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Workplace coaching and mentoring skills direct employees to grow professionally and engage in self-realisation processes, which lead to performance improvement with proper support (Connor and Pokora, 2017). This reflective report will examine my experience in the two roles of mentor and mentee during a session for coaching, from a critical lens. In this report, I will analyse what worked well and areas where there is scope for improvement in conjunction with identification of how this information can be applied to improve future coaching and mentoring practices using Gibb's reflective cycle. The Gibbs reflective cycle is a 6 staged approach to reflection that breaks down into Description, Feelings, Evaluation, Analysis, Conclusion and action plan (Adeani, Febriani, and Syafryadin, 2020).
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Figure 1: Gibb’s reflecting cycle
(Adeani, Febriani, and Syafryadin, 2020)
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[bookmark: _Toc174991433]Description
I was playing the coach in one of my roles, whereas I was a mentee for another role, and I got to do both ends, which taught me about how this coaching works. In the experience when I was in the mentee position, I assumed that my partner would be acting like a Mentor, and she asked me a series of questions based on some challenges which we discussed solutions to overcome. I loved how straightforward they were in their methods. It helped me to sit down, think about my priorities, and start managing tasks better. It was an eye-opening experience, simply because I discovered that everyone needs a mentor or guide to show them new perspectives across the board.
As the mentor, I used a coaching model with an emphasis on active listening and open-ended questions (Jones, Woods, and Guillaume, 2016). I derived immense satisfaction in observing my partner blooming and slowly but surely talking about how they went on to deal with their workload and pursued qualities like career objectives. This section of the session highlighted again how important it is to host a safe space for your mentees in which they feel free and able to explore their own creativity (Lancer, Clutterbuck, and Megginson, 2016).
[bookmark: _Toc174991434]Feelings
The coaching session was so amazing that I felt a range of emotions as I played both mentor and mentee at the same time. It was a bit intimidating being the person learning (me) and having to disclose my weaknesses as a mentee. However, as the session went on, I started to feel more at ease, and I really appreciated my partner for making it a supportive place. This allowed me to discuss my feelings, and I felt great that he was there to help. The experience also taught me that a mentor should listen to you closely and be able to give valued feedback (Neupane, 2015).
When I was the mentor, I felt responsible for making sure my approach was validated. I was a bit apprehensive about being able to give worthwhile feedback, but as the session progressed, my confidence spiked. It was extremely satisfying to see my partner react favourably to the questions I asked and then start thinking about their own answers. I was worried that I might try too hard to be empathic and better than the advice, which had always haunted me when giving interviews or having a proper conversation with someone else. At least I felt more confident that I could be coached and give coaching with a bit of practice, although it was clear in my head that we would pursue this.
[bookmark: _Toc174991435]Evaluation
The coaching session had some real positives. In my experience as a mentee, it became easier to speak out about what bothered me when the setup is facilitated in such a roadmap by your partner (Roberts, Storm, and Flynn, 2019). Their use of active listening and probing questions led to a sense that my input was being valued, which made it easier for me to engage with the session (Bachkirova, Arthur, and Reading, 2020). What I really liked was the way in which they listened to me while still giving some advice, so it made me think more critically about my problems and how I could solve them. For my part, as a mentor, I was happy with how well he and I connected on the journey together. I stopped asking yes or no questions and instead asked open-ended questions so they could really examine how they felt about things. This worked well and my partner started to become nicer with me during the session. I also felt that I was able to strike a nice balance between empathy and getting my point across. But there were also areas that could be improved upon. I was sometimes getting ahead of myself, thinking about what questions or tips I would provide next so that it could interrupt the flow. I also noticed I was more verbose in my responses than necessary, causing the session to get off track and run long.
Embedding coaching and mentoring as part of Healthcare International might improve performance and morale by addressing personal concerns and supporting further individual development. Through coaching, employees could address their unique issues or challenges, such as work-life balance, which leads to tailored solutions (Jones and Smith, 2022). Robert Lee could get coached to navigate his transition from a high-strung, busy guy with fewer staff and more automation on the horizon who is struggling big time toward those roles. Mentoring might deepen and extend career opportunities for senior employees such as Janice Rowlands and John Griffiths by allowing them to develop management or other areas they are interested in (Eby and Robertson, 2020). How successful this goes will depend on how well the implementation is such as the coaching and mentoring program is seen as a corporate requirement vs something an organization does to support their employees. In that case, it simply will not fulfill its intent of helping develop others like they could be remedied using modern advances. Moreover, the program should be flexible to cater appropriately to individual needs. Maria Cook's lack of a promotion opportunity and Lakshmi Darim's looking for security with lower pressure (Case Study).
[bookmark: _Toc174991436]Analysis
The coaching helped me realize that the reflection process works in a safe environment of trust and ease where dialogue is present. What I learned about coaching from the mentee's perspective is how important it is for a coach to listen actively and ask good questions that make me reflect (Parsloe and Leedham, 2016). This further reiterated the importance of a structured way for the mentee to reflect and explore thoughts without being overwhelmed. A mentor enjoys the double-edged challenge of empathetically guiding and advising (Hussey and Campbell-Meier, 2021). There were times when I overthought my own responses, which made it difficult for the flow of conversation and subtly taught me some lessons on being present and adaptable. It showed me that I can improve my questioning skills and keep the focus going to provide an even better outcome for future coaching.
Implementing coaching and mentoring in the Healthcare International Directorate could thus be a very useful tactic to reduce some of these individual problems, as well as at the organizational level. It helps employees reflect and think about their roles, develop coping strategies, and set goals they can achieve (Garvey, Garvey, and Stokes, 2021). It has the potential to reduce many apprehensions regarding job security, commitment and overburden, especially for employees like Robert Lee and John Griffiths. Additionally, mentoring is a long-term development process and will hopefully keep aspiring employees (such as Janice Rowlands & Maria Cook) within the labour force by showing them how to progress in their careers (Hakro and Mathew, 2020). But successfully rolling this out hinges on employees seeing the program as a genuine effort to assist them not just a means of cutting costs that requires careful planning and communication.
An effective coach or mentor has a unique formula of skills, behaviours, attitudes, beliefs, and values that contribute to delivering the best outcomes for mentees/coachees. These are analysed below:
Skills: An effective coach or mentor will generally have a skill set that includes active listening as one of the essential skills which means listening for the emotions, fears and motivators behind what gets said (Cleary and Horsfall, 2015). Active listening gives the coach just what they need to help each individual more effectively. Yet another skill is the art of asking open questions. Such questions help the coachee to reflect more deeply on their obstacles and consider various solutions. Moreover, successful coaches and mentors understand the value of communication (Jones, Woods, and Guillaume, 2016). Among these skills is the capacity for clear communication and how to give helpful feedback in a positive and encouraging way. Another very handy skill is time management. A good coach (or a mentor) should be able to properly design the session to cover all necessary issues and leave enough time for coachee self-expression (Connor and Pokora, 2017). Finally, they need problem-solving skills since the coach or mentor usually provides clarity in confusing matters by looking for ways to make sense of complex issues and figure out solutions.
Behaviours: Through identifying with the coachee in his or her concern for life issues that may be affecting job performance, the coach sends a message of care and trust (Lancer, Clutterbuck, and Megginson, 2016). Continuity is also one driving factor, provided trust and reliability are built up over the years. It's equally important to be patient and let the coachee think about their thoughts, so they can reflect on them without feeling rushed (Neupane, 2015). A good coach or mentor is also versatile. They understand that each person has different needs that might need a little adjustment here or there. Because they are able to be flexible and change as the coachee changes how much support is needed, going from a more directive style of coaching to truly hands-off.


Attitudes: The attitudes demonstrated by a coach or mentor heavily influence the coaching relationship, and the coachee feels more confident and motivated by a positive, encouraging coach (Roberts, Storm, and Flynn, 2019). They also have to be growth-minded. As it reinforces the view that people can expand their capabilities through effort and learning, this belief encourages the coachee to face challenges head-on while seeing problems as chances for development. It is also important to show an attitude that does not criticize; this will enable the coachee to clearly understand and express it without any fear. Also, humbleness is one of the essential attitudes that a coach/mentor should have. Understanding that they are not the expert and, yes, the coachee is an expert in their own life helps them take a collaborative approach to empowering more from the inside out (Bachkirova, Arthur, and Reading, 2020).
Beliefs: Philosophically, one of the overarching beliefs about effective coaching and mentoring is that people can be developed, this belief makes the coach assistive in helping the coachee to maximize their potential (Jones and Smith, 2022). Another fundamental principle is that the coaching should be coachee-centered, meaning that all degrees of freedom belongs to the coachee to needs as well as goals and values are driving forces behind sessions. The best coaches and mentors are also passionate about learning making sure their program, as well as the coachees, is constantly evolving for the better. This motivates them to continue staying current on best practices in coaching and mentoring, as well as that they typically do things to promote a developmental focus with their coaches (Eby and Robertson, 2020).
Values: Integrity means to be truthful, transparent, and respectful so that the coachee has his perspective count ()Parsloe and Leedham, 2016. If the coachee does not trust you to keep their secrets secret, then they will just say what they think is appropriate for them and hold back good stuff. Empowerment is another guiding principle. Good coaches and mentors try to get their coachees to take ownership of his or her own development and provide information so that people can make informed moves (Hussey and Campbell-Meier, 2021). They respect the autonomy of the coachee and aim to help them be independent.
[bookmark: _Toc174991437]Conclusion
In this reflection, I learned the key factor to effective coaching and mentorship is showing a balance of empathy with constructive guidance. This is also when I truly understood the value of active listening, asking open-ended questions, and providing a supportive environment where they could feel confident in their ability to explore how far they would be willing to go. The entire experience also helped me to understand that patience and flexibility are imperative, as it is not one size fits all; hence, everybody presents distinct types of challenges and views in the session. If only I had stayed true to the conversation, trusted in my delivery, and let it flow as opposed to thinking too much. Secondly, my feedback should have been more succinct to keep the session on track and within time limits. In subsequent coaching sessions, I will work to better practice my question-asking and time discipline with the intention of having more effective and meaningful dialogue. I appreciate this as validation of my commitment to ever-learning and growing in the work I do with coaching/mentoring.
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Here an action plan has been developed by considering what would be done differently to do better in the future:
	The objective for the Future
	Implementation Plan

	Enhance Active Listening Skills
	I will practice active listening techniques, such as maintaining eye contact, nodding, and paraphrasing, to ensure that the coachee feels fully heard and understood (Garvey, Garvey, and Stokes, 2021). I will also minimize distractions during sessions to focus entirely on the conversation.

	Improve Questioning Techniques
	I will work on using open-ended questions more by getting myself a list of guiding questions prepared ahead of time. This will assist me in ensuring my questions allow the subject matter experts deeper insight during each session while staying on point.

	Maintain the Flow of Conversation
	My tendency to plan out my next play rather than going with the natural flow of discussion so that I can be more present will take time and no longer serve as an adjustment for me. To be able to do this, clear any head garbage you are carrying around in a digital or analogue way before.

	Be More Concise and Focused
	I will try to be brief in my feedback and suggestions so the meeting remains focused. Keep revisiting the goals of the session you had planned upfront to maintain focus.

	Balance Empathy with Constructive Feedback
	I will work towards a strategy that incorporates empathy with constructive feedback to make amends. I will use the SBI (Situation-Behavior-Impact) style of feedback framework, which will help me give feedback with the right amount of grace and action (Hakro and Mathew, 2020).

	Enhance Time Management during Sessions
	I will plan fixed time slots during the session for different subjects and follow these timings. This way, I will be able to discuss each point without the fear of time running out. I will also practice my own time management by timing out drills.

	Foster Continued Self-Reflection and Improvement
	If I complete a session, write about what went well and where we can improve in my coaching journal. This will enable me to hone my coaching skills and adapt them to each coachee.






[bookmark: _Toc174991439]Reference List
Adeani, I. S., Febriani, R. B., & Syafryadin, S. (2020). Using GIBBS’reflective cycle in making reflections of literary analysis. Indonesian EFL Journal, 6(2), 139-148.
Bachkirova, T., Arthur, L., & Reading, E. (2020). Evaluating a coaching and mentoring program: Challenges and solutions. Coaching researched: A coaching psychology reader, 361-378.
Cleary, M., & Horsfall, J. (2015). Coaching: comparisons with mentoring. Issues in Mental Health Nursing, 36(3), 243-245.
Connor, M., & Pokora, J. (2017). Coaching and mentoring at work: Developing effective practice: Developing effective practice. McGraw-Hill Education (UK).
Eby, L. T., & Robertson, M. M. (2020). The psychology of workplace mentoring relationships. Annual Review of Organizational Psychology and Organizational Behavior, 7(1), 75-100.
Garvey, B., Garvey, R., & Stokes, P. (2021). Coaching and mentoring: Theory and practice. Sage.
Hakro, A. N., & Mathew, P. (2020). Coaching and mentoring in higher education institutions: A case study in Oman. International Journal of Mentoring and Coaching in Education, 9(3), 307-322.
Hussey, L., & Campbell-Meier, J. (2021). Are you mentoring or coaching? Definitions matter. Journal of Librarianship and Information Science, 53(3), 510-521.
Jones, J., & Smith, H. A. (2022). A comparative study of formal coaching and mentoring programmes in higher education. International Journal of Mentoring and Coaching in Education, 11(2), 213-231.
Jones, R. J., Woods, S. A., & Guillaume, Y. R. (2016). The effectiveness of workplace coaching: A meta‐analysis of learning and performance outcomes from coaching. Journal of occupational and organizational psychology, 89(2), 249-277.
Lancer, N., Clutterbuck, D., & Megginson, D. (2016). Techniques for coaching and mentoring. Routledge.
Neupane, R. (2015). Effects of coaching and mentoring on employee performance in the UK hotel industry. International Journal of Social Sciences and Management, 2(2), 123-138.
Parsloe, E., & Leedham, M. (2016). Coaching and mentoring: Practical techniques for developing learning and performance. Kogan Page Publishers.
Roberts, A., Storm, M., & Flynn, S. (2019). Workplace mentoring of degree apprentices: developing principles for practice. Higher Education, Skills and Work-Based Learning, 9(2), 211-224.
1

image1.png
DESCRIPTION ANALYSIS

What happened? ‘What else could you make of the

Stution?
FEELINGS GIBBS CONCLUSION

What wereyou eelng and REFLECTIVE What esecould you have
thinking? CYCLE done?
EVALUATION ACTION PLAN

What was good and bad sbout the i rose again, what wouid you

situation? o7




