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[bookmark: _6zo6ik7985y9][bookmark: _Toc175226833]Introduction 
The coaching and mentoring are the important elements through which a learner can make a good career progress. These coaching and mentoring will be enabling the learners to stay active, dedicated, focused and realistic in moving forward in their career path. The coaching and mentorship will be helping the learners to increase confidence and positivity level so that the task can be accomplished in time. The learners can utilise the importance of time through these coaching and mentoring sessions. This study will provide a situational analysis for the case study given. The study will reflect on the sessions of coaching and mentoring. The report will analyse the significance of coaching and mentoring sessions needed for personal improvement. In addition to this, the study will evaluate the skills, behaviours, beliefs and attitudes formed in the coaching Session. The report will provide a reflection on individual skill development using the GIBBS cycle. The recommendation will be provided to make future skill improvement through coaching and mentoring techniques. 
[bookmark: _3n9g349pxt9v][bookmark: _Toc175226834]Situational Analysis 
Based on the corporate pressure to cut costs, Philippa Graham has maintained a highly productive Quality Assurance department with low staff turnover and good team morale. This has been achieved in the face of the introduction of automation technologies, increased workloads and transfer and retirement of key employees (Bhargava, Bester and Bolton, 2021). The changes initially appear to be very successful. However, some recent shift in team dynamics brought underlying issues to light. Finally, concerns of the team psychological impact of remote work for so long and having not been consulted about returning to the office have finally come out. The current department demonstrates the importance of coaching and mentoring in bringing these concerns (Bachkirova, Jackson and Clutterbuck, 2021). Engagement and communication have been missing as borne out by virtual briefings. I, therefore, as the role of Philippa was responsible for building a self-management ability of the team through effective coaching and mentoring activities. Hence, coaching and mentoring could turn out to be very significant for re-engagement of the team, mental health concerns, and morale building in general. Drawing on structured coaching models, such as GROW and OSKAR, I will join forces with Robert Lee to create a supportive environment that fosters continuous learning, which in turn reduces workloads due to better understanding automation processes, hence enhancing team productivity and satisfaction.
[bookmark: _5f5mkrnt2bu0][bookmark: _Toc175226835]Reflecting on the Coaching and Mentoring Session 
Reflecting on the coaching and mentoring session within the framework of my Quality Assurance department, it is obvious that such developmental techniques are very important for overcoming the operational and psychological challenges involved. The session has also found the important role that coaching takes in providing instant, work-related support when pressures mount on the employees while adjusting to heightened workloads and new automation technologies implemented. Coaches helped set clear goals with performance improvement, further providing the team with the ability to adjust to new expectations without losing productivity (Rothwell and Bakhshandeh, 2022).
In contrast, mentoring proved very effective in the overall personal and career development over the long run. The strategies of reverse and peer mentoring bridged generational gaps and encouraged the sharing of knowledge, on the newly automated processes (George, Baskar and Srikaanth, 2024). They served to rebuild trust and morale within the team, which had everything broken due to the lack of consultation on the one hand, and the psychological impact of remote work on the other.
The session the the need for active listening, empathy, and giving constructive feedback, in coaching and mentoring. In maintaining genuine connectedness with the plight of the team, I, as Phillipa and Robert Lee enabled comprehensive finding out to where the employees felt they were valued and useful. This, as a result, improved not just job satisfaction but in general the level of performance and teamwork.
[bookmark: _9gyxiw1p456p][bookmark: _Toc175226836]Significance of the Coaching and Mentoring Session for Personal Improvement 
As per the opinion of Garvey, Garvey and Stokes (2021), the coaching and mentoring session is a significant approach for increasing the skills, expertise and knowledge of the learners. The learners can make an improvement in their performance level. I will further develop my communication and confidence levels as a mentor to manage teams in a better way. My level of tolerance can be increased by these sessions of coaching and mentoring. I can open to creative thinking and as a coach I will be implementing new ideas to my team.  I will be aware of setting realistic goals for the learners which will bring good career success for them. I use all their potentials and capabilities as a coach by taking these coaching and sessions of mentoring. 
Moreover, the mentors share their wisdom, insights, and their experiences, which will be helping the learners to grow and identify their potential (Passmore and Lai, 2020).  I can improve my motivation level by these sessions to help the learners as a coach.  I will become more efficient practitioners as a coach in the real-world field. I will feel more engaged and committed to my tasks as a mentor. The coaching sessions will help me to stay dedicated to my job role as a mentor so that I can fulfil the team's goals. The learners can receive positive feedback, encouragement and recognition from their mentors and coaches (Madden, Green and Grant, 2020). This will be helping them to make a successful growth in their career. I will be improving my self-esteem as a mentor if I will give proper guidance and support to my team and my efficiency in knowledge will increase from others' learning perspectives and experiences. The coaching and mentoring sessions will enable me to stay more focused so that the learning goals of the team could be accomplished and I achieve success as a trainer or coach. 
[bookmark: _2763zr9eem77][bookmark: _Toc175226837]Skills, Behaviours, Beliefs and Attitudes Encountered During Coaching Session 
The skills, behaviours, beliefs, and attitude level of the learners gets increased through effective coaching and mentoring sessions. As per the opinion of Fontes and Dello Russo (2021), the skill of calmness among the learners gradually develops as the learners by taking the coaching sessions will learn to work under excess pressure. I will be increasing my collaboration skill that will help me to develop a positive attitude and a good teamwork ability to work closely with the learners. I will be able to take good leads in my project so that I can be able to guide my entire team to meet the project deadlines. A sense of trust will be developed among the learners during the coaching sessions through my empathetic behaviour as a coach during the mentoring sessions. A good coach will always provide good assistance to the learners to choose a proper career path (Brinkley-Etzkorn, 2020). I will be able to develop a positive mind so that I can make better career decisions. My attitude will be empathetic and attentive towards the learning teams throughout these coaching sessions which will help me to avoid any sort of distractions. I will be more creative, respectful, and flexible in achieving my coaching goals. 
I will develop a strong belief by using my energy sources to the fullest so that I will always get inspiration from my coach leaders to accomplish my learning objectives. In addition to this, the learners with the help of these coaching sessions will be able to build new bonds and relationships (Hakro and Mathew, 2020). I will become more goal oriented in my learning during the coaching sessions. Thus, these coaching sessions I will will enhance my skills in time management so that I can be able to learn the importance of time. A bond of respect, trust, empathy, kindness, flexibility will be fostered through these coaching sessions.
[bookmark: _stlltq2q0qms][bookmark: _Toc175226838]Gibbs Reflective Cycle 
[bookmark: _fn7dcd10kxnz][bookmark: _Toc175226839]Description 
This is a case where I am the successful head of the Quality Assurance department who has had to balance high productivity, low staff turnover, and good morale with corporate pressures to reduce costs. The departments continued to bear the full brunt of workload following the retirement of one employee and the transfer of another employee (Rodriguez Galvan, 2022). I introduced automation technologies and assumed that these professionals could manage themselves with little supervision. I also issued formal team briefings through Microsoft Teams to communicate new corporate policies. These changes, however, brought about some unintended consequences. The team began to voice their opinions about how they were being treated and the mental health implications that working remotely for almost two years had caused (Appleton et al., 2021). I have noticed the morale decline and reflected on the fact that the psychological effects of these changes were not well thought through. This led to the implementation of coaching and mentoring sessions, which would enhance the team's morale and open channels for discussing mental health and the integration of new automation processes.
[bookmark: _kkhp7apc2cuw][bookmark: _Toc175226840]Feelings 
At first, I was likely confident that I could steer my department through all of the changes. I believed in the professional nature of my team and likely hoped that through automation, combined with less busy work, the human intelligence of staff could be tasked more efficiently without needing too much hands-on management guidance. The official briefings over Microsoft Teams might have seemed like a fabulous communication tool for making the necessary decisions and announcements (Ilag, 2020). However, with sagging morale starting to manifest and problems beginning to crop up, I must have started to be taken aback, somewhat alarmed, and partly responsible. I felt likely some urgency in getting control of the situation, making it right on an impulsive realisation that the change was causing the team to struggle, due in part to the wrong assumptions about the capability of self-management of the team. Perhaps the decision to introduce coaching and mentoring sessions was made because it was realised that things were not going in the right direction and a more effective way of supporting the team was necessary. The potential combination of feelings that will be delivered to me at the same time, during the coaching and mentoring sessions would be hope and apprehension (Pugh and Broome, 2020). Hope as the present interventions would restore my team back into engagement and alleviate their fears would nonetheless instigate. Apprehension as indeed, such strategies may not be enough to bring back the previous high levels of their morale and productivity.
[bookmark: _8unme1act28k][bookmark: _Toc175226841]Evaluation 
As per the opinion of Aneeis Hashim et al. (2023), the stage of evaluation in this Gibbs cycle will be identifying the strengths and weaknesses of the learners in terms of their skill development. My strengths while doing the role play exercise is the confidence level with the help of which I could finish the exercise effectively. I was very confident to handle the work pressure and I was not feeling stressed at all. I was good at managing time to finish this exercise on time. My problem-solving skills are also good with the help of which I was able to manage the wrong assumptions regarding the capability of self-management of the team. On the other hand, my proactive communication skills were poor as I was lacking in team building exercises. I was also lacking in continuous learning as through the coaching and mentoring sessions I realised that the things were not going in a right direction. The teams were lacking their engagement capabilities during the role play exercise. My intervention skills were also not up to the mark as I failed to meet the needs of my different team members. The team members had opinion differences that caused trouble in this exercise of role play. 
[bookmark: _6x3mb8r4fgrv][bookmark: _Toc175226842]Analysis 
In this stage of analysis, it has been found that the strong confidence skills helped me to accomplish my exercise of role play apparently. My positive side is managing the time efficiently so that I could finish my role play exercise on time.  I was better in problem solving that helped me to resolve any sort of conflicts between the team members during the exercise. As an individual I was better in managing myself to handle the workloads as well as my team members to complete the task on time. However, it has been analysed that my intervention skills were lacking as I was not able to understand the team's perspectives and opinions in accomplishing the exercise. My team building exercises were also negative as I failed in creating an effective team to perform the exercise. Another negative side was I was not being able to learn continuously through these coaching and mentoring sessions. 
[bookmark: _qg15181om4it][bookmark: _Toc175226843]Conclusion 
It can be concluded from the reflection that the individuals of Microsoft must face some mental health issues due to remote work facilities. As a result, there was a decline in team’s morality which was gradually enhanced by implementation of proper coaching and sessions of mentoring. The strengths were in problem solving, handling workloads, time management, and confidence while the weaknesses were in poor intervention skills, continuous learning, team building, and proactive communication. Hence, through efficient implementation of coaching and mentoring the weakness areas can be mitigated. 
[bookmark: _543h46q7vqtc][bookmark: _Toc175226844]Action Plan 
	Skills
	Resources 
	Action 
	Barriers 
	Timeframe

	Proactive Communication
	· YouTube Videos
· Emotional intelligence
· Active listening
· Conciseness
	· Creating a Judgement-free Culture
· Arranging Team-building Exercises
· Help Employees Lead Change
· Improve Cross-Cultural Communication
· Celebrate Mini-achievements
	· Language barriers
· Emotional barriers
· Psychological barriers
· Interpersonal barriers
· Information overload
· Cultural barriers
· Physical barriers
	8 months

	Holistic Support
	· Mental and emotional wellness
· Financial wellness
· Social wellness
· Physical wellness
· Occupational wellness
	· Creating a space for holistic learning
· Emphasising play-based learning
· Taking an individualised approach
	· Lack of interest
· Lack of generalizability
· Lack of access
· Lack of time
· Lack of support
· Lack of statistical skills
· Language barriers
	12 months

	Regular Check-Ins
	· Informal meeting
· Regular Updates 
	· Establishing clear objectives
· Engaging actively
· Creating a safe environment
· Providing constructive feedback
· Celebrating successes
· Discussing development and training needs
· Taking notes
· Reviewing and reflect on past goals
	· Communication gaps
· Poor conflict resolution skills
· Team size
· Inequitable decision-making
	6 months

	Continuous Learning
	· Coaching
· Adding gamification
· Providing learning resources
· Peer discussion
· Creating a learning calendar
· Embracing change
· Encouraging microlearning
· Setting clear goals
	· Assessing the learning culture
· Allocating resources
· Encouraging employee feedback
· Considering coaching and mentoring
· Creating a culture of continuous learning
· Conducting skills gap assessments
· Considering career development
	· Learning disabilities
· Lack of interest or motivation,
· Limited attention span
· Low self-confidence

	10 months


Table 1: Action Plan
(Source: Self-Created)
[bookmark: _dhdx1pul6uyc][bookmark: _Toc175226845]Recommendations for Future Coaching and Mentoring Improvement 
Coaching and mentoring provided within my department will bring about individual performance and morale benefits by tailoring support and addressing issues. Coaching allows for the immediate development of skills to achieve goals through staff adapting to using new technologies and increasing workloads. Mentoring will serve to foster long-term growth, career development, and knowledge sharing, which can enhance the smoothness of the team and morale. However, for this to be as effective as possible, such interventions should be matched with proactive communication and mental health support. It can help drive toward a more resilient, more motivated, and higher-performing team by attending to the operational and psychological needs of people through coaching and mentoring.
[bookmark: _aom8n62pc2o4][bookmark: _Toc175226846]Conclusion 
In conclusion, it has been found that based on the corporate pressure to cut costs, Philippa Graham has maintained a highly productive Quality Assurance department with low staff turnover and good team morale. The coaching and mentoring session has a significant approach for increasing the skills, expertise, and knowledge of the learners. The official briefings over Microsoft Teams might have seemed like a fabulous communication tool for making the necessary decisions and announcements.
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