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Coaching is known as the art and science of facilitating the professional learning and development of other through one to one or personal, on the job training skills and competences. Coaching contributes to improve the performance of when it is conducted through structured dialog which has been strategical designed with meaningful objectives, goals and outcome evaluation (Cameron and Ebrahimi, 2014). Workplace coaching is custom- tailored and is known as development intervention which uses collaborative, goal focused and reflective relationship for achieving professional outcome which are valued by coachee (Bozer and Jones, 2018). Mentoring is known as the term which is used for describing relationship between as less experienced individual called mentee or protégé and a more experienced individual who is known as mentor. It is viewed as dyadic, long term and face-to-face relationship between a supervisory adult and novice student which fosters the professional, academic and personal development for mentee (Wai-packard, 2001). In this written reflection report, I have discussed an important coaching and their pros and cons. Then I have discussed reflection model which is GROW model. In the next part, I have provided self-reflection on coaching theoretical GROW model and for mentorship feedback, I have use Johari window analysis model to self-reflection. Lastly, concluding remarks were added to summarise theories used in this report.
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There are different typologies of coaching which include developmental coaching, skills coaching, performance coaching, workplace, and life coaching. The coaching of skills is aimed at developing certain skills. Coaching involves experienced coaches and different structures such as behavioural consultation, instructional coaching, provides direct observation and feedback on the implementation fidelity tools, provides modelling with opportunities to practice and uses problem solving, data-based decision making and goal setting (Wood et al., 2016). The results obtained from coaching are not direct and often if coaching experience does not see measurable results if the internal setup and original expectations are not set. The senior manager must be educated for making sure to implement coaching culture to produce significant results for seeing return of investments (Cameron and Ebrahimi, 2014). According to Jones, Woods and Guillaume, the term workplace coaching includes a more inclusive description incorporating coaching provided to all levels of employees for internal and external coaching partitioning who do not have formal supervisory based authority on the coachee. Different terms such as leadership coaching, business coaching, executive coaching, workplace coaching is interchangeably used. But workplace coaching is developmental intervention (coachee, organisation and coach) and reflects the outcome of coaching in an organisational context. Coaching helps providing employees with mental space, support, time and space and guidance and help the employee to make sense of available information so that they can apply them to different workplace situation (Bozer and Jones, 2018). On the other hand, Mentoring is known as learning process by which helpful, personal and reciprocal relationships are built while focusing on achievements and in this regard emotional support is the key element. Within the mentoring relationships, the mentees get scope to develop through conversations with the help of experienced mentors who share skills and knowledge which can be incorporated into their practice and thinking. In comparison, tutoring and coaching is known academic or professional assistance in a concerned are with more focus on competence. Also, mentoring relationships can be both formal and informal and often organised by workplace where the organisation matches mentees and mentors for developing their careers. Informal mentorships are more spontaneous and psychosocial and help enhancing the self-esteem of the mees and confidence by providing them more emotional support and by discovering some common interest (Premkumar and Wong, 2010). Coaching in most cases address the performance in many aspects of an individual’s life or work and mentoring is attributed to boarder and holistic development and career progress. Coaching helps creating more performance-oriented relationship whereas mentoring involves growth-oriented relationships. Coaching involves paid or formal relationship requiring purchase of skills sets and are typically found in coachee and coaches. While mentorship is informal and requires reciprocation and do not involve formal setup or paid conversations between mentee and mentor. For example, formal academic qualifications are attributed as coaching and in case of mentorship, the industry expertise and prior knowledge that the person being helped wishes to acquire are attributed and associated with mentorship (Stokes, Fatien Diochon and Otter, 2021). The coach leaders are professional out of business, has specialised training for mentoring cooperating managers, includes different coaching styles, focuses on specific target, learning, timeline for the success of work outcome whereas mentor leaders senior managers in business who have enough experience, oriented to improve collaboration and communication, leadership skill and transfer of specific skill in relative field, focuses on advice and directions and identify the need for individuals refining skills, rectify approach with philosophical reflection perception, attitude and behaviour, goal design, empowerment and potential skill and ability. Coaching is a short-term process while mentoring is long term process and has long term objectives (Triantari, 2024).

[bookmark: _Toc182618765]Chosen Model of Coaching

GROW coaching model is one the most traditional coaching training models that have been used in professional development programmes. It is the go-to model for most of the coaches in case of supporting the coaches to bring about behavioural changes and allow them the flexibility to walk the coaches through a process of stages either sequentially or jump through steps that best serves the situation (Panchal, 2020). The GROW model has different acronyms such as goal, reality, options and wrap up respectively. It is also called will or way forward model (Grant, 2011). The goal components help identifying what the coachee wants to achieve and focuses on solution rather than problem. The coaching session include measurable and clear goals. The reality components in where the coachee reviews his or her current situation because only then they are able to determine how to move forward in order to achieve these goals, the options help in case of exploring the available choices for achieving those goals initially identified and then lastly, the will stage is where the coachee identifies the best options to achieve his or her goals (Othman and Yee, 2015). The downside of GROW model is that it focuses too much on short term deliverables. Many people get goal fatigued due to this coaching approach and this puts over emphasis on short term goals (Hawkins, 2018). Example: the coachee may set goals which are easily achievable however there would always be the need for new short-term goals each time. This may lead the individuals confused and overworked. The advantage of the GROW model includes promoting self-efficiency for learning and optimising, helps developing behaviours which are specific to the fundamental needs for one’s own control and motivation as well as for the social environment (Mogonea, 2022). For example, the coach can establish a good relationship prior to setting the goals such as formal conversation or rapport which would act as icebreaking session for coachee. It is the first stage, and it is dependent on the coach to ensure that the coachee feels heard about their concerns so as to set realistic goals for the organisation. In the second stage, the coach can further question the coachee regarding the reality of the ongoing situation and help addressing any problem that are not identified. It is ideal for both parties to know about the problem otherwise it becomes difficult to solve problem if they do not have idea regarding the starting point. As a coach it is also crucial for the coach to help coachee with self-evaluation and help identifying the obstacles which has held them back. It can bring out the fundamental beliefs and fears regarding any ongoing situation (Kamarudin et al., 2020). In the third stage called options, the alternatives to the solution are assessed and through idea generation and brainstorming the alternatives can easily be assessed and applied even though they seem unrealistic at the beginning. Lastly, the fourth stage is way forward, and includes selecting the best fit alternative or option for the goal. In this stage elaborate action plan is required where the client will be fully committed (Kunos, 2017).
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In case of reflecting on coaching and goal setting we have discussed different approaches as the theoretical guide but for my own individual reflection, I am using GROW model as theoretical guide. I will apply this goal for my goal setting in my own workplace and reflect on my workplace activities.

	Theoretical Components
	Reflection

	Goals:
	A clear and specific goal needs to be set in
this first step. In this case various questions
are assessing such as:

1. which goals are to be focused on?
2. How to improve them?
3. What is the need for this goal?
4. How can this help me in the long run?

In this case, I wanted to improve my customer service dealing experience in the fast-food chain that I work on for part time. My chosen goal is to improve customer service. However, in this case I needed feedback from the coach who is my supervisor, and this could be only achievable by performance rating.

	Reality:
	This stage gives opportunity analyse current situation and deal with reality of any situation as well. I had to reflect what is affecting me to achieve better performance in the workplace. There are several reasons which came up upon assessing the situation which involves inability to communicate properly when it is busy hours, being shy when around customers, not getting feedback timely from the supervisor and, not being able to get feedback from customers directly as well.

	Options:
	This stage helps in getting the best solution
for the problem identified in the reality assessment stage. I reflected on my course of action and there are several ways in which I can improve my customer service skills which involves the following:

1. Request for additional induction training on customer service.
2. Observing how other co-workers deal with certain situation and act on them.
3. Practicing on how to be calm and collective when it gets busy and learning communication and customer service all together.
4. Taking regular feedback from the supervisor by one-to-one communication and identify specific areas in which I am lacking the improvement.

	Will:
	This stage involves coming up with solution
in order to achieve the set goal. This could be done in the following way:

1. For next three weeks, I will ask my supervisor to provide me feedback of my own performance and ask him for rating my performance.
2. I will ask for extra induction training myself.
3. I will express any discomfort or overwhelming feeling when I am unable to handle situation and will ask for help in order to better understand customer service and would not shy away.



In this way, I can improve my goal which is “improving customer service” and focus on next goal after this.

[bookmark: _Toc182618767]Reflection on Practical Two

In case of reflecting on mentoring session for providing feedback, I have used Johari Window model for self-reflecting on my goal for my part time workplace. Johari window is the self-awareness tool which helps the individuals to improve and understand themselves better. This helps in identifying the training capacity and training needs of the mentors. The mentor managers use Johari window analysis for private discussion to better understand their needs (Subramanian and Nagappan, 2011). There are four different area in Johari window such as open area, blind area, unknown area and hidden area.
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Figure: Johari Window for self-reflection (Subramanian and Nagappan, 2011).

	Name of Johari Window Component
	Self-Reflection

	Open Area: This area is known by both the
individuals.
	My supervisor sees me working and he notices my improvement in the customer service skills and communication skills. At the end of the shift, he provides me feedback that he noticed I have improved my communication skills and acknowledged my hard work.

	Blind Area: It is the fact known by others and not individuals
	My supervisor notices that my voice pitch is
too low sometimes and this is unintendedly
and this causes the customer to ask repeat
questions. He provided me feedback that I
have to speak clearly and sharp when it is
busy time because there are other customers that can grow impatient while waiting in the queue.

	Hidden Area: It is what individuals know
regarding themselves but not others.
	I have reflected on my own work and it
sometimes gets hard for me to maintain a
work and life balance between study and
work. In professional setup it requires me to
be more active than in educational setup.
Due to physical exhaustion, my tone sometimes changes, and this causes a lower pitched voice. I am also shy in nature which sometimes cause me to panic and not understand what the customer is requiring.

	Unknown Area: It is the facts which neither
individuals know about.
	Through experience and spending more time on training session, I can improve my
communication skills further. I can also ask
help from co-workers whenever I am confused. I can also get feedback from my
own supervisor to improve my performance.
I can also try other options such as repeating orders with confidence and ensure that I have taken right orders and not misplaced them.



The personal feedback that I have received is that I must be confident while I deal with customers and learn more by making mistakes. I am advised to take help and assist whenever I feel like I am failing to understand the customer need and ask for support. I am advised to speak with clarity and observe how other employees personally deal with customers.

[bookmark: _Toc182618768]Conclusion

GROW model have been used by top managers and line managers for creating high performance culture in the organisation. There are however different steps involved in order to achieve performance-based goal setting. The first one involves having a right coach for building better peer-to-peer relationship. Second one is coach who uses their ability, skills, and knowledge to bring the best of the coachee and make better solution to the identified problems. This involves creating partnership with coachee and third being dangerous conversation where the coachee can give details about realistic situation, create personal and interpersonal relationship. Based on these three principles, GROW model is a solid and formal coaching model for goal setting (Mansor et al., 2012). On the other hand, Johari window model is a very useful mentor feedback model which provides opportunity to self-assess through quadrants and work on areas such as blind area which they mentor, or others observe. The hidden area also helps in assessing facts about own self that is not known to individuals and help stepping outside of comfort zone. The open area provides common ground even though the unknown components remain uncertain (Luft, J. Ingham, 1955). In conclusion, GROW was useful as a good coaching technique and goal setting model in formal setting while Johari model was useful for getting feedback from mentor for self-reflection in both formal and informal setting.
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