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[bookmark: _gjdgxs]Introduction
The reflective analysis that I am going to highlight will discuss how the session on mentoring and coaching improved my efficiency and boosted my confidence, facilitating me in employing them in the workplace to become a better coach and mentor. The report will focus on the knowledge, skills, attitudes, and behaviours that I developed during this session. I am now much more aware of coaching as a means used by more experienced managers or colleagues to share knowledge and cultivate the development of less-seasoned employees or team members (Shani and Coghlan, pp. 518-541). Coaching is fundamentally about being attentive, challenging, establishing, and re-establishing. Mentoring involves an older or senior person guiding a less mature one for the sake of developing skills and capability. Both coaching and mentoring are crucial in enabling the growth of an individual in both the personal and collective field.
While reflecting on my experiences during the training and review session, I will use Gibb's reflective cycle for this assessment. It will also consider how my instructor or trainer dealt with the role-play and their approach (Thompson and Thompson, 2023). 


[bookmark: _30j0zll]Reflection on the Coaching Session
Gibbs' Model of Reflection 
Description
Throughout the coaching session, role-play activities were used in a modified mentoring/ coaching interchange to harness a structured learning space with feedback. I was selected as a partner with one of the participants. Unfortunately, during the session, various challenges raised considerable issues. My partner changed the questions at the last moment, which really caught me unprepared and unsure of myself. This sudden alteration threw me away from my plans and made it difficult to respond to the other participant. Based on our early discussion, I quickly scrambled to answer the questions, as it was previously assumed we would ask another set of questions. Besides, after that session, the judges drew my attention to my performance and offered me criticism: my answers were either insufficiently developed or not really appropriate to the situation. Although the feedback proved somewhat disheartening, it was nevertheless beneficial in my knowing precisely what areas need improvement, especially those connected with adjusting to ever changing situations and effectively responding as a coach in the future.
Feelings 
From the onset of the session, I felt excited and assured, eager to showcase my knowledge and skills. I went into the role play with a very positive attitude and had hoped to contribute meaningfully. But difficult as it was, the change in questions suddenly hit me with a blast of anxiety and self-doubt. It made me question my state of preparedness to cope with the unforeseen turn of events and my ability to think restrictively. The comments from the judges intensified my feelings of discouragement and uncertainty about my performance. It is this experience which bathed me in the realization of how fragile one’s confidence feels when challenged by unfathomable situations; especially when feedback happens to be critical and constructive. I realized that I will need to grow thick-skinned to deal much better with that in any future encounters. 
Evaluation
The feedback I got after that heavy going session was thus good-natured and highly constructive, furnishing me a glimpse into the areas I need to improve. It became evident that I needed to work on my capacity to handle unforeseen changes that occurred during the role-play. The judges pointed out the need for stronger adaptation and preparation geared toward such situations. It could have certainly enhanced my responses in a more effective manner, with confidence also emerging, thus mitigating my sense of apprehension. On the whole, I was highly advised to be flexible, to remain calm amidst pressure, and to train for the greatest number of foreseeable challenges. The experience, though hard on me, was an opportunity to learn regarding the elements of workplace coaching techniques.
Analysis
Looking back at the session, I figured that preparedness would prove to be incredibly difficult for me if I were to go through this experience again, yet I adopted it nonetheless. With this understanding came the realization of how significant flexibility is within the coaching and mentoring environment. I seems like one needs to become adept at absorbing shocks, for without this, role playing is a far less seamless and productive experience. This particular analysis of my approach also indicated that better communication with my partner would relieve a lot of confusion. If I had clarified the changes in the questions earlier, I would have found myself more prepared and less anxious. There really seem to be key points around clear communication and collaboration, but along with that a flexible mindset is much required in coaching scenarios. 
Conclusion
This coaching session provided great experience learning, mostly related to preparation, communication, and adaptability. I realize it's very important to be flexible and be proactive in such situations. This will be a quality that I will value with priority in coming-coaching and mentoring sessions to improve my performance. The session also made me realize the importance of being adaptable to changes and needing to remain calm under pressure. In that way, after I will improve my preparation approach and remain open to omitting unexpected challenges in the future, it'll be easier for me in such situations in the future.
Action Plan
So as to improve further in the next coaching and mentoring assignments I will:
· Practice role-play exercises with respect to adaptability and flexibility, so that I am greater prepared for unexpected changes.
· Strengthen my preparation approaches to anticipating change and certain scenarios which will allow me to keep calm and composed during the session.
· Use frequent and on-time feedback from tutors and peers, actively utilizing their suggestions in the learning process in an attempt to improve my performance.
· [bookmark: _1fob9te]Improve communication with my colleagues by clarifying the expected tasks and changes in order to minimize confusion and uncertainty during role-play and coaching sessions. 
Reflection on the Impact of Mentoring and Coaching on Performance and Morale 

Mentoring and coaching have yielded high positive returns for my performance, my morale, and my attitude. They enabled me to learn how to work better with my team, while at the same time fostering an approach toward joint growth and mutual support. This opportunity gave me the chance to learn from my strengths and weaknesses due to frequent interactions with peer leaders and mentors among other things. The feedback and the self-reflective elements gave me the drive needed to take greater responsibility in my personal development that has, in turn, made me far more confident when assuming new challenges. In addition, this whole thing saw my approach to doing just about anything start to improve, as these coaching sessions helped create for me a better strategic mindset, which subsequently helped narrow down my problem-solving skills and decision-making processes. 
However, there were plenty of aspects of coaching, I realized, I needed to work on in order to improve my performance. One such area was time management. In the course of coaching sessions, I found that I often couldn't manage the predetermined time effectively, and this affected the depth of discussion and the overall flow of the session. In such sessions, being able to give each participant the opportunity of focused attention and constructive feedback within a limited time frame is critical, and it dawned on me that I needed to prioritize my time allocation for each segment of the session much better. I became aware of improvements I could implement with respect to time management, such as setting up structured agendas and clear priorities to follow during each interaction.
Another growth area that developed was the need for empathetic problem-solving. Although I have made my best efforts to solve some of the issues my colleagues have faced, I realized an empathic approach would help me relate to others even better. By listening carefully sometimes verbally validating the feelings related to each issue, I would allow for a very supportive and additive environment within my peers. These skills wouldn't only improve my effectiveness of coaching and mentoring but make for a more harmonious and motivated team.

[bookmark: _3znysh7]Analysis of the Behaviours, Beliefs, Skills, Values, and Attitudes of an Effective Coach or Mentor
Skills
Coaching and mentoring require different kinds of critical skills. Goal-setting, questioning, giving feedback, and active listening are among the most important ones. Each of these basic skills provides a constructive approach to creating an effective and learning-centered environment that supports growth and development.
Setting goals form the foundation for any coaching or mentoring session. Clear and attainable goals give direction and clarity on what is expected of the learner so that both the coach and learner are on the same page about expectations (Mok and Staub, 2021. p.103484). Well-defined goals shape the session, making it easier to monitor progress and measure success. Effective goal-setting also motivates the learner, as he can see exactly what needs to be achieved and thus can pursue it with a sense of purpose.
Another very important skill in coaching and mentoring is questioning. Thoughtful probing questions will lead the learner to reflect intelligently on their actions and experiences. Open-ended questions encourage a depth of thought and demand investigation on the part of the learner, who is therefore encouraged to reflect on a higher level and develop better self-awareness and problem-solving skills. Furthermore, questioning creates more engagement since it makes the learner an important partaker in learning rather than a passive recipient of information. 
Constructive feedback is critical for the growth of a person. Lacking such, learners cannot even appreciate their strengths and weaknesses. Effective feedback should be specific, constructive, and directed towards development, not something critical. Feedback should therefore reinforce the drive of the learner for improvement rather than devaluating the learner. Constructive feedback should be positive and also address the issue of merit while highlighting the further refinement needed for achievement.
Active listening goes on to be perhaps the most fundamental skill for effective coaching. By actively listening, coaches demonstrate respect for the learner's experiences and viewpoints. This builds trust while almost guaranteeing the coach a keen understanding of the learner's needs and concerns. Active listening fosters open dialogue, allowing the coach to respond appropriately and thus provide guidance to the learner in the most favourable way possible. When the mentees feel heard and understood, it is more likely that they will feel valuable and thus willing to engage in a coaching process. 
Behaviour
The behavioural traits of a coach or a mentor are a very crucial part in forming an effective learning atmosphere. The empathetic and understanding approach is vital in engaging and motivating the learners. Throughout my coaching experiences, I noted that coaches who show genuine interest in their mentees personally and professionally seem to develop instant trust and rapport more easily than those who do not. Such behaviour allows learners to express themselves freely, voice their problems without reservations, and actively uphold participation in the session.
Empathy in coaching is about genuine understanding of the learner's issues, viewpoints, and feelings--putting the coach into the shoes of the learner and responding with understanding and compassion (Leeder and Sawiuk, 2021. p.129-152). Such behaviour creates an environment in which learners can speak without fear of being judged or criticized. Whenever a mentor demonstrates care about their well-being to a mentee, the latter becomes more engaged in the process and is more likely to take ownership of his or her learning.
Furthermore, an effective coach is patient, which was also emphasized as being one of the features that make mentoring worthwhile and productive. Only patience provides additional space for one to realize learning objectives and allows for deciding on the pace of work by the mentee. This behaviour helps to create a safe space that enables the learner to focus on personal learning with a sense of security without feeling stressed or overwhelmed. 
Attitude
One's attitude towards coaching significantly influences the process. The coach or mentor must adopt a non-judgmental attitude, which is vital for establishing an open and supportive atmosphere. If a coach does not pass judgment, then there will be no hesitance for the learner to self-express. This kind of open interaction is very important for building a trusting relationship between the coach and the learner, enabling the burgeoning mentee to share freely his or her problems and goals (Okoye et al., 2021. p.48105-48120).
A non-judgmental disposition builds a learner's self-esteem. Acceptance and appreciation encourage the learner to take risks and express his/her thinking and ideas genuinely. In return, constructive discussions are likely to occur, whereby focused attention can be given toward possible solutions to the issues. Non-judgment on the part of the mentor allows him/her to encourage the other party to become an empowered being. 
Values and Beliefs
The values and beliefs that the mentor or coach holds together set the specific ground upon which the rest of the mentoring process takes place. When the coach commits himself/herself to the growth of the learner, among many others, integrity, respect, and patience make the climate for learning well especially fit for such guidance. Additionally, these values fashion the manner in which the coach interacts with the learner, offers feedback, and approaches challenges arising during the mentoring session.
Integrity is another value that is significant in light of coaching. That means the coach should be frank, open, and trustworthy to build a solid professional relationship with the mentee. This quality fosters authenticity and constructive feedback and builds trust in the learner in the guidance provided. Learning in this case will absorb given feedback and improve accordingly (Hobson and van Nieuwerburgh, 2022. p.1-13).
Patience is another key value of a competent coach. Because every learner's learning rate is different, a coach has to be there for the learner, providing assistance and support without rushing the process. Patience helps the coach go to where the learner is, which grants them time and space to learn and grow (Ong and Siau, 2022. p.753-756).
Respect is one of the basic values of any mentoring relationship. A coach should respect the identity, experiences, and opinions of the learner. This value paves the way for this collaborative approach within the coaching process where the mentor and mentee stand as equal partners in the learning process involved. With the display of respect by the coach, the learner would feel appreciated and be encouraged to take responsibility for his or her growth process. 
[bookmark: _2et92p0]


Conclusion 
Employees who get guidance and encouragement regarding coaching and mentorship skills not only succeed in their careers but also develop into capable leaders in the future. To improve their interpersonal abilities and mindset, people need to learn how to coach and mentor others. Improving a person's interpersonal attitudes and abilities benefits the company to which they donate their time and energy. Research indicates that effective communication is a crucial component in the development of coaching and mentoring abilities. Coaches and mentors who possess great communication skills may support and oversee staff members and individuals while fostering a strong and positive relationship within the group. The results also show that to coach successfully and efficiently, a person must have favourable and successful results.
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Appendix
	BMSW 6105
	Feedback
	Date of Interview:
	04/08/2024

	Coach
	Sorin
	Coachee
	Mantas

	Coaching Model:
	Gibb's Reflective Cycle here to enter text.
	
	Click here to enter text.

	The numerical rating system is based on the scale below.

	Scale:
	5 – Yes
	4 – Most of the time
	3 – Some of the time
	2 – Almost never
	1 – No

	
	Rating

	
	5
	4
	3
	2
	1

	Is the coach asking open ended questions or closed questions
Hint: The Coach should ask open ended questions

	☒
	☐
	☐
	☐
	☐

	Is the coach patient? Are they giving the coachee time to think through issues and arrive at a conclusion in the way THEY process information?
Hint: The Coach should be patient

	☐
	☒
	☐
	☐
	☐

	Is the coach focused on the coachee’s agenda?
Hint: The Coach should focus on the coachee’s agenda
	☐
	☒
	☐
	☐
	☐

	
Is the coach coaching in their own image? (Example: Are they saying things like ““Well, when I was in your position, here’s what I did when I was in a similar situation…)
Hint: The Coach should not coach in their own image
	☐
	☐
	☒
	☐
	☐

	Is the coach acting as a problem solver, providing the solutions for the coachee?
Hint: The coach should not provide solutions

	☐
	☐
	☐
	☒
	☐

	Additional Comments


The coach did not mention the model used for the coaching session. The coach needs to improve on time management, to be empathy, try to summarize what has been discussed and suggest a follow-up meeting if it is necessary. The session was quite well structured. The session was fantastic but it I not natural. The coach could have allowed the coachee more time to respond to questions. The coach could have asked if the problem of the coachee was solved or not if not solved what needed to be done.
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