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1. Introduction

The present coaching session was designed to address the needs of the Healthcare International Quality Assurance department in preparation for implementing organisational changes aimed at reducing expenses and enhancing performance. As the manager of the department, I served as the coach, utilising the GROW model and focusing on a player-centered approach. In this role-play exercise, I worked with my classmate Khalil, who portrayed John Griffiths, whilst I played the character Maria Cook, both employees of the company. I also assumed the role of Phillipa, the Quality Assurance Manager, whose goal was to resolve issues within her department and make suggestions to boost team performance and morale.

Coaching and mentoring are powerful tools that contribute significantly to both personal and professional development. They provide structured guidance, encourage self-reflection, and support individuals in overcoming challenges and achieving their goals. This reflective report will analyse the coaching session using the Gibbs Reflective Cycle and incorporate feedback received during the process. Furthermore, the report will critically evaluate the impact of coaching and mentoring on performance and morale, and analysing the key skills, behaviour, attitude, belief, and values that define an effective coach or mentor.
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Gibbs' Reflective Cycle, 2022)

1. Description

On 11th August 2022, I conducted a coaching session with Kahlil using the GROW Model. The session aimed to help Kahlil clarify his goals and develop strategies to address challenges he was facing at work. The session followed a structured approach:

Goal: We began by identifying Kahlil’s primary objective, which was to manage his work challenges more effectively and prepare for future leadership roles.

Reality: We explored Kahlil’s current situation, discussed obstacles such as time management issues, difficulties with colleagues, and balancing multiple tasks. We also considered the resources available to him, including support from his manager and access to training.

Options: Together, we brainstormed various strategies Kahlil could use to overcome these challenges. Some of the options included improving time management, seeking regular feedback from colleagues, and enrolling in a leadership development course.

Will: Kahlil committed to specific actions, such as implementing a new time management strategy, scheduling regular meetings with his manager for feedback, and signing up for a leadership course within the next month.

Way Forward: We concluded by creating an action plan with clear steps and timelines. Kahlil agreed to start his new time management approach immediately, enroll in the leadership course by the end of the month, and plan a follow-up session to review his progress.

The session ended with Kahlil feeling more confident and equipped with a clear plan to move forward.

2. Feelings

Before the session, I felt confident in my ability to guide Kahlil using the GROW Model, as I was familiar with its structure and objectives. During the session, I was encouraged by Kahlil’s active participation, which reassured me that the session was progressing well. However, as the conversation unfolded, I began to feel some uncertainty, particularly about whether I was giving Kahlil enough time to reflect and whether my questions were sufficiently probing to help him explore deeper solutions.

By the end of the session, I experienced a mix of satisfaction and introspection. While I was pleased with the overall flow and structure, I also recognised areas of improvement, especially in terms of being more patient and deepening my questioning.

3. Evaluation

The session had several strengths. The GROW Model provided a clear structure that kept the conversation focused and productive. I successfully introduced the purpose of the session, which set a positive tone and made Kahlil feel comfortable. My use of open-ended questions encouraged Kahlil to delve deeper into his thoughts, and the session felt natural and engaging.

However, feedback received highlighted areas for improvement. Although I demonstrated patience, there were moments where I could have given Kahlil more time to think through his responses instead of moving the conversation forward quickly. This may have limited his ability to fully process his thoughts and explore all workable solutions. Additionally, while I largely focused on Kahlil’s agenda, there were instances where I could have asked more probing questions to clarify his options and encourage deeper reflection.

The feedback also indicated that, although I avoided coaching in my own image, I could have refined my approach by asking more detailed follow-up questions. Finally, while I encouraged Kahlil to think about solutions rather than providing them directly, I could have improved by ensuring that we revisited whether his problem was fully solved by the end of the session.

4. Analysis

The strengths of the session were due to my preparation and understanding of the GROW Model, which allowed me to guide the conversation effectively. The open-ended questions I asked were crucial in helping Kahlil articulate his thoughts and consider various options, which are key components of successful coaching.

However, the areas for improvement highlighted in the feedback suggest that I needed to refine my approach in certain aspects. A desire may have driven my occasional impatience to keep the session moving and cover all necessary points, thus hindering Kahlil’s ability to engage in deeper reflection. Allowing more time for Kahlil to think and process his responses would likely have led to more meaningful insights.

Furthermore, the feedback that I could have asked more probing questions to clarify Kahlil’s options suggests that I need to develop my questioning techniques further. While I avoided providing solutions myself, there were moments where I could have done more to guide Kahlil in thoroughly exploring his options and ensuring that he felt his problem was fully addressed.

5. Conclusion

This coaching session was a valuable learning experience that highlighted both my strengths and areas for growth. The session was well-structured, with clear communication and a focus on Kahlil’s goals. However, it also underscored the importance of being more patient, refining my questioning techniques, and ensuring that I fully support the coachee in exploring all possible solutions.

The key lessons I have learned include the need to give the coachee more time to reflect, the importance of asking more targeted and probing questions, and the value of ensuring that the coachee feels confident that their problem has been addressed by the end of the session. These insights will help me improve my coaching practice and provide more effective support in future sessions.

6. Action Plan

To enhance my coaching practice based on this experience, I plan to take the following steps:

Increase Patience: I will focus on allowing more time for the coachee to think and respond during sessions. I will practice waiting a few extra seconds after asking a question to give the coachee space to process their thoughts.

Refine Questioning Techniques: I will work on developing more targeted and probing questions that encourage the coachee to explore their thoughts in greater depth. I will also practice asking follow-up questions to ensure that we fully clarify the coachee’s options.

Ensure Problem Resolution: At the end of each session, I will check with the coachee to ensure they feel their problem has been addressed and that they are clear on the next steps. This will involve revisiting the main issue and confirming that the coachee feels confident moving forward.

Seek Feedback: I will continue to seek feedback after each coaching session to identify areas for improvement and to refine my approach further.
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Coaching and mentoring are fundamental tools that can significantly enhance performance and morale within an organisation. As a coach, my recent experience has underscored the importance of these practices in fostering both individual and organisational growth. This evaluation will explore how coaching and mentoring, when effectively applied, can lead to improved performance and morale, drawing from my own experiences as a coach.

Improved Performance through Coaching and Mentoring

Coaching is short-term, goal-oriented, and aims to bring out potential. My coaching experience has shown me how to arrange a session by using the GROW Model to boost performance. Coaching helps people define clear, attainable objectives and identify the actions to accomplish them. 

For instance, in my coaching sessions, I guided a coachees through a process of self-discovery and problem-solving, helping them to identify obstacles and develop strategies to overcome them.

However, mentoring offers long-term assistance and growth. Sharing information and experiences allows for continuing learning and progress. I can assist mentees handle challenging circumstances by sharing my experiences and ideas.

Combining coaching and mentoring is powerful. Coaching addresses performance concerns and short-term objectives, whereas mentoring promotes professional advancement. These methods constitute a complete foundation for continual improvement, boosting performance.

Improved Morale through Coaching and Mentoring

Coaching and mentoring improve performance and morale. Supported, respected, and understood employees are more satisfied and enthusiastic about their jobs. I offer a secure, non-judgmental space for coachees to voice their issues and difficulties. Coaching requires open communication and trust, which this supportive environment fosters.

My coaching experience has shown that coachees' confidence and morale rise when they feel acknowledged and encouraged. They grow more confident and resilient in their abilities to succeed. This rise in morale frequently leads to more excitement and energy at work, which benefits coworkers and the team.

Mentoring also plays a crucial role in boosting morale. A strong mentoring relationship provides mentees with a sense of belonging and connection to the organisation. Mentees who feel supported by a mentor are more likely to feel valued and engaged in their work. This sense of connection can lead to increased loyalty to the organisation and a willingness to go above and beyond in their roles.

Additionally, mentoring helps reduce loneliness, especially in bigger organisation where people may feel lost. By building relationships and providing direction, mentoring helps employees navigate their positions and integrate into the company culture. Integration boosts morale by connecting and supporting people.

Challenges and Considerations

Mentoring and coaching have many benefits, but they also bring challenges that must be overcome to be effective. As a coach, I struggled to balance structure with flexibility. The coaching sessions allowed me to use the GROW Model to foster conversation and accomplish my objectives. Staying flexible and responsive to the coachee's needs allows for self-analysis and inquiry.

Mentoring and coaching must also be tailored to everyone. Despite systematic tactics' strength, everyone is different, as a result what works for one may not work for another. As a coach and mentor, I must adapt my approach to each learner's goals, challenges, and personality.

Additionally, expectations must be managed. Despite expectations, coaching and mentoring need time and patience. Set reasonable goals and emphasise that development and progress are long-term.
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As a coach or a mentor there are several key skills, behaviors, attitudes, beliefs, and values that are essential to effectively guide and support others in their personal and professional development. Reflecting on my own experiences as a coach, I can identify the following as critical components of effective coaching and mentoring.

Skills

Active Listening: One of the most important skills I employ as a coach is active listening. This involves fully concentrating on what the coachee is saying, understanding their perspective, and responding thoughtfully. Active listening goes beyond just hearing words; it requires picking up on nuances, emotions, and underlying concerns that may not be immediately obvious. By practicing active listening, I ensure that the coachee feels heard and understood, which is crucial for building trust and fostering a productive coaching relationship.

Effective Questioning: Asking the right questions is fundamental to effective coaching. The ability to ask open-ended, probing questions that encourage deep reflection is a skill I continuously work to refine. These questions help the coachee explore their thoughts and feelings, identify challenges, and develop solutions. Effective questioning also involves knowing when to push for more detail and when to allow the coachee space to think and process their ideas.

Providing Constructive Feedback: Another key skill in coaching is the ability to provide constructive feedback that is both supportive and challenging. Feedback should be specific, focused on behaviour rather than personal traits, and delivered in a way that motivates the coachee to improve. In my coaching practice, I aim to balance encouragement with honest feedback, helping coachees recognise their strengths while also identifying areas for growth.

Behaviors

Empathy: Demonstrating empathy is crucial in coaching and mentoring. Empathy involves understanding and sharing the feelings of another person, which helps to build rapport and trust. As a coach, I strive to put myself in the coachee’s shoes, understanding their experiences and emotions. This empathetic approach helps create a safe space where the coachee feels supported and more willing to engage in the coaching process.

Patience: Patience is a vital behaviour in coaching, as it allows the coachee the time they need to reflect, process information, and arrive at their conclusions. As a coach, I have learned the importance of not rushing the process and giving the coachee space to think. Patience ensures that the coachee can explore their thoughts fully, leading to more meaningful insights and outcomes.

Adaptability: Every coachee is unique, and effective coaching requires adaptability. This means being flexible in my approach and tailoring my coaching style to meet the individual needs of each coachee. Whether it is adjusting the pace of the conversation or modifying the types of questions I ask, adaptability allows me to provide more personalised and effective support.

Attitudes

Non-Judgmental: Maintaining a non-judgmental attitude is essential for creating an open and trusting coaching environment. As a coach, I approach each session with an open mind, allowing the coachee to express themselves freely without fear of criticism. This attitude fosters honest communication and encourages the coachee to explore their thoughts and feelings more deeply.

Encouraging: A positive and encouraging attitude is crucial in coaching. By believing in the coachee’s potential and expressing this belief, I help build their confidence and motivation. An encouraging attitude supports the coachee in taking risks, trying new approaches, and ultimately achieving their goals.

Beliefs

Belief in the Coachee’s Potential: One of the core beliefs that drives my coaching practice is the belief in the inherent potential of every coachee. I believe that everyone has the capacity to grow, learn, and overcome challenges. This belief underpins my approach to coaching, as I focus on empowering the coachee to recognize and harness their own strengths and abilities.

Commitment to Continuous Learning: As a coach, I believe in the importance of continuous learning, both for myself and for the coachee. I am committed to my own professional development, regularly seeking out new knowledge, skills, and techniques to enhance my coaching practice. This belief in lifelong learning also extends to my work with coachees, as I encourage them to embrace new experiences and opportunities for growth.

Values

Integrity: Integrity is a fundamental value in coaching and mentoring. It involves being honest, transparent, and ethical in all interactions. As a coach, I prioritise integrity by being truthful with my coachees, respecting their confidentiality, and adhering to ethical guidelines. This commitment to integrity builds trust and credibility, which are essential for a successful coaching relationship.

Respect: Respect for the coachee’s experiences, perspectives, and autonomy is a core value in my coaching practice. I believe that each coachee brings a unique set of experiences and insights to the table, and it is my role as a coach to honor and respect these. This value of respect ensures that I approach each coaching session with an open mind and a genuine desire to support the coachee in their journey.

5. Conclusion

Reflecting on the coaching session with Kahlil while using the Gibbs Reflective Cycle has provided valuable insights into both my strengths and areas for improvement. While the session was generally successful, with a clear structure and positive engagement from Kahlil, the feedback highlighted the need for more patience, deeper questioning, and ensuring thorough problem resolution. By implementing the action plan and following the recommendations outlined, I am confident that I will enhance my coaching practice and provide even more effective support to my coachees in the future. Continuous improvement through training, reflection, and peer feedback will ensure that I continue to grow as a coach, better equipped to help others achieve their goals. 

Moreover, by understanding the impact of coaching and mentoring on performance and morale and recognising the key attributes of an effective coach or mentor, I can further refine my approach to positively influence by using these guidelines.
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Appendix
	BMSW 6005
	Feedback 
	Date of Interview:
	11/08/2022

	Coach
	Ashfak
	Coachee
	Kahlil

	Coaching Model:
	GROW Model
	
	Click here to enter text.

	The numerical rating system is based on the scale below.

	Scale:
	5 – Yes
	4 – Most of the time 
	3 – Some of the time 
	2 – Almost never
	1 – No

	Explained the purpose of the session first.
	Rating

	
	5
	4
	3
	2
	1

	Is the coach asking open ended questions or closed questions?
Hint: The Coach should ask open ended questions
Good introduction – explained the purpose of the session for example, she asked what brough the coachee to her office and how she could help. 
	☒
	☐
	☐
	☐
	☐

	Is the coach patient? Are they giving the coachee time to think through issues and arrive at a conclusion in the way THEY process information?
Hint: The Coach should be patient
She could have improved on the listening skills and be more patient to allow the coach to think about the solution.
	☒
	☐
	☐
	☐
	☐

	Is the coach focused on the coachee’s agenda?
Hint: The Coach should focus on the coachee’s agenda
The coach some of the time focused on the agenda this could have been improved with good questioning skill that will bring out the solutions to the problems. 
	☐
	☒
	☐
	☐
	☐

	
Is the coach coaching in their own image? (Example: Are they saying things like ““Well, when I was in your position, here is what I did when I was in a similar situation…)
Hint: The Coach should not coach in their own image
Good – but could have probed/clarified the options/ asked further questions/ in more detail 
	☒
	☐
	☐
	☐
	☐

	Is the coach acting as a problem solver, providing the solutions for the coachee?
Hint: The coach should not provide solutions
The coach acted as a problem solver she allowed the coach to think about the solutions. 

	☒
	☐
	☐
	☐
	☐

	Additional Comments 
This is an excellent coaching session. The coach used GROW Model for the session. The session was quite well structured. The session was fantastic, and it looked so natural. The coach could have asked if the problem of the coachee was solved or not if not solved what needed to be done. In the recap, the coach was able to find more suggestions for the problem at hand.
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