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1. Introduction
•

Aims & objectives of the reflection rounds:
Because the feedback from the training sessions showed that the programme was
quiet packed, we gave the participants as the main goal of the reflection rounds that
we want to work with cases from their daily reality in which they can reflect on their
own actions and behaviour and above all learn from the input of the others.

•

Dates & Venue of the reflection rounds:
o 16/7/2020, online Teams sessions
o 16/7/2020, online Teams session
o 22/7/2020, online Teams session
o 14/08/2020, online Teams session
o 26/08/2020, online Teams session
o 27/08/2020, online Teams session

•

Facilitator
o Helen Goovaerts
o Goele Vanhelmont
Helen and Helen are experienced coaches and trainers who facilitate and train
personal development projects within Obelisk.

1.1.

Overview of Reflection Rounds Purpose and Methodology

Overview of the purpose and methodology of the Reflection Rounds:
•
•

•
•
•
•

Reflection Rounds were inspired by the Mentoring Circles™ methodology developed
by Inova Consultancy.
Reflection Rounds enable public sector managers to reflect on their problems,
issues, opportunities and challenges with others going through similar experiences
and supporting them to reflect on wellbeing at work.
Reflection Rounds provide a safe yet challenging environment where ideas for
managing stress at the workplace can be discussed and explored.
Possible options for action can be generated and discussed.
Encouraging development of self-reflection and self-belief.
The individual is helped to find the next steps forward in focusing on their mental
wellbeing.
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For a full description of Reflection Rounds methodology, please see the Reflection Rounds
Facilitator’s Guide.

1.2.

Recruitment

Our pilot sessions were planned during the lockdown. We were forced to cancel the physical
reflection round sessions.
After consultation with the project coordinator, Inova, we first tried to organize the sessions
online.
Recruitment efforts online sessions:
•
•

We sent the invitation to the participants who had registered for the physical
training. – Annex 2A IO2
We paid for a Facebook add – Annex 2B IO2

Results recruitment
6 participants could attend the coaching sessions. We tried to make 1 group, but this was
practically not possible (because of vacation and different work schedules).
From the participants who would participate in the physical reflection rounds, we received
the feedback that their head is now not ready to attend a reflection rounds. As you can see
the vast majority of our participants are working in the healthcare sector and in schools.
Sectors that are having a hard time in Corona times. We did find an alternative solution to
cover the reflection goal of this project (see further).

2. Overview of Participants

A summary of background data from each participant can be seen below:

Participant
Background
1
Operational manager in public education
projects for job seekers
2
Team coach in public education projects for
job seekers
3
Team coach to be, in public education projects
for job seekers
4
Director at the public broadcasting company
4
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6

Freelance Director who regularly works for the
public broadcasting company
Team coach at a university college

3. The Format and Process of Reflection Rounds in Belgium
After consultation with the project coordinator we decided to make webinars and add
individual coaching sessions. From our experience as a training institute and from our
experience in giving blended learning programs we made this decision. We do not have
enough participants for qualitative, psychologically save and interactive reflection rounds.
The pedagogic goal of the reflection rounds is to translate and implement the content of
the webinars to their own daily reality. This is a reflection: how can I translate the topics
covered in the webinars into a personal action plan? (see Facilitators Guide).
That is why we replaced the reflection rounds by an individual coaching sessions (1 hour
per participant). They can choose between a face to face coaching or an online coaching.
The participant can choose 1 topic (one of the 3 webinars). We ask to describe a case, linked
to the topic of the webinar. This case is the base of the coaching session.
Additionally, we recorded one short webinar (15-20 minutes) about the methodology of
the reflection rounds in Dutch that people can watch before the one-to-one coaching.
YouTube link to access the webinar: https://www.youtube.com/watch?v=Qw7peCYENBs

Sessions overview:
Name of the
session
Date
Number of
participants

Session 1
Coaching

Session 2
Coaching

Session 3
Coaching

16/7/2020
1

16/7/2020
1

22/7/2020
1

Session 4
Coaching

Session 5
Coaching

Session 6
Coaching

14/08/2020 26/08/2020 27/082020
1
1
1

4. Evaluation of Reflection Rounds
4.1.

Participants’ testimonials

Participant 1:
CASE: “Conflicts in my team occur sometimes, I do not have the possibility to end the
cooperation with every team member because of their legal status (“vast benoemd” in
Dutch). I don’t know how I can apply Lencioni in my leadership style. Can you help me
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assess my leadership style and how I can build trust, stimulate constructive conflict, … in
my team?”
“The coaching session was the perfect addition to the webinar. Because the webinar is
inspirational, I did have some vivid examples in mind. I didn’t know how to apply the theory
of Lencioni in practice, so I could ask this in a coaching session.”

Participant 2:
CASE: “I do not do career interviews on a structural level, should I do this?” “One of my
team members wants to shift to another project, but I have not find a suitable successor
for her function. What should I do?”
“I didn’t know what to expect from the coaching session. It was nice that we had to prepare
a case before, in that way it was clear what the topic of the session was. First I was afraid
about the online coaching, but afterwards I was very happy that I took the chance to learn
something about career interviews. The eye opener for me was the contacting and
contracting technique, in which you measure the mental temperature of the team member. I
will definitely try this in one of my 121’s with my team members.”

Participant 3:
CASE: “I get very stressed by one of my team members who is very dependent, reactive,
passive, … I tried to tell her this, but this has had no effect in practice. What can I do in this
case?”
“The webinar gave me insights into different team roles that exist. In that way I could
understand why this person is behaving like this. So in a way, I could also see her strengths
more, and give feedback on a more behavioral level (not personal level). The feedback
technique (DESC) en the LSD technique are very intuitive. These are models that I will try the
next time I have a conversation with a team member. I could already practice this in the
coaching session, which made me more comfortable trying it in real life.”

Participant 4:
CASE: As a director you always work on a program for a certain period of time. After
watching the webinar 'Give' I came to the conclusion that I am not solution oriented at all.
In order to solve problems I look very much at the cause to see what we can do differently
in the future. I will start with a new program with the same team where a lot went wrong
with the previous program. How can I make sure that we do not keep analysing the
problems of the past but look ahead.
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“I was really convinced that I and my team have a very solution-oriented approach.
Discussing this with the coach has given me the confidence to take a different approach in
the future. In addition, I found it an added value that I could practice the questioning of the
GROW model with the coach.”

Participant 5:
CASE: As a freelance director you work very closely with a team for a certain period of
time. The difficulty is that you have almost no time to work on trust because you have to
respect a certain deadline. How can I make sure that we respect the deadline and work on
trust so that we do not avoid conflicts.
“I now realize that being task-oriented and respecting deadlines can go hand in hand with
working on trust. The next brainstorming I will try to start with contacting and contracting.”

Participant 6:
CASE: I myself am red (promoter) and my colleague is green (el sympathico). In addition,
my colleague never respects agreements. I find it difficult to discuss this with her because
I have the feeling that I am too direct.
“The next conversation I will try to convey my concerns in a respectful way in order to
improve cooperation. I found it an added value that I was able to practice this during the
coaching session.”

5. Conclusion and recommendations
5.1.

Facilitator’s Comments

Strengths:
- The coaching session is a good complementary session when the participants have
seen the webinars
- When we practiced models in the session, it was positively evaluated, so role play
could be useful in this way
- The case helped in finding focus
- Video of the mentoring circles
Room for improvement:
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-

It would be nice to bring the managers together after the webinars in a conversation
with 3 – so that they can interact and give feedback to each other (which was not
possible here because of different availabilities)
- It would be nice to have a second coaching session to do a follow up of the learned
things
To conclude, this was the best way to deliver custom made materials for participants,
regarding the current situation:
-

COVID19 in public sector and the availability of managers in times of crisis
COVID 19 and the (lack of ) safety of our face to face mentoring programme
Holiday season with a lot of out of offices

In this way, we produced extra personal help the participants. The video of the mentoring
circles could also be a preparation for future facilitators who will facilitate the circles.

6. Annexes
•

ANNEX 1: RECRUITMENT LOG AND PRINT SCREENS SESSIONS
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