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[bookmark: _Toc143558892]Part B: Reflective Statement 
[bookmark: _Toc143558893]Introduction:
In this reflective statement, I will assess Robert's coaching session and consider how well it addressed his difficulties and aspirations. I will go back to the coaching session as well as consider what worked well and what needs work for future sessions. In the framework of this case study, I will also critically assess how coaching and mentoring may affect performance and morale. Finally, I will examine the abilities, attitudes, behaviours, convictions, as well as values of a successful coach or mentor.


[bookmark: _Toc143558894]Reflection on the Coaching Session:
There were various things that went well during the session of coaching with Robert, fostering a positive and supportive atmosphere. First of all, the GROW coaching paradigm gave the session a well-organized framework. It enabled a methodical examination of Robert's objectives, present situation, choices, and resolve to take action. The approach enabled a thorough analysis of the difficulties he was experiencing and helped him stay focused. I led Robert through each stage by using the GROW paradigm, beginning with establishing specific objectives for the training session. This made sure that we both understood what he intended to accomplish and gave our conversations a definite focus. Additionally, the GROW model assisted Robert in clarifying his goals and expressing them clearly. The concept prompted a clear evaluation of Robert's present situation. We were able to identify the elements impacting his workload as well as his capacity for adaptation by focusing on the particular difficulties he encountered. As a result, we were able to pinpoint the underlying reasons and develop greater comprehension of the problems at hand. Establishing rapport and comprehending Robert's problems required active listening. I attentively listened to his viewpoints, worries, and experiences, which helped him feel comfortable speaking honestly. I was ready to show empathy along with validating his sentiments by actively listening, and this helped to build trust between the coach and the client. To demonstrate that I grasped his viewpoint, I used reflective listening skills by summarising and paraphrasing his remarks (Zhang et al., 2021). This gave me a better understanding of his difficulties and gave Robert the chance to consider his ideas and learn new things. The focus of the workshop was group problem-solving. I pushed Robert to take an active role in recognising problems and coming up with solutions. I gave him a voice in the process so he could take charge of his objectives and consider tactics that matched his requirements and preferences.
I encouraged brainstorming sessions throughout the session, where Robert came up with solutions to his problems. He felt more invested and involved in the process of solving problems because of this cooperative approach. I wanted to actively include him so that I could draw on his imagination and make the methods we discussed meaningful to him. However, after some thought, several things may be done better in the next coaching sessions. One area is the requirement for a more thorough investigation of the underlying feelings and convictions connected to the difficulties Robert is encountering. We briefly discussed his concerns about automation, but there is room to go more into his thoughts and ideas about his place and usefulness in the evolving environment (Fukumura et al., 2021). This more thorough investigation will assist in identifying any limiting ideas or anxieties that could obstruct his ability to adapt and evolve. To address this, I will ask Robert more pointed questions in subsequent sessions to urge him to consider his feelings and underlying presumptions. The core causes of his reluctance may be better understood by delving into these deeper levels, and we can then strive to change any limiting ideas that could be getting in the way of his development.
The application of potent questioning strategies is another area that might be improved. Although I used open-ended questions to promote thinking, I think adding more challenging inquiries would allow Robert to go further into his ideas and viewpoints. In order to foster critical thinking and challenge presumptions, probing questions should be used. This will help you comprehend the problems and potential solutions more thoroughly. I will use more potent questioning strategies in subsequent coaching sessions to assist Robert in developing deeper insights and considering many viewpoints. These inquiries will drive him to think more deeply and explore alternative avenues. I want to spark his imagination and assist him in coming up with creative answers to his problems by posing thought-provoking questions. Overall, the coaching session along with Robert was fruitful and encouraging. The GROW coaching model, active listening, as well as group problem-solving techniques were useful in assisting Robert in identifying his objectives and considering various options (Nam et al., 2022). However, by going more deeply into underlying beliefs and feelings and applying more potent questioning tactics in future sessions, there is the possibility for progress. I can improve the efficacy of the sessions as well as better assist Robert in accomplishing his goals by continually honing my coaching abilities.


[bookmark: _Toc143558895]Critical Evaluation of Coaching and Mentoring:
When used properly within the case study setting, coaching and mentoring can greatly raise performance and morale. They offer specialised advice and assistance to those dealing with certain difficulties, empowering them to improve their abilities, boost their confidence, and accomplish their objectives. The chance for personal growth and development is one of the main advantages of coaching and mentoring. Employees who participate in frequent coaching sessions might obtain important perspectives, information, and techniques for overcoming challenges and achieving their objectives (Azevedo et al., 2021). In Robert's situation, coaching can assist him in creating plans for more effectively managing his workload, adjusting to automation, and maintaining a work-life balance. His performance can be improved overall and his self-efficacy can rise with this focused help. A sense of ownership and empowerment is also promoted via coaching and mentoring. Coaching fosters autonomy and accountability by integrating people into the process of decision-making as well as encouraging them to come up with their answers. This strategy can result in more job satisfaction along with motivation, which can boost team performance and morale.
Robert may actively participate in recognising difficulties, evaluating choices, and taking action by attending coaching sessions. This participation allows him to own his objectives and feel responsible for attaining them. Robert can negotiate departmental changes and adjust more skillfully with the help of a coach or mentor, which will boost performance and morale. Mentoring and coaching help people learn continuously and advance professionally. They provide people with the chance to learn new skills, experiment with novel ideas, and adjust to changing circumstances. Robert can benefit from coaching by learning to accept departmental changes, spot areas for development, and match his abilities to the organisation's changing demands. In addition to improving individual performance, this continuing learning process helps to create a supportive workplace culture that encourages growth and development. Individuals may feel heard, realised, and acknowledged in a supportive as well as collaborative atmosphere created by coaching and mentoring (English et al., 2022). Coaching makes it possible for people like Robert to express their worries, get advice, and look for answers by creating a secure environment for open dialogue. This support structure encourages teamwork, boosts morale, and develops a sense of belonging.
But it is vital to remember that mentoring and coaching don't have a one-size-fits-all approach. The abilities and experience of the coach and mentor, the openness and dedication of the person being coached, the organisational culture and encouragement for mentoring or coaching programmes, as well as other factors, all affect how effective they are. It is essential to have qualified coaches or mentors who have excellent communication, active listening, as well as questioning abilities to ensure the success of mentoring or coaching programmes (Haugan et al., 2021). They ought to be able to foster an atmosphere of safety and acceptance that promotes candid discussion and introspection. Additionally, mentors and coaches need to have a thorough awareness of the unique difficulties and environment that each person is facing. The efficacy of the procedure also heavily depends on the openness and dedication of the person receiving coaching or mentoring. They must participate fully in the discussions, take time to consider their attitudes and actions, as well as be open to considering fresh ideas. The effectiveness of mentoring or coaching may be restricted if the individual is not actively involved and committed. Last but not least, the effectiveness of coaching and mentoring efforts depends on the organisational culture and support. Organisations must foster a culture that emphasises growth, development, and learning. For mentoring or coaching programmes, they should provide time, resources, and support. They should also acknowledge and reward successful outcomes. Performance, morale, and general employee well-being may all be significantly impacted when mentoring or coaching is ingrained in the organisational culture. When used properly, coaching and mentoring may greatly boost workplace morale and performance. For those dealing with difficulties and transitions, they provide personalised advice, assistance, and chances for growth. Coaching and mentoring help to improve performance, job satisfaction, and a pleasant work environment by encouraging autonomy, accountability, and continual learning (Lee et al., 2020). However, effective coaches or mentors, active engagement from those being coached, and organisational support for these activities are all necessary for coaching and mentoring programmes to be successful.


[bookmark: _Toc143558896]Analysis of Skills, Behaviors, Attitudes, Beliefs, and Values:
A variety of abilities, actions, attitudes, convictions, and values that support the achievement of the coaching procedure are possessed by an excellent coach or mentor. These characteristics enable the coachee to reach their full potential and accomplish their objectives by fostering a supportive as well as empowering atmosphere for them. Let's look more closely at these fundamental characteristics.
Active Listening:
For a coach and mentor, listening actively is a key ability. It entails being completely present with the coachee, paying close attention to them, and showing a sincere interest in their ideas and feelings (Rodríguez et al., 2023). The coach or mentor builds trust as well as psychological safety by actively listening to the coachee and validating their experiences. The mentor or coach can learn more about the coachee's struggles, values, and objectives by actively listening to them.
Powerful Questioning:
Powerful questioning tactics are used by effective coaches and mentors to encourage the coachee's critical thinking and self-reflection. These probing questions urge the coachee to examine their ideas, presumptions, and beliefs by going beyond simple answers. Strong inquiries upend preconceived notions, extend views, and stimulate fresh ideas. Coaches and mentors can assist the coachee to find their latent skills, develop their self-awareness, and find innovative solutions to their problems by posing open-ended and probing questions.
Empathy and Respect:
For mentoring or coaching relationships to be successful, a safe, judgment-free environment is necessary. As they acknowledge the coachee's distinctive experiences, viewpoints, and emotions, mentors or coaches must show the coachee empathy and respect. By demonstrating empathy, mentors or coaches may develop rapport, gain the coachee's trust, and create a welcoming environment where they feel appreciated and understood. The coach-coachee connection is further strengthened when the coachee's autonomy, decisions, and secrecy are respected.
Collaboration and Partnership:
Mentoring and coaching are cooperative procedures that entail shared accountability and active engagement. In order to build a sense of ownership as well as commitment, a good coach or mentor collaborates with the coachee. Coaches and mentors enable the coachee to take control of their growth and decision-making by allowing the coachee to take an active part in goal-setting and problem-solving (Schirmer et al., 2023). Collaboration encourages responsibility, and drive, along with a sense of success that is shared.
Growth Mindset:
A growth mindset is adopted by an excellent coach or mentor who believes in the coachee's ability for development, growth, and change. They urge the coachee to develop this mindset by viewing obstacles as chances for learning. Coaches and mentors encourage the coachee to accept change, overcome challenges, and always strive for development by fostering a growth mindset (Karimi et al., 2023). This way of thinking promotes adaptation, resilience, and a dedication to one's own and one's career advancement.
Confidentiality:
Relationships between coaches and mentors must be confidential. The confidentiality of their conversations and vulnerabilities must be felt to be protected and assured by the coachees. Maintaining anonymity encourages transparency, trust, and the willingness to discuss both personal and professional struggles. Coaches and mentors are responsible for ensuring that sensitive material is kept private and safe by abiding by ethical standards and maintaining strict confidentiality.
Adaptability:
An efficient coach or mentor exhibits flexibility and adaptability in their methods. They acknowledge the specific requirements, interests, and learning styles of each coachee. Coaches and mentors may create a unique and powerful experience by customising the coaching procedure to match the needs of the coachee (Beaton et al., 2021). In order to effectively support the coachee's progress, adaptability entails changing the coaching methods, tempo, and tactics to account for the coachee's conditions.
Continuous Learning:
Successful mentors and coaches are dedicated to their lifelong growth. They actively look for chances to advance their knowledge, sharpen their teaching abilities, and keep up with the most recent developments in the field. Coaches and mentors who engage in their professional development may enrich their coaching relationships with new ideas, approaches, and perspectives (Talbert et al., 2021). Continuous education guarantees that mentors and coaches can offer their coachees the best advice and assistance possible.
A variety of abilities, actions, attitudes, convictions, and values that support the achievement of the coaching procedure are possessed by an excellent coach or mentor. A growth attitude, teamwork, active listening, strong questioning, respect, honesty, flexibility, and continual learning are necessary skills. By exhibiting these characteristics, coaches, and mentors may nurture the coachee's professional and personal development by creating a supportive, empowering, along with transforming coaching environment.



[bookmark: _Toc143558897]Conclusion:
[bookmark: _GoBack]Robert's issues and goals were effectively addressed throughout the coaching session. Even though the GROW coaching model, active listening, as well as cooperative problem-solving, were utilised, there are still certain things that may be done better, such as probing underlying assumptions and using stronger questioning approaches. When used effectively within the framework of this case study, coaching, and mentoring can boost morale and performance. They offer individualised assistance, encourage personal development and progress, encourage independence and accountability, make it easier to keep learning new things and help create a healthy work atmosphere. The effectiveness of the coaching procedure is greatly influenced by the skills, behaviours, opinions, and principles of a successful coach and mentor, including active listening, strong questioning, empathy, teamwork, and a development mindset. I'm dedicated to lifelong learning and progress as a coach, and I'll be applying the insights from this reflective statement to my future coaching sessions. I will aim to establish a setting that encourages people to overcome obstacles, accomplish their objectives, and thrive at work.
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[bookmark: _Toc143558899]APPENDIX
LOG:
Forming: On week-4 10th of July, all students were asked to formed deferent groups and each group must have a partner for the reflective coaching/mentoring role play.  
Hakan and I were formed together as a group, while we both started brain storming on the role play individua and reading all the necessary material that was introduced for better understanding of the role, few days after Hakan got sick while he was not able to participate in the class, hakan situation could not allow him to come to school since after the weeks of the group was formed in the class.
I started communicating with hakan on the phone during his absence from the class, asking about his health situation and reminding him of our coaching/mentoring role play, I keep working and practising on myself both reading and practical aspects, until two days to weeks Ten, Hakan replies me with a text and explained his current situation with his health, and that he will manage to start practising and work on his part of the role play assignment and share with me. 
On the 14th of week Ten, I was fiscally present in the class lecture room, for the coaching/mentoring role play and Hakan, was able to present online for his role-play part as both of us play the coaching and philipa role-play performance. 
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