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[bookmark: _Toc153489507]Introduction
The study has been based on a renowned business that has a long history of rendering services in prescription medication. However, recently, it has been observed that the scale of profit margins has been lowered as a result of enormous pressure in making use of generic medications to reduce costs for the sake of the National Health Service and foreign clientele. On account of the requirement to promote over-the-counter centric medication, there has been a need to make significant financial investments to adapt to meet evolving healthcare requirements. The company's main goal is to handle the challenges of reducing costs by automating tasks, hiring fewer people, prioritizing "flexibility" in their job duties, and allowing employees to work from home.
 It has been noticed that the last four years have been crucial for Philippa Graham to make assurance on quality assurance. The study will revolve around an examination of the abilities, values, and behaviors of a successful mentor or coach while taking note of these concerns with the Head of HR departments. The task requires implementing a coaching and mentoring program as a potential solution within the department to boost employee morale and upskill performance. Thus, Philippa’s role has been assigned to complete a coaching and mentoring training program for her employees. The main task will be based on analyzing the coaching session including what went well and what needs to be changed for the next time. A critical assessment will also likely be followed in this particular situation, correlating to coaching and mentoring which could boost morale and increase performance levels.GROW model and Skilled Helper Model along with Gibbs Reflective Cycle frameworks will be applied in context of coaching session.
[bookmark: _Toc153489508]A reflection of coaching session on what went well and what to do differently in the future
I find myself extremely drawn towards making use of Gibbs Reflective Cycle to highlight some points on my most recent coaching session within a pharmaceutical company. I used to be analyzing my own experience while concentrating on some crucial areas where I need to improve, and how I can further excel my knowledge and some notable understanding skills with literature. This will further enhance my engagement skills to work with colleagues and peers.
1.Description: I was given the duty of advising a set of employees in a pharmaceutical company to and by stringent procedures during this conducting of coaching session. The goal was to improve their knowledge and additionally, as per comprehension of the pharmaceuticals, I also can interact with pertinent members. Initially, I had difficulty in communication. Later on, I worked on it to develop bonds with others to work relentlessly.
2. Emotions: At first, I knew the importance of the subject, then I felt a bit of excitement. However as I thought about how difficult it is to take notes on pharmaceutical literature, I was advised to plan on a customized strategy to involve my team. This not only removed my uneasiness but also helped to enhance my confidence afterward.
3. Assessment: (Positive Aspects): I managed to regain a noteworthy accomplishment of being accustomed to a sound environment by working on my cooperation and communication skills during the coaching session. I further developed trust with my team members by encouraging them to exchange experiences and crucial difficulties. In this way, I also learned a lot of things that made it easier for me to comprehend the unique demands of the coaching class. I further enabled myself to learn unique coaching techniques accordingly.
Furthermore, I managed to aim towards forming an effective strategy for enhancing my theoretical knowledge with practical application. I was given the task to work on a few case studies and solve real-world examples. This methodology not only aroused my curiosity but also assisted me in resolving practical consequences with pharmaceutical literature.
4. Analysis: I particularly think that even though the workshop experience went well overall, the team's engagement with literature knowledge and vehement understanding skills required to be evaluated by relying on a systematic method. Pre-session evaluations will help in gaining insightful data to work on personal strengths and areas of improvement. This would permit me to customize the methodological coaching session. Taking into account additional interactive components, I participated in a few group discussions and acute problem-solving agendas, where I found I needed to improve my engagement to ensure the application of acquired knowledge. This would help me acquire a thorough approach to addressing issues between theory and practice.
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Figure 1: Gibbs Reflective Cycle
(Source: Galli, New, 2022)
5. Conclusion: In order to sum up the overall coaching session, I have developed insightful information with literature and have successfully increased my knowledge and further comprehension capabilities. I have further realized that while taking into account the collaborative environment, I require to be sound in my incorporation of working on real-world examples to attain the session's success. I am determined to ensure improvement in my coaching patterns while working on interactive tools and necessary components. This will help in making thorough development of my Engagement skills by building Literature Knowledge and improving my Understanding of customized coaching experience (Galli, New, 2022).
6. Action Plan: Going ahead, I will work on my pre-assessment skills to determine my literature engagement and gain further conceptual potential of pharmaceuticals. This will assist me in excelling in particular growth areas and further coaching sessions. Furthermore, If I intend to ensure an investigation and plan to incorporate interactive practices, I need to be more collaborative with my team members in conversations. I am supposed to be working on my problem-solving skills to close the gap between application and practical learning. In this way, I can easily improve my theoretical and physical knowledge via application. In order to sum up, Gibbs Reflective Cycle has proven to be useful in gaining achievements of the coaching session, for enhancement, and making a plan of action for further interactions with the team. In this capacity as a coach, I believe that the continual improvement in upcoming sessions can guide me to promote learning and development in the pharmaceutical concern.
[bookmark: _Toc153489509]A critical evaluation of whether and how coaching and mentoring within this context could lead to improved performance and morale
The significance of acute rendering services concerning coaching and mentoring in the professional zone requires growth to instigate profound effects on developing cognitive and intellectual potential. In the prescribed field of pharmaceutical concern, accuracy, and flexibility are important in integrating tasks for mentoring. Here the GROW model—is essential to improve on respective morale and develop a scale of performance. It consists of elements implying Goal, Reality, Options, and Will that make up the GROW paradigm completed as a structured framework. The mentoring-related interventions require formulating a definite strategy while tackling definite obstacles and ensuring cognitive and building intellectual knowledge effortlessly. It ensures the building dynamic character of the pharmaceutical concerns (Hawkins, Carr, 2023).
First of all, the GROW model will be based on definite elements of the Goal stage for staff members. Within a pharmaceutical company, this could help in the process of establishing objectives for market expansion, ensuring regulatory compliance, or making research activity and planned development. It has been further analyzed that Good coaching and mentoring need all the people to have SMART goals (Specific, Measurable, Achievable, Relevant, Time-bound) in line with attaining the other goals of the organization. This clarity can be further helpful and can promote strategic thinking. In order to ensure the efficacy of cognitive abilities in the area of measuring intellectual talents, the main goal requires timely inspiring staff and other workers to come up with fresh ideas. It is easy to make conversations through elements of goal-setting, to consider their important place critically, which can further aid in stimulating intellectual creativity (Agüero, Sturich,  2022).
As taking the center position into the Reality stage, it can be observed that coaching and mentoring the reliable staff members can aid in evaluating and assessing the effectiveness of carrying out ongoing projects, and at the same time can tackle bottlenecks and talent gaps in the pharmaceutical units. The Reality stage can be very helpful to ensure fostering self-awareness and building self-reflection—as a result of cognitive development. During the Reality stage, the intellectual potential like taking note of problem-solving and vehement analytical thinking can help analyze the overall situation. Mentors can successfully aim to assist different staff members in comprehending the level of difficulties, and can effectively help to promote a methodical approach concerning problem-solving. This can boost the organization's intellectual as well as employee’s personal development  (Escalante, 2022).
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Figure 2: GROW model
(Source: Grant, 2022)
The pharmaceutical industry is one of the important sectors where the Options stage of the GROW model plays an important role while taking into account important decisions. Mentoring and accurate coaching can help to enhance encouragement among employees. The opinion stage requires individuals entrusted with a task to share a particular viewpoint regarding how their decisions can affect building cognitive and intellectual skills. They also need to be helping with random brainstorming ideas to enhance flexibility and promote durability. Workers are now being externally exposed to share various viewpoints, which helps them in the process develop an understanding of tackling complex circumstances. In an industry where reserve regulations and technological changes are happening quickly, the potential to think critically under acute situations requires flexibility to tackle uncertainty (Walker et al., 2022).
Finally, the definite GROW model has its Will stage to ensure laying down a strong emphasis on enhancing dedication and planned action. In the pharmaceutical industry, where it is very important to have correct knowledge of deadlines, it is better to have soundness in a constrained zone while putting effective plans into action. Accountability and motivation—two factors are extremely crucial to maintaining performance—by coaching. During the processing of the Will stage, workers will be required to have refined abilities or take charge of their growth. Mentors are also required to develop a growth-based mindset because in this way they inspire others during times of difficulties. This change in perspective requires excelling in cognitive abilities, while promoting resilience (Goldvarg, Turner, 2022).
In order to sum up, the framework with relation to the GROW model, it is necessary to incorporate ideas of coaching and accurate mentoring into a pharmaceutical concern for improving cognitive potential. Every step of the GROW model will require promoting every individual from defining strategic goals to tackling challenging procedures. Given its dynamic set of action plans, the pharmaceutical concern will be required to boost employee morale and level of performance.
[bookmark: _Toc153489510]An analysis of the skills, behaviors, and values of an effective coach or mentor
Gerard Egan has been the pillar of success behind the Skilled Helper Model in 1975. It provides a definite framework for timely examining and accurately improving professional values, practice behaviors, and life skills, as well as the sound skills, and attitude of a successful coach or mentor to aim for working in a pharmaceutical company. An effective mentor is essential for ensuring growth and building success in the pharmaceutical sector (Giglio, 2022).
Practical Skills:
1. Active Listening: In order to comprehend a great range of complexities and numerous difficulties, a skilled coach needs to have soundness in active listening. This entails having a regular understanding of the underlying issues of compliance norms, deliberate quality control, and making sound innovations in the process (Evans, Chamow, 2022).
2. Problem-Solving: A competent coach must use problem-solving skills to address definite underlying obstacles to tackle production issues, market barriers, and research and development complexities in the world of pharmaceuticals. This entails motivating and inspiring mentees to adopt a proactive-centric mindset (Evans, Chamow, 2022).
 3. Industry Knowledge: A skilled coach will be required to be knowledgeable about the making of the latest developments and practices in the pharmaceutical sector. With this high-end knowledge, they can easily help in navigating frameworks, while keeping up with the technical assessments and advancements, in the competitive environment  (Leaders, 2023).
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Figure 3: Skilled Helper Model
(Source: Ertelt, Schulz, and Frey, 2022)
Transferable Skills for Life:
1. Communication Skills: In the pharmaceutical industry, it is hugely important to have sound communication skills for a coach or mentor. This entails practicing technical knowledge by making sure that communication adherence to ethical norms is maintained particularly when time comes in discussing patient safety and clinical trials (Leaders, 2023).
 2. Adaptability: This is a crucial talent of the pharmaceutical industry which implies that a coach or mentor needs to instill in their mentees, to adapt to changes in the market, and must possess creative approaches to remain competitive.
3. Leadership Development: A good coach must necessarily concentrate on the path of developing accurate leadership qualities while solving problems and developing traits such as strategic thinking, and teamwork.
Professional Practice Behaviors, Beliefs, and Values:
1. Moral Behavior: In the pharmaceutical industry, the coach needs to have gained sound morality on non-negotiable terms. According to the Skilled Helper Model, a coach must not emphasize making moral decisions, as per legal requirements, and maintaining definite levels of professionalism (Browning, Fitzsimmons, and Arnold, 2022).
 2. Cultural Competence: A coach will further need to ensure embracing cultural competence within the pharmaceutical industry by creating an inclusive model of atmosphere, accepting correct points of view, and definite training procedures in multicultural teams.
3. Ongoing Education: Effective coaching in the pharmaceutical industry needs to be accordingly predicated on the process of lifelong learning. In order to make sound adjustments to the constant nature of the sector, the definite coach must pursue professional development to work on technology, and accordingly participate in quality education (Boyatzis et al., 2022).
Application of Skilled Helper Model:
1. Exploration: A coach must be required to help mentees to attain goals within the pharmaceutical concern in the exploration stage. This could help assist the definite people in the attainment of professional goals, or addressing the issues (Anselmann, 2022).
2. Difficult: During the difficult stage, the coach must have the potential to force any obstacles or prevent them from progressing towards the future professionally. In the area of pharmaceuticals, their resistance to change can further aid in resolving concerns about complying with lawful regulations (Harrison, Bizouard, 2022).
3. Action Planning: The prior discussion of transferable abilities of the Skilled Helper Model can accordingly create practical plans for the process of overcoming obstacles, and making advancements of careers, while developing innovative skills (Shoukry, Fatien, 2023).
In summary, the comprehensive approach concerning mentoring people by using the Skilled Helper Model can aid in analyzing practice behaviors, and values of coaches in pharmaceutical companies. The transferable life skills in addition to addressing current concerns can be helpful to promote long-term success and attain professional development within the pharmaceutical sector.
[bookmark: _Toc153489511]Conclusion
From the above study, it can be stated that as there are recent changes in the pharmaceutical department, the mentors and coaches need to maintain stability to stick to timetables with fewer employees. Furthermore, implementation of sound processes via working from home can occasionally aid in sharpening their abilities, and broaden experience. It has also been analyzed from the scenario, that even if there are moments when annoyance becomes difficult for other team members, actively aiming to become successful in learning sessions can be helpful. As far as coaching or mentoring would be more appropriate to handle the situation, the various coaching or mentoring models like the Grow model and Skilled Helper Model can aid in enhancing abilities, convictions, and principles to become a successful coach.
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	Date of Interview:
	25/11/2023

	Coach
	Ionut Gradinaru
	Coachee
	Ewelina

	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

	Is the coach asking open ended questions or closed questions
Good introduction and greeting from both parties. 
	☒
	☐
	☐
	☐
	☐

	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 actively listening and patient without judging – The session was prepared and well structured
	☒
	☐
	☐
	☐
	☐

	Is the coach focused on the coachee’s agenda?
The coach was focused on the questions asked while being empathetic to build a rapport and make the coachee comfortable 
	☒
	☐
	☐
	☐
	☐

	
Is the coach coaching in their own image? 
Good Attempt
	☒
	☐
	☐
	☐
	☐

	Is the coach acting as a problem solver, providing the solutions for the coachee?
The coach acted as a problem solver he allowed the coach to think about the solutions and also propose solutions based on the circumstances such as enhancing on training, developing knowledge and upskilling 

	☐
	☒
	☐
	☐
	☐

	Additional Comments 

GROW model was applied so the session was quite well structured. Overall Good performance 
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