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[bookmark: _Toc154629506]Introduction 
A coaching session was conducted with Janice, a senior microbiologist with five years of experience (See Appendix). The graduate has been assigned more responsibilities due to the reorganisation that has recently taken place at the company. Janice desires career progression and wants a return to the office because this would raise her profile with the senior leadership at the company and enhance her chances for a promotion. Coaching sessions are geared towards supporting learning and development to improve performance by enabling the individual being coached to improve specific skill areas (Deiorio et al., 2016). This reflective report aims to improve my skills and competencies as a leader and coach and enhance my ability to benefit from coaching sessions. The report focuses on Janice Rowlands from the Health International case study. 
[bookmark: _Toc154629507]Structure of the Reflection
Three key sections are used to structure this reflective piece. Firstly, the report examines what went well and wrong during the coaching session and what I could do differently in the future. Secondly, the report critically evaluates whether and how coaching and mentoring in this context can improve morale and performance. Lastly, the reflective element analyses the skills, attitudes, behaviours, values, and beliefs of an effective coach.
[bookmark: _Toc154629508]The Purpose of Coaching
The coaching sessions were implemented to benefit Janice in various ways and improve her performance as an organisation employee. Most importantly, they were conducted to support her personal development and career growth. 
[bookmark: _Toc154629509]Improved Leadership Capabilities 
The coaching sessions were designed to improve Janice's leadership capabilities. The employee desires to become a senior manager someday, meaning she needs to develop her leadership capabilities and skills to become a better manager and effective leader. Managers are often expected to guide and motivate their team members toward realising team and organisational goals. According to Kouzes and Posner (2019), a manager with leadership behaviours usually has a growth mindset required to support the growth and development of employees and the organisation. A manager without appropriate leadership skills and capabilities is thus unlikely to be effective in nurturing employees and transforming the organisation (Rosenbach, 2018). I applied the goal-setting theory to help Janice learn and develop leadership capabilities. 
Effective coaches should help the individuals being coached to set goals to motivate them to learn and improve their skills and capabilities. The goal-setting theory postulates that specific, challenging, and clear action plans can motivate individuals to attain important goals (Locke and Latham, 2019). Goals are more intentional and deliberate than momentary intentions and desires because they have milestones that can be used to measure the progress of the pursuits of specific objectives (Epton, Currie, and Armitage, 2017). Janice already had goals, but I implemented the goal-setting theory to help her set more complex goals that would improve her personal and professional development and career growth. The goals she developed aligned with the coaching objective of leadership capabilities development. I discussed with her that if she wanted to become a better leader and attract the attention of senior management, she needed to set goals that would help her develop her leadership skills. I also did well in helping her learn what constituted effective leadership to develop goals that would improve her leadership skills. As a coach, I should use my experience and skills to provide guidance and support to help the individual learn and develop appropriate skills, a function that every leader and manager within an organisation should perform, according to Digirolamo and Tkach (2019). Janice should set her own goals to become a better leader, but since she does not have much experience in leadership as a senior manager, she needs to be pointed in the right direction concerning developing the appropriate skills and capabilities. I made sure that I coached her on what is expected of a leader, especially in a senior management position. Coaches should thus also possess leadership skills to coach others on how to be leaders. 
I also did well in coaching Janice on becoming a better leader by utilising my communication skills to listen to her and communicate my points clearly and in a manner she could understand. Effective communication is a crucial coaching skill because of the need for the coach to present ideas in a manner that can be understood by the coachee and for the coach to listen to the coachee to determine how their messages are being received as well as the needs and interests of the coachee through appropriate feedback (Armson et al., 2019). Such mutual understanding is vital if the purpose of the coaching session is to be achieved. I communicated my ideas to Janice in a way that she could easily understand. At the same time, I listened carefully to what she had to say about her goals and aspirations within the organisation and her field. I believe that effective communication can support the realisation of coaching sessions by adopting person-centred strategies that enhance the outcomes of the sessions. After listening carefully to Janice, I engaged with her going forward in a way that helped to address her specific needs and preferences. Good coaches should be active listeners who can understand the needs and interests of the individuals being coached as much as they require to provide guidance and help with learning and professional development (Seemann, Stofkova, and Binasova, 2020). The absence of effective communication skills can lead to coaching sessions that do not benefit the coachee due to the coach's failure to identify their needs and expectations and the lack of appropriate guidance by the coach (Armson et al., 2019). In my view, allowing Janice to share her perspectives improved my ability as a coach to help her develop goals that would help her achieve her career growth and professional development objectives. 
I also cultivated a positive personal and professional relationship with Janice because of my emotional intelligence. EI can enable coaches to interact skillfully with those who are being coached. Coaches with high EI are able to understand dynamics and unspoken emotions among groups and individuals (White and Grason, 2019). I was able to empathise with Janice concerning the challenges that she faced in the work environment and was thus able to have a better understanding of her needs and interests. I also influenced Janice to open herself up to honest self-reflection during the coaching sessions. According to Atrizka and Pratama (2022), EI enhances trust in coaches and improves engagement. EI was, therefore, crucial in improving my relationship with the coachee and supporting more honest and open discussions that could enhance the personal and professional development of the coachee. Open and honest discussions enabled the coachee to identify her weaknesses and thus set goals that could help to address those weaknesses and improve her leadership capabilities. 
Further, I identified some things I did wrong when coaching Janice as a more effective leader. I assumed that my personality and attributes in terms of leadership were similar to Janice's personality and attributes. I realised that we were two different individuals, and what works for me as a leader may not necessarily work for her because of differences in personalities and attributes. I have learned that it is important for coaches to avoid working with the assumption that the individuals being coached have the same personality and attributes and would thus have the same leadership styles. According to Tse et al. (2018), personal attributes influence leadership skills and practices. Indeed, Wille et al. (2018) argued that the personality characteristics of female and male executives differ and that they have different pathways to success. I should have been more cognizant that Janice and I have different personalities; thus, our pathways to successful leadership can differ. I coached her on the fundamental aspects of leadership and helped her learn how to become an effective leader. I later realised that the coaching sessions would have been more beneficial to Janice had I considered that personality can influence leadership approaches. As a lady, Janice would have benefitted more from leadership approaches more suited to female executives. I made this discovery when conducting further reading on what makes female executives successful as leaders, which made me appreciate the importance of learning and knowledge acquisition for coaches. In the future, I will strive to be more knowledgeable and to possess accurate information that can be useful to the coachee. The implication is that coaches should possess the expert knowledge required for effective coaching. 
[bookmark: _Toc154629510]An Analysis of The Skills, Behaviours, Attitudes, Beliefs and Values of An Effective Coach or Mentor
[bookmark: _Toc154629511]Improved Job Competence 
The coaching session was designed to improve Janice's job competence. As discussed previously, Janice desires to achieve career progression and hopes that senior managers will notice her more when she returns to working from the office. Job competence is pivotal in supporting career progression because most employees are promoted on merit. During the coaching session, I helped Janice improve her job competence by guiding her on how to achieve this objective. I focused on my experience and how I improved my job competence and used this knowledge to guide Janice on becoming more competent. Similar to developing leadership capabilities, I helped Janice set suitable goals that could help her improve her job competence. One of the areas in which to set goals centres on learning and training. Learning and training enhance job-specific knowledge and skills (Chen, 2018). I engaged in a discussion with Janice to understand her qualifications and competencies to help her identify learning and training areas. I believe that one of the things that I did well was to let Janice take the lead in identifying her weaknesses and strengths in terms of job-specific knowledge and skills. The strategy ensured that the goals set could improve Janice's job competence. I realised that coachees have the ability to improve the outcomes of the coaching sessions if they are more involved in identifying their own needs and preferences.
Janice was more involved in developing solutions for her identified weaknesses and challenges. Involvement in goal-setting can motivate individuals to take ownership of their goals and thus become more committed to realising them. A similar practice has been identified in management and leadership literature, where it has been discovered that employees are more willing to support organisational change when they are involved in decision-making (García et al., 2019). Employees view the implemented changes as their own because of their involvement in decision-making (Naqshbandi et al., 2019). Additionally, participative leadership can enhance the intrinsic motivation of employees and improve organisational commitment because employees own the decisions made by the management due to their involvement in making such decisions and thus consider themselves important members of the organisation (Wang et al., 2022). Given that Janice took the lead in identifying challenges regarding job competence and proposing solutions to the identified challenges, she viewed the goals as her own, and this motivated her to work hard towards their realisation.  
I also did well in guiding Janice to set realistic and relevant goals. Setting unrealistic goals can demotivate an individual from pursuing the goals, a major problem that the SMART objectives framework seeks to avoid (Bjerke and Renger, 2017). By setting realistic goals, Janice was more committed and motivated to achieve them because of the belief that they were attainable. We developed learning and training goals that took advantage of online learning and the information age. Various online schools offer free short courses that can improve the skills and competencies of individuals. I helped Janice to identify some of these schools and set learning goals. I also helped Janice realise the importance of learning from peers and those with more experience in her field. The learning mode would be free, enabling her to gain practical knowledge and skills. I believe that as a coach, there is a need to be aware of the coachee's realities and provide guidance that would lead to practical outcomes. I was able to achieve this objective through open communication. I created an environment that allowed Janice to share her training and learning needs and concerns freely. Through open communication, I guided Janice on how she could find the best solution to the challenges identified. 
What I did wrong was that I failed to educate Janice on the importance of political skills in the workplace environment. Job competence is important for career progression, but it is not always sufficient to guarantee promotion because organisational politics significantly influence promotions (Bach and Veit, 2018). In the future, I will go beyond the importance of merit and guide the coachee on how she could secure promotion within the organisation by having political skills. I believe that beyond what coachees require based on what they have communicated to the coach, it is also the job of the coach to identify things that could be important to the coachee but that they do not know about. I should have communicated to Janice the need for her to improve her political skills because, in that way, she could always navigate the organisational politics and secure a promotion. 
[bookmark: _Toc154629512]Personal Development 
The coaching session was also aimed at supporting Janice's personal development. According to Van Nieuwerburgh (2018), personal development is crucial for professional development because individuals become more skilled and competent through personal development. Personal development focuses on the improvement of the self. I did well by informing Janice that her personal development is just as important to her career progression as focusing on her professional development. Personal development centres on self-improvement, as noted by Pierce et al. (2018), a phenomenon that could improve Janice's interpersonal relationships within the organisation and enhance her employability. I guided Janice on how she can enhance her personal development. We worked together to develop goals to guide her towards realising self-improvement objectives. 
[bookmark: _Toc154629513]Conclusion
The reflective report has identified coaching approaches that can lead to positive outcomes. The reflective report shows that the coach's competence plays a crucial role in determining the outcomes of coaching sessions. A coach should have the experience and knowledge required to competently guide the coachee for coaching sessions to result in positive outcomes. The skills and competence should be relevant to the career of the individual being coached. A coach should possess listening and communication skills to identify the needs and interests of the coachee and to provide guidance that would effectively support the personal and professional development of the coachee. A good coach should also have a high EI to create an environment that supports meaningful engagement. EI can improve the relationship between the coach and the coachee and motivate the coachee to listen to the coach while also opening up to support problem identification and solution development. The reflective report also shows that goal-setting is one of the most important aspects of coaching sessions. The coach should be able to guide the coachee in regard to setting goals that would enhance the coachee's professional and personal development. 
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[bookmark: _Toc154629516]Part A: Role Playing
Philippa: Janice, I appreciate your dedication and ambition. To start, could you share your thoughts on the recent changes in the department and how they have affected your work and aspirations?
 
Janice: Certainly, Philippa. I've noticed significant changes, and it has left me both excited and uncertain about my career path. How do you see my role evolving, and what expectations should I have?
Philippa's Response: I understand your concerns, Janice. With the recent reorganisation, I see opportunities for your growth within the company. Your role is evolving, and I envision you taking on more responsibilities in monitoring and development work.
 
Janice: That sounds promising. I'm ambitious and eager to progress. Considering the recent changes, where do you see specific opportunities for my growth within the company?
 
Philippa's Response: Given your skills and dedication, there are opportunities for you to make a significant impact. I see you contributing more to the strategic aspects of our work. Now, speaking of your ambitions, how do you envision balancing your increased responsibilities with the desire for more visibility, especially with senior management?
 
Janice: I've been comfortable working from home, but I also believe returning to the office could enhance my visibility with senior management. How do you think I can balance both effectively?
 
Philippa's Response: That's a valid concern. We can work on strategies to navigate the transition back to the office while managing the increased responsibilities. Now, looking ahead, I'm considering introducing coaching sessions to support professional development. How do you think coaching sessions can help you achieve your goals?
 
Janice: I'm looking to enhance specific skills for my career development. How do you think coaching sessions can help me achieve those goals?
 
Philippa's Response: Coaching sessions can be tailored to address your specific skill development needs. We can collaborate on focusing on areas that align with your career goals. Speaking of goals, considering your career aspirations, what's your vision for the department, and how do you see your role contributing to that vision?
 
Janice: What's your vision for the department, and how do you see my role contributing to that vision?
Philippa's Response: I envision a department that thrives on innovation and excellence. Your role, Janice, aligns with driving strategic initiatives and ensuring our work is at the forefront of industry standards. Now, to make these coaching sessions most effective, what should be our focus areas, considering your career goals?
 
Janice: Considering my career goals, how can we make these coaching sessions most effective, and what should be our focus areas?
 
Philippa's Response: Our focus areas can revolve around your skill development, aligning with your career goals. We'll collaborate closely to ensure these sessions are tailored to your needs. Janice, I appreciate your openness, and I'm committed to supporting your growth within the company.
 
Debrief: Both Philippa and Janice can reflect on the discussion, ensuring alignment on expectations and setting the stage for productive coaching sessions. Philippa might express her commitment to supporting Janice's growth.

