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[bookmark: _Toc143538178]Reflection of the coaching session
Healthcare International has been facing some problems like a reduction in profit margins due to some pressure imposed by external factors. In this situation, the organisation made some changes and that lead to dissatisfaction among employees. So, as the head of quality assurance, I arranged a coaching and mentoring programme with one of our senior microbiologists named John Griffiths (Bikash Roy) to improve performance and morale in this situation. The session went well, and I think I will do some new things if I must arrange a coaching program in the future.
[bookmark: _Toc143538179]Positive aspects of the session
The coaching session went quite well as I was on one end with the questions and the answers were coming from the other end back and forth. I asked closed-ended questions during the interview as it helped me get more precise answers to the questions that I asked and the information that I wanted to know. The coaching session went quite well as I was the coach, and my other teammate (Bikash Roy) was the coachee and the answers are coming back and forth from the scripts that we have prepared. I think we could have done this a better way and made it more creative and ensure that the communication was much more student in English. I think if we had practiced more, we could have done better in this case. I was quite patient as a coach and listening to the coachee and answering their queries was done properly from my end during the coaching session. I was very focused on the agenda of the coaching session and then got on to the topic quite well as it was about the role-play of employees of an organisation. I and my teammate (Bikash Roy) performed quite well in this case. The transformation model was applied during the coaching session, and it was quite well structured. The agenda of the session was introduced at first which help the whole coaching session to be conducted in a smooth way.
The most effective thing that I did in the coaching session is continuous monitoring of the progress. I regularly assessed the effectiveness of the coaching program. I used feedback from John (Bikash Roy) and performance metrics to determine whether the program is achieving its objectives. I adjusted as needed to improve communication. I arranged the coaching session with John Griffiths (Bikash Roy) for a reason and that is John Griffiths is a senior microbiologist who is working with the organisation for eight years and the head of the section, Robert Lee is going to retire in three years. John Griffiths has been a steady performer for a long time, and I thought that if I can motivate him, he will be more productive. Understanding the needs, desires, and challenges he faces at work was very helpful for me. I identified the areas for improvement for him and as I want him to be in a very important role shortly, I researched and developed a motivation strategy for him. 
At the beginning of the coaching session, I defined the specific goals of the organisation and made him realise how important his role is for the organisation. After that, I used some intrinsic and extrinsic motivators for John Griffiths (Bikash Roy). Intrinsic motivators focus on personal growth and fulfilment, while extrinsic motivators involve tangible rewards and recognition. I think I used effective motivators that created a sense of engagement in John Griffiths. I also ensured that he will be able to share his ideas and opinions freely and that his contributions will be acknowledged and valued although the questions would have been more open-ended for him to express his feelings during the coaching session. 
[bookmark: _Toc143538180]Things to change in future.
Another aspect of the coaching session was that the questions that I asked as a coach were not very open-ended and it closed the answers and narrowed them down for the coachee. One aspect that I lacked to do during the coaching session was two conduct the session in my image as there same to be some lack of creative techniques during the session and more of a monotonous way of presenting ideas. One of the other aspects that I need to improve as a coach is to not be a problem solver for the coachee attending the coaching session as it will limit their thinking and decrease their problem-solving abilities. I will need to improve in this case as a coach.
What I have learnt is that staying motivated takes time, energy, and commitment regularly. With the help of a coaching programme, I can inspire and involve my employees so that they actively support the growth and prosperity of my business. However, the coaching programme must be successful, and if I arrange a program in the future, I will rearrange some techniques to boost the effectiveness of the program and be more creative in my approach. 
At first, I will make it a priority to listen carefully to avoid interrupting my employees so that they have a chance to completely share their thoughts, feelings, and goals with me. To promote introspection and further investigation, I will ask questions that are open-ended so that the other person can answer with more freedom. I believe that asking my team members thought-provoking questions will encourage them to reflect, find answers, and own their development. 
In addition, I will work hard to develop my communication skills so that I can communicate better in English. This encourages open communication and helps people learn about themselves. I promise to be more sympathetic and sympathetic to the feelings of my teammates. I realised that the coaching relationship could be strengthened, and trust could be earned by just being a kind and supportive presence.
 I am going to try to be more adaptable as a coach. I plan to modify my approach based on feedback from my team members. What worked for one client may not work for another; this is one of the most crucial lessons I took away from our previous coaching session. As a coach, I am dedicated to improving my abilities via consistent study, attendance at relevant courses, and consideration of employee feedback. I will try to improve my ability to give the coachee more room to talk about their own feelings in future sessions.
[bookmark: _Toc143538181]Coaching and mentoring for improved performance/morale
In today's competitive economy, getting employees to enhance their performance is a huge challenge for many organisations (Martins, 2023). It is commonly recognised that senior employees may utilise coaching and mentoring to improve the productivity and morale of their team. This critical examination explores the potential impact of coaching and mentoring from the perspective of a senior employee trying to increase team productivity and morale. I tried to conduct a coaching program to improve performance and morale in the department and I came to understand that coaching and mentoring are two of the best ways to motivate employees, but the effectiveness of these programs depends on many factors. If we look at the positives and negatives of these practices, we can better understand how they help the company succeed.
[bookmark: _Toc143538182]The Benefits of Coaching
The main goal of coaching is to maximise the performance of the person receiving it (Mackie, 2018). By providing comments on performance, emphasising areas for strength and progress, and detailing precise next actions, coaches assist employees in working towards organisational objectives. I came to know from the coaching session that I conducted that by fostering regular one-on-one conversation between the coach and the coach, coaching may promote a supportive and encouraging work environment. A motivated and more effective workforce is more self-aware. It is crucial for coaching to persuade employees to adopt a growth mindset. I also realised that when workers feel that their professional growth is given top attention, they are more likely to be involved in the business and put in hard effort. Additionally, via coaching, seasoned professionals may identify and eliminate any barriers that can impede the development of their teams.
[bookmark: _Toc143538183]The Benefits of Mentoring
In contrast, mentoring comprises an experienced professional instructing and assisting a team member who is brand-new to the industry (Kim and Son, 2018). This relationship places more of a focus on a person's long-term professional development than only on short-term areas of weakness. When mentoring programmes are implemented, employee morale within a firm may see a significant increase. Everyone wins when more experienced professionals take the time to interact with their younger counterparts. It enhances information flow, enabling employees to pick up new abilities more quickly and successfully. A shared commitment to lifelong learning results in improved morale and increased staff confidence, which improves performance (Noble and Tarrant, 2022).
[bookmark: _Toc143538184]Coordination between coaching and mentoring
It is possible that mentoring and coaching work better when utilised in tandem. Mentoring provides a more comprehensive perspective of professional growth than coaching, which focuses on immediate benefits. Senior staff like me who adopt a coaching and mentoring role are better equipped to satisfy the needs of their deputies and foster a sense of teamwork in them. People could feel more a part of their workplace as a result, which might improve productivity and morale.
[bookmark: _Toc143538185]Contextual and Implementation Considerations
Without any question, coaching and mentoring may be helpful, but the results will vary widely depending on the situation and the strategy used. The success of a team depends heavily on a senior employee's capacity to mentor and coach others (Noble and Tarrant, 2022). Without the right information, the initiatives may probably fail and demotivate the workforce. A general approach will also undoubtedly fail. The degree of an employee's drive and their response to coaching and mentoring may differ significantly. Senior staff employees must be considerate and adaptable to properly meet their customers' needs. I tried my best to motivate the team members to increase their productivity. But I do not know how effectively the coaching program will motivate them to increase their productivity and make them realise their contribution is necessary for the organisation.
[bookmark: _Toc143538186]Potential Limitations and Challenges
Although coaching and mentoring have a lot of potential, they might also face substantial obstacles. Due to time constraints, senior employees may find it difficult to strike a balance between their mentoring and coaching responsibilities and their other obligations. Some employees could also object, considering the interventions intrusive or unnecessary. Additionally, coaching and mentoring may not always address more significant organisational issues that have an influence on morale and productivity (Jost, 2015). Mentoring and coaching alone are inadequate to solve issues with organisational structure, a lack of funding, and unclear goals.
So, coaching and mentoring may significantly boost employee morale and productivity when done correctly and intentionally (Rothwell and Chee, 2013). These strategies promote a positive workplace culture by motivating people to provide their best efforts because of the support and guidance they get on an individual basis. However, senior employees' expertise, dedication, and flexibility in their capacities as coaches and mentors are crucial to success. By addressing the root causes of low employee motivation and performance, organisations can improve the efficacy of coaching and mentoring.
[bookmark: _Toc143538187]Analysis of skills, behaviours, attitudes, beliefs and values of an effective coach or mentor
Coaches and mentors need a wide range of skills, behaviours, attitudes, convictions, and values to properly advise and support their mentees or customers. In this section, I will look at the value of having these characteristics in a coach or mentor and how they affect success.
1. [bookmark: _Toc143538188]Skills
· One of the skills/qualities of a successful coach or mentor is adept listening (van Nieuwerburgh, 2014). They give their mentees their entire attention as they open about their concerns, anxieties, goals, and ambitions.
· Communication of criticism, ideas, and guidance must be clear and helpful. Effective coaches and mentors are individuals who can explain difficult subjects simply and provide specific recommendations (Klewes e al., 2018).
· Skilled coaches and mentors employ effective questioning techniques as a tool to promote reflection and analysis in their mentees. Mentors who probe their mentees with questions help them see their strengths and chances for growth.
· The capacity to place oneself in the position of another person and go through what they are going through. Successful coaches and mentors care for their mentees' emotional needs and demonstrate compassion to gain their trust.
· SMART (specific, measurable, achievable, relevant, and time-bound) goals are ones that mentors and coaches assist the people they mentor and coach in the setting (Alexandr, 2019). Mentors help mentees break down difficult jobs into easier ones.
· Effective mentors and coaches can evaluate a person's growth and provide timely, beneficial input. 
· Evaluation and Recommendation skills provide both encouragement and criticism in equal measure to promote growth.
2. [bookmark: _Toc143538189]Behaviours
Effective mentors and coaches appreciate their mentees and value who they are as people and the experiences they have had. Their mentees feel safe talking to them since they do not judge them. Coaches and mentors are positive influencers who uplift and inspire their mentees. Mentors encourage the people they are responsible for to reach their greatest potential and persist in the face of difficulty (Miller, 2021). Holding mentees accountable for their deeds and commitments is a crucial behaviour of the mentors. Mentors empower mentees to take ownership of their own growth.
3. [bookmark: _Toc143538190]Attitudes
A skilled coach or mentor believes in the power of learning and growth to change. They support their mentees in taking risks, see failures as opportunities for improvement, and do so themselves. When working with mentees to help them acquire new skills and overcome obstacles, it is very important to be patient and empathic to be an effective coach or mentor. Effective mentors and coaches can adapt to the needs of their mentees. They consider the distinctive qualities and preferred teaching modalities of each student while coaching.
4. [bookmark: _Toc143538191]Beliefs
Instead of focusing on their mentee's weaknesses, a great coach or mentor will help them develop their skills and strengths (Catton, 2020). They have discovered that improving one's strengths leads to improved performance and self-assurance. Because they see space for development, mentors and coaches have high expectations for their mentees. They encourage their mentees to reach higher goals by helping them see beyond their limitations.
5. [bookmark: _Toc143538192]Values 
· Effective coaches and mentors are those with strong moral principles who always behave honestly. They show their mentees consideration, integrity, and prudence.
· Collaboration with their mentees is highly valued by coaches and mentors. They work together to develop and accomplish goals.
· A major quality of effective coaches and mentors is empowerment. Mentors push their mentees to take the initiative in their development and to make thoughtful decisions.
In conclusion, a successful coach or mentor has a variety of traits that enable them to create an environment that is supportive and beneficial for their mentees or clients. Coaches and mentors who embody these traits may support their mentees in realising their full potential, growing emotionally and professionally, and leaving a lasting impression (Gray, 2010).
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On the 12th of June of this year, we started the first week learning this Moodle, Coaching Monitoring Skills for the Workplace. On this day we learn what a coach is and what a mentor is. A coach is awarded with a short term and mentor is long term. Then we had opportunities to watch a TED Jordan Petterson video, after the video we formed a group of four people for a class activity and then we discussed the video.
During following  weeks we learn a lot about Coaching and Mentor, learn that Coaching help you to know how to solve the problems, help you to learn how to plan and guide you better guidance in your professional life and, we had many case studies to discussed.
Mentor, guide you to complete your plans and, mentor is there to help you grow in your life.
In week four we discussed about Role play, where we managed to create individual Role Play work groups. The partner that I choose to work with, he was not there but I did not hesitate to choose him to form a work group because he was my classmate since Leve4, during these 3 years we always worked together, he was a person I knew very well.
After forming the group, each of us was asked to send the name of their work partner, and we were even recommended to present in the role play with model each of us going to use and we were recommended to read the case study to better understanding about it.
My partner and I did not have time to do a lot of practice, because he was out of time, but we tried to create time to do our presentation in week eight everything was good according to feedback we get from the teacher and that help me to what  I need to prove better and what need to be changed.
These are the 5 questions for role play.
1.  What do you want to change the most in your current situation?
2.  How do you think I can help you to improve on this situation you are facing?
3.  What obstacles do you think will stop you?
4.  How are you currently being supported the young people?
5.  If I organize a coaching or mentoring session for your persona development, do you think it will be helpful?
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