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Introduction
This report will be highlighting a reflection of my coaching session with Lakshmi Darim. The Glow model was used for the session in which we discussed issues affecting Healthcare International in general and how the actions taken by the company to introduce automated technology has affected Lakshmi.
I Philippa being the manager of key departments is tasked to implement the new company policies with the team which I head.
Lakshmi Darim whom I coached during the role play is a Microbiologist that has worked for the company for 11 years and having some challenges with work and family life thereby finding it difficult to find a balance.
This report will also discuss critically coaching and mentoring in general and how it can be used to uplift the morale of staff and their performances at workplace.
Critically discussed will be the skills, behaviour, beliefs and values of an effective Coach or mentor.
Coaching Session Reflection
I acted the role of Philippa and was paired with Jane who was acting the role of Lakshmi Darim. On the day of the role play, we both had our questions ready depending on the model being used. I used the Glow model as mentioned earlier.
My first conversation with Lakshmi was to greet her and ask about her general work mode and how she was coping with the new company policies. She responded well and said she was fine and in good health which I was glad about.
I told her I was aware of the challenges she faced and asked what her current situation was. She responded by saying her major challenges were balancing family life with her workload. She said she has been home schooling her three young children since the start of the pandemic and at the same time trying to do her job. She complained about not having enough time to balance both work and her family life.
I responded by first appreciating her efforts in her work for the past 11 years and assured her that the company will investigate the issue and try to make life easier for her to manage work and family life in general. I also discussed looking into flexible working hours in the absence of more staff and more automated methods of working.
I asked her on the scale of 1 to 10 how urgent her situation was. She answered by giving a scale of 9 which means her situation was very urgent and needed to be investigated as a matter of urgency. I then assured her that I will personally investigate the matter and try to get it resolved as soon as I can. She was happy with my response.
Next question I asked her was what her obstacles were. She responded by saying time management between working and having to take the children to school and hurrying to bring them back home at closing time was her major obstacle.
As discussed earlier, I told her the issue is already noted and will be put forward to my superiors to find ways of making life less stressful. 
I now asked what she has done to fix the current obstacles and challenges she was facing. She said she wakes up earlier than usual in other to meet up with time, she rushes to get the kids ready for school and drop them off. Getting home to start her work that sometimes she comes back late due to mainly traffic on the road.
After listening to all of her answers to my questions, I took note of them and once again assured her that I will get the issues sorted to the best of my ability and thanked her for taking out time to meet me for the session. She also thanked me for my concerns regarding her challenges she faced and we both parted way and looked forward to our next meeting.
Critical Evaluation
In today’s highly competitive business landscape, businesses, and organisations such as Healthcare International are always seeking innovative approaches to enhance the performances of their staff. Coaching and Mentoring are two powerful tools that have gained recognition in recent years. It has proven to be effective in unlocking the full potentials of employees which has led to improved performances and overall success for businesses and organisations.
This report will explore the principles and benefits of coaching and mentoring and how it can impact staff performances.
Understanding Coaching and Mentoring
Coaching and mentoring are distinct, yet interconnected approaches aimed at empowering individuals to reach their full potentials. It focuses on performance by provision of guidance feedback and support to its employees in other to achieve its set goals.
Coaching is a process that encourages self-reflection, skill development and self-directed learning while mentoring on the other hand entails a longer-term relationship approach. It involves the transfer of knowledge, experience, and wisdom from a seasoned professional to a less experienced individual to facilitate personal and professional growth.
Creating a Learning Culture
Coaching and mentoring generally contributes to the creation of learning culture within an organization. By embracing these practices, companies demonstrate their commitment to employee development and growth.
When members of staff have access to coaching and mentoring opportunities, they feel valued, supported, and empowered. This fosters a sense of engagement, loyalty, and commitment to the organization. It also encourages a continuous learning mindset among employees, thereby promoting innovation, adaptability and resilience.
Enhancing Performance and Skills Development
Coaching and mentoring plays a vital role in improving the performance of company staff. Investing in improving their skills makes the staff feel valued and are most likely to stay with the employer. One on one interactions, coaches and mentors provide valuable feedback, guidance and support to employees. They also help individuals to identify their strengths, areas of improvements and goals. By setting clear objectives and action plans, coaching and mentoring helps employees to improve their performances and develop the necessary skills to succeed in their various roles.


Effective Communication and Relationship Building
Coaching and communication rely heavily on effective communication and relationship building. Coaches and mentors establish an environment of trust, mutual respect and confidentiality thereby creating a safe space for open and honest conversations. It enables employees to freely express their concerns, challenges, and aspirations which can lead to deeper self-awareness and personal growth.
Furthermore, the supportive relationship established through coaching and mentoring helps employees overcome obstacles, build confidence and develop resilience that ultimatelyleads to improved performance. 
Leadership Development
Leadership development is a process that aims to enhance the skills, knowledge, and attributes of individuals to become effective leaders. It involves a combination of formal training, experimental learning, and on-going support to develop leadership competencies and drive organizational success.
Numerous studies and resources provide valuable insights into leadership development. One notable reference is the book ‘The Leadership Challenge’ by James M.Kouzes and Barry Z. Postner. The authors present a comprehensive framework for leadership development based on extensive research and real-world examples.
Coaching and mentoring are particularly effective in developing leadership skills among employees. By pairing emerging leaders with experienced mentors, organizations can accelerate the growth and development of their future leaders.
Mentors provide valuable insights, guidance, and real-world examples allowing mentees to enhance their decision-making abilities, emotional intelligence, and strategic thinking. The mentor-mentee relationship serves as a platform for leadership development nurturing the next generation of talent within the organization.
Conclusion.
Coaching and mentoring have emerged a powerful tool to enhance the performance of company staff by creating a learning culture, fostering performance improvement, and providing personalized support, coaching, and mentoring enables employees to reach their full potential.
Effective Mentor/Coach Analysis
Effective mentor or coach possesses a range of skills, behaviours, attitudes, beliefs and values that contribute to their success in helping others grow and develop. These qualities are essential for establishing a supportive and empowering relationship with their mentees or coaches. These attributes will be discussed in detail below.
Communication and Active Listening Skills.
This skill is possessed by an effective mentor or coach. They need to be very good at conveying information clearly and concisely while also being attentive to the needs and concerns of their mentees. By active listening, they create a safe and non-judgemental environment that encourages open dialogue and self-reflection.
Empathy and Emotional Intelligence.
Understanding and relating to the emotions and experiences of their mentees or coachees  is vital in establishing trust and rapport. Effective coaches and mentors can put themselves in their mentees’ shoes, providing support and guidance tailored to their unique circumstances.
Through active listening, they attentively focus on understanding their mentees and coachees perspective, concerns and needs. This fosters a sense of trust, validation, and empathy in the coaching or mentoring relationship. Emotional intelligence allows mentors and coaches to recognize and understand emotions both their own and their mentees or coachees. Enabling them to respond appropriately, provide support and adapt their approach to meet the emotional needs of their coachees or mentees.
Patience and Adaptability.
Recognizing that everyone learns and develops at their own pace and possesses unique strengths and weaknesses. They remain flexible in their approach, adjusting their coaching or mentoring style to suit the specific needs of their mentees.
Patience allows themto understand that growth and developmenttakes time and each individual progresses at their own pace. They provide a supportive and non-judgemental environment allowing mentees and coachees  to learn and explore at their own speed.
Strong Problem Solving and Critical Thinking Skills.
Helping their mentees or coachees identify and analyse obstacles, assistance in finding effective solutions and strategies to overcome challenges. They encourage independent thinking and empower their mentees to make informed decisions.
High level of Integrity and Ethical Cconduct
They adhere to professional standards and maintain confidentiality, creating a safe and trustworthy space for mentees to share thoughts andconcerns. They act as role models, displaying honesty, respectand fairness in their interactions.
Belief in the Potential of Others.
They are invested in their mentee’s growth and wellbeing, going above and beyond to provide guidance, support, and resources. They celebrate their mentees’ accomplishments and act as a source of encouragement throughout their journey.
Lifelong Learning and Continuous Self-Improvement.
Coaches and mentors actively seek opportunities to enhance their skills by staying updated on the latest industry trends and research. They engage in self-reflection and are open to feedback, recognizing that their own growth contributes to the growth of their mentees.
Collaboration
This is a key aspect of the coaching and mentoring relationship. Coaches and mentors understand the power of working together with their coachees and mentees to achieve shared goals. They foster a collaborative environment where ideas are freely exchanged, feedback welcomed and mutual trust is established. By collaborating with their mentees and coachees, coaches and mentors tap into the collective intelligence and strengths of the individuals they support.
Effective mentors believe in the power of collaboration and partnership, working together with their mentees to achieve shared objectives.
Open mindedness
Open mindedness is a vital quality for coaches and mentors. They approach their roles with a willingness to consider diverse perspectives, ideas and experiences. By being open-minded, they create an inclusive and non-judgemental environment that encourages their mentees or coachees to freely express themselves.
Mentors approach mentoring with an open mind, valuing diverse perspectives and ideas and encouraging mentees to think critically and independently too.
Accountability
Accountability is a critical aspect of the mentoring and coaching relationship. Mentors and coaches are responsible for maintaining their commitments following through on agreed upon actions and holding themselves accountable to the goals and expectations established with their mentees and coachees.
They demonstrate integrity by honoring their commitments, providing timely feedbacks and actively supporting the growth and development of their mentees and coachees.
Conclusion.
An effective coach or mentor possesses a comprehensive set of skills, behaviour, attitude, and values that enable them to make a positive impact on the lives of their mentees. Their communication skills, empathy, adaptability, problem solving abilities, integrity, belief in others and commitment to self-improvement are all essential components of their success.
By embodying these qualities, they create a nurturing and empowering environment that fosters personal and professional developments for those they mentor or coach.
They have a deep belief in the potential of others and a genuine desire to help them succeed. They play an important role in nurturing talent, fostering leadership and driving positive change among their mentees and coachees.



















Appendix
Questions I asked Lakshmi Darim as Philippa.
· I am aware of the challenges you currently face, so tell me what is your current situation?
· How does your current situation impact your work?
· How urgent is your situation on a scale of 1 – 10?
· What are your obstacles?
· What have you done to fix it?
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