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Introduction
This reflective report investigates my practical experiences in coaching and mentoring by employing Kolb's experiential learning cycle (Kolb, 2015) as the reflective framework. The purpose of this study is to provide an account of my experiences.   (Cox and colleagues, 2018)  As a kind of development, coaching is characterised as a process that tries to improve individual performance via the use of structured conversations that promote self-awareness and the accomplishment of goals.  The performance of employees is intended to be improved via the use of coaching.   On the other hand, mentoring is a relational process that lays an emphasis on long-term personal and professional growth via the exchange of experience and knowledge from a mentor to a mentee (Megginson et al., 2016). Mentoring is a process that centres on the relationship between the mentor and the mentee.   According to Garvey et al. (2017), mentoring provides a more complete range of developmental help, with an emphasis on both professional and personal improvement. However, mentoring is not suitable for everyone.  One of the primary concerns of coaching, on the other hand, is the achievement of specified performance goals in the short term.   According to Passmore (2021), excellent coaching abilities include activities such as active listening, effective questioning, feedback delivery, and the development of goal orientation. Activities like these are vital components of good coaching abilities.   The mentoring relationship, on the other hand, places a greater emphasis on the development of interpersonal skills, the establishment of trust, and the exchange of experiences (Garvey et al., 2017).   The objective of this study is to present a critical analysis of coaching via the SMART goal-setting model (Doran, 1981) and mentoring through the Johari Window model (Luft and Ingham, 1955), as well as to provide a perspective on my engagement in both processes. Both of these models were developed by Doran.

Critical Evaluation of Coaching and Mentoring within the Workplace
Cox et al. (2018) state that coaching and mentoring are crucial to the success of a company because they make it possible to boost employee engagement, performance, and retention. Mentoring and coaching are critical to the success of a firm.  Because of this, they are of utmost significance.   When it comes to the growth of a firm, mentorship and coaching are very essential components.     As far as obtaining changes in performance that are of a short-term nature is concerned, coaching is a very successful method (Passmore, 2021).   This is accomplished by the formation of goals, the enhancement of self-awareness, and the empowering of decision-making. These are the techniques by which this is accomplished.     The act of mentoring, on the other hand, is advantageous for the purpose of long-term professional development, the provision of career guidance, and the dissemination of information regarding an organisation (Megginson et al., 2016).   In addition, there is the potential that mentoring is advantageous for the dissemination of organisational knowledge.
The authors of the study by Cox et al. (2018) state that coaches are a very useful tool for a variety of reasons, including the improvement of accountability and the elimination of performance disparities.   The reason for this is that coaching leads to an immediate increase in performance in addition to the development of skills. This is only one of the many benefits of coaching.     According to Garvey et al. (2017), mentoring is beneficial to workers because it assists them in navigating career transitions, which in turn serves to promote leadership attributes and contributes to succession planning. Mentoring is helpful to workers because it helps them negotiate career changes.  It is beneficial for workers to have mentors since it assists them in navigating changes in their careers.     According to Megginson et al. (2016), mentoring often entails informal encounters. This is because the primary focus is on the acquisition of experience and the development of professional skills through the cultivation of relationships.  The reason for this is that the relationship-building aspect of mentoring is the major emphasis of the coaching process.    On the other hand, SMART is an example of a structured framework that is utilised in coaching in order to achieve measurable outcomes (Doran, 1981).  The acronym SMART is an abbreviation that implies "specific, measurable, attainable, relevant, and timely."
Despite the fact that these two activities are independent from one another, it is essential to highlight that they have a significant impact on the level of contentment experienced by employees, the culture of the organisation, and the rate at which staff are retained (Passmore, 2021).     Garvey et al. (2017) came to the conclusion that the combination of mentoring and coaching has the ability to harness the complementary characteristics of both approaches in order to build successful strategies for talent management. This was one of the findings that they came to.  This conclusion was arrived at from the findings that were obtained by the researchers that were discussed before.    In addition to delivering an immediate improvement in performance, the implementation of these strategies has the potential to assist professional advancement in both the short-term and the long-term.
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Critical Analysis of the SMART Model
The SMART goal-setting paradigm, which was established by Doran in 1981, provides clarity and direction for coaching that is tied to performance.  The definition of objectives as things that are Specific, Measurable, Achievable, Relevant, and Time-bound is the means by which this is done.   The fact that objectives are defined as these characteristics is what makes it possible to accomplish this outcome.     
At the outset, Doran was the one who thought of the paradigm that is being debated at this very moment.    Not only was Doran the one who initially suggested taking a systematic approach to the issue, but he was also the one who initiated the implementation of this strategy.       In light of the findings that were presented by Cox et al. (2018), it would appear that this paradigm makes it simpler to carry out coaching sessions that are especially directed towards targeting particular individuals.   In addition, it provides established criteria for performance evaluation in relation to performance, which is a significant benefit. This is an additional advantage.
In situations when individuals have objectives that are articulated in a manner that is both obvious and unambiguous, they are provided with the opportunity to achieve the goals that they have set for themselves.    According to Passmore (2021), the SMART model provides the possibility to make use of this specific benefit, which is one of the advantages made available by the model.      more personal motivation, higher responsibility, and improved communication are other benefits that come along with more communication. There are a lot of other advantages that come along with increased communication.       On the other hand, there are a significant number of individuals who are of the opinion that the SMART framework may be overly rigid, which might lead to a reduction in the amount of flexibility that is available in scenarios that have happened in the workplace (Grant, 2020).   This viewpoint is held by a significant percentage of individuals who express their agreement with it.       
According to the findings of a study that was conducted out by Cox et al. (2018), individuals who concentrate an excessive amount of attention on short-term, measurable goals may be more likely to neglect more fundamental developmental requirements. This is one example of people who may be more likely to disregard these criteria.   As a consequence of this, this occurs as a consequence of the fact that they are more likely to be focused on the accomplishment of those goals.
It is also feasible that the SMART model might be useful in structured organisational contexts, such as performance management or activities based on projects, where it is vital to specify specified criteria (Passmore, 2021). This is something that is achievable.  On the other hand, this is something that may happen.   To be honest, this is something that is within the realm of possibility.    There is a rationale for this, and that rationale is that the SMART model takes into account how essential it is to have standards that are entirely open and accessible to everyone.     
Bear in mind, however, that the paradigm is particularly unsuited for more complicated scenarios that need flexibility and the evaluation of more major changes in behaviour (Grant, 2020). This is something that absolutely must be kept in mind.   Keeping in mind that this is a highly significant subject is essential.     The reason for this is because the paradigm was not established with the intention of accommodating situations such as the one that we are currently experiencing.  This is the reason why situations are the way they are.
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Reflection on Practical 1
I participated in a session of peer coaching with the intention of enhancing Simona's capability to effectively traverse the responsibilities that are associated with her time management.  Through the use of the experiential learning cycle that was created by Kolb in addition to the SMART model that was developed by Doran in 1981, I was able to successfully accomplish this objective.  The purpose of this session was to offer support to Simona in order to help her become more effective in the way that she manages her time. This assistance was intended to be for the duration of this session. Simona's response to the initial query about her aim was that she wished to improve her capacity to manage her time in a manner that was acceptable to others.  Her answer to the inquiry was given in this manner.    It was in this manner that she answered to the question that was posed to her.        
We were successful in redefining her objective as "Implementing a daily task-prioritizing routine in order to meet all deadlines within three months." she was able to do this.  This was done via the combined efforts of many people.  The new objective that we worked towards moving ahead was the one that we began working towards in the first place. Our ability to successfully accomplish this objective was a direct outcome of the united efforts that we put forth as a group with the intention of achieving it. As the strategies that were employed in order to accomplish this objective, the individuals who took part in the process utilised the methods of active listening and coordinated questioning as the strategies that were utilised in order to achieve this aim.
 Through the process of critical reflection, it has been found that the implementation of the structured SMART approach led to a considerable increase in both clarity and engagement. This was the conclusion reached after the decision was made.   This is the case, as demonstrated by the evidence that has been presented.     
Through the demonstration of the utilisation of the approach to demonstrate this, it was proved that the procedure was employed. On the other hand, I noted that there was a propensity to dominate the conversation, which leads me to conclude that Simona's independence in the process of goal formulation may be limited as a result of this predisposition (which I noticed).   I saw that there was a tendency to seize control of the conversation as a whole, which is the reason why this is the case.        
In order to provide the coachee with a greater degree of autonomy, I came to the understanding that it is of the highest significance to strike a balance between teaching the coachee in the appropriate manner and giving them with the capacity to make their own decisions with the intention of offering them a higher degree of autonomy.  Following considerable self-reflection, I came to the realisation that this was the conclusion that I had arrived at.     As a result of going through this experience, I came to the conclusion that this is something that I had not been familiar with in the past. I had no prior knowledge of this topic.  It is going to be important to make particular efforts to design goal-setting procedures that are led by the coachee in order to permit the utilisation of this strategy in the future.  In order to successfully implement this plan, this is going to be a prerequisite.


Reflection on Practical 2
The use of the Johari Window paradigm, which was initially created by Luft and Ingham in 1955, was a component of the peer mentoring session that I had with Simona. This session will be discussed further below. Throughout the entirety of my interactions with Simona, I utilised this paradigm as a guiding principle. The question of whether or not Simona took part in the group chats that were taking place during this session was brought up at some point throughout the course of the conversation. At every point in time during this session, these conversations were going place. Despite the fact that Simona was perfectly aware of the fact that she was stopping herself from engaging in the activity to the maximum degree possible, she was doing so because she was afraid that her ideas would not have any influence on the result of the activity. 
Using the Johari Window, I was able to successfully bring to light Simona's blind spot, which comprised of her amazing contributions that were not being utilised to their full potential. This blind spot was brought to light by the deployment of the Johari Window. The blind spot that emerged as a consequence of this particular circumstance was the fact that she was not being used to the fullest extent of their capabilities. As a consequence of this, I was able to successfully bring Simona's blind spot to her notice during the course of the talk. 

During this mentoring session, her resistance was effectively reframed as a chance for development, and strategies for gradually engaging with the task at hand and actively asking feedback were presented. In addition, her resistance was effectively reframed as an opportunity for progress. Furthermore, her resistance was effectively reframed as an opportunity for growth, which was a successful strategy. Furthermore, her resistance was reframed as a chance for growth, which was a form of advancement that was regarded as being advantageous. In light of the fact that it has the potential to cultivate both self-awareness and specific methods, it was one of the things that struck out as the most significant strength of the session. This was due to the fact that it possessed the capability of constructing both. Throughout the course of the conversation, this distinction stood out as one of the differentiating characteristics. It was brought to my attention that I had room for development in the area of successfully delivering constructive criticism in the appropriate manner. 
This was brought to my attention as a consequence of the fact that the delivery of straight feedback required me to have courage. This knowledge was brought to my attention as a source of information when it was brought to my attention that I needed to be bold. This experience of reflecting, which took place within the context of mentoring, brought to light the necessity of preserving a communication style that is balanced. This was brought to light as a result of reflection. It was brought to the attention of the persons who were participating in the activity that this information occurred.
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Conclusion
This reflective report offers a critical analysis of my coaching and mentoring strategies by way of organised reflection and the application of Kolb's experiential learning cycle. The assessment is presented in the form of a report. As complementary methods that improve the performance of both individuals and organisations, coaching and mentoring have emerged as practices that have emerged in recent years. The SMART paradigm offered a methodical clarity for the attainment of goals; nonetheless, it required careful flexibility in order to prevent the production of applications that were excessively restricted. The fact that mentoring was able to successfully promote both self-awareness and relationship depth through the utilisation of the Johari Window demonstrates the value of delivering feedback that is balanced. 
My knowledge of how to find a balance between individual autonomy and structured teaching was dramatically strengthened as a consequence of these experiences, which had a considerable impact on the work that I do professionally. As a result of participating in this process of reflection, I have acquired a deeper comprehension of how to effectively assist both personal and professional growth. This knowledge will be valuable to my future leadership and managerial responsibilities.
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