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[bookmark: _Toc155047424]Introduction
This reflective statement delves into my recent coaching session, evaluating what went well and what could be improved in future sessions. Furthermore, a critical examination is conducted to assess the potential impact of coaching and mentoring on performance and morale within a specific context.  This comprehensive examination seeks to offer valuable insights and learning experiences, contributing to the ongoing development of coaching and mentoring practice.
Additionally, an analysis of the skills, behaviors, attitudes, beliefs, and values of effective coaches and mentors is provided. 

[bookmark: _Toc155047425]What is Coaching and mentoring? 

Coaching is a process that enables learning and development to occur and performance to improve / ( Parsloe,1995)
Coaching and mentoring are part of educational or professional training to develop employees in the professions. It plays an essential role in the development of competencies and maintaining them in their specialization and the sustainability of making the most of them 
Coaching and mentoring can be used to help both teams and individuals enhance their performance, the skills required are very similar. 

[bookmark: _Toc155047426] 5 benefits of coaching to an individual 
Increase the level of engagement – when a coach engages with each individual or participant as one-on-one feedback, it will help individuals to contribute more effectively to the organization which helps increase productivity.
Establish and act toward achieving goals - Coaching gives the individual an opportunity to define their career goals realistically. With the assistance of a coach, they can set these goals and then actively work towards them. This will increase the likelihood that the goals will be achieved. It is common for goals to be centered around two aspects of an individual’s career. The first is building skill sets, and the second is the individual’s professional behaviour. 
Build Personal Awareness- Provide ideas to individuals of different ways they can improve themselves and help them become aware of their blind spots and weaknesses and how to improve them. This can be improved through personality assessments by using coaching software. 
Increased Confidence and Motivation:
Coaching provides a supportive and encouraging relationship that can boost an individual's confidence and motivation. By acknowledging achievements and providing constructive feedback, coaches help individuals build self-confidence. Additionally, setting and achieving goals during the coaching process can increase motivation and a sense of accomplishment.

Effective Problem Solving and Decision-Making:
Through coaching, individuals can improve their problem-solving and decision-making skills. Coaches help individuals analyze situations, explore various perspectives, and develop effective strategies for overcoming challenges. This can be particularly valuable in professional settings where complex decision-making is required.

[bookmark: _Toc155047427]5 Benefits of coaching to the employer
Coaching can provide several benefits to employers, contributing to the overall growth and success of the organization. 
Enhanced Employee Performance:
Coaching helps employees develop their skills, knowledge, and capabilities. By addressing specific areas for improvement, employees can enhance their performance and productivity. This, in turn, contributes to the overall success of the organization as employees become more competent and effective in their roles.
Increased Employee Engagement:
Coaching fosters a positive and supportive work environment. When employees feel that their development is valued and supported, they are more likely to be engaged in their work. Engaged employees are generally more committed, motivated, and aligned with the organization's goals, leading to higher levels of productivity.
Talent Retention:
Offering coaching opportunities demonstrates a commitment to employee growth and development. This commitment can enhance employee loyalty and satisfaction, making it more likely for talented individuals to stay with the organization. Retaining key talent is crucial for maintaining institutional knowledge and avoiding the costs associated with employee turnover.
Leadership Development:

Coaching is an effective tool for developing leadership skills at all levels of the organization. Investing in coaching for managers and leaders helps them refine their leadership styles, communication skills, and decision-making abilities. Strong leadership is essential for guiding teams, driving innovation, and navigating the challenges of a dynamic business environment.
Improved Team Dynamics:

Coaching can facilitate better communication and collaboration within teams. It helps team members understand each other's strengths and weaknesses, fostering a more cohesive and cooperative work environment. As individuals grow through coaching, teams can benefit from a collective improvement in skills, leading to better problem-solving and overall team performance.
In summary, coaching is a valuable investment for employers, as it contributes to employee development, engagement, talent retention, leadership growth, and improved team dynamics. These benefits, in turn, can positively impact the organization's performance and competitiveness in the marketplace.
[bookmark: _Toc155047428]4. A reflection of your coaching session

This reflective statement delves into my recent coaching session, evaluating what went well and what could be improved in future sessions. Furthermore, a critical examination is conducted to assess the potential impact of coaching and mentoring on performance and morale within a specific context. Additionally, an analysis of the skills, behaviours, attitudes, beliefs, and values of effective coaches and mentors is provided.
The coaching session I recently experienced was a valuable opportunity to showcase my awareness and adaptability in handling unexpected challenges. Initially, I felt confident and well-prepared, anticipating the questions my colleague had prepared for me. However, the unexpected change in questions towards the end posed a challenge. On a positive note, my adaptability and ability to handle the situation under pressure were commendable.

I acknowledge that while my preparation was thorough for expected scenarios, I could have been more proactive in anticipating changes. In future sessions, I plan to diversify my preparation by creating a broader range of scenarios, including unexpected twists, to enhance my adaptability and resilience. Additionally, conducting a more detailed post-session analysis immediately after the coaching session will be incorporated into my future practice to identify specific areas for improvement and reinforce successful strategies.
[bookmark: _Toc155047429]Description – During the practical play role, I was very confident that I was able to handle situations and prepared for any question my colleague had prepared for me to ask, although she completely changed her questions to challenge my interview, which I did not expect at the end I was able to handle the situation and tried my best to give the adequate answers. My feedback given from the lecturer was overall good performance”.
[bookmark: _Toc155047430]Feelings –I was feeling prepared for the questions but I was surprised and not aware of the change of questions that my Coachee Maria coachee was about to ask compared to what we had prepared on the other hand, I was able to promote, the situation and respond friendly and calmly to the employer queries and unhappy situation, for example, Maria employer was insisting that she wants a promotion and she is a qualified employer therefore she should be able to get the promotion she wanted. I was glad I could handle my feelings and not get angry and tell.  
I have offered her a promotion but in change, she will attend a training to change her attitude and skills within the organization.
[bookmark: _Toc155047431]Evaluation – 
I believe that I demonstrated adaptability during the session, and I was able to listen carefully to what Maria was saying and provide adequate answers.
My confidence also gave me the ability to handle the situation and pressures of the unexpected reactions of the coachee and the ability to sympathize and not be judgemental with the coachee. Overall, this scenario will help me to make personal improvements and improve my coaching skills.
[bookmark: _Toc155047432]what did you do well- Adaptability, the ability to think on demand and provide adequate answers even in challenging situations. Initial confidence, I was speaking with confidence, and it gave me the ability to handle the conversation and not struggle at any time thinking about what I might say to make the coachee comfortable with my answers. 
[bookmark: _Toc155047433] what did not go so well and what can you improve? According to the GROW model feedback, I could improve on the coach image. 
Anticipating changes and developing strategies for anticipating and handling unexpected changes. 

[bookmark: _Toc155047434]Conclusions – In conclusion, my ability to remain confident, adapt to unexpected challenges, and handle the situation effectively showcases valuable skills. I will use this experience to further refine my preparation strategies and enhance my strength in unpredictable scenarios. Also, I would like to improve my communication skills.


[bookmark: _Toc155047435] how can things be better planned in the future?
To improve and get better for the future I can prepare different scenarios to build a more versatile skill set and conduct a detailed analysis and identify specific actions that where effective and those that could be improved.
 For Example, I have noticed in my conversation with the coachee that my communication skills should be improved because if I communicate adequately and pay attention to details there are fewer chances to make mistakes during a conversation. 
[bookmark: _Toc155047436]Action – To achieve the goals that I have proposed I am going to use a SMART framework to help me keep the progress of my goals to make sure I complete those goals. 
based on the conclusion, you can list some actions to consider in the next 3 months, 6 months and 1 year Use the SMART framework.
[bookmark: _Toc155047437]Next 3 Months:
Action 1 - Improve communication skills workshop. 
Specific:  Enrol in communication training sessions 
Measurable: attend 2 sessions of communication workshops per week 
Achievable; Identify specific areas for improvement through feedback.
Relevant: Relevant to the identified need for better communication.
Time-Bound: Complete the workshop session within the next three months and check the progression. 
[bookmark: _Toc155047438]6 Months: 
Specific (S): Communication skills 
Action: Engage in regular practice conversations with peers or mentors.
Measurable: Conduct at least one practice conversation per week.
Achievable: Focus on applying improved communication skills.
Relevant: Relevant to addressing communication gaps.
Time-bound : Sustain regular practice for the next six months
[bookmark: _Toc155047439]Next 1 Year:
Specific (S):
Action: Seek feedback on communication skills from colleagues or supervisors.
Measurable (M): Collect feedback from at least three different sources.
Achievable (A): Use feedback to identify specific areas for ongoing improvement.
Relevant (R): Relevant to a continuous improvement mindset.
Time-bound (T): Complete the feedback collection and analysis within the next year.
I will regularly reassess and adjust my goals based on progress and new insights. The SMART framework provides a structured approach to setting and achieving these goals. 

[bookmark: _Toc155047440]5. Critical evaluation of whether and how coaching and mentoring within this context could lead to improved performance/morale
To better understand potential best practices and what the future holds, HR.com’s HR Research Institute conducted an extensive study of human resources (HR) professionals and developed a full report, The State of Coaching &Mentoring 2020.
This research was conducted during the Covid-19 pandemic, so responses reflect the views of HR professionals fully aware of related problems and uncertainties.
Seventy-one percent agree/strongly agree that coaching leads to improved individual development; 70% feel the same about mentoring. Similarly, 67% agree/strongly agree that coaching leads to improved organizational performance, with the same percentage feeling the same way about mentoring. These findings support the proposition that coaching and mentoring play a central role in effective talent development.
Coaching and mentoring can indeed have a positive impact on performance and morale within an organizational context, but the effectiveness depends on various factors. Here's a critical evaluation of how coaching and mentoring could lead to improved performance and morale:
Positives:
1. Skill Development:
· Coaching: Provides targeted guidance and feedback to address specific skill gaps.
· Mentoring: Offers a more holistic developmental approach, sharing experiences and insights for overall skill enhancement.
· Impact: Improved skills contribute to better job performance and increased confidence.
2. Goal Alignment:
· Coaching: Focuses on setting and achieving short-term goals aligned with performance expectations.
· Mentoring: Helps individuals align personal and career goals, fostering a sense of purpose.
· Impact: Goal alignment enhances motivation and morale, leading to improved performance.
3. Individualized Support:
· Coaching: Tailors support to individual needs, addressing specific challenges.
· Mentoring: Offers personalized guidance based on the mentor's experiences and the mentee's aspirations.
· Impact: Individualized support boosts confidence, morale, and the ability to navigate challenges.
Challenges:
Time and Resource Constraints:
· Coaching: Requires dedicated time for regular sessions.
· Mentoring: This may be resource-intensive if not managed efficiently.
· Challenge: Limited resources can hinder the implementation of coaching and mentoring programs.
Resistance to Feedback:
· Coaching: Some individuals may resist constructive criticism.
· Mentoring: Resistance to advice and feedback can hinder development.
· Challenge: Overcoming resistance is crucial for the success of coaching and mentoring interventions.


[bookmark: _Toc155047441]Apply the GROW model here.
The GROW (goals, reality, options, will) model provides structure for coaching discussions with more experienced learners. For less experienced learners, the process can be time-consuming and often too complex. The model places the onus for development on the learner, as the coach adopts a less directive approach. The GROW model has four clear stages:
Goal:
As a leader adopting a coaching role, the goal is to build better relationships with employees, foster alignment with the company vision, and encourage a higher level of effort and commitment to the company. 
· Goal Setting – Enhance my communication skills. 
· Long term vision – in 5 years’ time I see myself as a good leader of an organization. 
Reality – I feel there are specific communication challenges when .my communication skills could have been better by listening more and, especially when I need to give an advice to someone it is important to know how to communicate properly. 

Options - Schedule regular communication workshops or training sessions.
Seek feedback from colleagues or mentors on your communication style.
Practice active listening techniques to improve understanding.

Will – Actions that I will take to improve my communication skills is 
Schedule a one-to-one meeting this week with a coach to practice communication skills  

[bookmark: _Toc155047442]6. An analysis of skills, behaviours, attitudes, and beliefs of coaches
[bookmark: _Toc155047443]Communication skills, empathetic, organised, positive attitude etc.
Effective coaches possess a diverse set of skills, behaviours, attitudes, and beliefs that collectively contribute to creating a supportive and empowering coaching dynamic. These attributes not only enhance the coach-coachee relationship but also promote a positive learning environment conducive to individual and organizational growth.
Skills such as Communication skills which facilitates understanding, trust- building, and effective collaboration. Questioning and listening this will encourage self- reflection, stimulates critical thinking which is important in coaching for a deeper understanding.
Goal setting and planning it is important to set smart goals for a better direction and development of individual.
Feedback and observation; facilitates a continuous improvement helps identify areas of improvements. 
Adaptability – enhances effectiveness by making coaching to the unique requirements of each person. 
Behaviours such as Empathy and trust-building –will create a trusting relationship with the coaches to open up during a conversation and have an honest dialog.
Encouragement and Motivation will boost confidence, maintain enthusiasm, and reinforce the progress of coaches and coaches.
Attitudes – Positive Outlook: during coaching interactions is important to maintain an optimistic and constructive attitude as it will inspire confidence and provide a positive coaching atmosphere. 
Beliefs - Having confidence in the coachee's capacity for growth, learning, and success. instills self-beliefs, and fosters positive coaching relationship also.
[bookmark: _Toc155047444]Conclusions of the report
In conclusion, adopting the coaching role as a leader provides a structured and effective approach to building stronger relationships with employees, fostering alignment with the company's vision, and encouraging heightened effort and commitment. By employing the GROW model, we can systematically address each component setting clear goals, evaluating the current reality, exploring diverse options, and committing to specific actions. 
This approach not only mitigates problems proactively but also establishes a foundation for a positive and motivating work environment.
I Thank our Lecturer Nishi for being an amazing Coach and for teaching us how to develop ourselves to be better coach or coachee that will help us in the day-to-day life. 
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