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[bookmark: _Toc173324394][bookmark: _Toc173740087]Reflective Statement on Coaching Session with Maria Cook
This self-reflective paper provides an analysis of a coaching session conducted by Philippa Graham on organizing a coaching program to solve concerns to do with workload and morale of the staff in her organization; dealing with a microbiologist who feels trapped in a career, Maria Cook. The GROW model for reflection is applied to assess the efficiency of the coaching session, recognizing the areas of strength and weakness, potential changes and improvements, and overall impact on performance and staff members’ morale. Exploring the session, major attention is paid to the abilities, actions, predispositions, perceptions, and standards to be practiced by the coach/mentor.
[bookmark: _Toc173324395][bookmark: _Toc173740088]Reflection on the Coaching Session with Philippa Graham
[bookmark: _Toc173324396][bookmark: _Toc173740089]What Went Well
Active Listening: By listening carefully to Maria’s complaints, Philippa made sure they had rapport, which is a good starting point towards client appreciation. Compared to another type of listening, active listening can be defined as an ability of the listener to concentrate, comprehend, react, and even memorize the given data. Philippa exemplified it through listening to her sister Maria with full attention, honoring her sentiments, and then addressing her accordingly. In so doing, Philippa complied with the key counsel of effective listening processes, which lays the foundation for a positive and constructive coaching process (Rogers, 1995). This approach did not only assist in getting a complete understanding of Maria’s problems holistically, but it also made Maria feel like she is valued and trusted hence being able to open up on matters bothering her (Mineyama et al. , 2007). 
Empathy: Philippa started being more empathetic to Maria’s needs which created a friendly atmosphere. Emotional rapport in coaching is crucial because it provides the coach with the ability to understand the coachee, thus improving the relationship dynamics. The rationale and selflessness from Philippa put Maria in a position of feeling valued and welcomed into the business. Of the four modes of communication, empathy probes a deeper level, not only professional but a warm-hearted relationship in the course of the practice that enhances the coachee’s motivation in the process (Goleman, 1995). This empathetic link is critical in coaching since it fosters a comfort zone and a positive rapport to strengthen the coachee. 
Open-Ended Questions: During the counselling process, Philippa employed questions because they enabled Maria to delve into her problems and seek ways to fix them. It also enhances critical thinking in the thinking process and self-Analysis. For example, Maria might be asked how the new schedule influenced her private life or how this changed the overall load. This may be why open questions are resourceful in coaching as they get the coachee to think more creatively and deliberatively, thereby generating meaningful dialogues (Whitmore, 2002). This method assists with identifying potential root causes of the issue, and poses a shift from a singular approach to the problem in question.
Practical Solutions: In this context, the session brought up tangible tasks, including the establishment of flexible schedules for support meetings and career development discussions. Offering tangible suggestions enables meeting the simple and complex needs that makes him feel his problems are noticed and valued.” The application of such solutions is important, as it takes the process of coaching from a mere talk to an action-oriented fare that shows the coachee that the work, and effort is being backed up by support (Clutterbuck, 2014). Anyone would say that practical solutions indeed make provisions to handle current issues as well as show the set path to future progress; this helps in boosting the morale of the coachee.
[bookmark: _Toc173324397][bookmark: _Toc173740090]Areas for Improvement
More Frequent Check-Ins: It could also be useful to know when and if the systems were being used so that potential problems could be addressed earlier. The model thus allows for several touch-point meetings between the coach and coachee to guarantee the efficacy of solutions and tackle any emerged issues promptly. Follow-ups are also essential as they keep the client engaged and provide support beyond the initial intervention to prevent relapse or any arising challenges being handled immediately by the counselor. This ongoing contact serves to strengthen the coaching relationship as well as ensure that the coachee remains motivated to achieve the targeted objectives. 
Additional Training: Additional training on stress management, recognition of signs of workload imbalance, and techniques for addressing it could also help the team. Training helps in improving efficiency and effectively coping with pressures and frustrations by availing for training. This reveals that training done on stress management enables people to be in a better position to overcome this by teaching them how to handle the pressure with ease hence resulting in better health and productivity (Cox, 2016). That is why by investing such training the organization can help its employees to be healthier, avoid burn out and to gain more satisfaction from their work. 
Enhanced Feedback: Providing specific suggestions for development on the aspects to be enhanced or on the side that requires more attention is highly effective when coaching. It can be quite beneficial for people to receive specific kinds of feedback as it assists them in pinpointing the facets that are in their favor and the areas that require improvement. Coaching is the process of providing guidance and managing the development of a subordinate as well as giving suggestions on how improvement may be accomplished, constructive feedback is therefore a vital tool in coaching as it offers signal on what is going well and what is not (Stone and Heen 2015). This targeted feedback is useful because it assists the coachee in outlining the areas in which he or she needs to develop, and this is a more systematic process that can be easily evaluated.
[bookmark: _Toc173324398][bookmark: _Toc173740091]Evaluation of Coaching/Mentoring Impact: Improved Performance and Morale
The coaching session had a positive outcome in the encouraging of Maria, the employee as well as improvement of her performance. Flexible school calendars and attending support meetings are effective in mitigating stress hence creating work-life balance which is paramount when operating under pressure. Challenges and choice of career advancement, covered in the session, eliminated the frustration and motivation, making Maria less antagonistic to her colleagues. 
Improved Performance: Specific recommendations like flexible schedules were recommended as practical solutions as they helped in improving the management of workloads, thereby reducing perceptions that troubled Maria. Flexible working arrangements are very beneficial around work and family interface because they assist the employee to coordinate his or her work and family responsibilities more effectively (Hill et al., 2001). This change benefited Maria and the company because the professional could devote more quality time to the tasks at hand due to the absence of strict schedules. Furthermore, feedback and positive reinforcement offered on a daily or weekly basis helped emphasize desirable behaviors as well as enhance performance. As identified by Grant (2003), feedback is critical in coaching since it is a constant process of giving pointers and appreciation, which increases productivity and facilitates achievement of laid down objectives. These included ensuring that Maria was always evaluated frequently and that her performance was always checked and corrected almost immediately, as observed by Philippa in the case of Maria.
Enhanced Morale: Coaching session also had joyful effect on the team morale. Consequently, by acknowledging Maria’s concerns of career development, her motivation was enhanced resulting to a more harmonious working environment. As demonstrated by Hackman and Oldham (1976), when employees have perceived organizational support, job satisfaction and morale will be enhanced. The non-judgmental and analytical compassion from Philippa reassured Maria thus enhancing morale as she was valued and understood. The feeling that someone listens and the concerns or needs are met are crucial for improving an employee’s mood and engagement (Deci & Ryan, 2000). To begin with, by assisting Maria to achieve her career goal, Philippa also boosted Maria’s morale through finding meaning within the workplace, which on its part is a core concept in morale boosting according to Locke and Latham (2002). This renewed motivation not only helped Maria to change her attitude but it also had effect on the rest of the team because motivated employee is effective and does not in any way hinder the team’s morale.
[bookmark: _Toc173324399][bookmark: _Toc173740092]Analysis of Effective Coaching/Mentoring Attributes
[bookmark: _Toc173324400][bookmark: _Toc173740093]Skills:
Active Listening: By having active listening, Philippa’s communication skill improved greatly to address Maria’s emotional issues profoundly. An essential component of coaching is the ability to actively listen to what a coachee is saying with a view to understanding the subtleties of their concerns and creating trust (Egan, 2013). Through only listening to what Maria stated, Philippa showed interest in exploring her needs, which is a critical step for problem-solving and the development of a positive partnership (Mineyama et al., 2007). This skill is useful not only in diagnosing the problems right but also in designing courses of action that might suit the concerns being faced. 
Empathy: Thus, being able to connect on an empathic level that established a good relationship between Philippa and Maria. It emphasizes the need to understand the coachee on an emotional level, which also helps to make the coachee feel valued hence improving on the whole process of the coaching (Goleman, 1995). It can make the individuals more receptive to the coaching process in which Maria found out her experiences and feelings are being listened to. 
[bookmark: _Toc173324401][bookmark: _Toc173740094]Behaviours: 
Being Approachable: It is important for a coach to be easily approachable; this can be seen since Philippa always promoted an open dialogue. An accessible coach creates an environment in which coachees provide ideas and discuss concerns without inhibitions (Clutterbuck, 2014). This openness is crucial in building that trust, which is very important to ensure that the coaching process addresses the issues of the coachee. Maintaining 
Confidentiality: Maintaining confidentiality is another measure that should be upheld always and Philippa was good in this aspect. Coaches must be honest and be able to keep all information given to them during the coaching relationship confidential in order to encourage coachees to reveal whatever information they might hold (Kimsey-House et al., 2010). The choice of protecting Maria’s identity helped Philippa maintain this trust that is essential for establishing a good working relationship through coaching.
[bookmark: _Toc173324402][bookmark: _Toc173740095]Attitudes:
Positive: Positive attitude of Philippa towards work, particularly to search for solutions more than problems served to enhance motivation as well as created a positive looking to the future. Positive attitude in coaching helps in nurturing or developing attitude that challenges are something that can be overcome as opposed to something that cannot be overcome (Whitmore, 2002). First, it helps to build up the coachee’s ability to put problems into a more positive context or spin, which can go with improving the coachee’s psychological strength. 
 Supportive: Writing from the movie, Philippa’s sensitive disposition helped Maria obtain the right assets and motivation to efficiently fix all her concerns. A helpful coach assists the coachees in overcoming obstacle and accomplish objectives through implementation of useful advice and morale boosting (Grant, 2011). Such encouragement is important for the coachees to be able to overcome the challenges that they face in their coaching transition. 
[bookmark: _Toc173324403][bookmark: _Toc173740096] Beliefs: 
 Belief in Potential: The feature that played to Philippa most was her belief in Maria and her ability to help her develop. When a coach has confidence in his/her coachee, this kind of persuasion may help to mobilize the coachee’s self-effort and drive (Bandura, 1997). About each individual, this belief makes coachees uncover themselves and makes them work toward the achievement of their full potential. 
 Commitment to Development: Once again, it was seen that Philippa was interested in Maria’s growth as she continued to help and encourage her. A strong commitment to development makes sure that coaching is considered as worthy and ongoing intervention (Hawkins & Smith, 2006). Such commitment cultivates a culture of organizational development to sustain further progression as well as efficiency’s enhancement. 
[bookmark: _Toc173324404][bookmark: _Toc173740097] Values: 
 Integrity: One important aspect that was exemplified through Philippa was the aspect of honesty and thus integrity, was highly significant in the construction of trust in the overall coaching framework. Ethical and moral practice in coaching lays ground for a trusting working relationship between the coach and the being coached which is a core requirement for any coaching endeavour (Rogers, 1995). Thus, Maria was only open and comfortable during the coaching sessions because Philippa was honest and made her feel secure and respected. 
 Respect: Also, the acknowledgement of the value of Maria’s inputs and views empowered the coaching relationship between Philippa. The framework does not directly address the structures of utilizing respect as a building block of a positive and supportive climate for the people being coached.
[bookmark: _Toc173324405][bookmark: _Toc173740098]Conclusion
From the real life coaching session with Philippa Graham, it became evident that in solving team dynamics and work related issues, it is imperative to embrace proper coaching competencies, coaching behavior, beliefs and values. Evaluating the effectiveness of various strategies at work and creating favorable conditions, Philippa was able to contribute to the fact that Maria was able to cope with such measures as cost reduction and denser working schedules. Furthermore, the integration of her objectives to Maria’s career growth concerns enhanced her motivation and decreased her adversarial disposition to her subordinates. In this reflective statement I clearly see that the coaching session with Philippa Graham was instrumental to taking a step towards bettering the organizational culture at the workplace. Overcoming the problem of workload management and career development not only positively influenced Maria’s morale and productivity but also became an example for all the employees, including Philippa. It would, therefore, be crucial to stress that this approach highlights the need to approach organizational issues and improve team processes by working with a coach.
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