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	TASK  2 - Assessment Component - Portfolio (4500 words equivalent)

	Produce a portfolio comprising four elements:
i) A reflective journal outlining at least six hours experience of planning and implementing the identified coaching or mentoring process
ii) A critical review of your experience of coaching supervision or peer mentoring with an observed/recorded coaching or mentoring session of at least 30 minutes duration, utilising themodel(s) from assessment 1.
iii) A critical reflection on coaching/mentoring performance in the workplace identifying strengths and areas for improvement
iv) A personal development plan addressing the identified development needs
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Produce a portfolio comprising four elements:
i) A reflective journal outlining at least six hours experience of planning and implementing the identified coaching or mentoring process
ii) A critical review of your experience of coaching supervision or peer mentoring with an observed/recorded coaching or mentoring session of at least 30 minutes duration, utilising the model(s) from assessment 1.
iii) A critical reflection on coaching/mentoring performance in the workplace identifying strengths and areas for improvement
iv) A personal development plan addressing the identified development needs
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I have decided to use a colleague from within my workplace as the coachee for my sessions. Having knows this individual for a while I think that she would find the process both interesting and worthwhile. More importantly I know she would give her upmost effort and honesty when completing the coaching sessions designed specifically for her. As a Network lead, my coachee is challenged on a daily basis to work with trainee teachers, class mentors and senior mentors in both schools and University environments. My coacheee will soon be in a position of needing to deliver Mentor training to the people she is responsible for. I hoped to help her with her goals but also to show how following this process could also help the people she deals with day to day.

Before commencing the coaching it is important to ascertain the goals that will be the focus of the coaching engagement. I held a 30 min pre-coaching meeting with my coachee via TEAMS in order to help gather information about her current situation, challenges, and desired outcomes. I asked my coachee to complete a questionnaire prior to us meeting and we would use this as the basis of our conversation. I planned to ask probing questions that specifically address their goals and what they hope to achieve through coaching. These questions helped initiate a conversation and encouraged the coachee to reflect on their aspirations, desires, and challenges. The goal is to facilitate a dialogue that leads to clear, meaningful, and achievable goals that align with the coachee's values and vision for their future.

· What do you hope to achieve through our coaching sessions?
· What would be the ideal outcome or result for you at the end of our coaching engagement?
· How would you define success in relation to the areas of your life/work we are focusing on?

Here are the targets that were generated from the questionnaire and coaches response and subsequently the areas of focus for our coaching sessions:

1. Leadership development: Assess the network lead's current leadership skills and identify areas for growth and development in communication, decision-making, delegation, and team management abilities.

2. Strategic thinking and problem-solving: Assist the network lead in developing strategic thinking skills to effectively analyse complex situations, make informed decisions, and solve problems within the context of their network management responsibilities.

3. Relationship building and networking: Guide the network lead in building and maintaining relationships with stakeholders, team members, and external partners. Help them enhance their networking skills, establish meaningful connections, and foster collaboration within their network.
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The VARK test is a questionnaire designed to assess an individual's preferred learning style. It was developed by Neil Fleming in the late 1980s. The acronym "VARK" stands for Visual, Auditory, Reading/Writing, and Kinaesthetic, representing the four main learning modalities.

The VARK test consists of a series of multiple-choice questions that ask individuals about their preferences for learning in different situations. Based on their responses, individuals are categorized into one or more of the four learning styles:
1. Visual Learners: Visual learners prefer to learn through visual aids such as charts, diagrams, and images. They grasp information better when it is presented in a visual format.
2. Auditory Learners: Auditory learners prefer to learn through listening and speaking. They benefit from lectures, discussions, and audio materials, as they can absorb information through sound and verbal communication.
3. Reading/Writing Learners: Reading/writing learners prefer to learn through written texts, taking notes, and engaging in written exercises. They learn effectively by reading and writing information.
4. Kinaesthetic Learners: Kinaesthetic learners prefer to learn through hands-on experiences and physical activities. They learn best by engaging in practical tasks, demonstrations, and experiments.

It's important to note that the VARK test is just one of many tools available to understand learning preferences. While it can provide some insights into individual learning styles, research suggests that individuals often have a combination of learning preferences and can adapt their learning style based on the context.

The VARK test can be useful for individuals and educators to understand their own learning preferences and tailor their learning or teaching strategies accordingly. However, it's important to recognize that effective learning often involves incorporating multiple modalities and strategies to enhance comprehension and retention.

Having considered the different Models of coaching I has decided to follow the WOOP coaching model  developed by Gabrielle Oettingen. WOOP stands for Wish, Outcome, Obstacle, Plan. It is designed to help individuals set realistic goals, identify potential obstacles, and develop effective action plans. Here's how the WOOP coaching model can be applied:
Wish:
Start by asking the individual about their specific wish or goal. Encourage them to articulate what they truly want to achieve.
What is your wish or goal for this coaching session?
What would you like to accomplish or change as a result of our work together?

Outcome:
In this stage, ask the individual to visualize the desired outcome of their goal. Encourage them to imagine how it would feel to achieve their goal.
What would be the best possible outcome if you were to achieve your goal?
How would you feel when you reach your desired outcome?

Obstacle:
Next, help the individual identify potential obstacles or challenges that may hinder their progress towards their desired outcome. Encourage them to consider both internal and external barriers.
What obstacles or challenges might you face along the way?
What factors or situations could potentially hinder your progress?

Plan:
In this stage, work with the individual to develop a concrete and actionable plan to overcome obstacles and achieve their desired outcome. Encourage them to break their goal down into smaller steps.
What specific actions or strategies can you implement to overcome the identified obstacles?
How will you navigate each step of your plan to ensure progress towards your desired outcome?

Throughout the coaching process, revisit the WOOP model to review progress, reassess goals, and make any necessary adjustments. Encourage the individual to reflect on their experiences, learn from setbacks, and stay motivated towards their goal.

The WOOP coaching model helps individuals clarify their goals, consider potential challenges, and develop effective strategies for success. It combines visualization and mental contrasting with practical planning, creating a comprehensive framework for goal achievement.

A coaching engagement following the WOOP model typically spans multiple sessions, allowing for a progressive exploration of the client's goals, obstacles, and action plans. Here's an example breakdown of content for a six-session coaching series using the WOOP model:


CRITICAL REVIEW OR COACHING EXPERIENCE

In order to complete the reflection of my coaching sessions thoroughly I decide to follow a particular model that I thought would work for me. The framework consists of three main stages: What? So what? Now what?  and works very well for reflecting on a specific event. 

Rolfe's Framework for Reflexive Practice is a model that helps individuals engage in reflective thinking and learning from their experiences. It was developed by Gary Rolfe and his colleagues was inspired by the foundational work of Terry Burton (1970), who used the ‘What-So What-Now What?’ reflective prompts for developing educational materials. These prompts can also be seen through the work of John Driscoll (2007) who adopted the model for healthcare professionals and endorsed using the three questions for individual and collective reflection in clinical practice.
[image: What? So what? Now what?]
Figure 1
University Of Hull
https://libguides.hull.ac.uk/reflectivewriting/rolfe
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By following Rolfe's Framework for Reflective Practice, I wanted to have a simple but structured process of reflection that promotes deeper understanding, self-awareness, and professional development. The framework can be applied in various contexts, such as healthcare, education, and personal development, to enhance learning from experiences and inform future actions.

With all this information in place my 6 session were planned using the WOOP Model. including the coaches goals, I created a 6 session Coaching plan. Because of the results of the Coachee’s VARK test showing that she was a visual learner I decided to compile the resources and plans everything via visual display on ‘Poweproint’. The whole content of the work we did together can be seen in the appendix 6. 

SESSION 1: ESTABLISHING RAPPORT AND GOAL EXPLORATION
Prior to beginning the session I reinforced the rules and regulations we had discus in order to create a safe and friendly environment. I referenced the contract that we both read and signed and agreed on and stated that Introduce the coaching process and establish rapport with the client. With the coachee being a colleague of mine I wanted to ensure her of confidentiality in order to create an open relationship that the coachee feels able to open up. I also wanted to make sure I was sticking to the correct procedure  and us and took account of appropriate ethical considerations (Clutterbuck, 2004).  Please reference appendix for a copy of the contract we both signed.

Because my coachee had shown low self-esteem and indeed highlights this as a target we were working on, I began the session with an Ice braker. I intended on doing this in all the 6 sessions in order to specifically put the Coachee out of her comfort zone and having to lead and speak. An Icebreaker activity in the initial coaching session can help create a comfortable and open atmosphere. Using "Two Truths and a Lie" (See Appendix 7) it was easy to spot the lie from the coachee as there was little conviction in trying to lie, and not much effort went in to masking the truth. This really reinforced the last of Sefl-esteem this individual had, and showed that this target was one that would need a lot of concentrating on.
During this first session I asked a lot of simple questions and allowed the coache time to describe and explain why she had picked her goals, and giving me the motivation behind why she had now decided to have coaching to overcome them. I used these motivations and asked questions like What will be different in your life once you achieve this goal?​ In order to get the coachee to visualise what success locks like in order to generate excitement and determination for the next 5 sessions.

My only worry was the slight awkwardness that was between us as we knew each other and it felt like a barrier. I decided to discuss the potential power imbalance openly and honestly with my coachee and acknowledge that it could impact on the future coaching relationship. I expressed my commitment to maintaining professionalism and respect throughout the process and this seemed to help a lot

SESSION 2: IDENTIFYING AND ANALYSING OBSTACLES
The goal breakdown coaching session is designed to help the coachee break down their overarching goal into smaller, actionable steps. This session focuses on creating a roadmap or action plan that will guide the coachee towards achieving their goal effectively.

It started with the question How will you feel when you achieve your goal?
Once the coachee we motivated by these feelings we completed the Goal Vision Board: Activity (See Appendix 3). Overall, I felt that completing this task empowered the coachee to envision their goals, increase their motivation and focus, and provide a visual representation of their aspirations. It served as a powerful tool for self-reflection, inspiration, and accountability throughout the coaching journey in later sessions also, and during hard times outside of the coaching sessions.

We then moved on to discuss ‘What will stop you?’ it was clear that there was an issue with colleagues within the workplace. The coachee felt under appreciated and disrespected by more senior members of her team. The coachee put some of these issues into content and one example was as simple as replying and acknowledging emails. On several occasions important emails had not been responded to leading to deadlines not being met or documents not being received. We worked on a simple action plan of  ways that this could be dealt with. 

In creating responses that were professional, the coachee was clearly not wanting to create any conflict. This identified another target that would need to be addressed in future sessions. I did feel 
some anger and frustration during this session as I was very aware of the people being discussed. It was very hard not to allow myself to get involved into the discussion and it took a lot or restraint to stay as the facilitator and not get involved in the conversation on a personal level.

CRITICAL REVIEW OF COACHING SUPERVISION

The video and the review comes from session 2.  This was a IDENTIFYING AND ANALYSING OBSTACLES session and the video begins just after our completion of the Icebreaker task. I wanted to use . I was very much looking to ask open questions and allow the coachee the opportunity to answer as much as possible. 

I feel that the session did achieve some of it goals in highlighting the issues that were stopping the coachee build her self-esteem and relationships with colleagues. In fact it became evident that the two goals very very closely linked and having a direct impact on each other. I do feel there was an environment created that the Caochee felt able to open up, but considering it was only the second session there was still resistance to completely describe the issues behind the goals.

The coachee is having difficulty envisioning the end result, I feel I was helpful in providing support and guidance to facilitate their understanding,  by asking specific questions allowing the opportunity to compare between school and university. 

Areas for Improvement:
When coaching, it is important to have patience when asking questions and avoid jumping in too quickly. Patience allows for the coachee to fully process and reflect on the question before responding, leading to deeper insights and self-discovery. Here are a few reasons why patience in questioning is valuable during coaching.

Through reviewing  the video I have learned it is important to have patience when asking questions and avoid jumping in too quickly. Patience allows for the coachee to fully process and reflect on the question before responding, leading to deeper insights and self-discovery. 
Patience gives the coachee the time and space to reflect on the question asked. It allows them to explore their thoughts, consider different perspectives, and delve into their own experiences before formulating a response. Rushing the process can hinder the coachee's ability to engage in meaningful reflection.

By not offering answers the coach demonstrates active listening. It shows that the coach is fully present and attentive to the coachee's responses. This fosters trust and encourages the coachee to share more openly and deeply, knowing that their thoughts are being respected and heard.

Through patient questioning, the coach helps the coachee develop critical thinking skills, problem-solving abilities, and a deeper understanding of themselves. By resisting the urge to jump in with answers or suggestions, the coach allows the coachee to explore and learn from their own thought processes and discoveries.


SESSION 3: ACTION PLANNING

The third session was focused on helping the coachee create a clear and actionable plan to move forward towards their goals. Designed to provide structure and support in developing a practical roadmap that aligns with the coachee's 3 objectives.


Together we managed to break down the goal into smaller, actionable steps providing clarity and direction for the coachee on how to deal with them. The conversation was free and the coachee seemed to open up a lot more. The honesty in her answers seemed to represent a safe environment that had manifested over the last two hours. 

To begin  we revisited the coachee's goals, as I wanted to make sure they were the three most important top her at this time. I was aware that Dealing with conflict had also been obvious but the coachee was clear that these three goals were her priority for the immediate future. 

We looked at the current situation  and assessed how these targets impacted her within her day to day routines. Assessment: Explore the coachee's current situation and identify any existing resources, skills, or experiences that can be leveraged to support goal attainment. Discuss any relevant challenges or barriers that may need to be addressed.

In order to breakdown the goals we completed the Goal Breakdown Task’  see appendix 9: It allows the coachee to consider specific actions they can take to make progress.

After this we started create an action plan and agreed we needed to create Action specific targets for each goal. We decide to create SMART Goal to support the coachee do this.

SESSION 4: REFINING AND ADJUSTING THE PLAN

In this session the target is to help the coachee refine their goals, assess their progress, and create a detailed plan of action. We focused on reviewing the SMART targets and adjusting the existing goals, identifying When and where will you take these actions. The coachee started to show that these targets were not just relevant for the day at work but also during the time at home with the family.

I guided the coachee in identifying potential obstacles or challenges that may hinder their progress towards the goals and this was when the coachee realized that a number of issues she was having in work were also duplicated at home especially in relation to children not giving her the respect she deserved.  I then encouraged the coachee to explore both internal and external factors that could impact their success.

By addressing potential obstacles and refining the action plan, the coachee becomes better equipped to overcome challenges and adapt to changing circumstances.


SESSION 5: MONITORING PROGRESS AND CELEBRATING SUCCESSES
In this session I wanted to assess the coachee's progress, provide feedback, and celebrate their achievements.  The session provided an opportunity for the coachee to receive valuable feedback and evaluation of their progress, allowing them to gain a clear understanding of their strengths and areas for further improvement. I think it was also a timely reminder that clear progress was being made at home, university and in partner school environments. There clearly more confidence in the coachee when answering questions in reference to awkward colleagues and situations that once caused distress.
Celebrating achievements and milestones boosted the coachee's motivation, confidence, and sense of accomplishment, and gave them renewed energy to complete tasks and encouraging them to continue their growth journey.

In order to review the client's progress against the action plan we completed the  - "Progress Wheel" (See Appendix 11). It provides a structured framework to assess the coachee's progress on their action plan tasks. This task clearly showed improvements and reinforced what I earlier believed I  noticing a huge difference in coaches confidence.

SESSION 6: REFLECTION, REVIEW, AND NEXT STEPS
Before attending the final session coachee will complete "Reflect and Reconnect" task. (See Appendix 12)
The last of our one-hour sessions was spent reflecting, reviewing, and creating future plans. This coaching session provided an opportunity for the coachee to reflect on their coaching journey, review their accomplishments and challenges, and make plans for development. This session was a success in focuses on gaining insights from the coaching experience, identifying areas for growth, and setting clear goals and actions for the future. We did this through asking three questions.

· How will you track your progress towards your goal?​
· How will you know if you're making progress or encountering setbacks?​
· How often will you review your actions and adjust your plan if needed?

After this discussion we then used the pr session task that was completed to evaluate the experience the coachee had successfully undertaken.

At the conclusion of the 6 sessions, I requested my coachee to complete an evaluation of the coaching. I did this because I feel that evaluating at the end allows for a more comprehensive reflection on the entire coaching journey. It enables clients to assess their progress, insights, and growth over the course of multiple sessions, considering the cumulative impact of the coaching process. Patterson, M. (2013)

However, it's important to note that I was giving and asking for feedback during each session in order to ensure things were working. By doing this informally at the end of a session before saying goodbye’s it allowed me to track progress, addressing any concerns or insecurities, and making necessary adjustments.
























CRITICAL REFLECTION ON COACHING/MENTORING PERFORMANCE IN THE WORKPLACE

In my role as a Professional tutor within the University I am still very much learning to adapt my skills and learn the specific style of the environment. As a mentor to student teachers, I have been providing support and guidance throughout their teaching experience if not in school then through lectures and meetings. 

My main worry is that there is not a common model of coaching exercised within the university, a common model that every Professional tutor, school mentor uses in order to deliver the same quality of coaching. As stated by Clark & Peterson, 2020, p. 87 Quality coaching feedback is essential for the professional growth of student teachers, as it goes beyond simply pointing out areas for improvement. Effective coaching feedback provides specific and actionable suggestions, offers support and encouragement, and fosters a collaborative learning environment. When student teachers receive high-quality coaching feedback, they are better able to reflect on their practice, make meaningful adjustments, and develop their teaching skills with confidence.

Without this consistency of coaching from all, students are not all being treated the same. Some are having a high level of interaction and information while others are missing out. The university has listened to pupil voice and started to quality assure the coaching that’s delivered by creating a Coaching and Mentoring course, handbook and resource for all to follow. This will inevitably in time halt any resistance to feedback, by questioning the source ass everyone should be following the same model and striving for consistency. According to Fletcher, T., Clark, A. C., & Lunsford, L. G. (2017) High-quality coaching promotes a collaborative learning environment, fosters self-efficacy, and empowers student teachers to continually improve their teaching practices.








PERSONAL DEVELOPMENT PLAN


By following this Personal Development Plan, I aim to enhance my coaching skills and navigate the unique dynamics of coaching a close colleague, ensuring a professional, ethical, and impactful coaching experience for both parties involved.

TARGET 1.
Considering the Circumstances of Coaching a Close Colleague
Objective: To develop strategies and skills for effectively coaching a close colleague in future coaching engagements.
Actions:
1. Self-Reflection:
· Reflect on my current relationship with the colleague and acknowledge any potential challenges or biases that may arise during coaching.
· Consider how my personal relationship with the colleague may impact the coaching dynamic and the ability to maintain a professional boundary.
2. Establish Clear Boundaries:
· Define and communicate clear boundaries and expectations with the colleague before engaging in coaching sessions.
· Discuss the importance of separating personal and professional interactions during coaching to ensure a focused and unbiased approach.
3. Confidentiality and Trust:
· Emphasize the importance of confidentiality in coaching and assure the colleague that any information shared during coaching sessions will be treated with utmost privacy and respect.
· Build trust by demonstrating professionalism, integrity, and a commitment to the coaching process.
4. Objectivity and Impartiality:
· Strive to maintain objectivity and impartiality throughout the coaching sessions, despite the personal relationship.
· Be mindful of any personal biases or preconceptions that may arise and actively challenge them to ensure fairness and equitable treatment.
5. Active Listening and Empathy:
· Enhance active listening skills to fully understand the colleague's perspectives, needs, and goals.
· Demonstrate empathy and create a safe space for open and honest dialogue, allowing the colleague to express themselves freely.
6. Non-Directive Approach:
· Adopt a non-directive coaching approach that encourages self-reflection, self-discovery, and self-directed learning for the colleague.
· Facilitate their growth and development by asking powerful questions, providing supportive feedback, and encouraging independent thinking.
7. Reflective Practice:
· Engage in regular self-reflection and debriefing sessions after coaching interactions with the colleague.
· Reflect on the dynamics of the coaching relationship, identify areas of strength, and consider opportunities for improvement.
8. Seek Supervision or Mentoring:
· Seek supervision or mentoring from an experienced coach or supervisor to discuss challenges, receive guidance, and gain insights into coaching a close colleague.
· Use these sessions as a space to process emotions, explore strategies, and ensure ethical and professional practices are maintained.
9. Continuous Learning:
· Continuously seek professional development opportunities focused on coaching relationships, coaching ethics, and navigating complex coaching dynamics.
· Stay updated with the latest research and best practices in coaching to enhance coaching skills and knowledge.



Timeline:
· Month 1: Reflect on the personal relationship and potential challenges.
· Month 2: Establish clear boundaries and communicate expectations.
· Month 3-4: Engage in coaching sessions with the close colleague, applying active listening and non-directive approaches.
· Month 5-6: Reflect on coaching sessions, seek supervision or mentoring, and continue professional development.
Evaluation:
· Regularly assess the effectiveness of maintaining boundaries and objectivity during coaching sessions with the close colleague.
· Seek feedback from the colleague regarding their experience of being coached and the impact on their personal and professional development.
· Reflect on personal growth and development as a coach in navigating coaching relationships with close colleagues.

















TARGET 2
Objective: To enhance my understanding and skills in goal setting, enabling me to effectively assist individuals in setting meaningful and achievable goals.
Actions:
1. Research and Learning:
· Read books, articles, and research papers on goal setting theories, methodologies, and best practices.
· Attend seminars, workshops, or webinars focused on goal setting and related topics.
· Explore online resources, podcasts, or TED talks featuring experts in the field of goal setting.
2. Self-Assessment and Reflection:
· Reflect on my current approach to goal setting and identify areas for improvement.
· Consider personal experiences with setting and achieving goals, and evaluate their effectiveness.
· Engage in self-reflection exercises to increase self-awareness about my strengths and weaknesses in goal setting.
3. Goal Setting Models and Techniques:
· Study different goal setting models and techniques, such as SMART goals, GROW model, or OKR (Objectives and Key Results).
· Understand the principles and application of each model, and identify which ones resonate with my coaching style.
4. Effective Communication:
· Enhance my communication skills to facilitate goal setting discussions with individuals.
· Learn active listening techniques, open-ended questioning, and paraphrasing to better understand individuals' aspirations and clarify their goals.


5. Coaching Skills:
· Develop coaching skills to guide individuals through the goal setting process.
· Learn how to create a safe and supportive environment where individuals feel comfortable sharing their goals.
· Practice using powerful questions to help individuals explore their motivations, values, and desired outcomes.
6. Motivation and Engagement:
· Gain knowledge on motivation theories and techniques to help individuals stay motivated throughout the goal setting journey.
· Explore strategies for increasing engagement and commitment to goals, such as visualization, accountability, and rewards.
7. Goal Measurement and Evaluation:
· Understand different methods of measuring and evaluating goal progress and success.
· Learn how to track and assess goal attainment, adjust strategies as needed, and celebrate milestones achieved.
8. Application and Practice:
· Apply the knowledge and skills gained through reading, learning, and reflection in real-life coaching scenarios.
· Seek opportunities to coach individuals in goal setting, providing guidance, support, and feedback throughout the process.
9. Continuous Learning:
· Stay updated with the latest research, trends, and best practices in goal setting and related areas.
· Engage in ongoing professional development activities, such as attending conferences or joining communities of practice, to expand my knowledge and skills.
Timeline:
· Month 1: Conduct research, self-assessment, and reflection on goal setting.
· Month 2-3: Learn different goal setting models and techniques.
· Month 4-5: Develop effective communication and coaching skills for goal setting.
· Month 6: Apply knowledge and skills in real-life coaching scenarios, reflect on progress, and create an action plan for further development.
Evaluation:
· Regularly assess my progress against the set objectives and action steps.
· Seek feedback from individuals I have coached on the effectiveness of the goal setting process.
· Reflect on personal growth and development as a coach in facilitating meaningful and achievable goals.


































TARGET 3.
Objective: To develop effective conflict management skills, enabling me to handle conflicts in a constructive and positive manner.
Actions:
1. Self-Assessment and Reflection:
· Reflect on personal experiences with conflict and identify strengths and areas for improvement in managing conflicts.
· Evaluate personal conflict management style and identify any biases or patterns that may hinder effective resolution.
2. Understanding Conflict:
· Read books, articles, and research papers on conflict management theories and strategies.
· Gain a deep understanding of different types of conflicts, their causes, and potential impact on individuals and relationships.
3. Emotional Intelligence and Self-Regulation:
· Develop emotional intelligence skills to better understand and manage emotions during conflicts.
· Learn techniques for self-regulation, such as deep breathing, mindfulness, and self-reflection, to maintain composure and respond effectively in conflict situations.
4. Active Listening and Communication:
· Enhance active listening skills to understand the perspectives and needs of others involved in conflicts.
· Improve communication skills, including assertiveness and clarity, to express thoughts and concerns constructively during conflict discussions.
5. Conflict Resolution Models and Techniques:
· Study various conflict resolution models, such as negotiation, mediation, and collaboration.
· Learn practical techniques and strategies for facilitating resolution and reaching win-win outcomes in conflicts.

6. Problem-Solving and Decision-Making:
· Develop problem-solving and decision-making skills to analyze conflicts, identify underlying issues, and explore potential solutions.
· Acquire techniques for generating creative options and evaluating their feasibility and effectiveness in resolving conflicts.
7. Cultural Sensitivity and Diversity:
· Gain awareness and understanding of cultural differences and their influence on conflict management approaches.
· Learn strategies for effectively managing conflicts in diverse and multicultural settings.
8. Managing Difficult Conversations:
· Acquire skills for managing difficult conversations during conflicts, such as handling resistance, defensiveness, and emotions.
· Learn techniques for de-escalating tensions and fostering a collaborative atmosphere for resolving conflicts.
9. Conflict Prevention and Relationship Building:
· Explore strategies for preventing conflicts through effective communication, collaboration, and relationship building.
· Develop skills in building rapport, empathy, and trust to create a positive and supportive work environment.
10. Application and Practice:
· Apply the knowledge and skills gained through learning and reflection in real-life conflict situations.
· Seek opportunities to practice conflict management techniques and receive feedback on effectiveness.
Timeline:
· Month 1: Conduct self-assessment, reflection, and research on conflict management.
· Month 2-3: Develop emotional intelligence and active listening skills.
· Month 4-5: Learn conflict resolution models and techniques.
· Month 6: Apply knowledge and skills in real-life conflict scenarios, reflect on progress, and create an action plan for further development.
Evaluation:
· Regularly assess my progress against the set objectives and action steps.
· Seek feedback from colleagues or superiors on the effectiveness of conflict management approaches.
· Reflect on personal growth and development in managing conflicts and fostering positive relationships.
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SESSION 1: ESTABLISHING RAPPORT AND GOAL EXPLORATION
· Introduce the coaching process and establish rapport with the client.
· Icebreaker activity in the initial coaching session can help create a comfortable and open atmosphere. Icebreaker to use "Two Truths and a Lie" (See Appendix 2)
· Explore the coachee goals in detail:-  
· What is your specific goal or wish?
· Why is this goal important to you?
· What would achieving this goal mean for you?
· Identify the underlying motivation and significance of the goal.
· Help the client articulate their desired outcome.
· How will you feel when you achieve your goal?
· What positive outcomes or benefits will you experience?
· What will be different in your life once you achieve this goal?

SESSION 2: IDENTIFYING AND ANALYSING OBSTACLES
· Goal Vision Board: Activity (See Appendix 3)
· How will you feel when you achieve your goal?
· What positive outcomes or benefits will you experience?
· Review the desired outcome and explore potential obstacles that may hinder progress.
· Guide the client in understanding the internal and external barriers they may encounter.
· Use reflective questioning techniques to uncover limiting beliefs or fears.
· What will be different in your life once you achieve this goal?
· Support the client in reframing obstacles as opportunities for growth.
· What potential obstacles or challenges might you face in pursuing this goal?
· How have you dealt with similar obstacles in the past?
· What resources or support do you need to overcome these obstacles?

SESSION 3: ACTION PLANNING
· Review the client's wish, outcome, and identified obstacles by completing the ‘Goal Breakdown Task’ (See Appendix 4)
· What specific actions can you take to move towards your goal?
· Assist the client in generating actionable steps to overcome obstacles.
· How will you break down your goal into smaller, manageable steps?
· Encourage the client to break down the goal into smaller, achievable tasks.
· When and where will you take these actions?
· Discuss the importance of setting specific timelines and deadlines.
· SMART TARGET (See Appendix 5)

SESSION 4: REFINING AND ADJUSTING THE PLAN
· Review the progress made since the previous session – ‘Life Timeline’ (See Appendix 6)
· How will you break down your goal into smaller, manageable steps?
· Explore any challenges or setbacks encountered during the action steps.
· What specific actions can you take to move towards your goal?
· Encourage the client to reflect on what worked well and what needs adjustment.
· When and where will you take these actions?
· Collaboratively refine the action plan and make any necessary modifications.

SESSION 5: MONITORING PROGRESS AND CELEBRATING SUCCESSES
· Review the client's progress against the action plan - "Progress Wheel" (See Appendix 7)
· Discuss any achievements, milestones, or breakthroughs experienced.
· Encourage the client to reflect on the positive impact of their efforts.
· Celebrate successes and acknowledge the client's commitment and resilience.

SESSION 6: REFLECTION, REVIEW, AND NEXT STEPS
Before attending the final session coachee will complete "Reflect and Reconnect" task. (See Appendix 8)
· Encourage the client to reflect on the entire coaching journey.
· How will you track your progress towards your goal?
· Review the client's overall progress and the lessons learned.
· How will you know if you're making progress or encountering setbacks?
· Discuss strategies for maintaining momentum and sustaining progress.
· How often will you review your actions and adjust your plan if needed?
· Explore possibilities for continued growth and development beyond the coaching engagement.







Appendix 5 – COACHING Video

Coaching and Mentoring-20230615_230956-Meeting Recording.mp4 (sharepoint.com)
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An icebreaker activity in the initial coaching session can help create a comfortable and open atmosphere. Here's the icebreaker I have chosen to use:
"Two Truths and a Lie"
Instructions:
1. Ask the client to think of two true statements and one false statement about themselves.
2. Instruct the client to share these three statements with you without revealing which one is false.
3. Your task as the coach is to guess which statement is the lie.
Example: Client's statements:
1. I have travelled to five different countries.
2. I play the guitar in a band.
3. I speak three languages fluently.
As the coach, you can listen attentively and ask follow-up questions to gather more information about each statement. Based on your observations and insights, you can then make an educated guess about which statement is the lie.
Benefits:
· Breaks the ice and creates a relaxed atmosphere.
· Allows you to learn interesting facts about the client.
· Provides an opportunity for active listening and engaging in dialogue.
Note: It's important to keep the activity light and fun, ensuring that the client feels comfortable sharing. Also, be mindful that some clients may have personal or cultural sensitivities, so always respect their boundaries and adapt the activity as needed.
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Materials needed: Magazines, scissors, glue sticks, poster boards or large sheets of paper, markers or coloured pencils.
Instructions:
1. Provide each participant with a poster board or a large sheet of paper, along with magazines, scissors, glue sticks, and markers.
2. Explain that the goal of the activity is to create a visual representation of their goals and aspirations using images, words, and symbols from the magazines.
3. Ask participants to flip through the magazines and cut out images, words, and phrases that resonate with their goals and aspirations. These can include career aspirations, personal growth, relationships, health and well-being, etc.
4. Encourage participants to arrange and glue their cut-outs on the poster board in a way that reflects their vision for the future. They can be as creative as they like, using colours, drawings, and additional markers to enhance their vision boards.
5. After everyone has completed their goal vision boards, provide an opportunity for participants to share their boards with the group. Each participant can briefly explain the images and symbols they chose and why they are meaningful to their goals.
6. Facilitate a group discussion around the goals and aspirations represented in the vision boards. Encourage participants to ask questions, offer support, and provide feedback to one another.
7. Conclude the activity by emphasizing the importance of setting clear goals and visualizing them. Discuss the next steps participants can take to turn their goals into actionable plans.
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Action planning starter activity: Materials needed: Sticky notes, flipchart paper or whiteboard, markers.
Instructions:
1. Introduce the concept of action planning and its importance in turning goals into actionable steps.
2. Divide participants into small groups or pairs, depending on the size of the group.
3. Provide each group or pair with sticky notes and markers.
4. Ask participants to think about their individual goals and write each goal on a separate sticky note.
5. Once everyone has written down their goals, have each group or pair gather around a flipchart paper or whiteboard.
6. Instruct participants to place their sticky notes with their goals on the flipchart paper or whiteboard, creating a collective display of goals.
7. Facilitate a group discussion around the goals. Encourage participants to identify common themes or similarities among the goals.
8. Guide the group in breaking down each goal into smaller, actionable steps. Ask participants to generate ideas and write each action step on a separate sticky note.
9. Have participants place their action steps under the corresponding goals on the flipchart paper or whiteboard, creating a visual representation of the goal breakdown.
10. Allow time for participants to review the collective goal breakdown and ask questions or provide feedback to one another.
11. Summarize the key insights and common action steps that emerged from the activity. Discuss the importance of specificity, measurability, and relevance in creating actionable steps.
12. Conclude the activity by encouraging participants to take their individual action steps and develop them into detailed action plans. Emphasize the significance of accountability and regular progress tracking.
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Appendix 10 ICE BRAKER #6

[bookmark: _Toc137762096]‘Life Timeline’:
Self-Reflection Icebreaker Activity: "Life Timeline"
Instructions:
1. Give each participant a large sheet of paper and markers.
2. Ask participants to draw a horizontal line across the center of the paper, representing a timeline of their life.
3. Instruct participants to mark significant milestones, events, and experiences that have shaped their personal and professional journey along the timeline. They can use symbols, images, or words to represent these milestones.
4. After participants have completed their timelines, invite them to share their reflections with the group. Each person can briefly explain the significance of the milestones they included and the impact they have had on their lives.
5. Facilitate a group discussion by asking questions such as: What patterns or themes do you notice in your timeline? What have been the most significant moments or turning points in your life? How have these experiences influenced your personal and professional growth? What lessons have you learned along the way?
6. Encourage participants to reflect on their timelines and consider how their past experiences can inform their future goals and aspirations. They can use their timelines as a visual representation of their life journey and draw insights from it throughout the coaching process.
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Monitoring Progress Activity: "Progress Wheel"
Instructions:
1. Prepare a large circular diagram representing a wheel on a whiteboard, flipchart, or handout. Divide the wheel into sections, like slices of a pie, to represent different areas of progress or goals.
2. Write down the different areas of progress or goals that participants are working on around the outer edge of the wheel. These could be specific goals related to their coaching journey or areas of development they want to track.
3. Provide participants with small sticky notes or markers.
4. Ask participants to reflect on their progress in each area and to rate their current level of achievement or satisfaction on a scale of 1 to 10. Instruct them to write down their ratings on the sticky notes or mark the corresponding areas on the wheel diagram.
5. After everyone has rated their progress, invite participants to share their reflections and discuss their ratings with a partner or in small groups. Encourage them to share what they have accomplished, challenges they have encountered, and areas they want to focus on moving forward.
6. Facilitate a group discussion by asking participants to share any insights, patterns, or surprises they noticed when looking at their progress wheel. Encourage them to discuss any strategies they have found effective or areas where they may need additional support.
7. As a group, brainstorm and share ideas on how participants can further enhance their progress in each area. This could involve setting specific action steps, seeking additional resources, or engaging in further learning or development activities.
8. Have participants reflect on their discussions and identify one or two specific actions they will commit to taking to improve their progress in the identified areas.
9. Encourage participants to regularly revisit their progress wheel and update their ratings as they continue their coaching journey. This will help them track their progress, identify areas that need attention, and celebrate their achievements along the way.
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"Reflect and Reconnect"
Instructions:
1. Ask participants to find a quiet and comfortable space where they can focus on their thoughts and reflections.
2. Provide participants with a set of reflective questions or prompts. These can include:
· What have been your biggest achievements or milestones during the coaching process?
· How have you grown or developed as a result of the coaching?
· What are some key insights or learnings you have gained about yourself?
· What challenges or obstacles have you faced, and how have you overcome them?
· How have your perspectives or beliefs shifted as a result of the coaching?
· In what ways have you applied what you've learned in your day-to-day life or work?
· What support or resources have been most helpful to you during the coaching process?
· How have your goals or aspirations evolved since the beginning of the coaching?
3. Encourage participants to take their time and reflect deeply on each question. They can write their responses in a journal or on a piece of paper, or simply think through their answers in their minds.
4. After participants have completed their reflections, invite them to take a few moments to review what they have written or thought about.
5. Facilitate a group discussion or pair participants up to share their reflections, if appropriate and comfortable for the participants. This can provide an opportunity for further insights, learning, and connection.
6. Conclude the activity by emphasizing the importance of ongoing self-reflection as a tool for personal growth and development. Encourage participants to continue this practice beyond the coaching process.
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Rolfe et al.’s (2001) reflective model

Rolfe et al’s (2001) reflective model is based upon three simple questions: What? So what? Now
what? Below is a list of questions that you may choose to answer in response to the three elements.

What?
s the problem/difficulty/ reason for being stuck/reason for feeling bad/reason we don't get
on?
was my role in the situation?
was | trying to achieve?
actions did | take?
was the response of others?
were the consequences for the student? Myself? Others?
feelings did it evoke in the student? Myself? Others?
was good/bad about the experience?

So what?
does this tell me/teach me/imply/mean about me/my class/others/our relationship/my
patient’s care/the model of care | am using/my attitudes/my patient’s attitudes?
was going through my mind as | acted?
did I base my actions on?
other knowledge can | bring to the situation?
could/should | have done to make it better?
is my new understanding of the situation?
broader issues arise from the situation?

Now what?
do I need to do in order to make things better/stop being stuck/improve my
teaching/resolve the situation/feel better/get on better/etc., etc.?
broader issues need to be considered if this action is to be successful?
‘might be the consequences of this action?

Adapted from: Rolfe, G., Freshwater, D., Jasper, M. (2001) Critical reflection in nursing and the
‘helping professions: a user’s guide. Basingstoke: Palgrave Macmillan.
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Teking the first step towards a brighter future today and unlock your true potential with my quidance and support, your trusted coach!
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