


[bookmark: _Toc143455916]Executive Summary
This report reflects on a Roleplay that highlights how coaching can help an individual to improve their work performance and eliminate problems that could deter them from accomplishing their goals. Modern day organisations have come to realise that these negative issues are having an effect on the organisational objectives and therefore it is seen fit to train personnel like managers and supervisors for delivering sessions. There are a range of benefits for coaches which include improving communication, building relationships, and improving the confidence and the mental state of workers. The research and application of the GROW model has been useful because it provides a guide which has a successful outcome when followed through by both parties, but more so the coach in this scenario.   
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[bookmark: _Toc143455918]Introduction
I am writing this reflective report, applying the Gibbs Reflective Style (The University of Edinburgh, 2020), to find out how coaching and mentoring are used for helping individuals to develop skills and knowledge, required to help their learning and development in the workplace. This reflection also focuses on a coaching session conducted with a colleague of mine, as part of my assessment. It also highlights the characteristics, roles and benefits of a coach in an organisation and its effect on implementing change and managing performance.

[bookmark: _Toc143455919]Differences Between a Coach and a Mentor
Firstly, I tried to gain knowledge about the differences between a Coach and Mentor, as I felt confused and needed some clarity. Coaching helps an individual improve work performance, with the focus of attaining goals. This is usually done within a specific time scale and is usually short-term. In many organisations, coaching is performed by trained supervisors and line managers. Some of the other roles of a coach include assessing the strengths and weaknesses of the individual and improving on them to meet individual and organisational goals (CIPD, 2022).
Mentoring at work involves a colleague who is an expertise in an area of knowledge and sharing such knowledge and skills with an inexperienced colleague to support their career progression. A Mentorship is usually a long-term process with the Mentee.

[bookmark: _Toc143455920]Facts about the Benefits of Coaching for Improving Performance
Before I started preparing for my roleplay, I needed to find out what the benefits of coaching were, because I felt that it would give some understanding about how to prepare. I discovered that coaching helps minimise job losses and increase profits in an organisation. It improves the well-being of workers and causes them to be productive. Another fact about coaching that I found out, was that coaching improves communication among employees, which helps team building, conflict resolutions and problem-solving. Coaching can be embedded in an organisation’s culture, aligning with its aims and objectives. (Sword, 2022)
[bookmark: _Toc143455921]Skills and Characteristics of a Coach
After obtaining this information, I researched the skills, behaviour, and attitudes that contribute to the characteristics of a coach, because it was essential that I educate myself for my roleplay. A coach should be positive in approach. In relating to a coach’s problem to help them achieve goals, I needed to be supportive in providing the tools and training needed, including time management to help the colleague. A coach should be trusting, encouraging, and be open to communication without the fear of reprisal (International Olympic Committee, n.d.). A coach must be focused on the problem at hand in the best way possible to achieve goals. Respect should be shown to clients, as this helps to alleviate issues surrounding race, religion or sexual orientation which could lead to assumptions and misconceptions about behaviours and attitudes.
Once I had gained some general knowledge and attributes about coaching, I took down some notes for reference to help me develop the character of a coach.

[bookmark: _Toc143455922]Role Play Preparation
Preparations for our coaching started on the fourth week of class. My tutor introduced the task which was roleplay based on a series of workplace case studies. He asked us to form pairs and select a scenario in which coach Philippa delivers coaching sessions to an employee. The scenario would also require swapping roles, giving each person in the pair an opportunity to assume the role of a coach and Coachee. However, according to the tutor, the focus of the roleplay would be on the coach for awarding grades. Group formation was to be done by the following week, and I felt excited but slightly nervous, so I decided to conduct research about teamwork, and I stumbled across Tuckman’s Stages of Group Development. This is a model invented by Bruce Tuckman. According to the model, there are five stages; Forming, Storming, Norming, Performing and Adjourning. The information derived suggests that the ‘Forming’ stage is about getting to know a group member, Storming has the potential for developing conflicts, Norming is the stage when teams begin to bond, Performing refers to the team’s ability to work towards their goals, and Adjourning is about accomplishing tasks. (West Chester University, 2022). After a brief explanation about the roleplay, expectations, and also based on my findings, I felt at ease because I knew I would be selecting a competent, cooperative and able classmate.  
[bookmark: _Toc143455923]Choosing a Partner
Next, it was time to select a partner who will assume the role of a Coachee.
After successfully pairing up, a list was drawn with weekly slots of the 8th and 9th week. I chose the 9th week because it was the most convenient timeslots for the presentation of the roleplay. This was advantageous for a starting preparation. Another motive behind this was to enable me to arrange my time wisely so that it aligns with the availability of my partner.

[bookmark: _Toc143455924]Coaching Models
The following week, whilst discussing models, I discovered the GROW model. I researched it and found out some useful information applicable in my roleplay. I felt elated about using it, as it is one of the most common and suitable models used in the work environment. My tutor also supported the fact that this model was very useful by detailing some examples, as a result I became more convinced and optimistic about the prospect of applying it.
[bookmark: _Toc143455925]The GROW Model and its Uses
I found out that this model was formed by an intellectual, Sir John Whitmore, as a tool for helping leaders solve problems, and achieve goals for improving the performance of colleagues. It is comprised of four components: Goal, Option, Reality and Will. I set out to research it through Google and YouTube videos. (Whitmore, 2011)
After research, I discovered that meeting goals implies, what the Coachee might want to achieve at the end of the session. Reality indicates the current situation and the difficulties associated with it. Options are suggestions from the employee, about what best could be done about their problems. For example, identifying their strongest options. Will is about having the motivation to make an action plan.
Having found some knowledge about the model, I drew five questions, which were open ended with the intention of posing them to my partner. According to research, open-ended questions allow an individual to provide an explanatory answer to that is not limited to a ‘yes’ or ‘no’ (Smart Survey, n.d.). Some examples of open-ended questions which I discovered begins with ‘why’, ‘what’ and ‘how’. This gave me a boost of confidence, but I had to get some approval from my tutor to help rectify any mistakes before presentation day. 

[bookmark: _Toc143455926]Rehearsals
I formed a zoom link with my partner for continuous rehearsals, when we were out of class, but we also had 15 minutes of rehearsal time at the end of class session, in weeks 5, 6, and 7. My partner and I would watch a particular video that lasted for five minutes on the GROW model each time we rehearsed. That helped me to understand the model better as it was simple, easy and demonstrative. I was overjoyed because I felt that this would improve my performance on the day the roleplay.

[bookmark: _Toc143455927]The Roleplay
In week 9, on the 7th  of August, I was given a slot for roleplay in my class. The atmosphere was set as I felt anxious at the thought of having my classmates as an audience. I was reciting my questions off-head to keep myself motivated. My tutor was present to observe my actions and give me feedback, and after some self-assurance, I started my session. Assuming the role of Philippa, I had to set the scene by ensuring there was calmness before welcoming the Coachee with a smile and handshake. According to research, coaching and mentoring depicts that good body language is beneficial for open discussion.
Philippa was a senior leader tasked to implement change in an organisation where Maria works, however, Maria has become disgruntled about the prospect of not being promoted leading to relationship breakdown with her colleagues and sought some coaching sessions to explain her grievances. Based on the scenario, I had to ask 5 questions applying the elements of the GROW model while displaying the competencies of a coach.
[bookmark: _Toc143455928]The Scene
After welcoming Maria, I proceeded to ask her what she hoped to achieve out of the session. She then emphasised about accomplishing her goals which was simply to gain a promotion at work.
This question was important because it establishes my job as a coach to help guide Maria to her goals. Maria was disgruntled, so it was important for me to actively listen to her as this was a major skill of a coach. My next question was based on her present situation. This question evoked a lot of emotion from Maria as she welled up tears and spoke in a trembling voice. Again, it was important to display patience and allow her to explain. At that point, I had to display some empathy but reinforce the organisations situation, without divulging from her goals, and maintaining a calming situation.  
Personally, I felt that the reality of her situation was the most important aspect as it gave me an insight into what she is lacking in, which makes it easier to support her to reach her goals. Then came the third question which was centred around finding options to help solve her problems. Maria’s eyes lit up as she realised, she was taking the initiative in solving her problems. After outlining three options, I asked her to select the one that will work best for her in accomplishing her goals. I realised that a coach needs to allow the Coachee to identify strengths in their abilities to help solve problems.  She selected her best one. At this point, I realised that I needed to motivate her actions and therefore, I asked her to rate herself on a scale of 1 - 10. Maria graded herself a 9, with the hope of achieving a 10, because her confidence has increased. Finally, I asked about her plan of action for carrying out her goals. This step was important because it allows the Coachee to be accountable for the entire process, while I provide the guidance that she needs. She explained that she is going to embark on a course to manage her emotional intelligence and undertake a research programme in Microbiology.
After the interrogations, I asked Maria her opinion about the session. This was important for me to get feedback from her to find out if she benefitted from the session. She said she felt motivated and, happier because she felt like I had listened and shown understanding to her problems. I rounded up the session by informing her about my intention to set a follow-on session in the near future. This will be communicated via email for clarification and scheduling. Maria thanked me and left. Our session lasted 10 minutes.
At the end of the session, my tutor commended me for putting on a good performance. He said he would give me documented feedback via email. I felt elated as I had the support of my classmates who gave me a loud applause, much to my delight. It was a positive and motivating moment for me, I was a shy individual, but this exercise has given me a boost of confidence in appreciating my talents and being emotionally aware of the work-life balance in an organisation.
I realised that applying the GROW model has helped me to gain a deeper understanding about coaching sessions and how I can apply it to work. Before this, I struggled with communicating different problems with staff, but now I know how to approach a colleague by being patient, listening actively, and giving support and advice when necessary.

[bookmark: _Toc143455929]Lessons Learnt from The Session
I received feedback from my tutor after few days, scoring me on five competencies during the session. The first competency was on the ability to ask open-ended questions. The next one was displaying patience. The third criteria measured whether I focused on the Coachee’s problem. The fourth assessed if I related my problems to the Coachee, and the final scoring assessed my problem-solving skills. I had the highest scores on four criteria apart from the fourth one where I scored less.
I did not realise I was comparing my problems to the Coachee which was an error contrary to the behaviour of a coach. However, I have learnt a lesson, which would prepare me for future coaching sessions, although I was ecstatic about the fact that I received good feedback in general.

[bookmark: _Toc143455930]Conclusion
Overall, this module on Coaching and Mentoring has taught me invaluable knowledge that would help develop my professional career as a coach. I have come to realise the roleplay exercise was useful for providing me with the necessary skills and behaviours needed for effective communication, problem-solving, and productivity at work.

[bookmark: _Toc143455931]Action Plan for Future Sessions
In my role as a supervisor at work, I will try to implement the GROW model as it is the most suitable, common, and desirable model in the workplace. I intend to recommend it as the coaching model for training sessions. I will endeavour to undertake more training sessions to help my personal development skills as a coach. This will be done by identifying my strengths and weaknesses and setting personal goals and applying the SMART Tools Framework (Talerico, 2022). I would find ways of measuring my success using 360-degree feedback processes and conducting surveys from clients. After that, I intend to publish a journal article for coaching sessions which could be beneficial for learning in institutes of higher education and other organisations.
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[bookmark: _Toc143455934]Questions on the Role Play
· How are you keeping, and what would you like to discuss?
· Can you please tell me about your current situation?
· Do you have any suggestions about solving your problems and if so, which one is best for you?
· Do you think you might have any challenges with implementing your options?
· How determined are you in accomplishing your goals on a scale of 1 - 10?

