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In this Reflective essay I will reflect on my coaching session. What went well and what I will want to do different in the future. I will critically evaluate how I could improve my coaching and mentoring skills in this context. I will analyse my skills behaviours, attitudes, beliefs and values for a more effective coach and mentor. (Illeris, 2011)
I had a role play where I was in a role as Philipa. She was a manager in a pharmaceutical company. She was in charge of Quality Assurance in the company.
When the company faced some difficulties, she was forced to make some changes around the team, in response to corporate pressures to cut costs and increase efficiency. But, at some point she has sensed an atmosphere and one or two comments made during the meetings that have led her to believe that people are worried and dissatisfied about what is happening. When she saw the morale of the staff, she decided that she needs to do a coaching and mentoring session in order to be able to help her staff. 
In order for me to perform well at that role play I had to understand the difference between a coach and a mentor. I did my research and also based on the sessions we had I found these differences: a mentor is someone who shares their knowledge skills or experience to help another to develop and grow. And a coach is someone who provides guidance to a person on their goals and helps them reach their full potential. (Percy Marshall ,2008)
My partner chose the role of Janice Rawlands. She has been a senior microbiologist for five years. Although she has been comfortable working from home, she misses everyday contact with her colleagues and feels that a return to the office could raise her profile with the senior management team and may improve her chances of promotion. From the start I was happy about the chosen character of my partner. Because I could understand well all the problems Janice was facing and I already had some ideas about how our coaching session will go. I have spoken to my partner about our role play in order for us both to understand our roles and perform well. My partner was cooperative from the start which made me feel safe and assure me that we could do a quality work together.
In our 4th week at session, we discussed and have chosen our characters. We discussed about how our role play should look like and took notice when lecturer gave us suggestions. I felt confident from the start because I understood how things should look like.
I was thinking choosing between two models of coaching and mentoring: GROW model and CIGAR model.
GROW is a coaching model that helps people solve problems and achieve goals. 
GROW model stands for:
· Goal.
· Current Reality
· Options 
· Will 
At the goal step you decide where you are going, what you want to achieve. You need to look at the behaviour that you want to change and then structure it. Current reality is discussing at what point are you at this time, options are the possibilities that you have, different routes that lead to your desired goal. This is a very important step because some people try to solve s problem or reach a goal without fully considering where they are and their starting point. And will is the actions you will take to achieve it and thinking about your obstacles. Even if they will have a specific idea of how they can achieve their goal, that is not enough. This final step is about committing to what you were thinking, to specific actions. In doing this, you will help them establish their will and boost their motivation.

 CIGAR model is similar to the GROW model which acknowledges where you are now and where you want to be in the future. The most appropriate to me was the CIGAR coaching model. It felt easy for me to understand it and apply it on my mentoring session. I felt I could ask more questions out of this model and that it is more structured for better understanding of the problem.
I applied it by following a template which helped me to structure appropriate questions for my partner. The concept of this model is to identify the gaps that are stopping you to achieve your desired outcome, take actions to overcome these gaps and then review to see how it went and adjust strategy from there.
CIGAR coaching model stands for: 
C = Current reality
I = Ideal
G = Gaps
A = Action
R = Review
This model helped me to understand better how to start the discussion with my partner, how I can get from the point of the problem to lead to a solution. It helped me to structure my thoughts, my questions and made my session flow easier. One issue which I faced was the last part of the model- review. Because our role play had just one part of a discussion I couldn’t interpretate a review from my partner. This is why I decided to tell my partner in our coaching session that I would like to talk to her again in a couple of weeks and hear feedback from her and see if she could make a change. First, I was worried of this part of the model because I thought I need to change it. But at one of my sessions at University I asked for my lecturer’s opinion, and he helped me to find the best solution. 
During our lecture sessions and when doing my research, I found a number of skills which a mentor and a coach need in order to perform well. Such as: 
· Questioning
· Active Listening
· Effective Communication
· Empathy
· Goal oriented
These are the skills which I deducted was the most important. As a mentor you have to be able to ask the right questions at the right time. You have to feel when it is appropriate to ask something. I improved this skill using these tools: being specific, asking questions regularly, encourage answers, listen to responses carefully.
 One more important skill is active listening, I think as a mentor and coach it is a key skill that you need. It requires you to listen attentively to the speaker, understand what he is saying, respond and reflect on what is being said. Also, you have to remember what the person said, in order to help him and to find the best following questions.
 In my role play as Coach and Mentor I think I performed well at this skill. Because I was listening carefully of what my partner was saying without interrupting. Also, I was giving the appropriate questions next which means I understood the skill very well. Some tools that helped me with that was: Watch body language, maintain body contact, encourage the speaker to continue, remain open-minded, be patient, slow down my speech and avoiding multitasking. 
Effective communication is the process where you exchange ideas, thoughts, and opinions. So, the message is understood for both parts. (Searby, & Armstrong, D.,2016).  When we communicate effectively, both the sender and receiver feel satisfied. For communication to be effective, it must be clear, correct, complete, concise, and compassionate. I think I performed well at this skill as well, I tried to understand my partners point and did not try to reflect it on myself. I focused on her and at her problem, trying to find the best solution for her. 
Emphatic skill is the ability to relate and identify the emotions of the other person. You need to understand how your colleague might feel. I tried to use this skill at my role play, and I have done it, but I still have to work on improving it. Because I want to understand better what empathy is and how to remain informed of my own thoughts and feelings, but at the same time to think how the other person may feel and think. I found some tools for my self that I think may help me: 
· Discover my level of skill- before building my emphatic competence I need to find my strengths and weaknesses. For example, if I find strong self-awareness, I might choose to concentrate on expanding my mindfulness and listening to understand, not respond.
· Ask for constructive criticism- another way to become emphatic is to apply feedback. Ask someone from work if and how I empathize with them.
· Practise empathizing with others- for example trying to listen to someone and pay attention to their words and after deliver a response based on the discussion.
Goal oriented skill is about staying focused on your desired outcome. No matter where your conversation can lead, you need to stay focused on your goal and not to lose your point. In my mentoring and coaching session, I think I have done these very well. I could help my partner to find the best solution for him, I stayed focused on the solution for her problem. Even though she was focused on the problem and issues, I could orient her for the solution. Of how she can do better and find more than one desired result.
What I would do different for the future in one of my Mentoring or Coaching session is to have a longer discussion. Because I felt this was to brief. We had time to discuss all of the points, but it was not as precise as I wanted. So, for the future I want to analyse more all the points, to see where it comes from and how we can change it. Because some problems may have a different reason from what me or the speaker might think. This is why for the future I want to allow more time for reflections and discussions. In the rest I think we had a productive and effective discussion. (Watt, 2004)

Based on the feedback from the lecturer I can see that I asked open ended questions that helped my partner to free speak about their problem, thoughts, and emotions. I was patient and active listening to my partner. I was focused on my partners problem and not leading the discussion into a different direction. I tried not to just provide solutions but ask the right questions so the partner could find the solution by their self. I allowed him time to reflect and think.
Also, in my feedback is said that I had a good understanding of the model I was choosing. Which means I asked the right questions and had the outcome that was needed. I could help the employer to find the desired outcome.

Conclusion:
Overall, based on my reflective statement I can see that I understood my assignment and I performed well at the role play. I analysed well all the points, and I was prepared for the coaching session. I described the character Philippa which I was in the role play, in order to better understand her. Also, I mentioned Janice, the character which my partner chose. I have written about the differences between a coach and a mentor which I think it is very important for the session, in order to do it in the right way. I have spoken about 2 Coaching models -Grow and CIGAR. I was more detailed on the CIGAR model because this is the one, I chose for my role play. Based on the feedback I received I can see as well that I was asking the right questions based on the model I have chosen. I focused on the problem of the coachee and did not get distracted. I made good suggestions to the coachee which allowed him to think through some of the problems. Also, I have written about what I would do different in the future, because of course there is always space to improve and new things to learn. I analysed skills, behaviours, attitudes, beliefs and values of an effective coach and mentor. I reviewed relevant sources such as books in our library and tried to use the relevant information from them.



References:
· Hawkins. (2018). Leadership team coaching in practice : case studies on developing high-performing teams (Second edition., p. 1 online resource (393 pages)). Kogan Page Ltd.
· Illeris. (2011). The fundamentals of workplace learning [electronic resource] : understanding how people learn in working life (1st ed., p. 1 online resource (192 p.)). Routledge.
· [bookmark: _Hlk143591056]Watt. (2004). Mentoring and coaching in the workplace: an insight into two leading leadership development programs in organizations. Canadian Manager, 29(3), 14–.
· [bookmark: _Hlk143588741]Percy Marshall. (2008). THE DIFFERENCES BETWEEN COACHING AND MENTORING. Energy Processing Canada, 40(4), 28–.
· Le Comte, & McClelland, B. (2017). An evaluation of a leadership development coaching and mentoring programme. Leadership in Health Services (2007), 30(3), 309–329. https://doi.org/10.1108/LHS-07-2016-0030
· [bookmark: _Hlk143591114]Searby, & Armstrong, D. (2016). Supporting the development and professional growth of middle space educational leaders through mentoring. International Journal of Mentoring and Coaching in Education, 5(3), 162–169. https://doi.org/10.1108/IJMCE-06-2016-0054
· Smith, S. (2017) Using a blended style of coaching. International journal of evidence based coaching and mentoring. 15 (1), 65–77.








Appendix:
[image: A screenshot of a document

Description automatically generated]

Page 2 of 2

image1.png
[ E———

e o e e oy

[T ——————

e T
e e oo s

[ ————
[ —.

[ ————

[ ————————

[ R ———





