc191515994]Now What?
 	The SMART framework remains a key focus for my coaching practice development along with several other improvement areas that I need to advance. I will establish specific questions that correspond to all aspects of SMART to help my goal-setting process flow more straightforwardly. Such preparation will help me explore all essential aspects and extract all required information. The improved method of allocating sufficient duration to each SMART framework segment will help me present thorough materials while preventing critical sections from being rushed. Such an approach will help me sustain an effective and balanced coaching session. I aim to establish an organized format for follow-up meetings that includes reviewing SMART goal progress and making required changes. 
 	The ability to adjust and be accountable will help me reach my set objectives through this approach. Additional research into evidence-based stress management techniques will help me support clients who set SMART goals during this session. New tools available through my research prepared me to offer diverse solutions to my coaches.
[bookmark: _Toc191515995]Reflection on Practical 2
Reflecting on the peer mentoring session on stress management via the Johari Window, I approach it through Donal Schön's reflective model, which sites reflection in two parts: Reflection-in-Action and Reflection on Action (Smith, 2011). These two aspects helped me to get a better idea about how I acted as a mentor in real-time, along with the post-session insights and how the Johari Window and the process of reflection can help the mentee become more self-aware and stress-free.
1. [bookmark: _Toc191515996]Schon's Reflective Model
[bookmark: _Toc191515997]Reflection-in-Action
Reflection-in-action will occur during the mentoring session, enhancing the adjustment in real-time (Mulli, 2021). The Johari Window model proved to be particularly useful in using the mentee's feedback to adapt my responses (Volkert et al., 2022). For instance, I knew things were not going particularly smoothly when I was talking about the mentee's Blind Spot (ignoring breaks even when setting reminders) because I felt defensiveness. So, in order to tackle that, I moved away from providing direct feedback and encouraged my mentee to reflect upon the reason they felt guilty about taking time off. Due to this, there was a further exploration into how work pressures played a role in their decision-making.
ikewise, in the "Hidden Area", I observed how the mentee was reluctant to talk about issues such as personal issues apart from work stress. The way I used supportive questioning techniques helped me to offer an invaluable, safe space where the pressures inside them and unrealistic expectations about different things could come out openly. This change in the conversation made the mentee realize that these inner issues were also leading to rising stress.
During the session, I kept an eye on the mentee's body language and emotional cues and sped up a bit if I saw any signs of frustration or discomfort. The real-time observation guaranteed that the feedback was helpful and that the mentee was supported during the session.
[bookmark: _Toc191515998]Reflection-on-Action
Reflection-on-Action occurs as the evaluation of the experience after the event. After the mentoring session, I learned that working on the 'Open Area' of the Johari Window would be a good strategy (Coach, 2018). I reinforced the mentee's strengths, e.g., the successful integration of breaks and breathing exercises, which helped boost their confidence and motivation. Looking back, I should have put more effort into making self-care more important in supporting long-term stress management to express that these habits are good for your well-being.
About the 'Blindspot', I told the mentee to give feedback on the mentee's inconsistency with the stress management plan. However, in retrospect, I realize that I could have done it in a more exploratory way, bringing in more questions about why such people are avoiding breaks in the first place instead of giving quick solutions. Further investigation into whether or not they felt that taking breaks and their fear of falling behind was contributing to more lasting changes to how they manage stress could have occurred.
In the "Unknown Area," finally, we brainstormed new strategies that included the Pomodoro technique and peer accountability. Open to these new ideas, the mentee was, and recognizing that now, I could've facilitated better brainstorming with more collaboration. I could have encouraged the mentee to take ownership of these strategies, as well as to walk them through a more bespoke plan to help increase ownership of these new techniques as part of the learning process and make them seem more achievable, as well as more closely related to their individual requirements.
[bookmark: _Toc191515999]Conclusion
 	The reflection concluded the main objectives of all the tasks together with the performance effects of coaching and mentoring methods implemented in professional settings. Carrying out this reflection establishes clear boundaries between coaching and mentoring. The structured approach of OSKAR model was identified as both helpful and problematic since it cannot adequately handle advanced coaching situations. The practical use of Johari window in peer mentoring sessions produced insights about being aware of myself and communicating with others.
 	The experiences I gained during this period will shape the professional practice I perform. Coaching and mentoring require adaptability because their advantages or disadvantages differ based on individual business needs. Therefore I will maintain flexible approaches to select appropriate methods according to each situation. I will continue refining my skill for using evidence based models while continuing to develop the skills to create collaborative spaces to fulfil career goals. This education's integration makes me ready of delivering more in terms of coach and mentor whom my colleagues and organizations will depend on for their growth and achievements.
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