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Reflective Statement on Coaching Session with Maria Cook 

 

Introduction 

The goal of coaching is to unlock potential and improve performance on both a personal and 

professional level. This reflective statement looks at a coaching session between Maria Cook 

and Philippa Graham and looks at how well it worked using the GROW model (Goal, Reality, 

Options, Will). The meeting's effect, regions for development, and more extensive ramifications 

for training are fundamentally investigated to tutor inside an authoritative setting. In addition, the 

essential skills, actions, attitudes, beliefs, and values that are required for effective coaching are 

examined in reflection. 

 

Reflection on the Coaching Session 

What Went Well 

1. Establishing Rapport and Trust: 

A coaching relationship's foundation is a trusting environment. Philippa's most memorable 

endeavors to recognize Maria's disappointments and desires assumed a basic part in 

establishing an uplifting vibe for the discussion. This rapport is crucial because it makes the 

coachee feel safe and appreciated, which in turn encourages open communication. As per 

Rogers (2012), the foundation of trust and compatibility is a basic part in the training system, as 

it establishes a strong climate that encourages self-awareness and improvement. By tending to 

Maria's interests compassionately and showing certified interest in her vocation yearnings, 

Philippa really constructed the trust required for a useful training meeting.  

2. Structured Approach Using the GROW Model: 

A structured framework, the Goal, Reality, Options, Will (GROW) model, made it easier to have 

a conversation that was clear and focused. According to Whitmore (2009), this model is widely 

acknowledged for its effectiveness in coaching contexts, assisting coaches and coachees in 

systematically navigating the processes of goal setting and problem solving. Maria articulated 

her career aspirations and identified actionable steps to achieve them thanks to this model, 

which ensured that the session was goal-oriented and result-driven. In coaching sessions, the 

GROW model's clarity and focus are invaluable for establishing a sense of direction and 

purpose.  
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3. Active Listening and Empathy: 

Philippa's undivided attention and sympathetic methodology were vital in causing Maria to feel 

comprehended and upheld. Active listening entails more than just hearing what the coachee 

says; it also involves comprehending the underlying feelings and concerns. According to Egan 

(2013), this ability is essential for establishing trust and rapport because it demonstrates respect 

and genuine interest in the coachee's experiences and goals. Philippa's capacity to listen 

mindfully and answer sympathetically established a climate where Maria felt happy with offering 

her viewpoints and sentiments transparently.  

4. Clear Action Plan: 

By the end of the session, Maria had a clear and actionable plan with specific steps and 

timelines. This outcome is a hallmark of a successful coaching session, as it provides the 

coachee with concrete actions to take towards achieving their goals (Passmore, 2010). The 

creation of a detailed action plan not only enhances the coachee's motivation and commitment 

but also provides a framework for tracking progress and ensuring accountability. Philippa's 

ability to help Maria articulate her goals and develop a clear action plan was a significant 

strength of the session. 

5. Commitment to Follow-Up: 

Philippa's commitment to regular follow-ups and ongoing support is crucial for keeping 

momentum and ensuring sustained progress. Consistent follow-up meetings offer an 

opportunity to review progress, address challenges, and adjust action plans as needed 

(Stoltzfus, 2008). This ongoing support helps to reinforce the coachee's commitment to their 

goals and provides a safety net for addressing any obstacles that may arise. Philippa's 

dedication to providing continuous support proves her commitment to Maria's development and 

success. 

 

Areas for Improvement 

1. More Time for Exploration: 

While the session was well-structured, more time could have been distributed to exploring 

Maria's feelings and motivations in greater depth. A deeper exploration of Maria's emotions, 

values, and motivations would offer more insights into her aspirations and potential barriers. 
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According to Gjerde (2010), allowing more time for self-reflection and exploration helps 

coachees gain a clearer understanding of their goals and the underlying factors that influence 

their behavior. Future sessions could receive help from a more extensive exploration phase, 

allowing Maria to delve deeper into her personal and professional aspirations. 

2. Specific Examples and Scenarios: 

In discussing options, using specific examples and scenarios could have helped Maria visualize 

her potential career paths more clearly. Giving concrete examples of career progression within 

the organization or illustrating how other employees have successfully navigated similar 

challenges can make abstract ideas more tangible and relatable (Gjerde, 2010). This approach 

can also help Maria find specific skills and experiences that are valued within the organization, 

thereby providing a clearer roadmap for her career development. 

3. Balancing Organizational and Individual Needs: 

While focusing on Maria's personal development, it is also important to align her goals with the 

organization's needs and priorities. A more balanced discussion that integrates both 

perspectives would ensure that Maria's development aligns with the company's strategic goals 

(Clutterbuck & Megginson, 2005). This alignment is crucial for ensuring that Maria's career 

progression benefits both her personal growth and the organization's success. Future coaching 

sessions could incorporate discussions on how Maria's goals align with the company's mission 

and values, thereby fostering a sense of shared purpose. 

4. Addressing Emotional and Mental Well-Being: 

Given the broader context of organizational changes and stressors, more attention could have 

been given to discussing Maria's emotional and mental well-being. A comprehensive approach 

to coaching recognizes the interconnection between professional success and personal health, 

emphasizing the importance of addressing both aspects (Grant, 2014). Future sessions could 

include discussions on stress management, work-life balance, and mental health resources 

available within the organization. By addressing these aspects, Philippa can support Maria in 

achieving a more balanced and fulfilling professional life. 

 

Critical Evaluation of Coaching and Mentoring in This 
Context 

Improved Performance and Morale 

1. Addressing Individual Concerns: 
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Coaching and mentoring programs are highly effective in addressing individual concerns and 

career aspirations, leading to increased job satisfaction and engagement. For Maria, the 

coaching session provided clarity and direction, which can significantly enhance her 

engagement and productivity. By addressing her frustrations and providing actionable steps 

towards her goals, the coaching session helped Maria feel more in control of her career 

trajectory. This sense of empowerment is crucial for enhancing job satisfaction and motivation. 

2. Fostering a Positive Work Environment: 

Providing support and development opportunities through coaching and mentoring can reduce 

turnover and foster a positive work environment. Employees who feel valued and supported are 

more likely to still be committed to the organization and contribute positively to its culture 

(Kaufman, 2006). By investing in Maria's development and providing her with opportunities for 

growth, the organization proves its commitment to employee well-being and professional 

development. This, in turn, fosters a positive work environment where employees feel valued 

and motivated to contribute their best efforts. 

3. Enhancing Skills and Competencies: 

Coaching and mentoring help in developing specific skills and competencies that are crucial for 

career advancement. For Maria, finding further training and certifications can make her a 

stronger candidate for promotion. The coaching session highlighted the importance of 

continuous learning and professional development, encouraging Maria to seek out opportunities 

to enhance her skills. This focus on skill development is essential for ensuring that employees 

are well-equipped to meet the evolving demands of their roles and the organization. 

4. Building Stronger Relationships: 

Mentoring relationships can provide valuable networking opportunities and insights into 

organizational culture. This can be particularly beneficial for Maria as she seeks to raise her 

profile within the company (Zachary, 2012). By connecting with mentors and building strong 

professional relationships, Maria can gain valuable insights and guidance that can support her 

career progression. These relationships can also provide a support network, offering 

encouragement and advice as she navigates her career path. 

 

Challenges 

1. Balancing Organizational and Individual Goals: 
One of the key challenges in coaching and mentoring is balancing the organization's needs with 

individual aspirations. This requires a strategic approach that aligns personal development with 
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organizational aims (Garvey, Stokes, & Megginson, 2014). Ensuring that Maria's career goals 

align with the company's strategic priorities is crucial for achieving a win-win outcome. Future 

coaching sessions should include discussions on how Maria's development can contribute to 

the organization's success, thereby fostering a sense of shared purpose and alignment. 

2. Ensuring Consistent Support: 

Consistency in support is crucial for the success of coaching and mentoring programs. Regular 

follow-ups and ongoing support are necessary to sustain progress and address emerging 

challenges (Hawkins & Smith, 2006). Ensuring that Maria receives consistent support 

throughout her development journey will help support her motivation and commitment. This 

consistency also shows the organization's commitment to employee development and well-

being. 

3. Managing Resistance to Change: 

Resistance to change is a common challenge in organizational settings. Effective coaching and 

mentoring should address potential resistance and help individuals navigate through changes 

positively (Kets de Vries, 2010). By providing Maria with tools and strategies to manage change 

effectively, Philippa can help her adapt to new roles and responsibilities with confidence. 

Addressing resistance to change also involves acknowledging and addressing any underlying 

concerns or fears that may be contributing to the resistance. 

4. Resource Allocation: 

Implementing coaching and mentoring programs requires investment in terms of time, money, 

and effort. Ensuring that these resources are available and effectively used is essential for the 

success of such programs (Bluckert, 2006). The organization must prioritize and give resources 

to support coaching and mentoring initiatives, recognizing their long-term benefits for employee 

development and organizational success. This includes training coaches and mentors and 

dedicating time and budget for coaching sessions and development activities. 

  

Analysis of Effective Coaching and Mentoring 

Skills of an Effective Coach 

1. Active Listening: 

Active listening is critical for understanding the coachee's perspective and building trust. It 

involves fully concentrating, understanding, responding, and remembering what the coachee 

says (Egan, 2013). Active listening proves respect and genuine interest in the coachee's 

experiences and aspirations. By actively listening, the coach can gain valuable insights into the 
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coachee's goals, challenges, and motivations, enabling them to provide more targeted and 

effective support. 

2. Empathy: 

Empathy involves understanding and sharing the feelings of another person. It is essential for 

building a strong coach-coachee relationship and fostering a supportive environment (Goleman, 

1995). Empathy allows the coach to connect with the coachee on an emotional level, creating a 

sense of understanding and support. This connection is crucial for building trust and rapport, 

which are foundational for effective coaching. 

3. Questioning Skills: 

Effective questioning helps to uncover insights and encourages self-reflection. Open-ended 

questions that prompt the coachee to think deeply and explore their thoughts and feelings are 

particularly valuable (Stoltzfus, 2008). By asking powerful and thought-provoking questions, the 

coach can help the coachee gain a deeper understanding of their goals and challenges. This 

self-reflection is essential for finding actionable steps and creating a clear path towards 

achieving their goals. 

4. Goal setting: 

Setting clear, achievable goals is fundamental in coaching. Coaches must be able to help 

coachees define their aims and create realistic action plans to achieve them (Doran, 1981). 

Goal setting provides a sense of direction and purpose, enhancing the coachee's motivation 

and commitment. By helping the coachee set specific, measurable, achievable, relevant, and 

time-bound (SMART) goals, the coach can ensure that the coachee's efforts are focused and 

productive. 

5. Feedback: 

Providing constructive feedback is essential for growth and development. Effective feedback is 

specific, actionable, and delivered in a way that encourages improvement without discouraging 

the coachee (Rogers, 2012). Constructive feedback helps the coachee find areas for 

improvement and provides guidance on how to enhance their performance. By delivering 

feedback in a supportive and non-judgmental manner, the coach can help the coachee build 

confidence and achieve their goals. 

 

Behaviors and Attitudes of an Effective Coach 

1. Patience: 
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Coaching is a process that requires time and patience. Coaches must be willing to give the 

coachee time to explore their thoughts and develop their ideas at their own pace (Flaherty, 

2010). Patience allows the coach to support the coachee through their journey of self-discovery 

and growth. It also shows respect for the coachee's unique process and timeline, fostering a 

sense of autonomy and empowerment. 

2. Non-Judgmental: 

An effective coach stays non-judgmental, creating a safe space for the coachee to express 

themselves freely. This openness fosters trust and encourages honest communication (Rogers, 

2012). By keeping a non-judgmental attitude, the coach can create an environment where the 

coachee feels valued and understood. This sense of safety and acceptance is crucial for helping 

open and honest dialogue, which is essential for effective coaching. 

3. Encouraging: 

Encouragement boosts the coachee's confidence and motivation. Coaches should celebrate 

successes and provide positive reinforcement to keep momentum (Kaufman, 2006). 

Encouragement helps to build the coachee's self-esteem and fosters a positive mindset. By 

acknowledging and celebrating the coachee's achievements, the coach can enhance their 

motivation and commitment to their goals. 

4. Flexibility: 

Each coaching session and coachee is unique. Effective coaches adapt their approach to meet 

the specific needs and circumstances of the coachee (Passmore, 2010). Flexibility allows the 

coach to tailor their strategies and techniques to the coachee's individual preferences and 

goals. This personalized approach enhances the effectiveness of the coaching process and 

ensures that the coachee receives the support they need to succeed. 

 

Beliefs and Values of an Effective Coach 

1. Belief in Potential: 

A fundamental belief in the coachee's potential to grow and succeed is essential. Coaches must 

convey this belief to inspire confidence and self-efficacy in the coachee (Whitmore, 2009). By 

believing in the coachee's potential, the coach can help them overcome self-doubt and achieve 

their goals. This belief fosters a positive and empowering coaching relationship, encouraging 

the coachee to reach their full potential. 

2. Commitment to Development: 
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Effective coaches are committed to the continuous development of their coachees. This 

involves providing ongoing support, encouragement, and resources to ease growth (Starr, 

2008). By proving a commitment to the coachee's development, the coach can foster a sense of 

trust and accountability. This ongoing support is crucial for supporting the coachee's motivation 

and ensuring sustained progress towards their goals. 

3. Integrity: 

Integrity is crucial for building trust and credibility. Coaches must act with honesty, transparency, 

and ethical conduct in all interactions (Hawkins & Smith, 2006). By keeping exact standards of 

integrity, the coach can create a trusting and respectful coaching relationship. This trust is 

essential for facilitating open and honest communication, which is foundational for effective 

coaching. 

4. Respect for Autonomy: 

Respecting the coachee's autonomy and decision-making is essential. Coaches should 

empower coachees to take ownership of their development and make informed choices 

(Garvey, Stokes, & Megginson, 2014). By respecting the coachee's autonomy, the coach can 

foster a sense of ownership and responsibility for their development. This empowerment 

enhances the coachee's motivation and commitment to their goals. 

  

Conclusion 

The coaching session with Maria Cook, guided by the GROW model, showed several strengths, 

including building rapport, active listening, and creating a clear action plan. However, there are 

areas for improvement, such as allowing more time for exploration and balancing organizational 

and individual needs. Coaching and mentoring, when implemented effectively, can significantly 

enhance performance and morale by addressing individual concerns, fostering a positive work 

environment, and developing skills and competencies. 

An effective coach possesses critical skills such as active listening, empathy, questioning, goal 

setting, and feedback. Additionally, behaviors such as patience, non-judgmental attitude, 

encouragement, and flexibility are essential. Underlying these skills and behaviors are core 

beliefs and values, including belief in potential, commitment to development, integrity, and 

respect for autonomy. 

Investing in coaching and mentoring programs is a strategic approach to fostering employee 

development and organizational success. By providing tailored support and development 
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opportunities, organizations can enhance employee engagement, satisfaction, and 

performance, ultimately leading to a more positive and productive work environment. 
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