Critical Reflection of Coaching and Mentoring Performance in the Workplace
Introduction
Over the past few years coaching and mentoring have become integral components of organisational  development, aimed at enhancing employee performance, fostering growth, and achieving organisational  objectives.  
During this critical reflection, I will explore the intricacies of coaching and mentoring in the workplace, focusing on the identification of strengths and areas for improvement. 
Through this analysis, the aim is to highlight the significance of these practices, their impact on organisational  dynamics, and strategies for effective implementation. Also to highlight my own practice of coaching and mentoring within an organisational setting .
Kolb’s cycle of reflective practice is a model designed to help people learn from their experiences. It can be used as a basis for the structure of a reflective essay, or as a way to structure your thinking and is based on 4 stages: (Kolb, D. A. (1984).
1) Concrete Experience - When it comes to a written reflection, this step usually involves a description of your experience and your thoughts at the time.
My experience is that I came to my work based coaching sessions with members of staff from the NHS, with an idea of what organisational coaching should be.  
As an accredited Transformational Travel Coach, with my own coaching practice, I have totally different views and opinions to organisational coaching.
My experience as a transformational coach is to allow the client to gain clarity of their situation.  What are their values, their vision, how is their physical/spiritual/emotional energy used and how it can be changed that for the better.  For example, how to change a negative thought pattern to a positive thought pattern, and how this simple adjustment can have such a powerful impact on their lives.
With organisational coaching, it’s more about achieving targets, deliverables, outputs, and not necessarily centred around the person. With this style of coaching, you cannot get to the heart of any personal matters, as that isn’t the role of the coach in this scenario. In a work setting the coachee is not as relaxed as they would be if in a private coaching session.  The coaching session is usually 30 - 45 minutes and does not allow for deep and meaningful revelations.  
2) Reflective Observation  - This stage requires you to think about the experience, and begin to actually reflect upon that experience. The emphasis is on you, your feelings and the links to your skills, knowledge and prior experience. 
When meeting the coachees, I felt I knew how to facilitate the sessions, and that they would be similar to my private practice.
I felt I had the experience to coach confidently, as I have previously delivered coaching sessions pro bono to students.  The feedback from these were always excellent, however, I have never been supervised.
I found there was a vast difference in delivery.  There are so many differences to coaching organisationally versus private practice. 
Both coachees were so different.  One knew they wanted to move on from their current position in the NHS and that it was time for a change in career.  The other, it was more about their role and their managing style.
There were two different models of coaching I chose: 
GROW - specifically for the coachee who was quite young and without a lot of workplace experience, who was just starting on his career journey.  I felt this was appropriate for them.
OSCAR  - This coachee did not have an achievable goal to aim for at that time, he wanted to know how to do his job better.  I recommended he talk to a mentor, who I sourced for him, and then come back to me with a goal he would like to achieve. 
During organisational coaching I found myself offering solutions, I felt I needed to solve their problems on how to find another job, or how to become that better manager.  This is evident in the coaching recording. 
At the time I felt I was using the correct coaching technique of wanting to solve a problem, having listened to the coaching recording I believe this not to be the case and that I need to practice listening to the coachee more, giving them as much time as they need to consider their answer.  
I feel my coachees came to the conclusions they have because I’ve almost led them to the answer by not giving them the space to come to their own conclusions.
The primary emphasis in Solution Focussed coaching (SF) is on defining the desired solution state and potential pathways to get there (Jackson & McKergow, 2007). Organisational coaching is not that.
In private practice the model I use for all my clients is Transformational Coaching, this is why they chose me as a coach.  Transformational coaching sessions are on a much deeper level and is more about changing attitudes and feelings.
Transformational coaching focuses on helping individuals who are going through major life changes or want to create a major change in their life. The style primarily is about helping clients understand how their attitude and perception of themselves can affect how they behave. Individuals may want to work on their self-image or learn how they can reach their full potential. Coaches can empower their clients with confidence that they can make the life changes they desire to achieve their ultimate life goals.  Courses - Ali Campbell 
3) Abstract Conceptualism - This stage is all about learning from your experience. It requires you to analyse and explain your reflection
I believe from this experience I learnt that one style of coaching does not fit all.  What I mean by that is, simply having the label of a coach, does not infer experience of different styles of coaching.  For instance, in the 30 minute coaching recording, I dominate that session, I was going to re-record it but felt strongly that this is a very important lesson for me, to take forward, that I have to give time and space to the coachee.

Coaching sessions within the workplace should leave the coachee feeling they have received the best from their coach.  It is important for the coachee to feel confident that they are heard and understood.  
I went back to my original pro bono transformational coaching clients and asked them if they felt I dominated the sessions, they said no, which leaves me wondering if it’s the organisational style of coaching that brings this problem solving side out in me.
4) Active Experimentation - This final stage is about putting your learning into practice. This is about translating your analysis and explanation into plans and actions moving forwards. 

Going forward, I need to be very careful of how I conduct future coaching sessions, that I do not monopolise the session and try to solve the problems of the coachee and let them come up with the solutions, give them the space and time to figure it out themselves.  I preach this all the time, and yet here I am the perpetrator!
Conclusion:
When documenting my reflections, I initially believed that I provided adequate space and time for both coachees to make their own decisions without undue influence from me. However, upon reviewing the coaching session recording, I realise that this might not have always been the case. I acknowledge the need to better understand my own approach to problem-solving on the coachees behalf and to refrain from imposing my conclusions on them.
I recognise the significant impact of coaching and mentoring as tools for unlocking potential, enhancing performance, and fostering growth in the workplace. By effectively identifying strengths and areas for improvement, organisations can unlock the full potential of their employees, resulting in heightened engagement, productivity, and overall organisational success. However, addressing challenges such as bias, self-awareness, and resource constraints is essential to maximise the impact of coaching and mentoring initiatives.
Through strategic implementation and a commitment to continuous improvement, organisations can cultivate environments where employees thrive, innovate, and contribute to long-term success.
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Coaching Practice Template
There is no right or wrong way to reflect on your practice. Different people learn in 
different ways and while one person may learn by reflecting on a positive outcome, 
another may find it most useful to focus on a situation they found challenging. 
Below we have provided some prompts to help you add value to your reflection. 
Some prompts will be more relevant than others depending on your event, your 
practice and whether you are reflecting as a group or an individual.

	What coaching meeting are you reflecting on? 

	Coaching session 1 with Martin Williams, a Data Analyst Manager with DHCW.




	Would you call this a positive or challenging meeting? 

	What feelings would you use to describe the meeting? 

This was a challenging meeting in that Martin attended without any achievable goals.  

	What happened?

	Give a brief description of the meeting

This was an online meeting.

Martin wasn’t sure what to expect from a coaching session, and so we discussed what change he would like to make.   

How did you respond? 
· I asked about his role and how he felt he was progressing. 

How did your coachee respond? 
· Martin described his role and his relationship with managers and his team

What did you feel during the meeting? 
· I felt as though coaching might not be right in this case, at the moment, as Martin said he didn’t have a clear goal.

What did you feel afterwards?
· My feelings were correct, and I was fine with it.


	Looking back

	Are you satisfied with how you responded? If not, why not?
· Yes.  After an in-depth conversation, I realised that Martin needed mentoring more than coaching.  I asked Martin his opinion on this and he agreed.  He asked if that’s something I could arrange, and I agreed I could arrange a  meeting with a mentor for him.  We would meet again once this had taken place.

Do you think you worked effectively with your coachee? If not, what would help 
effective work in the future?
· I think I worked effectively with my coachee, 

Did you provide the right environment conducive to an effective coaching session? If not, what would have helped?

· Yes, the session was held online, in a safe environment.


	Looking forward

	At your next meeting with this coachee, would you do anything differently?
· I don’t think so.

What did you learn from this experience and/or your reflection on it?
· That not everyone is suitable for coaching

How will this learning improve your practice?
What I would do differently:
· At the initial 15 minute pre coaching session, I would ask better questions as to whether the individual is the right fit for a coaching session or not

How will this learning be used to the benefit of coachees?
· They will benefit by moving forward in a direction more suited to them. 

Are there lessons to be learned for your coachee/your practice/any tools or techniques you introduced?
· I introduced the OSCAR methodology, which is a slightly higher level to the GROW model.
· The coachee now has a better understanding of the difference between coaching and mentoring.  
· I created and sent a coaching action plan

Did the things you learned after this event help you achieve any of your 
development objectives? 
· I learned that not everyone that comes to me actually requires coaching, and that’s ok.

Did this event help you identify new learning objectives?
 


	



Coaching supervision

Reflection isn’t an activity, it’s a process and so you may still want support after your 
reflection. It’s vital for coaches to look after own physical and mental health and to seek supervision to support your practice. 







Coaching Practice Template

There is no right or wrong way to reflect on your practice. Different people learn in 
different ways and while one person may learn by reflecting on a positive outcome, 
another may find it most useful to focus on a situation they found challenging. 

Below we have provided some prompts to help you add value to your reflection. 

Some prompts will be more relevant than others depending on your event, your 
practice and whether you are reflecting as a group or an individual.

	What coaching meeting are you reflecting on? 

	Coaching session 2 with Martin Williams, a Data Analyst Manager with DHCW.




	Would you call this a positive or challenging meeting? 

	What feelings would you use to describe the meeting? 

This second coaching session was a positive meeting with Martin.  

	What happened?

	Give a brief description of the meeting

This was an online meeting.

How did you respond? 
· I asked Martin to recap on our last session 
· How did his mentoring session go, was it successful 

How did your coachee respond? 
· he explained it was helpful and would like another session with a different mentor, someone who is in a similar position to him.
· Having spent time with a mentor, he felt he now had a goal to discuss 

What did you feel during the meeting? 
· I still felt coaching might not be right at the moment, but was happy that Martin had a goal in mind

What did you feel afterwards?
· My feelings were correct, and I was fine with it. 


	Looking back

	Are you satisfied with how you responded? If not, why not?
· Yes.  I agreed to arrange a meeting with a different mentor


Do you think you worked effectively with your coachee? If not, what would help 
effective work in the future?
· I think I worked effectively with my coachee, 

Did you provide the right environment conducive to an effective coaching session? If not, what would have helped?

· Yes, the session was held online, in a safe environment.


	Looking forward

	At your next meeting with this coachee, would you do anything differently?
· Possibly consider personality testing

What did you learn from this experience and/or your reflection on it?
· That there’s always a different path, and all must be considered in the best interest of the coachee

How will this learning improve your practice?
· To remain open to the twists and turns coaching can take

How will this learning be used to the benefit of coachees?
· They will benefit by moving forward in a direction more suited to them. 

Are there lessons to be learned for your coachee/your practice/any tools or techniques you introduced?
· I introduced the OSCAR methodology, which is a slightly higher level to the GROW model.
· The coachee now has a better understanding of the difference between coaching and mentoring.  
· I created and sent a coaching action plan

Did the things you learned after this event help you achieve any of your 
development objectives? 
· That everyone is different and that all need coaching in a different way.  That all sessions are not a one type fits all scenario, and that being flexible is crucial for the development of the coach and the coachee. 

Did this event help you identify new learning objectives?
 


	



Coaching supervision

Reflection isn’t an activity, it’s a process and so you may still want support after your 
reflection. It’s vital for coaches to look after own physical and mental health and to seek supervision to support your practice. 






Client and coach agreement

Coach: Terri Reynolds					Client: Martin Williams 

	
	Notes

	1. Expectations
a) What are our expectations of each other and our relationship?
           


	Transparency
Honesty
Do the work
Communication 
Fun 

	2. Coaching goals
a) What are the key coaching goals (if you wish to set any)? 

b) How will we know when these have been met?
	





	3. Meeting arrangements
a) How often will we meet and for how long?

b) Where will we meet?

c) Who will set the agenda, including defining learning goals?

d) How formal/informal should our meetings be?

	
As and when is suitable for both of us

Teams online




Informal

	4. Relationship
a) How will we maintain openness and trust between us?

b) Are we both willing to give honest and timely feedback?

c) To what extent is the client able to access the coach between meetings?

	
Open communication both ways


Yes


Whenever within business hours

	5. Confidentiality
a) What are the limits to confidentiality in this relationship?

b) Are there any topics that should not be discussed

b) What are we prepared to disclose to others?
	Totally confidential



None


General overview without intricate details

	6. Review
How often will we review progress?
Including but not limited to:
a) Client & Coach Feedback
b) Is the client satisfied/happy?
c) The opportunity for a client or coach to end the contract if things are not satisfactory/productive.


	End of each session

	Contact details of coach

Contact details of client

Contact details of external party-client can contact in case of complaint or concern about coaches conduct. 
	Via Teams/email

Via Teams/email

Harriet Stone




Coach Signature_Terri Reynolds____________________________Date:

Client Signature: Martin Williams					Date: 31/01/24
























Business Change Coachee Reflection and Feedback Summary

Name: Martin Williams
Date of session: 31/01/2024

1. Key messages you took from the coaching session
Coaching is about getting support to work towards a goal.
At present I’m not clear on what goals I want to achieve.

2. What do you feel are your strengths?
Working towards achieving goals.


3. What do you think are your areas for development?
Identifying goals


4. Goals/actions identified
Terri to see if there is a mentor who can help identify goals


5. What did you agree to do before the next session?
Read through the materials shared and sign the contract.


6. What did your coach agree to do before the next session?

Any other points or comments?



Please ensure that Coach and Coachee keep a copy as a reminder of the session.

Thank you 

Name …………………………………………………..… Date ………………………….

Date and venue of next session………………………………………………………

Name of coach ……………..…………………………………………………………………






















Business Change Coachee Reflection and Feedback Summary

Name: Martin Williams
Date of session: 28/02/2024

1. Key messages you took from the coaching session
The opportunity to meet with David was helpful to establish some potential goals to work towards. It was then helpful to have the time to go through these in more detail.

2. What do you feel are your strengths?
The team is working well and hopefully at least a part of this is down to my involvement.

3. What do you think are your areas for development?
Applicable skills would be budgeting and implementation of strategy. Other wider areas are Programme Management and Information Governance.

4. Goals/actions identified
Implementation of Strategy, specifically in regards to collection of feedback.


5. What did you agree to do before the next session?
Work on how to collect feedback from requests and dashboards


6. What did your coach agree to do before the next session?

Any other points or comments?



Please ensure that Coach and Coachee keep a copy as a reminder of the session.

Thank you 

Name …………………………………………………..… Date ………………………….

Date and venue of next session………………………………………………………

Name of coach ……………..…………………………………………………………………




























Client and coach agreement

Coach: Terri Reynolds					Client: Tom Hunt

	
	Notes

	1. Expectations
a) What are our expectations of each other and our relationship?
           


	Transparency
Honesty
Do the work
Communication 
Fun 

	2. Coaching goals
a) What are the key coaching goals (if you wish to set any)? 

b) How will we know when these have been met?
	To have a better understanding of how your future looks


Once you have clarity around what is next for you

	3. Meeting arrangements
a) How often will we meet and for how long?

b) Where will we meet?

c) Who will set the agenda, including defining learning goals?

d) How formal/informal should our meetings be?

	
As and when is suitable for both of us

Teams online

Tom


Informal

	4. Relationship
a) How will we maintain openness and trust between us?

b) Are we both willing to give honest and timely feedback?

c) To what extent is the client able to access the coach between meetings?

	
Open communication both ways


Yes


Whenever within business hours

	5. Confidentiality
a) What are the limits to confidentiality in this relationship?

b) Are there any topics that should not be discussed

b) What are we prepared to disclose to others?
	Totally confidential



None


General overview without intricate details

	6. Review
How often will we review progress?
Including but not limited to:
a) Client & Coach Feedback
b) Is the client satisfied/happy?
c) The opportunity for a client or coach to end the contract if things are not satisfactory/productive.


	End of each session

	Contact details of coach

Contact details of client

Contact details of external party-client can contact in case of complaint or concern about coaches conduct. 
	Via Teams/email

Via Teams/email

Harriet Stone
Daniel Haggerty



Coach Signature_Terri Reynolds____________________________Date:19/12/23

Client Signature__Tom Hunt________________________________Date:19/12/23
































Coaching Practice Template

There is no right or wrong way to reflect on your practice. Different people learn in 
different ways and while one person may learn by reflecting on a positive outcome, 
another may find it most useful to focus on a situation they found challenging. 

Below we have provided some prompts to help you add value to your reflection. 

Some prompts will be more relevant than others depending on your event, your 
practice and whether you are reflecting as a group or an individual.

	What coaching meeting are you reflecting on? 

	Session 1 with Tom Hunt who is a Project Support Officer for PARIS which is an IT system, in Cardiff and Vale Health Board.

	Would you call this a positive or challenging meeting? 

	This was a positive meeting, Tom came with an idea of what he would like to discuss.
The feeling was of apprehensive positivity.


	What happened?

	
Tom explained he has been in the same role for quite a few years, is happy where he is, however, he felt it was time for a change, he needed a new challenge in his life and to further his career. Currently he fields calls from staff who have issues logging into their PC, accessing files etc.
Tom initially said he would be happy to move sideways into a similar role but in a different department. I felt he probably would feel safe by doing this and I asked Tom about previous roles he had before joining the NHS.  He told me he used to be a teaching assistant in a primary school. I commented that was quite diverse – coming from a teaching background to sitting at a desk fielding IT queries.  

Tom then asked me about my role in the Business Change Team, I explained it’s  people facing which suits my personality as I love to help others. Tom was very interested in hearing more about this.  I offered to speak to colleagues in my team about Tom and how he would be interested in joining our team and to arrange some introductions.

We ended the session with 3 actions for Tom to complete:
· Speak to his manager about shadowing opportunities with DHCW
· Reflect on this coaching session
· To research any other possible jobs he may be interested in, inside or outside the NHS


How did you respond? 
Helpfully and encouragingly, speaking to my team regarding any upcoming opportunities for shadowing, so that Tom could find out if he would like to work in DHCW. 

How did your coachee respond? 
Very much excited about the prospect of getting involved with DHCW.

What did you feel during the meeting? 
I felt very relaxed, there was no awkwardness, the session flowed very well

What did you feel afterwards?  
I felt very positive about what we had discussed and how I could help Tom achieve his goals.


	Looking back

	Are you satisfied with how you responded? If not, why not?
Very satisfied.

Do you think you worked effectively with your coachee? If not, what would help 
effective work in the future?
I worked very effectively with my coachee, we had good discussions about where Tom is now and how he would like to progress in his career.

Did you provide the right environment conducive to an effective coaching session? If not, what would have helped?
It was a very relaxed, safe online environment for Tom to discuss his thoughts.

	Looking forward

	At your next meeting with this coachee, would you do anything differently?
No

What did you learn from this experience and/or your reflection on it?
I learnt that I am passionate about helping others to achieve their goals, and want to give as much value as I can during each session.  However, I need to be careful not to problem solve for the coachee, as this is my default setting.

How will this learning improve your practice?
To continue to be supportive beyond the mandatory weeks coaching stipulated in the course.  Making sure the coachee receives the necessary support and not solving their problems  

How will this learning be used to the benefit of coachees?
By making me a better more confident coach, and give a more rounded coaching service.

Are there lessons to be learned for your coachee/your practice/any tools or techniques you introduced?
I think my propensity to problem solve could be an issue if I don’t keep it in check, therefore, I 
I introduced the GROW model to Tom, I explained what it was and sent him a copy of the document I would use.  


Did the things you learned after this event help you achieve any of your 
development objectives? 


Did this event help you identify new learning objectives? 
Yes, my aim is to make sure I don’t problem solve for the coachee, and to continue asking open ended questions





























Coaching Practice Template

There is no right or wrong way to reflect on your practice. Different people learn in 
different ways and while one person may learn by reflecting on a positive outcome, 
another may find it most useful to focus on a situation they found challenging. 

Below we have provided some prompts to help you add value to your reflection. 

Some prompts will be more relevant than others depending on your event, your 
practice and whether you are reflecting as a group or an individual.

	What coaching meeting are you reflecting on? 

	Session 2 with Tom Hunt who is a Project Support Officer for PARIS which is an IT system, in Cardiff and Vale Health Board.

	Would you call this a positive or challenging meeting? 

	This was a positive meeting, Tom attended with a more positive mindset around future roles.
The feeling was of positivity.


	What happened?

	Since the last session, Tom has realised a new role in the training arena is the way forward for him.  
We discussed a training role or helping/teaching people in some way.  Plus the fact that IT skills are one of his big strengths, having been in the same project support/IT role for over 4 years, which will stand him in good stead for a role in DHCW, an IT/information gathering organisation. 

Tom showed symptoms of imposter syndrome, and realised he has to work on his confidence when faced with new challenges.  

He didn’t think he was equipped with the essential criteria required to apply for certain roles, but on reflection he now understands that he absolutely can and should apply for these roles.  

Tom achieved the goals set from the last session and has enquired about different roles and services, researched different employment websites, and has narrowed his search to more training roles focusing on DHCW particularly.  


We ended the session with 3 actions for Tom to complete:
· To look at the DHCW department and any new vacancies. 
· To think more on specifically what role I want to do. 
· To ask colleagues again for information on different roles and sectors.


How did you respond? 
Helpfully and encouragingly, having further conversations with my team regarding any upcoming opportunities for shadowing, and creating introductions so that Tom could find out if he would like to work in DHCW. 

How did your coachee respond? 
Very much excited about the prospect of getting involved with DHCW.

What did you feel during the meeting? 
I felt very relaxed, there was no awkwardness, the session flowed very well

What did you feel afterwards?  
I felt very positive about what we had discussed and how I could help Tom achieve his goals.


	Looking back

	Are you satisfied with how you responded? If not, why not?
Very satisfied.

Do you think you worked effectively with your coachee? If not, what would help 
effective work in the future?
I worked very effectively with my coachee, we had good discussions about where Tom is now and how he would like to progress in his career.

Did you provide the right environment conducive to an effective coaching session? If not, what would have helped?
It was a very relaxed, safe online environment for Tom to discuss his thoughts.

	Looking forward

	At your next meeting with this coachee, would you do anything differently?
I feel I’m acting more of a careers advisor and I need to reign that in by making sure Tom says what he needs to without me giving my thoughts.  

What did you learn from this experience and/or your reflection on it?
I learnt that I am passionate about helping others to achieve their goals, and want to give as much value as I can during each session.  However, I need to be careful not to problem solve for the coachee, as this is my default setting. 

How will this learning improve your practice?
To continue to be supportive beyond the mandatory weeks coaching stipulated in the course.  Making sure the coachee receives the necessary support and not solving their problems. 

How will this learning be used to the benefit of coachees?
By making me a better more confident coach, and give a more rounded coaching service.

Are there lessons to be learned for your coachee/your practice/any tools or techniques you introduced?
I think my propensity to problem solve could be an issue if I don’t keep it in check.
I introduced the GROW model to Tom, I explained what it was and sent him a copy of the document I would use.  


Did the things you learned after this event help you achieve any of your 
development objectives? 


Did this event help you identify new learning objectives? 
Yes, my aim is to make sure I don’t problem solve for the coachee, and to continue asking open ended questions























Coaching Practice Template

There is no right or wrong way to reflect on your practice. Different people learn in 
different ways and while one person may learn by reflecting on a positive outcome, 
another may find it most useful to focus on a situation they found challenging. 

Below we have provided some prompts to help you add value to your reflection. 

Some prompts will be more relevant than others depending on your event, your 
practice and whether you are reflecting as a group or an individual.

	What coaching meeting are you reflecting on? 

	Session 3 with Tom Hunt who is a Project Support Officer for PARIS which is an IT system, in Cardiff and Vale Health Board.

	Would you call this a positive or challenging meeting? 

	This was a positive meeting, Tom attended with a more positive mindset around future roles.
The feeling was of positivity.


	What happened?

	Since the last session, Tom has realised a new role in the training arena is the way forward for him.  
We discussed a training role or helping/teaching people in some way.  Plus the fact that IT skills are one of his big strengths, having been in the same project support/IT role for over 4 years, which will stand him in good stead for a role in DHCW, an IT/information gathering organisation. 

Tom showed symptoms of imposter syndrome, and realised he has to work on his confidence when faced with new challenges.  

He didn’t think he was equipped with the essential criteria required to apply for certain roles, but on reflection he now understands that he absolutely can and should apply for these roles.  

Tom achieved the goals set from the last session and has enquired about different roles and services, researched different employment websites, and has narrowed his search to more training roles focusing on DHCW particularly.  


We ended the session with 2 actions for Tom to complete:
· Focus on Band 5 vacancies. 
· Research different job toles


How did you respond? 
Helpfully and encouragingly, having further conversations with my team regarding any upcoming opportunities for shadowing, and creating introductions so that Tom could find out if he would like to work in DHCW. 

How did your coachee respond? 
Tom was extremely grateful for the introductions made with the Business Change Team.

What did you feel during the meeting? 
I felt as though Tom has come out of his shell and realised he can apply for the Band 5 roles, that he is experiences and qualified enough. 

What did you feel afterwards?  
I felt very positive about what we had discussed and how I could help Tom achieve his goals.


	Looking back

	Are you satisfied with how you responded? If not, why not?
No.  Having watched the recording for the first time, I realise I sound like a careers advisor, Tom was clearly happy with what we discussed but I really must address this flaw and make sure the coachee has the space to speak, and not to fill any silences.

Do you think you worked effectively with your coachee? If not, what would help 
effective work in the future?
I worked very effectively with my coachee, we had good discussions about where Tom is now and how he would like to progress in his career.

Did you provide the right environment conducive to an effective coaching session? If not, what would have helped?
It was a very relaxed, safe online environment for Tom to discuss his thoughts.

	Looking forward

	At your next meeting with this coachee, would you do anything differently?
I feel I’m acting more of a careers advisor and I need to reign that in by making sure Tom says what he needs to without me giving my thoughts.  

What did you learn from this experience and/or your reflection on it?
I learnt that I am passionate about helping others to achieve their goals, and want to give as much value as I can during each session.  However, I need to be careful not to problem solve for the coachee, as this is my default setting. 
On reflection, I think my past role in the NHS, of working with apprentices and guiding their careers, is crossing over into my coaching sessions.

How will this learning improve your practice?
To continue to be supportive beyond the mandatory weeks coaching stipulated in the course.  Making sure the coachee receives the necessary support and that I’m not solving their problems.  

How will this learning be used to the benefit of coachees?
By making me a better more confident coach, and give a more rounded coaching service.

Are there lessons to be learned for your coachee/your practice/any tools or techniques you introduced?
I think my propensity to problem solve could be an issue if I don’t keep it in check, therefore, I must keep this under control.

I introduced the GROW model to Tom, I explained what it was and sent him a copy of the document I would use, and we worked through each of the elements of this model.  

Did the things you learned after this event help you achieve any of your 
development objectives? 
Absolutely.  During following sessions, it helped me to be more aware of what not to do eg don’t problem solve and don’t act like a career’s advisor!  

Did this event help you identify new learning objectives? 
Yes, my aim is to make sure I don’t problem solve for the coachee, and to continue asking open ended questions


















Business Change Coachee Reflection and Feedback Summary

Name: Thomas Hunt 
Date of session: 19/12/2023

1. Key messages you took from the coaching session
The main goal is to focus on what I want to do as a career. So, we are looking at different job roles, different services, some still within the NHS and some not. Trying to figure out what I want to do, looking at potentially shadowing people? Asking about upcoming roles within different departments and sectors.

2. What do you feel are your strengths?
I feel like I am fairly confident, I am a ‘people person’. So, I feel like I would be good at working with people, potentially going down the training route? I feel like I work well individually and as part of a team. I get on well with my colleagues and managers, so I feel like I am a good and reliable team player.

3. What do you think are your areas for development?
With saying that (above), I feel like I can go into my shell sometimes, especially if in my case I am not loving the work I am doing. So, I do need to work on my confidence to look at bigger challenges. I am very happy in my comfort zone and need to work on pushing myself and trying new things.

4. Goals/actions identified
To message people within my department and ask about potential opportunities in the future. General job searching as well. To look at shadowing people. To try and narrow down exactly what job I want to do.


5. What did you agree to do before the next session?
To look on job sites like Indeed. To ask my manager Dan about shadowing and any upcoming jobs. To try and think about what sector to look in.

6. What did your coach agree to do before the next session?
To have a look within their department if there are any upcoming positions. To think of areas of work that may sound applicable to me.

template7. Any other points or comments?
All good, nothing to raise. Really enjoying so far.


Please ensure that Coach and Coachee keep a copy as a reminder of the session.

Thank you 

Name …Thomas Hunt…………………………..… Date …19/12/2023………….

Date and venue of next session……27/12/2023…………Microsoft Teams………

Name of coach ……Terri Reynolds ……..………………………………………………………


















Business Change Coachee Reflection and Feedback Summary

Name: Thomas Hunt
Date of session: 27/12/2023

1. Key messages you took from the coaching session
Focus on looking for a job within DHCW. Keep thinking of what exactly what job I would like to do. Look into different projects within DHCW and keep updated with any upcoming jobs posted.

2. What do you feel are your strengths?
As mentioned last time, definitely focusing on my personable traits. So, looking at a training role or helping/teaching people in some way? Also, my IT skills (forget to mention in last log) are a big strength of mine. Being in the same project support/IT role for over 4 years now.

3. What do you think are your areas for development?
I need to work on my confidence to tackle new challenges. I feel I am making good progress on this by asking colleagues about different job environments, things that they are or have been involved in etc.

4. Goals/actions identified
From last session, I have made progress by asking colleagues about different jobs and services. I have looked at job sites and tried to narrow down the search by looking at training roles etc. Focusing on jobs within DHCW going forward.
5. What did you agree to do before the next session?
To look at the DHCW department and any new vacancies. To think more on specifically what role I want to do. To ask colleagues again for information on different roles and sectors.

6. What did your coach agree to do before the next session?
To look at upcoming roles and send over any new vacancies. To introduce me to Bryony Hope, as a point of reference if anything comes up in the future. To continue to support me with any other issues.

Any other points or comments?
All ok. Really enjoying the coaching sessions, no issues.


Please ensure that Coach and Coachee keep a copy as a reminder of the session.

Thank you 

Name …Thomas Hunt……………………………..… Date ……27/12/2023……………….

Date and venue of next session……01/02/2024………Microsoft Teams…………

Name of coach ……Terri Reynolds………………………………………………………


Business Change Coachee Reflection and Feedback Summary

Name: Thomas Hunt
Date of session: 01/02/2024

1. Key messages you took from the coaching session
Keep looking for any jobs coming up. In particular to strive for Band 5 positions. Keep speaking with people within DHCW to gain more knowledge and experience.

2. What do you feel are your strengths?
I feel as though I am very organised and still want to work in an IT/admin setting but also including the personal side of things, dealing with people as well, potentially training or working on projects with people.

3. What do you think are your areas for development?
I need to push myself out of my comfort zone and look to apply for Band 5 jobs, instead of limiting myself and staying as a Band 4. I need to progress and take on new challenges with more responsibilities.

4. Goals/actions identified
I have had many introductions and meetings with different people within DHCW and have found it very interesting asking questions and finding out more about what they all do. This has been a great insight into the department as a whole.




5. What did you agree to do before the next session?
To speak with different people within DHCW and find out more about different job roles. To focus on Band 5 positions and to check for any new vacancies.

6. What did your coach agree to do before the next session?
To update me with any new upcoming opportunities, both new jobs and any training courses. To introduce me to staff within DHCW to try and gain more knowledge on the department/service. General support with applying for roles etc.

7. Any other points or comments?
No issues. Really enjoying the coaching sessions and very grateful for all the effort and work going into it from Terri.


Please ensure that Coach and Coachee keep a copy as a reminder of the session.

Thank you 

Name ……Thomas Hunt……………..… Date ……06/03/2024……………….

Date and venue of next session…07/03/2024………Microsoft Teams……………

Name of coach ……Terri Reynolds………..…………………………………………………












Business Change Coachee Reflection and Feedback Summary

Name: Thomas Hunt
Date of session: 01/02/2024

1. Key messages you took from the coaching session
Essentially to keep looking and applying for any jobs coming up, mainly Band 5 roles. Have the confidence to apply for them and ask for feedback if not successful.

2. What do you feel are your strengths?
I am very organised and have a lot of IT/admin skills. I would like to focus on working with people, helping them, for example with training or teaching etc.

3. What do you think are your areas for development?
I still need to push myself out of my comfort zone and look to apply for Band 5 jobs, instead of limiting myself and staying as a Band 4. I need to progress and take on new challenges with more responsibilities.

4. Goals/actions identified
I have had many introductions and meetings with different people within DHCW and have found it very interesting asking questions and finding out more about what they all do. This has been a great insight into the department as a whole. I have applied for a few jobs and have an interview coming up. I have also received constructive feedback for any roles I have not been successful in.




5. What did you agree to do before the next session?
To focus on applying for Band 5 positions and to check for any new vacancies. To reach out to people and ask for any relevant information on their specific role/department. To ask Dan about the possibility of flexible working, for example a fixed term contract somewhere else.

6. What did your coach agree to do before the next session?
To update me with any new upcoming opportunities, both new jobs and any training courses. General support with applying for roles and interview techniques etc.

7. Any other points or comments?
No issues. Really enjoying the coaching sessions and very grateful for all the effort and work going into it from Terri.


Please ensure that Coach and Coachee keep a copy as a reminder of the session.

Thank you 

Name ……Thomas Hunt……………..… Date ……08/04/2024……………….

Date and venue of next session To be confirmed……………

Name of coach ……Terri Reynolds… Date…..8th April 2024……………


















PERSONAL DEVELOPMENT PLAN

	Skill
	Current Ability
	Target Ability
	Development Opportunity 
	Success Criteria
	Time Frame
	Evidence

	
Problem solving during coachee sessions


	Tendency to do this
	To be aware and stop myself doing this
	Coaching sessions with work colleagues as part of a Uni coaching and mentoring  course
	Problem solving for coachees is no longer a thing I do!
	6 months/ongoing
	I no longer feel the need to problem solve for coachees

	
Reflective practice


	Minimal activity
	To be more reflective  
	As above
	To embrace reflective practice and not to think of it as a chore
	6 months/ongoing
	Progressive reflection documentation 

	
Holding space for the coachee to think and reply.




	I feel the need to jump in and fill the silence sometimes
	To feel comfortable with the silence at all times
	As above
	Practice will make perfect! 
	6 months/Ongoing 
	I no longer feel the need to fill the silence.











[image: A close-up of a text

Description automatically generated]
image1.png
‘Coaching hours Date length

Discuss goals - where are we now - time for a change and would like to move sideways remainingin data analysis
Goals have changed - would prefer not to work with data and would like to work within the Business Change Team at DHCW

Meetings set up with various departments to arrange shadowing opportunities. There were feelings of imposter syndrome and thata higher banding was out of reach
After some coaching around personalvalues, various roles ata higher banding have been applied for.

Martin Williams 31/01/20241hr No goals as yet apart from being a better manager - | set Martin up with a mentor - as | felt this would be a better st step for him
28/02/20241hr Spoke of mentoring opportunity and felt a goal was easier to envision and achieve
11/04/2024]1hr





