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[bookmark: _Toc143460132]Executive Summary

Coaching and tutoring are becoming more popular ways to help people grow, and when done well, they can have big benefits for both individuals and organisations. Coaching is a short-term, planned relationship that helps people reach specific goals and deal with problems. Mentoring, on the other hand, is a long-term relationship where advice and guidance are used to help a person grow professionally and personally in a wider range of ways.
For individuals, coaching helps them become more self-aware and more motivated to reach their goals. It also improves their leadership skills, communication skills, and general sense of purpose and fulfilment at work. At the organisation level, the benefits include more engaged, happy, and loyal employees, better productivity and goal achievement, developing talent and leadership skills, and making the culture and teamwork stronger. Mentoring has the special benefit of letting experienced employees who are leaving and newer employees learn from each other.
These ways of growing are especially helpful during changes in the workplace, like when an employee retires. Models like the structured GROW framework make coaching talks more effective by keeping the focus on goals, figuring out what's really going on, coming up with options, and figuring out how to move forward during times of change. When you think critically about coaching talks after they happen, you can learn important things about your strengths and where you can improve. Self-reflection is a key part of improving as a teacher over time.
To get the most out of coaching and mentoring, organisations should spend in training coaches, give people chances to use their skills through internal coaching programmes, encourage peer-to-peer mentoring, and create a culture where people are always learning and thinking. Coaching and teaching are high-impact ways to help both employees and the organisation grow when they are used well. The most important thing to remember is that when these practises are used well, they lead to good results in terms of engagement, productivity, and keeping information during times of change.
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Coaching and mentoring are common workplace development strategies used to assist employees in reaching their maximum potential. Coaching typically entails a brief professional relationship centred on specific issues and objectives. The coach provides the coachee with structure, support, and challenge through inquiry, active listening, encouragement, and reflection (Whitmore, 2017). In contrast, mentoring is typically a longer-term relationship in which the mentor imparts knowledge, experience, and advice to facilitate the mentee's professional and personal development (Eby et al., 2013).
Coaching provides numerous advantages for individuals or. First, coaching can increase self-awareness and emotional intelligence, allowing individuals to comprehend their strengths, development areas, and motivations more clearly (Grant, 2021). Second, coaching fosters the motivation and self-assurance to pursue specific objectives and personal growth. Individuals acquire greater clarity and motivation to act through the coaching process (Wasylyshyn, 2003). Next, coaching fosters the development of leadership skills such as communication, delegation, conflict resolution, and team building (Moen & Federici, 2012). Developing these skills enables individuals to become more effective leaders. In addition, coaching enhances interpersonal communication skills, such as active listening, questioning techniques, and expressing empathy (Gyllensten & Palmer, 2007). Developing these competencies results in more open, trustworthy, and meaningful relationships. In conclusion, coaching increases a person's sense of purpose, fulfilment, and well-being. Individuals can align their actions with their most cherished values and reap the long-term benefits of meaningful work (Spence & Grant, 2007).
Coaching also provides advantages for organisations, in addition to its benefits for individuals. First, coaching increases employee engagement, satisfaction, and retention by demonstrating an investment in development and attending to individual requirements (Sherman & Freas, 2004). As emerging leaders develop through mentorship, their leadership capacity and succession planning are enhanced (Underhill, McAnally, & Koriath, 2007). Thirdly, productivity and goal achievement increase when employees set clear objectives and take action to attain them. Coaching encourages continuous growth (Agarwal, Angst, & Magni, 2009). Next, coaching fosters talent and human capital by expanding the workforce's skills, knowledge, and abilities (Hill, 2010). Ultimately, organisational culture and collaboration become more robust. Coaching promotes company-wide collaboration, open communication, and innovation (Weldon, Jehn, & Pradhan, 1991).
[bookmark: _Toc143460134]Reflection 
Reflective practise is essential to the development of coaching competence and expertise. By engaging in thoughtful reflection, coaches are able to assess their skills and sessions in order to perpetually improve their approach. The aforementioned passages describing a sample coaching scenario and suggested enhancements serve as a constructive illustration of reflective evaluation. Continual reflection is invaluable for any coach who wishes to enhance their ability to support others. 
By thoroughly ruminating on coaching conversations after their occurrence, significant insights emerge. What was successful and why? How could the situation be enhanced? Reflection elevates observation to higher-order thought, fostering self-awareness. For example, in the above self-evaluation, reflection helped identify strengths such as active listening as well as areas requiring improvement such as concise summarising. Without reflection, these insights would be overlooked.
Reflecting on patterns over the course of coaching relationships exposes themes that transcend individual sessions. This expansive perspective highlights opportunities for growth. Reflection also increases the capacity to be more present and deliberate during live coaching conversations. The consistent practise of reflection alters coaching inclinations over time.
In addition, reflection is essential for acquiring new skills and models. Through reflective evaluation, coaches can determine how well theory translates into practise. For instance, employing the GROW model while reflecting on successes and challenges yields insights into how to optimise framework utilisation. Reflection transforms theoretical knowledge into experiential understanding.
Description
Sarah, a project manager struggling with exhaustion and a lack of engagement, and I had our first formal coaching session yesterday. We gathered in a conference room for an hour-long meeting. I began by describing my coaching methodology, which centred on asking effective questions, active listening, and creating awareness. Sarah disclosed that she is overwhelmed, fatigued, and unable to concentrate on her work. Her enthusiasm and enthusiasm for initiatives have diminished. To keep up, she works lengthy hours, including nights and weekends. 
I asked her inquisitive inquiries to better comprehend her current difficulties. Sarah disclosed that she has undertaken numerous complex projects with stringent deadlines. Sarah is compelled to micromanage her team because it is insufficient and many members lack the required skills. Sarah has always found mentoring novice staff members rewarding, but she lacks time to do so currently. Meetings feel ineffective, and Sarah leaves each day with the impression that she made no progress on crucial duties. Sarah used to enjoy hiking, yoga, and live music outside of work, but she has had no stamina for self-care or hobbies for the past few months (Gyllensten & Palmer, 2012). 
After attentive listening, I reflected on what I had heard about Sarah's circumstance. I outlined the primary obstacles: an excessive burden, a lack of delegation, ineffective meetings, and a lack of work-life balance. I inquired of Sarah what her optimal state would be if the obstacles were eliminated. She envisioned having time to mentor her team, strategic project plans with attainable deadlines, productive meetings, and energy left over for self-care at the end of the day. I emphasised her awareness of required enhancements.
Feelings
During the initial portion of the session, I was impatient and concerned about losing control of the conversation as Sarah elaborated on her difficulties. However, I deliberately concentrated on active listening devoid of judgement. As we moved into a period of reflection and visioning, I sensed the conversation becoming more balanced. In acknowledging the severity of her burnout, Sarah displayed her sensitivity. I felt compassion for her predicament as well as optimism that she was self-aware. I was delighted we identified concrete objectives. The coaching session concluded with positive energy, and I felt that we established a strong rapport.
After the session, I felt that my first formal coaching discussion went reasonably well, but I also identified areas for improvement. I realised I could have summarised Sarah's predicament in a more concise manner as opposed to providing every detail. We had only an hour, so I could have better managed time. I also recognised a few instances in which I offered advice instead of asking only probing inquiries. Overall, I was satisfied with the insights acquired and Sarah's participation. This experience increased my confidence in my coaching abilities.
Evaluation
Upon reflection, I believe my use of potent questioning techniques during the session was reasonably effective. The use of open-ended queries allowed Sarah to elaborate on her obstacles and objectives. I refrained from posing leading inquiries. There were times, however, when I overlooked opportunities for deeper investigation. When Sarah mentioned her lack of time for mentoring, I could have inquired further about why mentoring is essential to her and how she intends to mentor differently. 
My engaged listening skills were above-average. I was present and I am attempting to comprehend Sarah without judgement. I recalled pertinent details to demonstrate my comprehension. Although I attempted to listen attentively, there were instances when my mind wandered or I began to formulate my response while Sarah was still speaking. I will continue to engage in genuinely active listening.
While I maintained a coaching mindset of inquiry and reflection for the most part, I recognise instances in which I advised Sarah instead of facilitating her own insights. For instance, when she complained about ineffective meetings, I suggested instituting a timed agenda. In the future, I will be more disciplined in using inquiry rather than advice to elicit the coachee's ideas.
Overall, I was sincere and sought to make Sarah feel heard while structuring the conversation. With more coaching experience, I will become adept at incorporating concise summaries and transitions to maintain the discussion's focal point. I am already aware of areas where I can improve my coaching abilities.
Conclusions: 
This first coaching experience was extremely beneficial. Upon reflection of the session, the following essential next steps become apparent:
· Transition discussion with more succinct summaries of the coachee's situation.
· Allocate sufficient time for the in-depth examination of objectives through penetrating inquiries.
· Maintain a coaching perspective instead of advising the coachee to generate their own solutions.  
· Continue to listen attentively without censure or interruptions.
· Effectively manage session time to cover essential topics.
I am eager to apply this knowledge to future instruction. I am confident that, with consistent practise, I will become more competent and intuitive as a coach. Coaching has a significant impact on employee development and organisational culture, in my opinion. I am committed to enhancing my skills through continuous education, introspection, and practise.
Action Steps
To enhance my coaching expertise, I will adopt the following SMART steps:
In the following 3 months, I will:
· Schedule two to three simulated coaching sessions with a mentor coach for feedback. 
· Complete a certification course in instructing to strengthen fundamental skills.
· Join a peer coaching group to practise coaching conversations on a monthly basis.
In the coming six months:
· Establish coaching relationships with two employees to help them apply their talents to real-world issues.
· Read coaching-related books and articles for one hour per month to increase knowledge. 
· I listen to podcasts about mentoring during my commute to work.
These steps will provide me with the knowledge, feedback, and experience necessary to hone my coaching skills. I am eager to develop further as a coach and to offer this support for employee advancement. I am confident that, with concentration and perseverance, I can acquire the expertise necessary to make a significant contribution through coaching (Gyllensten & Palmer, 2012).
[bookmark: _Toc143460135]Critical Evaluation
During this transitional period, Robert and the organisation can benefit tremendously from effective mentoring and coaching. The GROW paradigm provides a structured approach for coaching conversations that result in favourable outcomes. 
Goal: The overarching coaching objective should be to assist Robert in navigating the departmental changes and impending retirement in a manner that leaves him feeling engaged, valued, and able to transfer institutional knowledge successfully. Clarity regarding desired outcomes guides coaching.
Reality: Robert is currently overburdened as he attempts to meet deadlines with limited staff and resources. New automated procedures are frightening to him. Robert desires stability as he nears retirement to prepare for his departure after a lengthy career. Before departing, he is concerned about effectively transferring knowledge. These tensions indicate that Robert requires change management and exit optimisation strategies.
Options: Effective coaching investigates options for addressing obstacles and achieving objectives. Options include communicating priorities more frequently, designating time for knowledge transfer activities, delegating tasks to develop staff, advocating for resources, implementing a phased retirement plan, training staff on his key processes, and identifying protégés to mentor.
Way Forward: The conversations with Robert's coach should encourage him to commit to concrete, specific actions to make progress. Such as scheduling regular one-on-one meetings with his superior to align priorities and required resources. Starting the documentation of essential procedures. Identifying two to three potential mentees to begin knowledge transfer. The coach can offer structure, motivation, and accountability (Whitmore, 2017).
Using this GROW model as a guide, coaching conversations would help Robert accomplish stability during this transition, transfer knowledge, and exit without incident. It provides a goal-oriented focus while investigating options that are tailored to Robert's specific requirements. Mentoring staff affords him the chance to impart his knowledge. This strategy will maximise Robert's final years while preserving institutional knowledge. Applying counselling and mentoring best practises increases the likelihood of a successful transition for everyone.
In conclusion, utilising coaching and mentoring principles within a structured framework such as GROW maximises Robert's development, engagement, and knowledge transmission in his final years prior to retirement. This has long-term advantages for both Robert and the organisation (Agarwal et al., 2009).
[bookmark: _Toc143460136]Conclusion
Coaching and mentoring can contribute significantly to employee development, engagement, and successful transitions within the workplace. Applying established coaching models such as GROW and mentoring approaches can optimise outcomes for both individuals and organisations, as demonstrated by our examination of Robert's situation.
Individuals who receive coaching benefit from increased self-awareness, goal achievement, leadership skills, communication skills, and overall well-being. Coaching improves employee satisfaction, retention, productivity, and talent development for organisations. Mentoring facilitates the transmission of valuable knowledge between experienced and new employees. 
By utilising these developmental approaches during pivotal transitions such as retirement, challenges can be navigated efficiently while institutional knowledge is preserved (Agarwal et al., 2009). As illustrated by Robert's situation, structured coaching conversations centred on objectives, reality, options, and next steps can generate effective change management insights and plans. Individually-tailored assistance is provided by combining coaching and mentoring.
Instead of providing advice, coaches should use potent questioning, active listening, and facilitation skills to elicit the coachee's own solutions. Through repeated practise and self-evaluation, coaching competence increases over time. Coaching and mentoring will continue to expand as effective development tools that strengthen individuals, teams, and culture as more organisations recognise their value.
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[bookmark: _Toc143460138]Appendix: Role play

	BMSW 6005
	Feedback
	Date of Interview:
	31st July 2023

	Coach
	Kamrul Hassan 
	Coachee
	Justin Fernandes Sanchez

	Coaching Model:
	GROW MODEL 
	
	Click here to enter text.

	The numerical rating system is based on the scale below.

	Scale:
	5 – Yes
	4 – Most of the time 
	3 – Some of the time 
	2 – Almost never
	1 – No

	Explained the purpose of the session first.
	Rating

	
	5
	4
	3
	2
	1

	[bookmark: _Toc143360956][bookmark: _Toc143460139]Is the coach asking open ended questions or closed questions
The coach clearly introduce himself and explained the purpose of the interview, open questions were encourage to providing coachee time and opportunity to express themselves.  
	x
	☐
	☐
	☐
	☐

	[bookmark: _Toc143360957][bookmark: _Toc143460140]Is the coach patient? Are they giving the coachee time to think through issues and arrive at a conclusion in the way THEY process information?
The coach was very patient and actively listening to the coachee to provide solutions
	x
	☐
	☐
	☐
	☐

	[bookmark: _Toc143360958][bookmark: _Toc143460141]Is the coach focused on the coachee’s agenda?
[bookmark: _Toc143360959][bookmark: _Toc143460142]Good questioning skills that allow coachee to reflect on experience and help coach to finding a better solution  
	x
	☐
	☐
	☐
	☐

	
[bookmark: _Toc143360960][bookmark: _Toc143460143]Is the coach coaching in their own image? 
Good – but could have probed in more detail  
	
	☐
	x
	☐
	☐

	[bookmark: _Toc143360961][bookmark: _Toc143460144]Is the coach acting as a problem solver, providing the solutions for the coachee?
[bookmark: _Toc143360962][bookmark: _Toc143460145]The coach acted as a problem solver he allowed the coach to think about the solutions and propose alternative arrangement such as flexible working arrangement, training and development, training another member and seeking help when needed from other staff 

	x
	☐
	☐
	☐
	☐

	Additional Comments 

GROW model was applied so the session was quite well structured. However, there could have been more clarity/objectivity as the session although a plan to meet within 6 weeks were scheduled .
As a means of development, although the coach was empathetic but could have applied the SOLER techniques and 7 c’s effective communication process 
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