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[bookmark: _Toc171181185]Reflective Statement on Coaching Session
[bookmark: _fbmvems557ms][bookmark: _Toc171181186]Introduction
[bookmark: _p015nmg7oxck]Based on my interaction with Robert Lee in the most recent coaching session, this statement will examine the session’s success while pointing out the strengths and weaknesses observed in the process. Also, it will analyse the possible benefits/reasonable use of coaching as well as the mentoring affecting the performance as well as the morale of the employees within our organisation. I used the SMART training model to guide Robert Lee in setting goals and improving performance. SMART stands for specific, measurable, achievable, relevant and time bound. Lastly, conclusions regarding the basic competencies, processes, strategies, orientations, perceptions, and principles that are crucial for the appointment of an appropriate and efficient coach or mentor will be included. To that end, this reflection’s purpose is to strengthen the principles of the coaching model to help empower employees and enable them to succeed in their careers amid changes in an organisation. 
[bookmark: _bc73hf3smacq][bookmark: _Toc171181187]Every coaching session should be followed by a review to ensure that the goals laid down have been achieved. 
[bookmark: _29bqncdm2i80][bookmark: _Toc171181188]What Went Well 
[bookmark: _5ej0rq2pyyde]At the beginning of the session I was very confident in using the SMART model and believed it to be a great framework for coachee,Robert Lee. As the session progressed, I was pleased to see how Robert engage and communicate his goals. Firstly, I had to ensure that I create a rapport that is positive with the person who is to be interviewed. I consider it important to always start a session with the client and demonstrate care about them and what they are going through; this laid the groundwork for how the session with Robert would commence. This was important in making Robert speak out their heart about job demands, and also new Automated systems that were being implemented at the workplace. It was rather revealing that he agreed to speak with me and share his experience, which confirmed that the primary intervention of building rapport proved responsive. 
[bookmark: _k0b3o7wa5o73]At this stage, there was collaboration between Robert and me in defining SMART goals which incorporated the following components; The subjects only reported that they were confused when they had no direction in their work or when a manager had not set them a clear goal.For example, a target was set for Robert to undertake a training course on new automated systems to be accomplished in one month, which offered a direction and goal. Also, we introduced weekly review meetings with the aim of tracking and scheduling overlying activities. These steps helped give Robert a step-by-step plan to follow but it also assisted in decreasing their anxiety by organising his thoughts and putting logic to what he has to do. 
[bookmark: _l4z9jmfihxos]Other factors that helped in making the session a success include The formulation of a detailed action plan. Thus, by making a schedule for Robert to attend a training session alongside providing him with support from more skilled co-workers, we made certain he had all the necessary tools to succeed. The weekly review meetings of the progress were aimed mainly at supervising such activities and giving appropriate feedback for mutation of the strategies which were in action at the moment, as well as encouraging the workers and making them feel that they are in a unified team. 
[bookmark: _vrg54182e5b5][bookmark: _Toc171181189]What Could Be Done Differently
However, some sectors pulled out some shortcomings that could have been enhanced in the session. This particular point was one of the critical elements that came down to the extent of time given to discussing Robert’s issues. The session was good but spending some more time so that a clear picture of their difficulties can be understood would have been better. This could have led to treatment that is more specific and probably even more emotionally understanding. 
The next area which was highlighted for improvement was the way oral presentations managed challenges or potential issues. As for the pattern of the meeting, we smoothly transitioned from one point to another and outlined a good set of actions; however, we could spend more time analysing the potential challenges which may appear in Robert's working process and how to address them. This would have been a proactive strategy in preparing Robert and would have built the imdvidual's confidence in tackling arising peculiarities. 
It would also be possible to improve future sessions through the inclusion of feedback mechanisms. It is timorous, thus there is a need to encourage Robert to give feedback relating to the process of coaching so that any issues arising can be nipped in the bud. This is particularly the case given that regular feedback would be useful in the enhancement of the coaching technique. 
Tasks that formal and informal contexts allow, relationships between them, and how these factors can be managed is another issue. The structured part is needed to set the objectives and come up with the necessary action plans; however, adding more relaxed and less business-like verbal communication to the session could be beneficial. This balance could assist in establishing a comfortable situation for the coach to open up. 
Assessment of the coaching and mentoring practices to boost the performance and morale of the employees 
Impact on Performance 
As per the views of Brockbank and McGill (2012), coaching and mentoring enable the beneficiary to realise enhanced performance within the workplace environment as they will be assisted by other knowledgeable people. As for the learning intervention of the coaching session, it sought to enhance Robert’s ability to work with new automated tools and time management. Since goals are laid down and there is an action plan put in place, coaching enables personnel to be equipped and gain confidence while executing their duties. 
Impact on Morale 
As per the views of Obeng et al., (2021), morale has a strong association with employees’ perceptions of their workplace conditions and their relationship with their superiors. Effective coaching and mentoring can positively influence morale by Effective coaching and mentoring can positively influence morale by: 
Providing Support: Employees are valued and encouraged when they are being attended to, given personal attention and hence guided. This could also result in greater levels of satisfaction within the employees’ occupation as well as allegiance to the company they work for (Reid et al., 2021). 
Enhancing Communication: The daily preferably weekly sessions of coaching also enhance the quality of relationships between the employees and the superiors due to mutual understanding and trust. 
Empowering Employees: It includes goal sharing and decision making which makes the employees feel that they are important in the company. These can translate into increased motivation and ownership of their work. 
Addressing Concerns: Coaching allows employees to convey the problems which are faced at the workplace (Ellinger et al., 2023). The manager in turn can address those problems thus enhancing workplace morale. 

[bookmark: _Toc171181190]Challenges and Considerations
While coaching and mentoring offer numerous benefits, there are also challenges and considerations to keep in mind: While coaching and mentoring offer numerous benefits, there are also challenges and considerations to keep in mind: 
Resource Allocation: It is difficult to begin with the implementation of a massive coaching and mentoring program and this will need so much time, energy and money. One crucial factor must protect and fully incorporate these programs into the organisational culture for success (Da Veiga et al., 2020). This entails a process of training a coach and a mentor, supplying them with essential tools and items and scheduling time for a session at the workplace. 
Consistency: Therefore it is very important to be coherent and continuous in order to be efficient in the coaching and mentoring processes. Frequent and consistent sessions can be hindered, and they may turn into sporadic or irregular forms which, in turn, will not make any sense and people will easily get out of it. The individual also refers to the idea that constant feedback with frequent written and verbal communication as well as setting a routine could help to keep the pace going and developing throughout. 
Customisation: Every worker is oriented individually, there are differences in their preferences and personal career plans. Coaching and mentoring activities are essential to be more specific and to involve people in solving organisational issues, but these programs have to be adapted depending on the case (Gadomska-Lila, 2020). This approach assists in identifying and managing certain issues while focusing on using employees’ skills, thus resulting in significant ramifications. 
Measurement and Evaluation: There is a need to set standards that would help in measuring the outcomes of coaching and mentoring. According to Mertens and Wilson, (2018), Evaluation is a critical aspect that involves assessment, feedback, and possibly alterations as per these assessments to achieve the project's intended goals in regard to the programs it seeks to support. KPIs like employee/worker productivity, level of participation, and level of satisfaction they portray about the program speak volume about the program. 
[bookmark: _xpkg5agdnwlm]Analysis of Skills, Behaviours, Attitudes, Beliefs, and Values of an Effective Coach or Mentor
SkillsEffective coaches and mentors must possess several key skills and attributes to foster growth and development: Effective coaches and mentors must possess several key skills and attributes to foster growth and development: 
Active Listening: Expert coaches and mentors are good listeners, that is, they listen actively. This means paying attention to the speaker, comprehending what they are saying, replying in an adequate manner and recalling the content of the message (Friston et al., 2021). It fosters trust and demonstrates effective interest in the employee’s grievances and goals, increasing support. 
Questioning: Peculiar focus is made on the possibilities of asking critically effective questions, especially those of related open type. Positive questions bring out Employee’s feelings and emotions to the surface to further discuss them. It supports exploration of the root causes of the problems as well as the creation of radical approaches based on the views of Ashkanasy and Dorris, (2017). 
Feedback Delivery: This means that the feedback that is given should always be positive, and done diplomatically and without offending the recipient. The correct type of feedback should be for specific purposes, measurable and should not involve attitudes or personality traits. This approach assists employees to grasp their deficits that require enhancement without feeling attacked, hence, promoting a favourable outlook towards development. 
Goal Setting: Goal setting is another crucial area in which any coach and a mentor must have skills. Working with the employee to set goals that are characterised by the acronym SMART make it possible to set achievable goals with clear markers of progress. This brings discipline among employees and also offers a Map of development. 
Empathy: Empathy is important to establish employee relations that make the employees feel that they are being comprehended by their colleagues (Indeed, 2024). Understanding means acknowledging the employee’s emotions and events, which creates trust and promotes disclosure. 
[bookmark: _Toc171181191]The GROW Model 
The GROW model is an efficient model in coaching and mentoring that is applied at least during the sessions with a clear work plan, such as the sessions that included Robert. AID stands for Asking, Inquiring, Interpreting and Deciding, and involves the systematic process of coaching and the coach. 
Goal: Defining observable and measurable goals for the session. In Robert’s case, this meant articulating what time management means to him and could possibly entail. 
Reality: Identifying the initial issues and barriers that one has to face while working on an organisational project. In the case of Robert, this would involve a determination of means in terms of how Robert currently spends individual time and the challenges he encounters. 
Options: Discussing different approaches and possible to address the discussed problem areas. With this we came up with practical strategies that include; a checklist as well as a time box. 
Will: Making specific decisions and planning for the next steps that will enable assessment of the level of work completed. Robert accepted the changes and promised to put into practice the discussed strategies and to set a meeting to follow the development (Crothers, 2021). 
Behaviours 
Consistency: This is to mean that if one is there for one's players time is supportive and present for one's players during those dark moments then the relationship becomes more valued and more believable. 
Patience: Coaches and also the trainers are patient, in actuality within their everyday usage the alterations are cumulative (Pedersen et al., 2021). 
Adaptability: This means being able to provide a greater match to the employees ' needs as each of them may have different requirements. This means developing activities that emulate the features of a context and consequently are unique (Erickson, 2017). 
Encouragement: Praise concerning job and appreciation helps uplift the morale of the employees and helps enable them to work harder (Ali and Anwar, 2021). 
Attitudes 
Open-mindedness: Coaches and mentors should be open to learning other opinions and/or approaches (Milner et al., 2020). Such an attitude fosters an ideal coaching environment and it includes all people. 
Non-judgmental: Lack of bias is one of the ways through which employees are allowed to come out and express themselves, and there is no worry of being described.
Commitment to Growth: The suitable injection of HRM should therefore entail a lot of dedication to the personnel’s and professional training. This commonly relates to the time and effort put into the developmental formation of a child (Greer, 2021). 
Beliefs 
Belief in Potential: Having good coaches and successful mentors, they always push for the highest performance from the employees; they do not encourage the employees to be seen as stupid persons. They maintain each person for what he or she is – a variable that can be reconstructed and rebuilt. 
Value of Feedback: That is why, without fail, society must exist, believing in the necessity of feedback for the enhancement of their work. Positive feedback is deemed to be a means of passing information and correcting a person's behaviour rather than scolding him or her (Indeed, 2024). 
Importance of Self-awareness: When it comes to the activities that help improve individual development, coaches and mentors have further claimed that self-awareness is one of the ways that work. They assist the workers to view themselves, and being a statement of truth, the notes acknowledge the strengths and weaknesses, the right and wrongdoings of the workers. 
Values 
Respect: They include; first respect of the employer for the employee and recognition of such factors as experience of the latter. This includes; respecting their efforts and appreciating their input. 
Integrity: Honesty and integrity can therefore be referred to as key constituents of the emerging base for the purpose of coaching (Martens and Vealey, 2023). 
Confidentiality: Both the male and the female participants have underlined the need to ensure that the patient’s identity is not revealed at any given point and this fosters some level of trust. The original forum participants need to be confident that the exchange that they have embarked on will not be shared with other persons. 
Empowerment: Another common feature of the analysed professions is yet another factor of the LMX theory, namely the identification of employees' power as coaches and mentors pay attention to strengths, so the latter is responsible for their further professional development. 
[bookmark: _1j8v1w1ubtez][bookmark: _Toc171181192]Conclusion 
In EBP, there are strengths and weaknesses of the strategy chosen in the sessions with Robert; Burglar's four pillars were effectively observed in the session: The other two sections, therefore, include relationship building, point of agreement on objectives, and the clear and concise work plan. However, what it implies is that there exists a possibility of developing much deeper looks into numerous challenges and the actualization of recurrent feedback processes. Hence, coaching and mentoring have much positive impact on the organisation in terms of performance and the organisational culture can be highly significant by taking into consideration the organisational needs, developing focused and built-in communication models and being very concerned about the employees' problems. 
It is essential to pay attention to the elements of the knowledge and behaviours of a successful coach or teacher in these programs. Other requirements in coaching are listening, having questions, feedback, sensibility, reliability, perseverance, adaptability, motivation, open-mindedness and unfavourable judgments, commitments, positive attitude to people, appreciating feedback, self-orientation, regard people's rights, trustworthiness, confidentiality, and people's authorization. Also, considering the development of the future directions, the integration of new elements, improvement and furthering of the models, tools and techniques used in the coaching and mentoring practise respectively to the organisational alteration for the requirements of the employees are also important. Concerning this, they will help in creating a positive and supportive environment geared towards the realisation of staff promotion, development and well-being.
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Role: Philippa (Coach) 
Employee: Robert Lee
[bookmark: _5oeqzts6ofiu]Introduction 
Philippa: 
Hi Robert, it is good to see you today. You know there have been a lot of changes happening in our organization of late and I was interested to find out from you how they affect you and if there is anything we can do to support you during these times. Today’s meeting is more of a discussion and a discovery on how you feel about the changes, whether there is something difficult that you are going through or not.
Robert: 
Hi Philippa, it has been stressful lately, to be honest, the decrease in personnel and overall use of machines has transitioned the company to a more difficult environment to work in. Add to the concern the pressure of transforming rapidly, which is a problem as I am planning to retire in a few years, so I wanted the company to become or stay stable. 
Philippa: 
I get it, Robert. It is a lot to deal with, thank you for sharing that. The change affects staff and new technologies are rather stressful. Perhaps, we can work together to find solutions to such problems?
I am thinking of using the SMART goals – Specific, Measurable, Achievable, Relevant, and with a defined time frame to set a specific goal that we can work towards together. Does that sound good?
Robert: 
Yes, that sounds helpful. I’m not sure where to start, though.
Philippa: 
No problem let’s take it step by step. First, let’s identify a specific short-term goal. Given the challenges you’ve mentioned, what would you like to achieve? 
Robert: 
The immediate one could be better familiarization with new automation and the other could be the search for ways of increasing efficiency to minimize overworking.
Philippa: 
Those are excellent goals, Robert, thank you for sharing that. Getting up to speed with new technologies and scheduling with fewer staff seem to be the biggest obstacles. Is that right?
[bookmark: _Hlk173779297]Robert: 
Yes, exactly.
Philippa: (Measurable)
Wow Robert, I think I can help you with those. For instance, I have already a training course on the new automated systems for the next month and for the workload to be handled, we can organize a weekly check-up and reschedule to pinpoint the problem areas and rearrange priorities. Is that going to help you?
Robert: 
I am sure I will feel better if I can complete my daily tasks without staying late or feeling overwhelmed. Also getting comfortable with the automation would be a big relief too.
[bookmark: _Hlk173778358]Philippa: (Achievable)
I am so happy to hear that. For scheduling I will implement a structured checklist as for the automation, a one-month training with our IT specialist will be arranged for you. Would that make you feel more confident?
Robert: 
Indeed, it appears that is going to be a good plan.
[bookmark: _v6641drjd2x4]Philippa: (Relevant)
Good. These are the steps that we will begin with and modify depending on the circumstances later. Hope this will make you feel in control of your work, I believe you wish the same, especially as you are nearing retirement.
Robert: 
Absolutely, I want these las few years to be stable and not too stressful.
Philippa: (time-bound) 
That was a constructive conversation, Robert, thank you for letting me know about your ideas and plans for now. To keep the workload at a reasonable level, it is suggested to conduct weekly review meetings; Next, I will check on your progress in two weeks and then we could discuss from there.
Robert: 
Okay, that should be fine, thank you so much, Philippa, for your full support. 
Philippa: 
You are welcome, Robert. I am sure we can overcome these things together. Bye and have a great day. I will expect you next Monday for the first review.
Have a good day.



By focusing on specific, measurable, achievable, relevant, and time-bound goals, this coaching session provides Robert with a clear path forward. It addresses his immediate concerns while aligning with his broader goal of a stable transition into retirement




 
Reflection and Debrief 
Philippa: 
It is time for the role-play debriefing now. Let me know how you feel about the goals you have set and the action plan Robert?
Robert (Partner): 
I was clear about the goals, and these could be completed easily; the action plan was realistic; and weekly meetings with someone from the workplace would be a plus. 
Philippa: 
That sounds good to hear from you. From this end I feel that the interactive session was helpful in addressing your concern and direction. I don't know if there is any way you feel that could have been improved in the next session. 
Robert (Partner): 
Perhaps more time could be invested in evaluating the weaknesses associated with the action plan and the corresponding strategies for dealing with them. 
Philippa:
True Robert, that is a good point. I will make sure to add that in the next session. Thank you for your suggestions. Let’s keep on working on it. 
This script provides a structure for a supportive client-centered coaching session where the focus is on the issues that Robert is experiencing and at the same time it still allows for reflection for future coaching sessions. 
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