Ticu Rostas	1907848	BMSW6105











Module: Coaching & Mentoring Skills for the Workplace
Module code: BMSW6105
Assignment Title: Individual Reflection
Lecturer: Mr Rexon
Student Name: Rostas
Student ID:1907848


Table of Contents
Introduction	2
Description	2
Feelings	3
Evaluation	3
Analysis	5
Skills	5
Active listening	5
Communication	5
Problem-solving	5
Behaviours	6
Trust-building	6
Patience	6
Attitudes	6
Positive regard	6
Empathy	6
Curiosity	6
Beliefs	7
Strengths-based approach	7
Self-determination	7
Values	7
Support	7
Continuous learning	7
Conclusion	7
Action plan	8
Conclusion	8
References	10



[bookmark: _Toc143515704]Introduction
Coaching and mentoring in the workplace are beneficial procedures that support the development of professionals. Coaching is the process of assisting others in developing certain abilities and achieving predetermined goals, frequently through organised feedback and deliberate interventions. On the other hand, mentoring comprises an experienced professional guiding a less experienced colleague's career by giving advice, sharing ideas, and delivering more general career assistance according to Garvey et al. (2018). In addition to increasing employee performance, these procedures foster a culture of ongoing learning and knowledge sharing inside organisations, which raises job satisfaction, boosts productivity, and creates a more knowledgeable and motivated workforce. 
In the case of Healthcare International, coaching and mentoring will enable the leadership of the company to increase job satisfaction and the morale of the staff. It is also beneficial to Robert Lee who feels threatened by the introduction of automated processes within the department and finds the demands of the job overwhelming at times. This task entails using the Gibbs reflective cycle to reflect on the role play conducted by Philippa and Robert Lee. The Gibbs Reflective Cycle is a methodical framework for learning and self-evaluation. Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan are the six stages that make up this process. It helps people to reflect on their experiences, gauge their feelings and reactions, assess their environment, make inferences, and create improvement plans. Through this iterative process, one can better comprehend their behaviours, make better decisions, and further their personal and professional development (Brown, 2015).
[bookmark: _Toc143515705]Description
The coaching session centred on addressing Robert's issues and difficulties as the supervisor of a division within the organisation. Robert wanted stability and peace of mind during his remaining time at the company because he would be retiring in three years. By focusing on Goal, Reality, Options, and Will, I used the GROW model to moderate the discussion. Despite recent changes and difficulties, Robert wanted to secure work security and stability until retirement. The truth was that his role's significance was being threatened by rising workload, fewer employees, no overtime, and the introduction of automation. I assisted Robert in looking at options to overcome these challenges. I recommended delegation, better time management, and a different attitude towards automation. The discussion indicated that Robert's worries were a result of both internal and external influences. To improve skills and offer counselling to help with stress management and mentality, I proposed a mentoring programme that would include frequent meetings. I suggested using automation to improve Robert's work rather than viewing it as a danger to allay his anxiety of it. Robert was motivated to choose a path of action. Robert made the decision to embrace automation and launch a coaching programme to prepare his successor, assuring the use of his knowledge and a seamless transition after retirement. With this strategy, Robert would have a sense of direction, employment security, and the chance to make a difference while getting ready to leave eventually.
[bookmark: _Toc143515706]Feelings
The coaching session with Robert Lee demonstrated good problem-solving, communication, and goal alignment. I skilfully handled Robert's worries, helping him to define his objectives and point him in the direction of workable answers. Robert was able to explore options that allayed his concerns thanks to the collaborative approach, which also helped to build trust. Innovative thinking was highlighted by the focus on harnessing automation and starting a mentoring programme. More specific time management and stress-reduction techniques could be given in future sessions to improve them. Additionally, monitoring results and changing tactics as necessary would guarantee ongoing growth. Overall, the session was a success since it gave Robert useful tools and a positive mindset, which helped him advance professionally and improve his overall well-being.
[bookmark: _Toc143515707]Evaluation
The conversation during the coaching session demonstrates a fair and sympathetic approach to dealing with Robert's worries. By asking Robert about his feelings right away, I established connection and promoted free dialogue. Robert's remark displays his conflicted feelings, which include enthusiasm about retirement and concern owing to recent upheavals. The discourse is authenticated by this accurate depiction of feelings. Throughout the session, Robert's doubts regarding work stability and relevance are revealed because of my skilful probing. My acknowledgment of Robert's emotions indicates empathy and aids in establishing a secure environment in which he can express himself. Because Robert acknowledges the stress brought on by increased effort and automation, his feelings are understandable. My solutions to these problems show a careful thought process. 
I advise adopting an automated attitude as well as practical measures like task delegation and better time management. This harmony is the result of a thorough comprehension of Robert's emotional and practical requirements. When I brought up the mentoring programme, a creative solution that considers both Robert's need for stability and the transfer of his knowledge, the conversation reached its conclusion. The influence of the session is clear from Robert's passion for this concept, which shows that it connects with his emotional needs. The effectiveness of the coaching could be increased by openly discussing emotional coping mechanisms and revisiting the emotional component of the progress made in later sessions (van Zyl et al., 2020). The coaching relationship will be further strengthened by persistently affirming Robert's feelings, assuring his overall development and wellbeing. 
Coaching and mentoring can greatly increase worker performance and morale in the workplace when they are used successfully within the context of this coaching session. The combination of these tactics promotes a productive workplace and a culture of progress, in addition to addressing individual concerns. By improving skills, time management, and stress management, coaching can have an immediate influence on staff performance (Boniwell et al., 20140. Robert may serve as an example for his staff by putting the coaching session's recommendations into practise, such as better delegation and time management. His team members may follow his lead as he gets more adept at controlling his workload and stress, resulting in increased productivity and improved task execution. Additionally, the coaching sessions themselves can help Robert become a stronger leader by providing his team with feedback, direction, and support, which can improve their performance and skill growth.
By giving workers a sense of purpose and professional advancement, mentoring, on the other hand, helps to increase morale and performance. If Robert starts the suggested mentorship programme, it will provide junior staff members the chance to benefit from his vast expertise. They would feel appreciated and engaged in, which would motivate them in addition to improving their talents. Higher job satisfaction and morale can result from knowing that the company supports their development. A succession plan that ensures continuity and long-term stability might be created using the mentorship program's assistance in identifying potential leaders within the team. Additionally, accepting automation while being coached has a good effect on staff morale. Robert demonstrates adaptability by recasting automation as a tool to expedite activities rather than a danger. He may use automation to his advantage, and as a result, staff members may also benefit from it and readily embrace it, resulting in higher productivity and a more favourable attitude towards technological advancements. The coaching and mentoring programs, contribute to a supportive and transparent culture (Bright HR, 2020). Trust and involvement are fostered when workers realise that their leader is prepared to address issues, look for solutions, and adjust to changes. While mentorship provides a forum for conversations about personal and professional progress, the coaching sessions give Robert a place to share his challenges and coping mechanisms. Such openness and commitment to staff growth can raise spirits generally, fostering a sense of cohesion and common objectives.
[bookmark: _Toc143515708]Analysis
Effective coaching and mentoring need a set of abilities, proclivities, attitudes, convictions, and values that enable people to mentor, uplift, and develop others. These qualities foster an environment that is supportive of growth and helps those receiving coaching or mentoring advance both personally and professionally.
[bookmark: _Toc143515709]Skills
[bookmark: _Toc143515710]Active listening
A key competency in coaching and mentoring is active listening. Effective mentors and coaches pay close attention to the underlying emotions, needs, and aspirations of the people they work with in addition to what they say. They foster an environment of trust and open conversation where people feel genuinely understood and cherished by using this empathic approach (DuBrin, 2005).
[bookmark: _Toc143515711]Communication
For coaches and mentors to effectively impart ideas and comments, communication is essential. Clarity is essential because it guarantees that complicated ideas are conveyed in an understandable way. This ability encourages participation and makes it possible for people to understand information, which promotes an insightful exchange of ideas (DuBrin, 2005).
[bookmark: _Toc143515712]Problem-solving
The ability to solve problems is one that is nurtured through supervised exploration. Individuals are guided by coaches and mentors through practises that foster critical thinking. They assist people in weighing probable outcomes, weighing alternative alternatives, and making well-informed decisions. This strategy develops problem-solving abilities, empowering people to tackle problems with creativity and confidence (DuBrin, 2005).
[bookmark: _Toc143515713]Behaviours
[bookmark: _Toc143515714]Trust-building
Effective coaching and mentoring start with a core mindset of creating trust. By upholding strict confidentiality and ensuring people that their interactions are private and without bias, coaches and mentors foster a culture of trust. This fosters greater self-exploration and growth by creating a safe atmosphere where people may openly express their views, challenges, and desires (Whitworth et al, 2007).
[bookmark: _Toc143515715]Patience
Patience is a quality that coaches and mentors must possess. Setbacks are unavoidable and progress in one's career and personal development may be gradual. When people are going through difficult circumstances, displaying patience gives them emotional support and motivates them to keep going despite obstacles. This mindset supports the idea that growth is a lifelong path, and coaches are loyal allies on it (Whitworth et al, 2007).
[bookmark: _Toc143515716]Attitudes
Effective coaching and mentoring depend heavily on attitudes since they shape the overall strategy and have an impact on how people develop. The underlying assumptions and worldviews that coaches and mentors bring to their encounters are known as attitudes. The following essential attitudes can help with coaching and mentoring success:
[bookmark: _Toc143515717]Positive regard
Establishing trust and establishing a secure environment for unrestricted conversation with others requires an approach that is constructive and nonjudgmental. An environment that is supportive of progress is created by coaches and mentors who sincerely value and respect individuals regardless of their difficulties or errors (Whitworth et al, 2007).
[bookmark: _Toc143515718]Empathy
It's essential to be able to identify with and share the emotions of the people you're coaching. The ability to connect on a deeper level with a mentor or coach thanks to empathy shows that they genuinely care about the person's growth and well-being (Whitworth et al, 2007).
[bookmark: _Toc143515719]Curiosity
Possessing a curious mindset encourages insightful probing and attentive listening. Genuinely interested coaches and mentors can adapt their assistance to meet the individual needs of each person by learning about their experiences, viewpoints, and aspirations (Whitworth et al, 2007).
[bookmark: _Toc143515720]Beliefs
[bookmark: _Toc143515721]Strengths-based approach
The strengths-based approach to coaching and mentoring places a strong emphasis on identifying and maximising each person's innate abilities. To assist people, use these strengths to overcome obstacles and accomplish their goals, coaches and mentors deliberately seek them out. As people gain confidence in their current skills, this method promotes a feeling of empowerment (Hollywood et al., 2016).
[bookmark: _Toc143515722]Self-determination
The self-determination principle is based on the idea that people are autonomous and capable of making decisions about their personal growth and development. In order to encourage people to take charge of their own learning, coaches and mentors encourage them to be guided rather than directed (University of Rochester Medical Center, 2022). This method respects people distinctive viewpoints, fosters intrinsic desire, and cultivates a sense of accountability, leading to more enduring and significant growth on the personal and professional levels.
[bookmark: _Toc143515723]Values
[bookmark: _Toc143515724]Support 
Effective coaching and mentoring depend on support, with coaches offering regular affirmation, direction, and a secure environment for people to explore opportunities and obstacles (Deans et al., 2006). This constant support promotes confidence and trust, fostering an atmosphere where people feel valued and equipped to face challenges.
[bookmark: _Toc143515725]Continuous learning 
For coaches and mentors to be effective, they must constantly learn new things. They understand that their capacity to help others improve is strongly influenced by their own personal development (Blake-Beard et al., 2021). They adopt an attitude of lifelong learning and actively look for fresh thoughts, methods, and viewpoints to hone their abilities. Their practise is enriched by this dedication to self-improvement, which keeps them current, flexible, and ready to offer the finest advice to the people they help.
[bookmark: _Toc143515726]Conclusion
The coaching session demonstrated the value of coaching and mentoring as effective instruments for both professional and personal growth. The conversation highlighted how these tactics can be used in practical situations, such Robert's need for consistency in the face of job changes and his worries about automation. The session was successful in addressing Robert's concerns and matching his goals with doable solutions, according to the reflection on the Gibbs Reflective Cycle. Both the strengths-based methodology and the self-determination principle have been identified as essential components of successful coaching and mentoring. These behaviours not only enable people but also foster an atmosphere that values individual autonomy and development. 
The commitment to providing a friendly and encouraging environment that promotes success was illustrated by the coaching and mentoring abilities, attitudes, and behaviours displayed during the session. More focused emotional coping techniques and addressing the emotional component of progress made could improve the coaching and mentoring process. Self-care and emotional health should be emphasised to increase the sessions' overall impact. The adoption of coaching and mentoring techniques may enhance staff productivity and morale in the setting of Healthcare International. The business might promote a culture of learning, collaboration, and continuous development by valuing team members' abilities and promoting self-directed growth. This would result in a more skilled, engaged, and motivated workforce, which would help the organisation succeed.
[bookmark: _Toc143515727]Action plan
Three crucial steps are included in the action plan that emerged from the coaching session. In the beginning, Robert would actively incorporate automation into his workflow, seeing its potential advantages and turning it into a tool for efficiency. Second, he will start a mentoring programme to spread his knowledge and enable a seamless handoff to his successor. Finally, Robert will keep attending his scheduled coaching sessions, which will continue to centre on time management tactics, stress-reduction strategies, and emotional coping mechanisms. Robert wants to take these steps to improve his personal performance, keep his job until retirement, and favourably influence the expansion of the business and the progress of his team.
[bookmark: _Toc143515728]Conclusion
The report emphasises the critical role coaching and mentoring play in encouraging both personal and professional development at work. The value of these tactics in overcoming obstacles, developing skills, and directing career pathways is made clear through the lens of a coaching session between Philippa and Robert. In addition to skills like active listening and goal setting, the study emphasises the significance of attitudes like empathy, positive respect, and a growth mentality. Also emerging as potent growth accelerators are the strengths-based approach and the self-determination concept. The useful action plan that was developed as a result of the coaching session is an excellent illustration of how coaching and mentoring can be used to produce measurable outcomes while boosting morale, boosting work satisfaction, and fostering a culture of continuous learning.
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