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Mentoring in professional development is an important tool to help people grow in their personal and career life by consistent guide, encourage, and constructive feedback. It plays a role in transferring knowledge, enhancing skills development, improving self-awareness. This reflective report sets out my experience as a presenter of a peer mentoring session and how, to achieve good feedback, the Johari Window was employed as one of the main tools. The Johari Window, as it is otherwise known, is a psychological model put forward by Joseph Luft and Harry Ingham in the year 1955 that is specifically designed to help people understand themselves and one another better through open communication and self-revelation. It is composed of four quadrants, namely, Open, Blind, Hidden and Unknown that correspond to four stages of the self and communication between individuals. It starts by presenting a literature of academic supporting the concepts of mentoring and coaching and highlighting the difference and similarities in them. Coaching and mentoring are both focused on supporting individuals, but coaching is more about supporting a performance and being short term while mentoring tends to be more about supporting growth and relationship building. Taking Gibbs’ Reflective Cycle as a structure, the report considers my mentoring session in a standardised manner, starting with description, feelings, evaluation, analysis, conclusion and an action plan. The impact of mentoring in a workplace on employee engagement, knowledge sharing and diversity is also discussed critically, with the conclusion of the discussion focusing on the purpose involved in the concept of mentoring. By analysing Johari Window model, the practice relevance and weakness are understood. It ends with a reflection on how I have and intend to further develop my learning and future actions to enhance my mentoring practice and support individual and organizational development.
[bookmark: _Toc194885934]Critical Evaluation of the Purpose of Mentoring in the Workplace
For the person and the organisation, learning from one’s mentor is essential.  Using mentoring in the professional world can provide outcomes such as the development of talent and the advancement of careers as well as the loyalty of workers.  Ivey and Dupré (2022), define mentoring as a relational, relationship driven process that seeks, organically, to facilitate personal development through the importation of support, share of experiences and constructive criticism.  On the one hand, mentoring is aimed at helping people to move between competences as it is now and goals as they wish to achieve in future.
For a couple of reasons, it’s beneficial for you to participate in a mentoring relationship, one of which is the knowledge transfer.  Through an ongoing interaction, the mentors help the mentees understand the little bit of organisational culture, its expectations, begin to develop their hard and soft skills along with their technical capabilities.  It is especially advantageous to individuals who’re just getting started with their careers, or who’re fresh to their roles.  Mentoring, Garve and Stokes (2021), argue, leads to a sense of belonging, creates the opportunity for group leadership, and heightens incremental group loyalty and commitment.
Furthermore, mentoring leads to increased satisfaction in one’s work and staff retention, both positive outcomes. Ivey and Dupré (2022), discovered that workers with mentoring perform better organisational commitment and morale than no mentoring workers.  Organisations could reduce the turnover rates of employees and effectively keep competent personnel on board by giving support and helping develop the personal development and long-term vision system.  In addition, mentoring is a very effective method for succession planning by preparing high potential individuals to occupy leadership roles.
Furthermore, the process of mentoring is also very helpful in creating an environment for workplace where diversity and inclusiveness is welcomed.  Mentoring acts as a mechanism to close the playing field gap by providing under-represented groups the opportunity to develop their career through accessing informal networks.  As Darling and West (2024), assert that mentoring relationships have the capability to dismantle systematic barriers and create an inclusive culture by providing, voice and visibility for professionals from what appear to be different backgrounds.
However, it is also essential to mention that mentoring and coaching do not represent the same thing.  Both methods contain discussions concerning development in different scopes and for different purposes.  However, on the other hand, on a performance orientation level, it may be that Gallagher Flanagan and Company has a more coaching orientated focus and more a focus on obtaining results in the near term.  The procedure is often organised with them based on the concept of GROW (p.113, Whitmore, 2009), to assist people in identifying thing they’ve essentially been blocking or overlooking (Rahman, 2023).  Mentoring however, is a more comprehensive and much more spread-out activity that includes different matters related to the professional and personal development.  However, there are similar skills in both disciplines, such as active listening, questioning, providing feedback or comments.
My objective in the context of the workshop was to make it easier for them to get smarter about themselves and about themselves so they can get better at themselves using the Johari Window model in some form of organization.  The workshop helped my colleague to understand better blind spots, as well as other areas for investigation and extension (Iqbal and ul Haq, 2020).  It is consistent with the underlying objectives of the workplace of this company, which are to enable workers, to encourage the free exchange of opinion, and to allow the mutual trust and learning to facilitate professional development in the entire organization.
[bookmark: _Toc194885935]Critical Analysis of the Johari Window Model
This is one of the well-known tools around communication and personal development as well as areas of team dynamics. It offers a conceptual basis for understanding self- awareness and interpersonal relationship (Mathew and Sebastian, 2020). The model was created by Joseph Luft and Harry Ingham during the 1950s and splits self-awareness into four quadrants, Open, Blind, Hidden, and Unknown.
· Open Area: Information known by the individual and by others.
· Blind Area: The information that others can perceive but the individual does not.
· Hidden Area: Information known by only one individual.
· Unknown Area: Known latent capabilities or issues to one party and unknown to the other parties.
Moreover, the Open Area has been extended as a primary objective aimed at raising the levels of trust, communication, and cooperation through the Johari Window.  In the process, self-disclosure and feedback are engaged together.  The Open Area grows because of having and disseminating the information and insights it obtains and provides; the Blind Area and Hidden Area shrink (Bianchini et al., 2022).
To its many other uses, the Johari Window is a powerful tool because it can be employed in very many situations, for instance, to develop leadership skills, resolve conflicts, form teams and mentorship.  Therefore, Quinn et al., (2020) argues that this increases openness and decreases defensiveness of the interactions between people.  The paradigm of mentoring supports the concept of self-reflection as well as it encourages the facilitation of communication and serves as a means by which positive developmental feedback can be given.
mentation of model results is not a perfect thing.  And to continue, it is assumed the individual is willing and able to take part of self-disclosure and feedback in the first place.  Something that does not happen even in such cases as mentoring relationships, especially with the beginning of the relationship, is the need for a very high degree of trust and psychological safety (Mathew and Sebastian, 2020).  Sensitivity to the recipient is also necessary to provide feedback that results in resistance or discomfort.
Furthermore, this model is still another restriction; it is simple.  Unlike the four quadrants, the structure of the Ness and the ease of application also means that it provides no sense of the complexity of human activity or its people-to-people interactions.  For instance, people may have different understanding of feedback and disclosure based on culture. According to Żemojtel-Piotrowska and Piotrowski (2023), cultural dimensions theory suggests that people from societies where the power distance or the culture is more collectivists tend to be less open and respond less to open criticism.
According to (Lowes, R., 2020), The Johari Window is a useful tool for mentoring because, although this information is somewhat limited, it is this that makes it so useful.  It is also visual and organised and therefore a very good tool to reflect upon interactions, in addition. During times of organisational transformation, it provides a mechanism for the provision of a process to develop the alignment across teams.  As a leadership training function, it is also useful for rising leaders to use themselves, in that it helps them recognize their area of influence and blind spots.  It also leads people to be ready to accept that they can learn something new and to not forget to take criticism regarding it and do something about it.
I used a Johari Window as a useful tool when organizing the dialogue of my personal mentoring session where I was able to learn about it.  I asked my colleague to think about what they know about themselves, what they know and think they shine at and not at, and what they had been in and possibly can be and brought the idea to them of where they might be competitive but haven’t yet been (Lowes, R., 2020).  This approach only added insult to injury in the sense that, not only did it help advance their development, it also allowed us to extend our understanding of one another and bolster confidence in each other.
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Through Gibbs’ reflective cycle I reflect on the assessed mentoring session in which the Johari Window was used to give feedback. It has this structured model for in depth analysis from six stages description, feeling, evaluation, analysis, conclusion and plan of action.
Description
In Week 8, I held a 15-minute peer mentoring session about constructive feedback. The Johari Window and a guided discussions on each of the four quadrants was what I introduced. So, first, we looked at what there were in terms of a shared strength and a shared behaviour that we both saw. Therefore, then I pushed my peer to think about their Blind Area and gave my own thoughts of feedback (Lumbanraja et al., 2024). Open ended questions were used in analysing the Hidden and Unknown quadrants to stimulate reflection.
Feelings
At first, I was afraid that I would not be able to offer feedback without sounding too harsh. Secondly, I also worried that developing such a space did not give my peer a ground to share her personal insights. But then as the session was going on, I felt more confident (Lumbanraja et al., 2024). This calmed me down because the session was positive with my peer. I went away feeling good that I facilitated a courteous and candid conversation.
Evaluation
For the most part, the session achieved its core objective: to give structured constructive feedback within a supportive environment. As Collier (2023), States the Johari Window also made sense to my peer in terms of creating a visual of areas of strength and growth. The session gave people the chance to reflect over their actions and understanding based on the actions of other people. One thing that I did not like was time management, and we had to skip one quadrant of the Unknown quadrant due to time constraints.
Analysis
The experience highlighted the value of setting a psychological safe location. Key to building trust as well as open dialogue was active listening and non-judgment responses. The Johari Window turned out to be a good way of structuring the conversation, and part of its visual structure helped to achieve clarity and focus. By using reflective questioning my peer arrived at insights independently, thus the impact of the feedback was increased. Brown and Grant (2020), research support this approach because, as noted, coaching and mentoring are most effective when participants discover their own solutions.
Conclusion
The mentoring session was a great experience to learn from both of my peer and me. I got an opportunity to practice how to give and get feedback in a proper manner and my peer got more self-awareness. Johari Window was great for it to be a conversation that got us productive, and it also made our professional touch stronger (Collier, 2023). Mentoring practice is anchored on preparation, emotional intelligence and communication skills, which this experience taught me.
Action Plan
With a view of improving the next mentoring session I want more time for all quadrants of the Johari Window to be covered in detail. I would also like to study additional mentoring appraches such as SWOT analysis or GROW model to widen my scope. My growth can be supported by maintaining a continuous professional development in mentoring technique by attending workshops or peer observation. Third, I will also continue to develop myself through feedback from mentees, to minimise mistakes and ensure that I fulfil their developmental needs whenever possible.
[bookmark: _Toc194885937]Conclusion
With this reflective report I have gone through exploring the role of mentoring within professional settings, the application of the Johari Window model and have carried out analysis of my practical mentoring experience based on Gibbs’ Reflective Cycle. At both an individual and an organizational level, mentoring can provide many benefits such as knowledge sharing, improved engagement and promotion of inclusive practice. This report noted that mentoring is long term and relationship focussed, while coaching is short term and task focussed, and it distinguished between the two. Johari Window model is a quite simple in shape, but it is giving us a deep sight in the interpersonal communication and self-aware part. The model, though it's lacking in the regard of trust and cultural sensitivity, is still a useful tool to structure feedback and bring about personal development. The element of openness and feedback strengthens the objectives of an effective mentoring. Finally, after my mentoring session, I reflected that I was able to give constructive and supportive feedback to my peer to identify his/her strengths and the area of development. The experience increased my confidence as a mentor and made me realize the worthwhile effect empathy, active listening and clear communication can make. The Johari Window was a practical and visual way to engage in self-reflection and develop trust. As I look forward, I hope to continue to improve my mentoring practice by learning more tools and frameworks, in working on refining my facilitation skills and in making more time for deeper exploration during a session. I am committed to contributing meaningfully to mentoring that is by continuous learning and application, to bring about change and make a difference to the life of an individual as well as shape the outcome of an organization.
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