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Reflective Statement
[bookmark: _Toc174108700]Reflection of coaching session
Using “Gibb’s Reflective Cycle”
Description: I worked with Lakshmi in the coaching session. She is a microbiologist and a mother of three children. In the session, Lakshmi disclosed that she intends to improve her time management skills. With the help of the GROW model, the session was conducted in a structured manner. Goals can be set using this model along with driving the direction for the achievement of the goals (Bajraktarović, 2021). During the session, Lakshmi said that she struggled to maintain a balance in her personal life and other tasks. Hence, root causes for this imbalance have to be found. Through continuous conversation, I identified that she is facing issues while managing her time because of unexpected interruptions and procrastination. Therefore, I had to develop strategies using which Lakshmi could schedule her entire day without wasting time. Specific times were scheduled for unexpected tasks along with giving preference to the important ones. I also suggested her to break down tasks for their easy implementation. Laskmi was ready to implement these strategies. We decided to check her progress and areas of improvement if any in a week. 
Feelings: I was prepared and confident at the start of the session with Lakshmi. I was completely ready to navigate Lakshmi with her challenges and provide her with effective solutions. Lakshmi also cooperated in the entire session by discussing her problems openly without hesitation. She was adamant about improving her time management skills so that she could schedule her entire day with 3 children (Sjarifudin and Rony, 2023). When we identified relevant strategies for Lakshmi, I developed a feeling of accomplishment as I was able to help her to a certain extent. However, I was slightly anxious as well thinking whether the solutions would be effective or not. I was further concerned if I would be able to address her challenges. I was also worried about whether I had provided Lakshmi with adequate and sufficient support for addressing her issues and implementing the solutions. 
Evaluation: We were able to ensure a focused and clear discussion by using the GROW model. I was able to understand the current situation of Lakshmi which further helped me in developing effective solutions. The GROW model was helpful in setting goals that were realistic and achievable (Farrell, 2022). The model overall helped from the identification of the problem to finding solutions that were easy to implement. I was listening to the issues of Lakshmi actively. During the session, Lakshmi was able to express feelings and concerns without any interruption. I acknowledged her feelings which was helpful in building trust in her as she felt supported throughout the session. I will also appreciate the fact that the session was collaborative (Dirks, 2021). I encouraged Lakshmi to suggest her own solutions instead of just indulging in offering advice. In this way, her commitment to implementing the changes could be strengthened. Lakshmi had a plan by the end of the session which increased the chances of improvement of her schedule. 
However, the session was going quite smoothly and productively, I observed that we could have had more time to plan the right strategies, if we had not spent major time discussing the concerns and options for improvement. this has provided me the learning I require to manage time in my subsequent sessions for achieving more productivity (Adeani et al., 2020). I also did not indulge in finding why behaviors like procrastination were occurring in Lakshmi. Additional insights would have been added to the solutions if the underlying environmental or psychological factors were explored during the session. I could further have used other coaching models as well alongside the GROW model. 
Analysis: The GROW model was largely helpful in ensuring the success of the session. Using the model, the objectives as well as results of the session were accurately focused on by Lakshmi and me. We both collaborated in the session in order to ensure its success. I was able to engage Lakshmi in the session by encouraging her to contribute by suggesting solutions (Smith et al., 2021). However, with better time management and comprehensive exploration into Lakshmi’s behavior, I could have made the session more productive. If her mindset had been explored deeply, this could have contributed to developing more comprehensive and effective solutions.
Conclusion: The immediate objectives of the session were achieved successfully. During the session, Lakshmi and I were able to identify the root causes of the challenges and practical strategies for improving the schedule of Lakshmi (Ivey and Dupré, 2022). This was further helpful in creating an action plan for the implementation of the changes. the session, majorly, was a success because of the usage of the GROW model and collaborative approach. However, I also identified certain areas of improvement such as managing time and exploring deeper into the conversation. I intend to improve in my subsequent sessions to ensure their better productivity. I will use other coaching techniques as well in order to make the sessions more effective as well as structured. 
Action plan: I intend to set clear time limits for my sessions in the future so that I can focus on everything possible that is related to the session. I will also focus on planning thoroughly for the session along with balancing the entire discussion (Susanto and Sawitri, 2022). In the future, I will indulge deeper in the conversation so that I can explore the possible underlying causes of the inappropriate behaviors that are shown by the mentee. I further intend to integrate other coaching models as well. This can include cognitive behavioral coaching in order to address the changes in behavior more efficiently. I also aim to provide additional resources and support to the mentee in the future. I will continuously monitor the progress so that the required adjustments can be made for further improvements (Rajasinghe and Allen, 2020). My coaching sessions can be more effective through the integration of these improvements. This will further contribute to providing effective results to the mentees in the future. 
[bookmark: _Toc174108701]Critical evaluation of the impact of mentoring on improved performance
The performance of an individual or organisaiton can be enhanced by using effective development tools. These tools include mentoring and coaching which also contribute to enhancing the morale. In the context of the conversation between me and Lakshmi, the GROW model was used in order to enhance the performance of Lakshmi. By using this model, achievable goals were able to be set and actionable plans were developed (Deng and Turner, 2024). Coaching is helpful for individuals in focusing on particular areas of improvement. With the help of the coaching session, the issues of Lakshmi related to time management were addressed by developing relevant solutions. This has contributed positively to driving her productivity throughout the day. Strategies that were developed in the session include breaking down tasks, scheduling, and prioritisation of important activities. 
The session further contributed to enhancing the performance of Lakshmi by equipping her with certain practical tools. However, only attending the session cannot be effective in improvements. For enhanced performance, the strategies are required to be implemented in real. Willingness in the mentee is necessary for their improvements. For instance, in the case of Lakshmi, her willingness was important for ensuring the success of the session. Follow-up is further important in order to ensure that the mentee is on the right track. When regular sessions are conducted, this can ensure that continuous opportunities are provided to the mentee so that required adjustments can be made in the current strategies (Ainsworth, 2020). This consistent support is important in order to achieve sustained improvements in performance. Performance can only be improved when the session is tailored according to the needs of the individual. In the case of Lakshmi, I listened to her concerns and feelings without interrupting her. Hence, Lakshmi is more likely to observe improvements in her behavior and schedule. A single approach cannot be applied to every individual as this will reduce the effectiveness of the entire session.      
Morale can be boosted by mentoring and coaching by developing an environment of mutual respect and trust. A sense of belongingness can be enhanced in mentees when the mentor focuses on their development as well as success appropriately. This is further helpful in developing a purpose for the mentee which evidently increases their morale. Individuals are motivated in mentorship by providing them with a clear direction for their future (Giacumo et al., 2020). In the case of Lakshmi, I encouraged her to contribute her efforts and solutions for her improvement in time management. This helped in engaging her in the session more actively which further boosted her morale. This also led to an increase in the satisfaction of Lakshmi for the coaching session. Mentoring and coaching are also important as they can aid a person in building resilience and confidence. This can further contribute to ensuring the well-being of the individual in the long term.
However, there can be potential challenges in the implementation of coaching and mentoring. This can result in limiting the positive impact on the morale and performance of an individual. Efficient resources, time, and commitment are required in order to make the coaching session a success as a whole. The intended outcomes cannot be achieved without putting in the required efforts and support. The mentor and the mentee should be able to understand and trust each other (Bajraktarović, 2021). As in the case of Lakshmi, I listened to Lakshmi without interrupting her. This would have emphasised that I was actively listening to her and concerned about problems. The absence of such an environment can result in impacting the overall morale as well as the performance of the individual. On the other hand, the adoption of the changes or strategies can be resisted by the individual. Hence, persistence and patience are required so that such resistance can be overcome. The morale and performance of an individual can be significantly improved when the coaching and mentoring are effective in every aspect. In the case of Lakshmi, I used the GROW model so that we can identify the problems and solutions effectively along with setting goals that are relevant. Overall, the individual can achieve sustained improvements when coaching and mentoring are effective enough.    
[bookmark: _Toc174108702]Analysing attitudes, skills, behaviors, values, and beliefs of a coach or mentor
In the personal and professional development of an individual, the processes of mentoring and coaching are important. The effectiveness of the development is highly dependent on the competencies and qualities that are acquired by a mentor or coach. 
Skills of a mentor or coach
A mentor should be able to listen actively to their mentees. A mentor or coach is also responsible for understanding the underlying concerns and emotions of the mentees (Sjarifudin and Rony, 2023). Trust is built in individuals when the mentor listens to them actively. Active listening further enables them to provide them with relevant guidance to the mentees. Open-ended and powerful questions are asked by an effective coach or mentor. This enables them to encourage self-discovery as well as reflection. By asking questions, the mentor can explore the thoughts of the mentees so that appropriate guidance can be provided. A mentor also studies non-verbal cues such as body language, eye contact, and tone, among others for better interaction. Another skill of the mentor that is important includes setting achievable and realistic goals. A mentor also provides assistance in breaking down large tasks into smaller and achievable ones. A mentor also shows skills like empathy and open communication. Ideas and guidance are provided by an effective mentor. Mentors are also supportive of the growth of the individual. Therefore, feedback is provided by them for further improvement of the person.      
Behaviours of a mentor or coach
A coach or mentor is indulged in understanding the challenges of the person by showing empathetic behaviour to them. With the help of empathy, the mentor is able to support the individual. This further allows them to provide guidance that is relevant to the problems of the person. A strong relationship is built by empathising with the person. Patience is largely shown by mentors. They provide the required support and accept the setbacks that may occur during the subsequent sessions (Farrell, 2022). An effective mentor can adapt the approach used so that the individual needs can be fulfilled. A mentor is flexible which enables them to adjust their communication styles and different techniques according to the mentee. Trust and reliability are built among mentees when consistent behaviour is demonstrated by the coach.
Attitudes of a mentor or coach
A positive attitude is maintained by an efficient mentor or coach throughout the session. The mentor supports the success of the individual by inspiring and motivating them. An open and safe environment is created by the mentor so that the individual can share their mistakes and thoughts without hesitation (Dirks, 2021). This enables the mentor to encourage a productive conversation with the mentee. A mentor is optimistic and they are able to inspire their mentees as well. 
Beliefs of a mentor or coach
An effective mentor or coach has a growth mind set in which they believe that their mentees can grow, change, and learn. Such mentors encourage their mentees to embrace challenges instead of fearing them. A good mentor believes that the person should focus on development and opportunities for positive growth in life (Adeani et al., 2020). Mentors also empower individuals so that they can take control of their development in life. An effective mentor provides direction to individuals in building skills so that they can grow effectively. Mentors do not believe in the concept of “spoon-feeding” rather, they motivate individuals to find their own answers with hard work and dedication.
Values of a mentor or coach
A trusting relationship between a mentor and a mentee can be formed through integrity. Ethical behaviour, transparency, and honesty are shown by an effective mentor. The guidance that is provided by the mentor is in the best interest of the individual. The individual is also required to show respect for the mentee. Differences in the perspectives or thoughts should be supported by the individual just the way, the mentor does. An environment where the mentee can feel respected and valued is developed by an effective mentor (Smith et al., 2021). The mentor is also involved in respecting the privacy of the individuals. In this, the discussion is kept confidential by the mentor without discussing it with anyone. 
The interplay of attitudes, beliefs, values, and skills is important for bringing effectiveness into the role of mentoring and coaching.                         
[bookmark: _Toc174108703]Conclusion
The positive impact of mentoring and coaching is highlighted in the following reflective practice. Effective mentors contribute to enhancing the growth of their mentees. They are also involved in boosting the morale as well as enhancing the performance of the individuals. In coaching and mentoring, the following reflection has shown that tailored approaches, support, and taking care of ethical considerations are important in order to maintain the relationship between mentor and mentee. Using the “Gibbs reflective cycle”, a reflection on the conversation between Lakshmi and her mentor has been provided. The results for the individuals can be improved with the help of adequate mentoring and coaching.   
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Is the coach asking open ended questions or closedquestions?

Hint: The Coach should ask open ended questions
‘Goodintroguction—explained the purpose of the sesion or example, she asked what brough the.
‘oachee tonheroffice and how she coulg help.

Is the coach patient? Are they giving the cpacheg timeto think through issues and arrive ata

‘conclusion n the way THEY process information?

Hint: The Coach hould be patient
She couldhave improved onthe lstening skilsand be more patient o allowthe coach to thinkabout the.
Solution.

Is the coach focused onthe coachee's agenda?

Hint: The Coach should focus on the cogghee’s agenda.

The coach some ofthe time focused on the agenda this could have been improved with good questioning

kil that willbring outthe solutions o the problerms.

Is the coach coachingin their own image? (Example: Are they sayingthings like “Well when!

‘wasinyour position, here's what| didwhen | was in a similar situation...)

Hint: The Coach should ot coachin theirown image.
‘Good~but could have probed/clrifed the options/asked furtrer questions/ in more detail

Is the coach acting as a problemsolver, providingthe solutons for the coaches?

Hint: The coach should not provide solutions:

The coach acted as aprobiem solver sheallowed the coach to think about the solutins.

“Additonal Comments

GROW model was applied sothe session was quite wellstructured. The session was fantastic, andit
Iooked o natural. The coach could have allowed the coachee more time torespond to questions. The
‘coach could have askedif the problem of the coahe was solved o not if not solved what needed to
be done.





