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[bookmark: _gjdgxs]Introduction 
Reflection analysis will discuss how the mentoring and evaluation segment raised my efficiency and confidence, along with my coaching and mentorship skills at the workplace. It will evaluate the knowledge, abilities, mindsets, and actions that I've picked up during this session. I now understand that coaching is a technique employed in the workplace by a more seasoned manager or co-worker to impart additional knowledge and aid in improving the growth of a less seasoned collection of workers or one staff member of the company (Shani and Coghlan, 2021. pp. 518-541).  This approach is linked to the ability to be attentive, challenging, defining, and rethinking. Conversely, mentoring is having a more senior and knowledgeable person oversee a person to help them develop their abilities and skills. For an employee to grow in both their personal and professional capacities, both approaches are equally vital. Applying Gibb's Reflective Cycle, it will use this written piece to reflect on my own experiences related to the training and analysis session. To comprehend how my instructor or trainer approached the role play, it will also attempt to assess his role (Thompson and Thompson, 2023). 


[bookmark: _30j0zll]Reflection on the coaching session 
The below reflection for the coaching session is provided with the help of the Gibbs model of reflection that is used for the presentation of the experiences gained in the positive and negative terms during the coaching session.
Gibbs model of reflection
Description
A role-playing activities exercise was used to facilitate a mentoring and coaching session. I am in a conversation with one of the people as my partner. However, the judges gave me unfavourable remarks, so I didn't contribute much to the role-play. The responses I gave were insufficient and inappropriate (Magbagbeola and Balogun, 2023. pp.53-59).  However, I was also unable to talk for a long time because the question was changed at the very end of the part play. My partner made last-minute changes to the questions, which caused uncertainty when it came time to prepare the session's answers. I've deduced from the judges' criticism that I must better and more thoroughly get ready to manage and execute scenarios.
Feeling
I was enthusiastic and self-assured to carry out my character play with commitment and drive at the beginning of the session. But because the question was changed at the last minute, I felt anxious and unmotivated to carry out my part in the session. I had confidently prepared for the role-play before it began, but the last-minute modifications created a crucial issue that caused bewilderment (Ntho et al., 2020. pp. 1-8).  I felt unmotivated and like a failure after the workout. The identical emotions that I was experiencing were shared by other participants in the situation. We were both comfortable playing the same parts repeatedly. 
The role play included mistakes and shortcomings because of the question's modifications. Other participants in the role they play believe the others should have developed their behaviour, abilities, and attitudes to prepare themselves for an unforeseen circumstance based on the outcomes and comments they got (Coetzee and Scheepers, 2023. pp. 807-815). The person participating during the role-play sessions thinks about improving their abilities so they can deal with circumstances that call for quick adjustments during the role-play. 

Evaluation
Getting comments from instructors and judges is a good experience, in my opinion. I've been able to identify the areas in which I need to make improvements thanks to the elders' suggestions. Filling up the gaps will benefit my future professional development and career progress. According to my opinions and viewpoints, developing character and having conversations with co-workers are among the good accomplishments (Moloney et al., 2023. pp. 141-160).  The characters' preparation phase has aided me in learning more about workplace-related mentoring and coaching techniques. 
My ability to communicate has also improved because of the role-playing exercises. From the discussion, I have encountered both pleasant and unpleasant situations. Effective preparation is required for several areas and elements involved in coaching and mentoring role plays. I have studied the fundamentals of coaching skills as well as the traits and abilities needed to be a successful coach and mentor to be ready for the role play.
Analysis 
Based on my analysis, it is crucial to formulate specific inquiries and material for role-play sessions before enacting them in front of judges and audiences. I've also concluded from the role-play that one of the contributing reasons to the failure and unfavourable comments during the role-play was the last-minute modification of the questions (Neeson and Billington, 2022. pp. 68-78).  The unfavourable remarks and critiques I got from the judges and instructors have aided me in learning about values, attitudes, behaviours, and coaching and mentoring techniques. My examination of the situation led me to the conclusion that I need to improve my communication abilities. 
This represents one of the methods that I will ultimately be able to better myself as a coach and mentor to other people and staff members in a professional setting. One of the most crucial components of mentoring and instructing other people is having morals and principles. It enables them to grow devoted to one another and to encourage one another. I've also determined that I will need to work on my behavioural abilities (Smith, 2020. pp. 53-55). 
One of the most important components that will support the formation of a strong relationship between mentors and individuals is behavioural skills. Based on my investigation, I've determined that one of the reasons role-plays has failed is that people share information (Lucas, 2023).  Before the role play, my companion and I did not share a lot of knowledge or information. If each of us had exchanged expertise and information from various angles, the role-play might have been effective. 
[bookmark: _1fob9te]Reflection on the impact of mentoring and coaching on the performance and morale
According to me, the coaching session performed by the coach for training the development of the selected was effective in different ways that contributed to the development and improvement of the learners. The coaching and mentoring during the session helped me build the team morale and performance in the activity. This performance and morale were improved by the coach through the proper concentration of the coaching agenda and effective patience that led to development in the engagement level and collaboration between the individuals that ultimately helped in the performance and morale building in the session (Singh, 2023. p.11-17).
The coaching session also focused on the assessment of the development of my skills and knowledge through the open and close-ended questions that assisted in the proper designing of the programs and session which ultimately led to improvement in my level of performance. This assessment activity performed by the coach during the session also helped in developing the feedback for the learner's performance that contributed to development in the weaker part or subject of the learners.
The performance and morale during the coaching and mentoring sessions were effective and well-structured contributing to the development of the learners. However, there were a few factors that affected the level of performance as well as the morale in a negative manner during the coaching session consisting of the poor management of the coach in the effective problem-solving of the coaches in the session which affected the level and performance and morale in the session (Lorio et al., 2020. p. 35-70). Also, the lesser time of the response in the assessment of the coaches by the coach in the session affected the morale and performance of the coaches and led to an impact on the engagement level and motivation in the mentoring and coaching sessions by the coaches. 
I also noticed a few of the problems in the coaching session which can affect the performance and morale of the learner and can be effectively solved and overcome through different practices and activities followed by the coach that ultimately help in building the coach's performance and morale into the session for effective results. The less time for responses in coaching sessions states the issues for improper time management which can be effectively built up through the practices for improvement in time management (Goker, 2021. p.423-445). Also, my observation from the coaching noted that there were fewer problem solutions for the learner in the session which affected the learning capability of the individuals. This problem-solving of the individuals involved in the session is essential to solve by the coaches and mentors through empathy in their actions and practices which contribute to the learner development. 
[bookmark: _3znysh7]Analysis of the behaviours, beliefs, skills, values and attitudes of an effective coach or mentor
Skills 
Effective coaching and mentoring ability in learning sessions plays an essential role in developing the skills and knowledge of the individuals engaged in the session. This effective coaching and mentoring of the educator require the appropriate skills, values, behaviour, attitude, and belief for gaining the positive outcome of the coaching. As per the observation of the coaching and mentoring in the session, I recognized that the skill of the coach and mentor plays an essential role which should consist of effective goal setting, proper questioning appropriate feedback and active listening (Mok and Staub, 2021. p.103484). These skills in a mentor or the coach in any session can lead to an effective outcome of the session where the learners have good performance and team collaboration. The skills of the mentor and coach help in the effective analysis of the learner for effective development of feedback and designing of the program for the development and growth of the learner involved in the session.
Behaviour 
The behaviour of the mentor and coach also has a major effect on the learner's ability to develop and grow in a session as the approach of behaviour utilised by the mentor or coach affects the level of performance and engagement of the learners. So, the coach and mentor need to have empathy, understanding and enthusiastic behaviour in a session which assists in building learner engagement in the session which is the most essential aspect for generating the positive outcome of the session. The behaviour of the mentor and coach in an understanding and empathetic manner also plays a significant role as it leads to support and builds encouragement for the learner to tackle the challenges arising in a session and celebrate the success for effective achievement (Leeder and Sawiuk, 2021. p.129-152). All these aspects generated from the appropriate behaviour of the mentor or coach ultimately help in the improvement of the engagement level of the learners in the session. 
Attitude
My observation of the session also focused on the attitude of the mentor and coach which is also a major reason for the effective improvement and development of the learners. The attitude of the mentor and coach during the session states the way of action and reaction in a particular scenario which affects the attitude the behaviour of the learner involved in the session. The harsh or non-compliance attitude of the mentor or coach towards the learner can spoil the engagement level and enthusiasm in the learner leading to poor outcomes or results (Okoye et al., 2021. p.48105-48120). So, the non-judgmental attitude of the mentor and coach in the session assists the learner in sharing free thoughts and feelings about the session with the coach and mentor without any fear which leads to improvement and development of the learner through the effective designing of the session activities and material that suits the learner capability. This attitude of the mentor or coach in the session helps in removing the fear of learners being judged in the session which helps in the identification of the problems and challenges that the learner is facing in the session which ultimately helps in positive outcomes because of the learning or coaching session.
Values and beliefs 
During the session I learned that the values and beliefs of the coach or mentor in a session are also an essential factor that helps in the improvement of the engagement level of the learners. The values and beliefs of the coach or mentor for following ethical practices in the session also help in building trust and an effective relationship between the coach and learner that contributes to effective learning outcomes and results of the session. The values of accountability, integrity and authenticity, confidentiality in the coach or mentor help in the effective development of the learner with an appropriate focus on ethical measures which include security against the learner's personal information, transparency, and honesty in the various actions (Hobson and van Nieuwerburgh, 2022. p.1-13). Also, the mindset of the coach and mentor in the session plays an important part in effective goal setting for the session which has a major influence on the learning outcome and results. So, the coach and mentor need to have a growth mindset while developing and arranging a session for the learners which will ultimately help in positive outcomes of the session (Ong and Siau, 2022. p.753-756). The coach and mentor should also prepare the session for the learner which is centric and help in properly designing the development of the session according to learner capability which helps in generating effective results for the programs. 
All these beliefs, skills, behaviours, values and attitudes of the mentor or coach in the session play an essential role in the effective learning of the session which needs to be taken care by the coach and mentor to generate positive outcomes or results for the session. These skills, behaviours, values and attitudes of my mentor or coach were somewhat like those stated above but there are a few factors or elements that need to be improved which involve skills of appropriate feedback and questioning, support behaviour and a growth mindset which could result to more appropriate outcomes of the session.




[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:
	Click 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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