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Reflection of Coaching Session
[bookmark: _Toc173519497]Introduction 
Coaching and mentoring play central roles in individuals’ growth and have the main purpose of assisting a person before, during, and after reaching professional milestones. The chosen reflection focuses on a coaching session with the employee named Maria and the strengths and areas considered as development opportunities. It also covered the establishment of the relationship, the use of the GROW model and active listening as a way to assess Maria’s worries and goals. Hence, the session contained specific objectives of improving Maria’s Organisational commitment as well as her career aspirations by developing an achievable plan. This reflection will also review the effects of the parenting models of coaching & mentoring on performance & motivation and closing with improvements & career advancement in the long run.
[bookmark: _Toc173519498]What Went Well 
The strengths of the coaching session with Maria can be further analysed in the following way, which will help in understanding how it made a positive difference. 
Establishing Rapport: The first area of accomplishment during the session realisation was the ability to create rapport with the client. Right from the onset, the session was aimed at making Maria feel welcome and appreciated so that she opens up. The initial small talk about her hobbies and interests somewhat eased the tension and any possible nervousness upon entering the therapist’s room and seeing a stranger. This step was important as it created a good rapport with Maria, and this made her respond constructively throughout the session. 
Clear Structure: It was possible to identify that implementing the GROW model (Goals, Reality, Options, and Will) offered the appropriate guidelines for the session. It is effective in serving to guide the process while at the same time providing a checklist where all the process of coaching was systematically touched (Grant, 2022). Thus, following such a structure, the session was goal-oriented and intense, and there was no chance of getting off the topic and wasting time. This discussion can be summarised as follows: Maria’s goals were introduced with equal consideration of each element of the GROW model; Much attention was paid to each step and goal formulation, current reality assessment, options consideration, and selected action plan. 
Active Listening: A key component that is involved in the effective conduct of the given session is active listening (Lester, 2002). During the discussion, I focused my attention on the content of the conversation attempting to hear and understand Maria’s complaints, her dreams, and her opinions. Listening to Maria in such a way not only helped her to realise that she was being appreciated but also helped me better understand her requirements and desires. Thus, it was possible to listen to Maria more attentively and therefore establish trust and mutual collaboration between us. 
Goal Setting: To enhance Maria's organisational commitment, we discussed and set specific and realistic long-term objectives for career development. This was done in a very consultative fashion so that in addition to being aligned with Maria’s vision, the set goals were achievable. Urging these goals gave Maria the direction and energy to realise them which increased her level of confidence. 
Action Plan: A concrete action plan as a result of the session is deemed to be one of the most significant eventualities (Oneadvanced, 2024). The outlined strategies coupled with implementation schedules, which enabled Maria to plan on the next steps and when they should be accomplished. Thus, the division of the large goals into individual steps helped to make the goal on the whole less monumental and therefore more realistic. This strategic model raised Maria’s morale and seriousness to work towards the achievement of the intended goals and objectives since it gave her a real shot at making it. 
[bookmark: _Toc173519499]What I Would Do Differently 
Looking back on the coaching session with Maria I have seen several points I can enhance to improve the outcome and effectiveness of the session further. 
Preparation and Familiarization: Although the patterning of the session was appropriate, I acknowledged that further analysis and mindfulness of Maria’s career roles and responsibilities could have enriched the discourse. Regarding the improvements that could be made for the next sessions, it would be useful to dedicate more time to the study of the profile and, if any, performance reports or feedback. This additional preparation would allow me to formulate more specific and pertinent questions, which would contribute to enhancing the given topic’s discussion. 
Exploration of Underlying Issues: It set up most of the session on Maria’s career plans and the actions that she could undertake shortly to get there. Career path is very essential to understand since it provides direction and guidance towards achieving success in career (Roy, 2020). However, I knew that we could have gone further in identifying other root causes of her feeling that she was in a rut and or confused about the team. Perhaps, in future sessions, I would spend more time discussing the emotional and psychological part of the given issue. In this sense, the therapeutic approach of Meyer and carrying out a detailed analysis of the causes of these emotions could lead to the identification of their root causes and, consequently, to practices that allow us to find more permanent and lasting solutions that make her more satisfied and performant in her job. 
Balancing Coaching and Mentoring: In their session, some of the interventions could have been done better using the mentoring approach even though the session was based on the GROW model of coaching. For example, my opinion and suggestions to change the situation based on my observation would have been quite helpful in some instances. The coaching and actual mentoring can and should be divided into the following sessions more effectively (Connor and Pokora, 2017). This would involve knowing when to prompt Maria with questions that can lead her to appropriate decisions and when to remind her and provide her with solutions grounded on my practice. 
Encouraging Self-Reflection: Looking at the major areas discussed, I would have wished we could have been able to push Maria to think deeper and provide better responses. In further sessions, I would utilise more self-reflecting questions and kinds of tasks which would be targeted at helping the woman understand her personal goal setting and personal victories and defeats more. This could involve questioning her about the previous victories and incidents that she encountered and what she got out of it (Way et al., 2015). It is necessary for Maria’s self-fulfilment as well as for her career progress to encourage such reflections about herself. 
Follow-Up and Accountability: Finally, about action planning, I realised how important it is to incorporate structures that would allow for checking up with clients and ensuring that the agreed-upon tasks are implemented. I would also plan more tangible goals and moments within the further classes and meetings concerning effective self-and-assessment. This would help to keep Maria on the right track and make her feel encouraged all through the process. Also, there should be periodic follow-up sessions scheduled, as it would help maintain the patient’s motivation and identify new issues that will need intervention at a later date (Hill et al., 2016). 
[bookmark: _Toc173519500]Critical Evaluation of Coaching and Mentoring Impact 
Coaching and mentoring are some of the most effective interventions as they hold the potential for enhancing performance as well as employees’ motivation within the professional arena. The recent coaching session with Maria introduced several major concerns about why these approaches can cause such improvements. 
Enhanced Self-Awareness and Clarity: About the aims of coaching and mentoring, the most important one is self-awareness. Imagining herself asking similar questions to a team member, as well as being given several minutes to reflect on her answers on individual questionnaires, Maria was able to identify her advantages and disadvantages and specify what kind of job she prefers to do. As highlighted by Weintraub  et al., (2021), this clarity is crucial when it comes to goal setting as it means that realistic and achievable goals can be set hence increasing changes in performance as people are more encouraged when they know where the direction lies. 
Identification and Removal of Barriers: The coaching session organised the framework in which Maria has an opportunity to clearly express her issues which include job dissatisfaction and frustration with coworkers. Thanks to this identification, it was possible to consider ways to potential strategies for overcoming barriers defined in the work. This process also assists not only in problem-solving for the moment but also enhances the coach's ability to solve potential problems in the future, which results in constant learning and performance enhancements (Ezeddine et al., 2023). 
Personalised Development Plans: Mentoring and other forms of staffs’ training allow for the development of individual training strategies based on the needs and requirements of an employee (Claned, 2024). For Maria, which was described in detail, we worked out a detailed objective action plan consisting of signing up for an advanced microbiology course, actively targeting high-profile projects, and having her check in with a mentor. Individual programs make improvement efforts specific to what the person needs that will provide for more profound changes in the job performance and satisfaction levels. 
Increased Confidence and Morale: Encouraging supervisory and coaching relationships can enhance an employee’s self-esteem and motivation levels (Claned, 2024). Maria gained an objective narration of her experiences during the session, which might improve her self-esteem and confidence in her skills. When the employee feels appreciated, he or she will be happy to work and deliver his or her best to uplift the morale of the whole team. 
Fostering a Culture of Continuous Improvement: According to Cera and Kusaku, (2021), supervision and training help in the enhancement of organisational culture because it encourages learning and training. To this end, goal setting creates a culture-nurturing ambience that allows the workforce to constantly develop and look for feedback and to self-assess as well. Such a culture is not only good for the employee but also has a positive impact on organisational development and creativity. 
Long-Term Career Development: Mentoring, in special, is a long-term career development intervention through experiences from a mentor. Such help could assist the mentees in their careers and assist them avoid pitfalls and grab opportunities as noted by Asogwa and Mathenjwa, (2023). Moreover, in Maria’s case, a mentor familiar with the given company, who personally has undergone a certain promotion within the company, would tend to have more insights and useful approaches, thereby improving Maria’s career advancement.
[bookmark: _Toc173519501]The GROW model
Goal: 
Philippa: “Maria, do you have any ideas about what your dream job here at Cisco Systems would be like in the future?” 
Maria: ‘I should attain the position of a senior microbiologist in the next year. ’ 
Reality: 
Philippa: He asked me formally: “What is happening now in your career?” 
Maria: “I am confined to very few chances of promotion and dissatisfaction with co-workers. I have been given extra work and new assignments but all my hard work goes unappreciated. Trying to look for a new job has not had any positive results. ” 
Options: 
Philippa: “Are there ways by which you can advance closer to the desire or need?” 
Maria: “I could get more education, assume more chores, introduce myself to people, or ask for a role model. It is also possible to publicise my work at team meetings or articles. ” 
Will: 
Philippa: “What steps will you take in order to fulfil the identified objective?” 
Maria: “I will take up an upper-level microbiology course, apply for visible task assignments, and arrange to meet my immediate superior for a discussion of my future with this company. I will come up with this plan of action after three months and look for a role model within this period of time. ”
Analysis of Effective Coach or Mentor
A good coach or mentor can be described as a person who possesses several components that define the characteristics that are crucial for the successful transfer of knowledge and personal development as opined by Connor and Pokora, (2017).
Key skills entail listening and effective communication. Thus, active listening provides deeper insight into the issues of the mentee, and clear communication ensures that the right directions are provided. They also need an array of questions, which change directions and challenge problem-solving domains. Counselling is important as it involves relating to the emotions of the mentee. Industry experience and professional knowledge are crucial for giving the appropriate advice to the firm like establishing objectives and creating effective strategies (Unger and Hopkins, 2018).
Behaviours: 
Good coaches/mentors are reliable. They show restraint, thus refraining from dictating what is on their mind. They only give criticism which is perceived by the recipients as being oriented on bringing change. They are ethical and committed to the organisation by demonstrating that checking in is a regular practice. As such, in order to reflect the needs of the mentee, they change the style of mentoring to focus on self-identity and self-management. Instead of giving straight answers, they help mentees come up with the answers on their own.
Attitudes: 
There has to be a good attitude towards the mentee. According to Robb and Meehan, (2022), a good mentor has the welfare of the mentee at heart and acknowledges the worth of the service the mentee is rendering. Employees are open-minded and always willing to learn and advance. They are rather flexible concerning situation circumstances and ready to change when it is necessary. They were encouraging and positive to ensure that the mentees tackled problems and succeeded in their objectives.
Beliefs: 
There is always a belief in the importance of the concepts of coaching and mentoring as the foundation. They see it as a learning process in which both partners learn from each other. They promote the use of introspection as a way of improving one’s life as well as their career. Owing to its sensitive subject, ethical practices and confidentiality are employed so that the mentee feels secure as well as trusted. They also value professionalism and make their mentees consider ways of getting further education periodically.
Values:
Integrity, trust, and respect are the basic fundamentals Honesty maintains moral compass measures which in turn creates credibility and buyers’ trust. Trust is established when the retailing is conducted through proper use of mouth reporting or writing about things while maintaining the privacy of the information being discussed. Acknowledgement of the potential of the person to be mentored is the first step in the principle of empowering mentoring.
[bookmark: _ohpub46q2jl8][bookmark: _Toc173519502]Conclusion
The real-life example of the coaching session with Maria highlighted the need to provide proper and clear communication, clear and detailed instructions, and compassionate care in a person’s improvement process. Rapport Building, the GROW model and the setting of achievable objectives thus helped create a good work session. Possible advancements are more comprehensive planning, attempting to address potential problems, achieving a proper combination of coaching and mentoring, urging people to think about themselves, and guaranteeing that the process will be repeated with additional responsibility. Many people improve their employability by gaining self-awareness, and confidence, and being able to transform themselves through coaching and mentoring in a systematic manner towards the improvement of the long-term knowledge base of the individual employee. Taking this into consideration, these ideas will be useful in the next sessions and guarantee a successful behavioural coaching process for participants.
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