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In the case of the coaching and mentoring process, goal setting is an important part because this helps maintain focus and helps increase concentration on important things to achieve objectives (Geurts et al., 2019). Goal setting approach is frequently used in the coaching process because this helps in creating an achievable action plan, prevents any kind of distractions and motivates participants to stay aligned in their journey. The goal-setting princess has started the coaching and mentoring process by explaining to students the upcoming session and what they are going to learn in this time. Teachers guide students in the goal-setting process through their coaching because this process helps them with priority measurements, motivates them and provides a road map for their success and development. SMART is one of the effective approaches to the goal-setting process and helps learners face their looming deadline with confidence (Weintraub et al., 2021). There are a total of five elements which help with the SMART goals and the following individual steps ensure the achievable rate of developing critical thinking within the timeline. 

















	Specific (S)
	Measurable (M)
	Attainable (A)
	Relevant (R)
	Time Line (T)

	The goal needs to be specific and narrow in nature for efficient planning in this case critical thinking. Consideration of different quantifiable questions can help in this step.   
	During setting critical-thinking goals it needs to be remembered that the progress of the goals is measurable. Being measurable indicates the actions that are implemented by the person help in further progress. 
	Becoming aware of the progress towards the goal goal-achieving process of critical thinking helps to accomplish goals within a certain timeline. This phase is important because it can help with the new skill development process. By listening to the relevant aspects all areas could be evaluated, and effective decisions could be taken by the development of critical thinking ability. 
	Making goals related to values and long-term objectives helps to maintain the relevancy of goals. A relevant goal ensures a successful outcome.  
	Setting a realistic and ambitious end time helps with the task prioritisation process.  To develop this will be required 2 months.  


Table 1: SMART Approach for critical thinking 
(Source: Self-created)
With the use of the above table, a critical-thinking goal has been identified. In the 3-hour lesson planning process, the overall focus will be given to motivating learners to use their knowledge, analysis ability and understanding which can help with the critical thinking process. Some questions that are going to be used in the session are:
· What is the definition of goal?
· Why goal setting is important in learner life?
· Will goal achieving process have an impact on learners' journey?
· What do I want to accomplish?
· How to set time boundaries?
· What is the importance of critical-thinking skills in students' lives?
· How to evolve SMART goals in a proper way?    
In this process, all the participants will be provided with this questionnaire which will help them t clear their doubts and the session will provide knowledge of the goal-setting process for the development of the thinking. For summarisation, the SAAC method will be used in the coaching session which will help me to convey my speech to learners. These are all steps that are going to be used in the overall session plan for the goal-setting process. 
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Feedback giving system plays an important role in identifying the knowledge area and skill gap of the mentee. The Johari window system is followed to provide essential feedback to the mentee to ensure his development within his personality and career.
	
	Known to self
	Not known to self

	Known to others
	Open (Red)
They possessed skills about which both me and others are aware.
	Blind (Blue)
The skills that I believe not possess.

	Not known to others
	Hidden (Green)
The skills about which only I am aware of.
	Unknown (Yellow)
The skills that I am unknown but can develop in the future. 


Table 2: JOHARI Window
(Self-created)
The represented table and the method of colour used to identify the traits and characteristics of the mentee have been presented to provide a feedback perspective. The colour coding table has been applied by using the method of the Johari window (Refer to Appendix 1). I have identified that the individual has a good skill of communication that has helped me to interact with my mentors and peers. The fellow is highly decisive and as a result, he must be more aware of his time management skills to complete the necessary tasks in a particular time. As a mentor, I have realised that he doesn't have a good skill of analytical and critical thinking. To solve the problems and foster the decision-making process the existence of this skill is highly necessary. From the feedback system, some essential skills that the individual possesses have been identified and it has also been mentioned that which areas are required to be followed to develop the personality and career of the employees. 
	1. Has the mentee participated in all the tasks actively and in a motivated manner?

	[5] [4] [3] [2] [1]
Remarks:

	2. Has he followed all the instructions of the mentors?

	[5] [4] [3] [2] [1]
Remarks:

	3. Was he highly confident about the activities?

	[5] [4] [3] [2] [1]
Remarks:

	4. In the process of communicating with the mentors or peers, did he face any challenges?

	[5] [4] [3] [2] [1]
Remarks: 

	5. Did he submit all the tasks within a proper time framework?

	[5] [4] [3] [2] [1]
Remarks:


Table 3: Feedback Form
(Self-created)
The provided feedback has helped to evaluate the skills, knowledge, and area of gap of the individual and some relevant recommendations can be provided to them based on the given feedback.
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Mentoring is the process or act of guiding and helping other individuals to support their own growth or development (Dominguez and Kochan, 2020). The motive of the mentoring process is to leverage the professional and personal growth of people by offering support, knowledge and guidance which is transferred from mentors who are experienced to the mentees. On the other hand, coaching is an approach to development by interacting and working with other individuals (Bachkirova, 2022). It is a procedure where a coach gives support to the client for achieving professional and personal goals by offering guidance and training. 
Mentoring is a process that has a positive and lasting effect on the career of mentees, whereas coaching is a structured relationship which helps people enhance their specific performance, and skills and gain short-term goals. Coaching sometimes focuses on associating people in deciding their career path and focuses on career development (Grant, 2020). Mentoring helps people prevent them from getting stuck in a specific situation, however, coaching is the process that helps in evaluating the performance of an individual. In this study, a specific SMART model of the process of coaching will be addressed that will help individuals in setting specific objectives and goals. Additionally, a reflection of the model and the overall experience of people in assisting this report will be displayed in this study. 
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Critical evaluation of the purpose of coaching and mentoring within a Workplace 
Workplace coaching is a process where a more skilled and efficient individual helps another individual to enhance their skills, knowledge, and abilities. Workplace coaching is a relationship-developing professional skill enhancement. Effective communication and reciprocal activities play an important role in the process (Bachkirova et al., 2020). Based on the needs of the coachee, the coach provides the necessary guidance, and this helps to improve the skill and qualities of the coachee. To facilitate the future self-directed learning, the coach is required to train the effective skills and knowledge of the coach and thus contribute to the growth of the organisation (Giacomo et al., 2020). On the other hand, the procedure of sharing and transforming technical information and insight from one person to another can be termed as mentorship to enhance the performances of a company mentorship and the approaches associated with it are essentially required to be adopted. 
This module activity has helped me to identify that in a workplace environment, the two significant aspects coaching and mentoring are highly remarkable for some relevant reasons. These activities help to develop the skills and knowledge of the employees thus helping them to secure a good and successful career. The productivity of the company is highly dependent on the skills and performance of the employees (Bachkirovaet al., 2020). Coaching and mentoring programs transfer the essential abilities capabilities and insights of the coaches or mentors to the employees and coaches and as a result help to analyse several problems emerging in the workplace and facilitate the decision-making process of the company (Jones and Smith, 2022). In this purpose effective leadership skills, team building ability and interpersonal skills, so the leaders and the mentor play a significant and positive role. Due to the changing demand of the consumers, in the era of globalisation and digitalisation, it really become very difficult for the employees to understand their new trends, in this manner the coaching, training and skill development programs arranged by the coaches, and it has significantly impacted upon the growth and profitability of organisations in the global market. I have also researched various existing real-life examples and it has identified that Unilever, a famous retail organisation, has prioritised the needs and demands of their employees and have planned and organised some effective training and developmental programs for them (Unilever, 2024). On the other hand, NVIDIA has also planned and provided some deep learning tools and training programs for developing the IT skills of their employees to implement various AI softwares and technologies in their system (NVIDIA , 2024). 
Comparison and contrast views on coaching and mentoring 
From my active participation in the tasks, it has been identified that mentoring is considered for a long-term objective of goals on the hand, coaching is the technique of determining the short-term growth aspects of the employees working in a company. From my own experiences I have realised that mentoring is more direct, as it is the procedure for sharing experiences, skills, knowledge, and abilities from one person to another. Compared to this coaching is a typically non-directive activity. Providing abstract concepts like trait, guidance and confidence is essential in this process. From my overall analysis coaching is a perfrances driven activity whereas mentoring is a development driven approach. 
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SMART is one of the most popular and effective coaching models that are widely used for the performance coaching process, improves critical thinking among learners, develops leadership ability and helps with the goal-setting process which is part of the further development and knowledge expansion (Chan et al., 2018). In the coaching process, the SMART model is used with the aim of empowering learners to make good choices that are important for the professional and personal development process. Following the SMART framework in the coaching process, coaches can ensure that all goals are clear, they are measurable, attainable, and relevant to the objectives and completed within a time bound.  This coaching model helps individual people to set meaningful goals and encourages them to develop skills and implement action within the process to achieve goals within the pre-decided time frame. Learners can easily use this model in their learning journey by making clear communication with coaches and collaborating with coaches can help them define their objectives which are important to achieve their goals in a more significant way (Nordengren, 2019). From the analysis of this SMART model, it can be concluded that this model helps in providing guidance to complete tasks effectively and get proper guidance from a coach who will help them in their growth process.     
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Advantages 
The use of this model helps to provide clarity and focus helps to identify priorities and helps to improve their focus to complete their job responsibilities (Poe et al., 2021). The use of the SMART models helps to keep track of the progress which helps both coach and learner and helps with the motivation process. The use of this method helps with the proper utilisation of time and resources leading to increased productivity.     
Disadvantages 
The use of the SMART framework within the goal-setting process can limit the focus which can ignore other important aspects and objectives which will help with the development process and limited innovation can prevent them from exploring new ideas in their growth process (Aghera et al., 2018). The use of the coaching model can help individuals achieve specific outcomes, but the model does not have the ability to address any kind of emotional or psychological factors that have a positive impact on the success process. 
Situation where this can be used. 
The SMART coaching model can be used to develop targets and goals to make clients accountable and the overall process helps to work towards a clear and specific target which maximises the success of outcomes (Carmody, 2019). The use of this model helps coaches make trustworthy and strong relationships with clients which makes them attain the next session.
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Driscoll's model of reflection is the model I will be using for the first practical of peer coaching.  This is the model which contains three stages that will help individuals to demonstrate the situation and experience and then identify the problem and make a strategy according to the objectives.  This model is based on basically three questions: What? So what?Now what? (Dharmasaroja, 2024)
[image: ]
Figure 1: Driscoll’s model
(Source: Dharmasaroja, 2024)
What?
I was assigned to do the task of peer-coaching in this course. A session of 15 minutes was assigned to our team for peer coaching. We found many models on the internet to evaluate the approaches or procedures of peer coaching which are MMM, GROW, SMART and RAW. I found that all of them the SMART model of coaching approach would make it easier for me to organise the peer coaching session. Goal setting is a major part of starting the coaching session. It is necessary to evaluate the necessity of setting the goals and then analyse the objectives. The task consists of only one goal, so I selected the goal to enhance my critical thinking. 
So what?
I evaluated that the coaching session would help me to address my understanding of the process of goal setting. Using this model, I can grow in my personal as well as professional life by achieving the goal. The SMART model helped me to improve my critical thinking. In the time of setting goals for critical thinking, the improvement of goals needs to be evaluated. Adapting the skill of critical thinking is very much essential for peer coaching. Effective planning and evaluating various questions can help me to incorporate critical thinking. I must be aware of the critical thinking goal progress so that I can complete the goals within a specific time period. The goals should be measurable as they target the actions that can be completed to help in further progress. Long-term objectives and values will help me to measure the relevant goals that will ensure successful output. I observed some of the team members were facing difficulties during the task. They were not able to think critically about the goals and objectives. The objectives should be defined in a well-mannered approach, so everyone can understand the desired goal and work according to it. At the time of organising the coaching session of critical thinking, I asked some questions to my peers about, what the difficulties they are facing in the case of critical thinking, and what are strategies they can adopt to foster critical thinking. And why critical thinking is essential. These actions allowed me to comprehend their views and objectives to enhance critical thinking. 
Now what?
The peer coaching session helped me to gain a practical feeling of setting goals in professional and personal aspects of life. I also gain the skill to approach individuals and complete the goals. In my opinion, incorporating a culture of coaching sessions is necessary so that people can feel comfortable grasping information effectively. 
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The reflective model of Kolb's is referred to as experiential learning. The basis for this model is an individual's own experience and then it is reviewed, evaluated, and analysed in four stages (Idris et al., 2020). The new experiences will create a new starting point for another cycle. 
[image: ]
Figure 2: Kolb’s Reflective Model
(Source: Simply psychology, 2024)
Concrete experience
In the task of peer mentoring, I choose the Johari Window model out of Force field analysis and, karpmann triangle to offer feedback. The objective of this peer mentoring session is to evaluate the areas of self-improvement. According to the Johari Window Framework, I focused on the quadrants that are blind, open, unknown, and hidden.  I identified that the skill of communication is in the open quadrant which means it is a skill that both others and me are aware of. Critical and analytical thinking is in the blue quadrant, which indicates that many of the peers don't have that skill well. The skill of time management is in the yellow quadrant which tells me to be more aware and finish the tasks in a time. 
Reflective Observation
The Johari window has been very useful for the different critical insights for leveraging a structured process of feedback (Ferguson, 2021). The positive involvement was appreciated by the mentees to build openness and trust. The blind area was discussed as it helped me to offer feedback and the mentees were also concerned about their behaviour. The effect of various behaviours has fostered a productive environment and developed personal as well as professional connections with the consumers. 
Abstract conceptualisation
I have also recognised that some areas of this peer mentoring process can be enhanced. The hidden areas must be discussed precisely that were very limited to the time. Developing the hidden areas was highlighted for the preference of trusting environments to enhance the objectives of open sharing. In addition, I also developed that often the not known areas are proved to be more complex and challenging. I faced the challenge of indicating the suitable steps for completing these uncovered aspects. 
Active experimentation
Some areas can also be improved for my peer mentoring. The mentoring sessions should be in a more trusting environment. It is essential to take into the consideration time of defining the goals well first. Once I have a clear perception of the goals and objectives, It is also important to interact with peers. I should try to enhance the techniques for improving and developing self-disclosure like sharing my own and others' experiences and offering direct suggestions to guide the way of mentees that can reflect their strengths. Creating a trusting and friendly environment will be a good approach for the mentees so that they can share their weaknesses so I can make a better goal and report to them. Support and confidentiality should also be maintained. Getting constructive criticism and feedback can make my mentoring better. In that process, the mentees will work hard and more efficiently to impress their respective mentors. Time is also an important factor in any mentoring process (Dirks, 2021).  I should try to follow up on the revisit sessions and go deep into the challenging areas. The challenges of the not known areas should be addressed and I will try to adapt the activities that will help to give a personal self-assessment that will further help me to provide better feedback.  
[bookmark: _Toc170919537]3.6 Conclusion 
It can be concluded from the above study that a mentor is a person who encourages and supports individuals to manage their learning to enhance their skills and potential so that they can enhance their performance, foster their skills, and become the individual they want to be in future. Mentors are experienced individuals in their field who can help their peers by offering support and guidance and there is a personal connection. However, a coach offers slightly various approaches in which they act as an expert who guides peers in very personalised areas of their performance in specific areas. In task 1, the concept of the SMART model in peer coaching with its disadvantages and advantages has been addressed in this study. The usage of the SMART model in coaching the situations and the areas of improvement were analysed. In task 2, the process of peer mentoring by following the Johari Window has been analysed. The intention of the process of mentorship will help them to achieve their desired objectives. Therefore, the reflection of both tasks has been addressed in this study using various reflection models. 
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	Red (Dominant)
	Yellow (Inspiring)
	Blue (Analytical)
	Green (Stable)

	Driven
Resolute
Outgoing
Decisive
Competitive
Independent
Prompt
Determined
Communication
Persuasive
Strong-willed
Results-orientated
	Enthusiastic
Charming
Ambitious
Inspiring
Optimistic
Flexible
Open
Creative
Spontaneous
Convincing
Easygoing
Time management 
	Accurate
Cautious
Correct
Detail-orientated
Logical
Methodical
Orderly
Team player
Discreet
Thoughtful
Through
Critical thinking
	Friendly
Calm
Reliable
Empathy Interpersonal Skill
Considerate
Pleasant
Patient
Predictable
Stable
Quality-orientated
Reflective
Systematic
Good listener

	Negative:

Communication 
Strict
Tough
Dominant
Hard
	Negative

Manipulative
Hot-tempered
Undisciplined
Counteractive
Time consciousness
	Negative

Critical
Indecisive
Narrow-minded
Fastidious
Moral
Ethical
	Negative

Stubborn
Decisive Uncertain
Compliant
Dependent
Awkward

	Positive:

Strong-willed
Independent
Ambitious
Determined
Effective
	Positive:

Inspiring
Stimulating
Enthusiastic
Dramatic
Outgoing
	Positive:

Diligent
Thoughtful
Serious/persistent
Demanding
Methodical
	Positive:

Supportive
Respectful
Obliging
Reliable
Pleasant
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