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Introduction
This assignment will give reflections on an observed mentoring video, mainly talking about the video that has been watched focusing on someone meeting their mentor. Giving honest opinions about why the mentor acted the way they did, giving an opinion on whether the mentor was actively listening or not, giving of what actively listening is and also giving myself three strengths and weaknesses I feel I have as a mentor. 
Main body
At the start of the video the mentor started in a friendly way, I feel this is a good way to start the meeting so the mentee felt more relaxed and at ease, I feel this takes the pressure off the mentee as when someone Is relaxed they are more likely to think more positively about what they want to do to focusing on their continued professional development (NHS, 2014). I feel the mentor used this approach to start the meeting in a positive way, if people are to strict on their mentees, they may feel tense and may want to rush their meeting with the mentor and because the mentor was so calm with her mentee she was able to get honest and reliable feedback from what their mentee has done throughout the week (NHS, 2019). 
In the video I feel the mentor could have been more authoritative instead of too friendly although I do feel the mentor is actively listening to her mentee. She is listening to what he is saying and responding to his answers, she is showing that she is understanding what he is saying and advising him to write down the goals ready for the next meeting.  She is using eye contact with him, so he knows she is listening and was responding to what he was saying, she is showing interest and nodding so the mentee is aware she is actively listening to him. Active listening is when someone is giving their full attention to listen and hear what someone is trying to say, avoiding judging what the person is saying and responding with the person with nods to show the person that they are listening and asking subtle questions to clarify what the other person is saying (Hoppe, 2006).
The mentor allowed the mentee to organise their thoughts and skills by saying to him to write problems on a whiteboard so he can work through his problems and by asking him what strategies he finds easier so they can work around the strategies that help him the most. He also spoke up about what he struggled with and as he worked towards the strategies the mentor ensured him that his skills are improving as he is encouraging his practice (Zachary, 2005). She also asks him what he has managed to complete so far to give him more of a summary of what he needs to concentrate his focus on. She also advises him to write his action goals down and asks what goals he is going to write down so she can summarise the goals he needs to meet before their next meeting.  The mentee is already aware of what he is doing to prepare for example taking notes.
The meeting ended with the mentee and mentoring discussing their goals to move forward, this is good as the mentee is more aware of what he needs to complete and work towards for the next meeting, he is becoming organised and looking at ways in how he can ensure these goals are achieved for the next meeting. (Garvey, 2006). This part of the process is important as the main aim of being mentored is so people are progressing within their professional development and working towards achieving goals each by week is implementing the mentoring programmes that have been put in place, ‘’ to develop new skills build on values and knowledge, which can provide an opportunity to become more aware of new ideas and ways of thinking and working through the guidance and encouragement of a trusted individual’’ (NHS, 2019).
Having watched the mentoring video, I feel I have both strengths and weakness when it comes to mentoring. Three strengths I feel I have are I am  good listening, as I have worked within the care sector I know the most appropriate way to listen to someone so they are aware I am listening to them and taking in the information that is being said, I am quite open minded and do not judge someone when they tell me their problems, I feel this is a good strength to have when it comes to mentoring and the mentee would want to express how they actually feel and with someone judging them they may feel like they are not able to do that (Gopee, 2011). I also feel I can be honest with people when I need to, this is a good trait to have when mentoring as when mentoring you need to provide honest feedback to keep the mentee on the right track so they can progress further into their career. The three weaknesses I have are that I may offend someone unintendedly, this is as I am so honest people being mentored may not be ready for people to be honest with them. I also struggle to maintain focus when talking about a certain subject so will be worried, I will lead the mentor in a different direction so will have to keep focus of the main aims and goal. I also feel I am not good at time keeping, this could be a weakness in mentoring as I know some mentoring programmes only have certain time limits in place so the mentee can complete their goals and targets (Sharples, 2011). 

Conclusion
To conclude the mentor has set up a good organised programme with her mentee allowing him to focus on his goals moving forward with the mentoring process. She is getting the best out of him and he is learning from the process by thinking of what he needs to achieve for the next meeting. She showed good active listening throughout as well as voicing her concerns and opinions to him. My own strengths and weaknesses were included and after the video I feel I have good communication skills to become a mentor. 
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