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Introduction
This reflection report compares the two philosophies, ,identifies parallels, and differences, and defines coaching and mentoring; application of GROW Model, and for Mentoring application of the Johary Window paradigm of  critical reflection/analysis, on practice for both of them; it highlights the impact of coaching on work experience, identifies essential qualities for successful mentors, and provides feedback on coaching and mentoring sessions, supported by references. As well as Practice of Coaching Session and Mentoring Session, feedback will be attached on Appendix.
Definition of Coaching  
  A coach is a professional who assists individuals in achieving personal or professional goals by providing guidance, feedback, and encouragement, often using structured methods, and adhering to ethical standards, in a brief time.
[bookmark: _Int_SlJOvvyF]Coaching is a widely recognized technique in various fields, assisting employees and individuals at all career stages to enhance performance and effectiveness (Grant, A. M., & Hartley, M. 2013), with executive coaching being a one-on-one learning intervention (Jones et al., 2016, Jones, R.,2024). Daniel Goleman emphasizes the importance of emotionally intelligent leadership in his book "Primal Leadership," impacting various industries such as professional training programs, institutions, and coaches; as a way to help team members grow over time, the leadership even if the results are not as good right away (Lindberg, 2023). This increases involvement, fosters connections, and enhances the team member receiving coaching's future performance. 
Lindberg C. (2022) cite: “A coach is someone who tells you what you don’t want to hear [and] who has you see what you don’t want to see so you can be who you always knew you could be.” Leadership coaching can be challenging and short time-consuming. Coaches are often trained and certified in coaching methodologies and adhere to ethical standards in their practice.




Definition of Mentoring
 Mentoring is a long-term, informal, and flexible relationship where a knowledgeable person guides a less experienced person, providing guidance, advice, and support based on their own experiences; it is one effective strategy for both professional and personal growth. It entails a relationship in which a more seasoned person—the mentor—offers direction, encouragement, and advice to a less seasoned person—the mentee. The mentees can accomplish their goals, learn new skills, and navigate their career with the support of this relationship (Nour,D., 2022)
The following are some main advantages of mentoring: Knowledge Transfer, Professional and Personal Development, Networking: Mentees can gain access to helpful professional networks with the mentor's assistance, according to Landry and  Lewiss (2020).
[bookmark: _Int_8QAp4rYK]Mentoring can be done in different ways, Stacy Blake-Beard et al, (2021) in “A Model for Strengthening Mentors: Frames and Practices”, talking about the developmental needs of mentors and suggests three frames for guiding their growth and development. It suggests four practices for continuous improvement: “structured self-reflection, participation in standardized assessments, building peer support, and asking for feedback. "The authors emphasize the importance of a multidimensional mindset, managing perceptions of others, and the benefits and challenges of acquiring in-depth self-awareness.

Similarities and differences between Coach and Mentores 
Similarities  
Alpaio (2024) identifies similarities between mentors and coaches, highlighting their goal of professional and personal development, advice, and establishing a relationship-based on mutual respect and trust.
Differences: According to  Alpaio (2024) Coaching focuses on improving performance and abilities, while mentoring focuses on long-term professional and personal development. Coaching is initiated by management or organization, while mentoring is initiated by the mentee. Coaching is more formal and structured, with regular meetings and goals. Mentors are experienced and knowledgeable in the mentee's industry or career path. 
The book "Leader as Coach and Mentor" emphasizes the role of a leader as a coach and mentor; in the “Chapter,” Pearson, L. and Numfo, N., (2021) examines the relationship between velocity and leadership, providing critical leadership skills that are necessary in the modern world.

Overview of Coaching and Mentoring in the Workplace
In the workplace, (Boyatzis, R.E., Smith, M. and Van Oosten, E., 2019) coaching and mentoring are now vital resources that support both professional and personal growth while improving output. Using pertinent research, this paper seeks to examine the primary applications of coaching and mentoring and compare the two methods' advantages and disadvantages.

Goals of Mentoring and Coaching
Coaching and mentoring are essential tools in the workplace for various purposes. They enhance performance by identifying growth areas, providing direction and support, and assisting in career development. They also aid in leadership development by helping emerging leaders improve communication, decision-making, and organizational dynamics. (Boyatzis, E., et al ,2019) They boost employee engagement by fostering motivation, job satisfaction, and a sense of community. Furthermore, they foster team collaboration by promoting efficient communication and cooperation among team members. establishing goals and offering direction and support( Stein,D.,et al, 2021)

Literature support
The usefulness of coaching and mentoring in the workplace has been the subject of numerous research. The primary goals mentioned above are supported by the following literature:
1. Research shows coaching enhances worker performance, job satisfaction, and work results, as demonstrated by a meta-analysis by Greenhaus, Parasuraman, and Smith, (1996). Investigates the connection between employee performance and coaching.
2. Boyatzis' (1982) research on executive coaching, as outlined by Dressler and Kram (1986), emphasizes the significance of customized coaching interventions, emphasizing the role of relationship-building, emotional intelligence, and effective communication in career development. 
3 Coaching positively impacts leadership development by enhancing goal setting, decision-making, and problem-solving abilities, improving team performance and organizational success by increasing leadership effectiveness, according to a study by Riggio, Guadagnoli, and Kanungo((1999);
 
4. Employee Engagement: The influence of coaching and mentoring in the workplace is examined by Lipman-Blumen and Smith (2000), who found that coaching improves employee happiness, job performance, commitment, motivation, and corporate results while fostering personal growth. It emphasizes how coaching can help with personal development, career satisfaction, and business outcomes.
5. Team Collaboration: Coaching and mentoring enhance team cohesiveness and performance by encouraging cooperation, shared decision-making, and effective communication, as highlighted by Gino, F., and Pierce, J.L., (2010).
Contrast and Comparision
Coaching and mentoring differ in goal setting, target audience, connection, time limit, and expertise. Coaching focuses on establishing clear objectives and providing support, while mentoring offers broad direction without specific goals. Mentoring may involve a group or team, while coaching focuses on individuals. Both approaches require specialized skills and knowledge to effectively guide and support individuals. Lindberg, C. (2022).
            Impact of couching and mentoring on work experience
 Coaching. Impact on Work Experience
Comparing the point of views between coaching and mentoring, I found interesting the way which Alpaio ,K.(2024) pointed on Impact on work experience; the development of skills and competences is aided by coaching. It frequently entails establishing precise, quantifiable objectives and pursuing them through planned meetings. Job performance and productivity can significantly improve with this focused strategy. Alpaio,K., (2024) emphasizes that coaching promotes professional advancement and job satisfaction by helping employees recognize and overcome performance obstacles, providing prompt feedback and assistance. Coaching is perfect for circumstances requiring rapid outcomes or skill enhancements because it usually tackles current demands and challenges (short-term focuses); Lipman-Blumen and Smith's study (2000).

Overview of Grow model of coaching
The GROW model, developed by Graham Alexander, Alan Fine, and Sir John Whitmore in the late 1980s, is a coaching framework that helps individuals set objectives, create action plans, and track progress. It offers a methodical approach and has been proven effective in encouraging goal attainment and personal development. According to research by Passmore., (2011), for instance, people who employed the GROW model were more likely to create action plans, set goals, and track their progress
Advantages: According to a different study by Grant, M.I., (2018), the GROW model's effectiveness in overcoming obstacles and failures by increasing motivation, goal focus, and communication. It also enhances personal growth, self-awareness, problem-solving abilities, flexibility, and resilience. 
Disadvantage: The GROW approach is a coaching method that aids individuals in setting and achieving performance goals, but may not be suitable for everyone, especially those not dedicated to personal development or problem-solving. The model's methodical approach focuses on goal setting, action planning, and progress tracking. The Model would be immensely helpful according to Passmore, J. and Sinclair, T., (2024).
  Reflection on 1st model used for Coaching: GROW Model, on first assessed experience of coaching and goal setting: GROW= Goal, Reality, Options, Way Forward.:
  Using the GROW model to help the coachee become General Managers, let us think about and examine the teaching session:
Goal: The Coache's goal is clearly defined: to become a General Manager within the next 3-5 years. This goal is specific, measurable, and time-bound, which aligns well with the SMART criteria for goal setting. The coachee has a clear understanding of what success looks like, which is essential for motivation and focus. 
Reality: The coachee is currently a department head, managing a team and a budget, but lacks experience in overall business strategy and board interactions. This honest assessment of the current reality is crucial as it highlights the gap between the present situation and the desired goal. 
Options: To close this gap, the coachee suggests looking for chances to make smart decisions, spending time with top leaders, taking leadership classes, and finding a mentor. These options are practical and actionable, providing a solid starting point for development. 

Way Forward: The coachee plans to understand company finances and profitability, addressing gaps in knowledge. They plan to seek support from their manager and mentor, providing guidance, feedback, and accountability for personal and professional growth.

Accountability: Setting goals every three months and reviewing success is a wonderful way to keep going and make sure you keep growing. The coachee also plans to reward themselves for achieving milestones, which can serve as a positive reinforcement. 

Recommendations: The recommendations provided are aligned with the coachee’s goal and current reality; emphasize the importance of gaining strategic experience, building relationships, and enhancing financial acumen, which are all critical for a General Manager role.

Coache's point of view of Session   
 
I can figure out how the coachee thought about the GROW model coaching session by looking at his answers and the steps his plan to take. The coachee aims to become a General Manager within 3-5 years, despite lacking experience in business strategy and board interactions. She actively seeks opportunities to acquire necessary experience and skills, such as taking classes, finding mentors, and shadowing senior executives; are committed to understanding profitability and financial aspects of the business and enrolling in corporate finance courses. She values outside assistance and is accountable for her progress by setting quarterly objectives and assessing progress. Despite the challenges, she believes that she can overcome them by adopting proactive measures. The coachee is actively participating in the coaching process and taking responsibility for their growth, using the GROW model for organizational ideas and behaviors.
Overview on The Johary Windows Model.
 Harrington Ingham and Joseph Luft (1955) developed the Johari Window: It is an intriguing tool that has been utilized to increase self-awareness and strengthen interpersonal interactions in a variety of contexts, such as corporate settings and self-help groups.” 
The Johari Window (1955) is a psychological tool that aids in personal and professional development. It consists of four quadrants: Open Area (Arena), Blind Area (Blindspot), Hidden Area (Façade), and Unknown Area (Unknown). Expanding these quadrants can foster open communication, trust, and self-awareness. Mentors can help mentees uncover their blind spots through honest feedback, while hiding hidden aspects can foster authenticity. The Johari Window encourages a balance between disclosure and feedback, fostering a deeper understanding of self-awareness and interpersonal understanding. Resources like Harvard Business Review and academic papers can provide further insights.

 Johari Window, the 2nd model is used for Mentoring, with the goal of preparing the mentee to become CEO, guiding the mentee through the question and providing feedback based on his responses. Let us to reflecting and analyze this:
The session's aims were based on exploring the strengths, potential spots, hidden talents as mentees are working on becoming CEO.

Using the Johari Window model to reflect on the mentoring session, it is evident that the approach was intended to give a thorough understanding of the mentees' strengths and potential development areas as they become ready for a CEO position. This is a critical evaluation of the meeting: 
1st step is Open Area (Known to Self and Others): The mentee emphasized team leadership and strategic planning as crucial skills for a CEO, simplifying complex concepts and uniting groups. The mentor emphasized motivating and coordinating teams across departments, encouraging the mentee to enhance leadership presence and impact-helpful critique.
The   2nd step, Blind Spot (known to others, unknown to oneself). 
Mentee's Awareness: The mentee acknowledged her excessive analysis hindering decision-making, demonstrating self-awareness. The mentor suggested methods and balancing analysis and prompt decision-making, establishing deadlines for decisions.
Mentor's Input: This was reaffirmed by the mentor, who emphasized the significance of motivating and coordinating teams—not only within the mentee's own team but also across departments. This comment is beneficial since it gives the mentee encouragement.
The 3rd step: Hidden Area (Unknown to others, known to oneself) 
The mentee suggests a transparent setting for expressing ideas, hesitant to express them, while the mentor suggests practicing proposal wording and creating a secure environment for exchanging ideas, despite being hesitant to do so. As a pragmatic strategy, the mentor suggested practicing the wording of proposals to highlight benefits.
[bookmark: _Int_yWsItQ2b]4th Step: Requesting Input and Feedback from Others In order to enhance leadership style, the mentee aims to comprehend social perception and express their thoughts. The mentor advises performing informal 360-degree feedback. The mentor may also provide certain questions or subjects to focus on in order to provide targeted insights.

5th step: Unknown Area (Unknown to Oneself and Others) is the fifth step. 
The mentee, aware of the importance of financial acumen for a CEO, seeks to develop it. The mentor suggests attending courses, holding meetings, or connecting the mentee with a financial mentor. 
Synopsis and Alignment of the Final Goal 
Overall Progress: In line with the objective of developing into a well-rounded leader, the session outlined the mentee's strengths and identified specific areas for improvement. 
Ongoing Support: By offering to keep helping the mentee along the way, the mentor creates a process of ongoing growth, which is essential.

Critical Introspection 
The mentoring session effectively identified areas for growth and strength using the Johari Window paradigm. To improve, the mentor should provide detailed examples and set specific goals. Future sessions should revisit these topics and encourage the mentee to consider their own development. Overall, the session was successful in preparing the mentee for a CEO role.    
Mentees point of view on Session
The mentee found the Johari Window model mentoring session beneficial, involving three steps: Open Area, Blind Spot, and Secret Space. The session encouraged recognizing abilities, practical advice, constructive criticism, sharing ideas, and establishing trust, making the mentee feel appreciated and recognized.
The mentor's guidance fostered trust, appreciation, and recognition of the mentee's skills, fostering a secret space for learning in group settings and an openness to personal growth. The mentee pursued new interests, increased financial literacy, and saw education as a leadership opportunity. The mentee also appreciated the value of informal 360-degree feedback into practice;

 
Synopsis and Alignment of the Final Goal 
The mentee found the session effective in identifying strengths and areas for improvement, thanks to the mentor's support. The Johari Window model's methodical approach allowed for thorough conversations, providing actionable feedback. The mentee is eager for future meetings to monitor development and acquire new perspectives, particularly in financial literacy and decision-making. Overall, the session was a positive step towards their CEO aspiration. Conclusion of Session mentoring:
This mentorship session aims to improve workplace procedures by promoting leadership development, balancing analysis and decision-making, open communication, seeking feedback, and increasing skill sets. It emphasizes team leadership, strategic planning, and financial literacy. By fostering a dynamic, adaptable, and comprehensive leadership style, individuals can prepare for executive roles and improve efficiency.
 Conclusion 
Harvard Business Essentials (2024) emphasizes the importance of coaching and mentoring as effective developmental strategies for professional and personal growth. The GROW Model framework provides a structured approach for coaching sessions, focusing on goal setting, reality analysis, options, and will. The Johari Window, a psychological tool, aids in understanding relationships and self-awareness, crucial in coaching and mentoring relationships. 
The two practice sessions provided in the book provide hands-on experience, reinforcing learning and developing coaching and mentoring skills. These tools can be applied in real-life scenarios to enhance professional growth and personal growth. 
[bookmark: _Int_hkLOQ80w]In conclusion, literature supports the integration of the GROW model and the Johari Window into coaching and mentoring practice, and practice sessions have enhanced understanding and application of these models (Passmore, J. and Sinclair, T., 2024). Thís combination of theory and practice is essential for developing competent coaching and mentoring skills.
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Appendix. 
Feedback for Coaching Class Session by mail:
Dear Maria,
Below is your feedback and marks for the coaching session, as requested. 
Best
Dr Mudassar Hasan 
Dear Maria
Thanks for completing your coaching task. 
Knowledge and understanding 6/10
Good implementation of the SMART questioning during the coaching session.
Practical application 6/10
[bookmark: _Int_iQaRijqh]Your follow-up questions were spot on and linked to your model. I liked how you linked it to a timeframe. Overall good listening skills and ask relevant follow-up questions
Transferrable skills 3/5
[bookmark: _Int_zgdMDjVW]You have developed good communication skills which are important for coaching.
Overall comments that should be considered going forward:
[bookmark: _Int_6QfhmEXT]It seemed more of a monitoring session rather than a coaching session, as you did not focus on a particular skill. You rather focused on the career development of your coachee. 
The conversation had to be more detailed and nuanced, with a greater level of emotions, body language, and energy synchronization with the coachee. 
[bookmark: _Int_s9hvdK56]The communication was good, but the summarizing part was weak. You were commenting on your Coache's discussions but were not trying to summarize them and hence seek reassurance from them about whether you are actually understanding their viewpoints and issues. 
[bookmark: _Int_MGqH9WXp]The listening and concluding parts were really good. 

Feedback Mentoring Cass Session
Total Marks 15/25 (60/100)
Marker: Dr Mudassar Hasan ,12 October 2024
Dear Maria
Thanks for completing your mentoring task. 

Knowledge and understanding 7/10
Good implementation of the mentoring model questioning during the coaching session.

Practical application 7/10
[bookmark: _Int_U2PNKNxR]Your follow-up questions were spot on and linked to your model. I liked how you linked it to a timeframe. Overall good listening skills and ask relevant follow-up questions

Transferrable skills 3/5
[bookmark: _Int_6J6pXXqx]You have developed good communication skills which are important for coaching.

Overall comments that should be considered going forward:
You have certainly improved since your coaching session. 
Some good points are as follows:
[bookmark: _Int_vXK1zhPl][bookmark: _Int_6GgXMSkC]The energy and body language were really good this time. Your suggestion of seeking feedback across teams was really good. 

Some areas for improvement are as follows:
Your session lacked the summarizing bit. Although you kept on repeating 'that's great or I understand'. Also, you used the technical term '360 feedback', it would have been better to explain it to your mentees as they were left wondering what it is. 

Total Marks 17/25 (68/100)
Marker:
Dr Mudassar Hasan 
2 November 2024

	
	
	



