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1. Introduction

Coaching and mentoring play pivotal roles in promoting personal and professional development within the workplace. This reflective report aims to critically evaluate the impact of coaching and mentoring on performance and morale while analysing the key skills, behaviours, attitudes, beliefs and values essential for effective coaching and mentoring. The GROW model, along with other related models like Swot, Soler and 7Cs, will be used as a framework for discussion. The reflective report delves into the core competencies that define a successful coach. Coaches serve as mentors, motivators and guides, requiring a diverse set of skills to foster growth and development in their employees and clients. 
Coaching and mentoring typically involve a series of stages that guide the process of developing individuals or teams. While specific models may vary, a generic framework often includes the following four stages:
1. Assessment and Goal Setting:
· Assessment: The coach evaluates the individual's current skills, knowledge and performance through self-assessment, feedback or formal evaluations (Parsloe, 2009).
· Goal Setting: Establish SMART goals aligned with individual development needs.
2. Planning and Action:
· Planning: The coach and coachee jointly create a detailed plan for goal achievement, involving skill development, learning opportunities and strategies to overcome obstacles.
· Action: The coachee implements the plan, taking proactive steps toward goals and the coach offers guidance, support and feedback (Hawkins, 2018).
3. Feedback and Adjustment:
· Feedback: Regular constructive feedback is vital for growth, aiding progress by pinpointing strengths and areas for improvement (Hawkins, 2018).
· Adjustment: Feedback may prompt the individual to adapt their approach, refine goals or modify the action plan, emphasising the importance of flexibility for ongoing progress (Hawkins, 2018).

4. Evaluation and Closure:
· Evaluation: The coach and coachee evaluate the coaching/mentoring relationship by reviewing achievements against initial goals and reflecting on individual growth and development.
· Closure: The coaching concludes formally, recognising progress and celebrating achievements. The individual may independently apply what they've learned, with the possibility of future sessions if needed (Hawkins, 2018).
These stages are iterative and may not always follow a linear path. Effective coaching and mentoring entail continuous cycles of assessment, planning, action, feedback and adjustment for ongoing development. The coach/mentor and individual relationship is collaborative and adaptive to evolving needs and goals (CIPD, 2023).

2. Benefits of Coaching 

Benefits of Coaching to an Individual:
· Skill Development: Coaching targets the enhancement of technical, interpersonal and leadership skills (Hawkins, 2018).
· Increased Self-Awareness: Coaching fosters self-awareness through reflective discussions and feedback, exploring strengths, weaknesses, values and aspirations.
· Goal Achievement: Coaches assist in establishing and attaining realistic goals, offering ongoing support and accountability.
· Improved Confidence: A coach's positive reinforcement boosts confidence, empowering individuals to tackle challenges and make decisions (Hawkins, 2018).
· Enhanced Work-Life Balance: Coaching helps achieve work-life balance, enhancing well-being and job satisfaction.
Benefits of Coaching to an Employer:
· Increased Employee Performance: Coaching enhances individual performance, positively affecting overall organisational performance (Hawkins, 2018).
· Leadership Development: Coaching identifies and nurtures potential leaders, fostering a robust leadership pipeline (Hawkins, 2018).
· Enhanced Communication: Coaching promotes open communication, enhancing workplace relationships and teamwork.
· Higher Employee Engagement: Coached employees tend to be more engaged and connected, resulting in higher job satisfaction and retention (Hawkins, 2018).
· Talent Retention and Succession Planning: Coaching aids talent development, cuts turnover by investing in employee growth and satisfaction and facilitates succession planning for future leadership roles.

3. Role Play Reflection and Review

In reviewing my coaching session role play, I'll use the Gibbs Reflective Cycle to gain insights into my performance, identify improvement areas and enhance my professional and interpersonal skills. The cycle comprises six stages: Description, Feelings, Evaluation, Analysis, Conclusion and Action Plan (Main, 2023).
[image: ]      (Main, 2023)

In this coaching scenario, I, as the coach, engaged in a role play with a coachee to address issues related to the coachee's desire for a promotion, feeling undervalued and reluctance to work full-time. The coaching process involved the application of the SOLER (Squarely facing, Open posture, leaning forward, Eye contact, Relaxed) communication model and the GROW (Goal, Reality, Options, Will) model to guide the coachee toward a solution. This reflective review follows the Gibbs Reflective Cycle and includes a SWOT analysis of the coach's skills.
1. Description: During the coaching session, the coachee expressed the desire for a promotion, feeling undervalued and reluctant to work full-time in the office. As the coach, I aimed to understand the coachee's perspective and find a balanced solution that aligns with organisational goals and the coachee's aspirations. The coaching was aimed at transitioning the coachee back to working in the office from home.
2. Feelings: As the coach, I initially sensed a mix of eagerness and frustration from the coachee. I felt a challenge and responsibility to address the coachee's concerns. There was also a need to balance the coachee's aspirations with the organisational goals and expectations. I felt a sense of responsibility to guide the coachee through their concerns. Understanding the delicate nature of the conversation, I aimed to create a supportive environment to encourage open communication. I also acknowledged the potential impact of the coaching session on the coachee's motivation and commitment to her work. 

3. Evaluation: Upon evaluating the coachee's concerns, it became clear that there was a    misalignment between the coachee's expectations and the organisation's current approach. The coachee's desire for a promotion was reasonable, but it needed to be aligned with the organisation's timeline. I did recognise the importance of acknowledging the coachee's efforts and creating a path for future advancement. Addressing the coache's reluctance to work full-time in the office and preference for remote work required a delicate balance. There was also a need to emphasize the benefits of in-office collaboration and its positive impact on career growth.
I applied the SOLER model effectively by maintaining open body language, making eye contact and demonstrating active listening (Buon, 2020). This helped establish a positive and friendly coaching atmosphere.
The GROW model was applied to structure the coaching conversation effectively. The evaluation of the situation helped to establish available options and a need for a comprehensive approach that acknowledges the coachee's concerns while ensuring organisational objectives are met.
i. Goal Setting (G): The coachee's primary goal was a promotion. I facilitated a discussion to clarify the specific promotion criteria and a timeline for achieving them. We also explored the coachee's career aspirations.
ii. Reality Check (R): We delved into the coachee's feelings of being undervalued and reluctance to work full-time back in the office. I encouraged open communication and feedback, aiming to understand both sides of the situation.
iii. Options (O): To address the coachee's preference for working from home, I proposed a compromise committing to the transition to office work while assuring the coachee of a potential promotion. We also discussed strategies to enhance the coachee's sense of value.
iv. Will (W): I sought a commitment from the coachee to work sincerely toward the promotion, emphasising the importance of aligning personal and organisational goals.
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6.  Action Plan: Moving forward, the coachee agreed to work collaboratively on a development plan that aligns with the organisation's promotion timeline. As the coach and team leader, I assured my commitment to providing regular feedback and support to ensure the coachee feels valued. Additionally, a trial period of in-office work with flexibility was proposed and agreed upon to address the coachee's concerns, encouraging a sense of team collaboration.
Coaching skills improvement action plan using the SMART framework. The SMART framework is an effective way to structure goals, making them Specific, Measurable, Achievable, Relevant and Time-bound (Mind Tools, 2022). 
[image: ]
Reflection: After the coaching session, I realized balancing individual aspirations with organisational goals is vital. Clear communication, understanding and compromise are key to addressing concerns. Ongoing support and feedback are crucial for a positive coaching relationship and the coachee's professional development.

     4. Coaching and Mentoring: Improve Performance and Morale 

The GROW model (Goal, Reality, Options, Will) provides a structured framework for coaching conversations. Through setting clear goals, assessing current realities, exploring options and ensuring commitment. The model facilitates a systematic approach to problem-solving and goal achievement. In the workplace, applying the GROW model can lead to improved performance by providing employees with a roadmap for personal and professional development (Mind Tools, 2022).
Coaching encourages individuals to take ownership of their goals, tendering a sense of responsibility and accountability. This can contribute to improved morale as employees feel empowered and valued (Watt, 2023). Furthermore, the process of goal setting and achievement can boost self-esteem and job satisfaction, positively impacting the overall work environment.

Crucial Skills Expected from a Coach:
Successful coaching relies on precise communication, encompassing the transmission of intricate concepts, providing valuable feedback and inspiring individuals or teams. The 7Cs of communication function as a flexible framework in coaching and mentoring, elevating communication across diverse channels (Mind Tools, 2022).
· The 7Cs of Communication:
1. Clarity: Communicate clearly and concisely, avoiding ambiguity with straightforward language for easy understanding.
2. Conciseness: Be concise and skip unnecessary details for effective communication, especially in professional settings.
3. Coherence: Organise your message logically with smooth transitions for better audience understanding (Mind Tools, 2022).
4. Consistency: Ensure consistent messaging across channels and over time to avoid confusion and maintain trust.
5. Courtesy: Communicate with respect and consideration using polite language, active listening and empathy to foster positive relationships.
6. Correctness: Ensure accuracy by checking grammar, spelling and facts before communicating to enhance message credibility and prevent misunderstandings (Mind Tools, 2022).
7. Completeness: Supply complete information for audience understanding. Anticipate and address potential concerns to prevent confusion (Mind Tools, 2022).
· The SOLER Method:
SOLER method, crucial in coaching and counselling, involves Squarely facing, Open posture, Leaning forward, Eye contact and Relaxed body for effective communication (Buon, 2020). 
a) Squarely facing the person: Shows attentiveness and interest, indicating full presence in the interaction.
b) Open posture: Indicates approachability, promoting a comfortable environment for discussion.
c) Leaning slightly forward: Shows engagement and active listening, reinforcing the coach's commitment to understanding the individual's perspective.
d) Eye contact: Shows engagement and active listening, reinforcing the coach's commitment to understanding the individual's perspective.
e) Relaxed body: Radiates calm and ease, presenting a non-threatening environment for self-expression.
Applying the SOLER method improves communication quality, enhancing the effectiveness and supportiveness of coaching (Buon, 2020).

5. Behaviour, Attitudes, Beliefs and Values of an Effective Coach
Active Listening: A successful coach or mentor needs strong listening skills to build trust and show genuine interest in the coachee's concerns and aspirations (Watt, 2023).
Empathy: Empathising with the person being coached or mentored is vital, creating a supportive atmosphere for open communication and a stronger connection (Watt, 2023).
Feedback: Constructive feedback is vital for growth. A proficient coach or mentor delivers timely, tactful feedback, concentrating on specific behaviours and actions instead of personal attributes (Watt, 2023).
Confidentiality: Trust forms the basis of successful coaching or mentoring. Upholding confidentiality establishes trust and guarantees a secure environment for open dialogue.
Positive Reinforcement: Reinforcing positive behaviours and achievements boosts the coachee’s motivation and confidence (Knud, 2011).
Questioning: There are many benefits:
· Empowerment and Motivation: Involving individuals in decision-making through questioning empowers them, stimulating motivation and commitment to development goals (Knud, 2011).
· Increased Self-Awareness: Questions can prompt individuals to reflect on their experiences, actions and thoughts.
I. Using reflective questioning, coaches and mentors help individuals gain insights into their behaviour and decision-making.
· Encouraging Problem-Solving: Thought-provoking questions enhance problem-solving skills, prompting mentees to critically consider and explore diverse solutions to challenges (Hawkins, 2018).
· Promoting Ownership and Responsibility: Posing questions and not giving direct answers, empowers individuals to own their development and decisions (Knud, 2011).
I. It encourages a sense of responsibility for one's actions and choices.
· Building Trust and Rapport: Caring questions show active listening, building trust and rapport between the coach/mentor and the individual (Watt, 2023).
· Clarifying Goals and Objectives: Questions aid in clarifying individual goals, values and priorities, enabling a more personalised coaching or mentoring experience (Hawkins, 2018).
Distinctive Styles of Questioning:
· Open-Ended Questions: These questions prompt detailed responses and encourage the exploration of thoughts and feelings.
· Closed-Ended Questions: These questions usually yield concise, specific answers and are effective for gathering precise information.
· Probing Questions: Probing questions prompt individuals to elaborate on their initial responses, delving deeper into a specific topic.
· Reflective Questions: These questions encourage individuals to reflect on their experiences and extract insights from them.
· Socratic Questions: Socratic method, these questions lead individuals to uncover answers through their reasoning and analysis (Conor, 2022).Top of Form
In coaching and mentoring, powerful questioning guides reflection, promotes self-discovery, encourages problem-solving facilitates communication and elevating critical thinking.


6. Conclusion

In conclusion, the outcome of this module's learning journey underscores my understanding that effective coaching surpasses technical expertise. It necessitates a comprehensive approach encompassing communication skills, empathy, organisational abilities and a positive attitude. Coaches excelling in these areas serve as inspirations, motivators and guides to success. The efficacy of coaching is contingent upon the chosen approach, the coach's skills and the organisational context. Coaches, functioning as mentors and motivators, must possess a diverse skill set for fostering employee growth (Watt, 2023). The analysis of coaching skills, behaviours and attitudes, combined with effective communication and the application of the SOLER method, promotes a positive coaching environment, yielding substantial benefits for workforce growth, development and overall success (Buon, 2020).
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8. Appendix 

 Part A. Examiner: Role Play Feedback Results = 24 points out of 25
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Strengths  Weaknesses  Opportunities  Threats  

*  Active  Listening:   Demonstrated the  ability to listen  actively,  understanding the  coachee's  concerns and  emotions.   *  Goal Alignment:   Effectively  aligned the  coachee's goals  with  organisational  objectives,  emphasising  mutual benefit.   *  Empathy:                I  displayed  empathy in  addressing the  coachee's feelings  of undervaluation  and developed a  supportive  environment.  *  Assumption Bias:   There might be a  potential bias in  assuming that a  promotion is the  sole solution to  the coachee's  concerns.  Exploring  alternative  sources of value  could be  beneficial. Also,  addressing the  antagonistic  atmosphere in  the office .  

* Clarity in 

Communication:   This could  improve clarity in  communicating  the expectations  and benefits of  the transition  from remote  work to office  work.  *  S kill  Development:   Invest in  developing  additional  coaching skills,  such as  reframing  perspectives and  exploring diverse  solutions to  challenges.   *  Feedback  Mechanism:   Establish a  feedback  mechanism to  continually  assess the  effectiveness of  coaching  strategies and  make  adjustments  accordingly.  *  Resistance to  Change:              The coachee's   reluctance to work  5 days in the office  creates a bit of  antagonism  around others.  Transition to the  office may pose a  threat to  achieving the  desired outcomes.   *   Organisational  Constraints:   Potential  challenges may  arise if  organisational  policies and  constraints limit  the coach's ability  to fulfil promises  related to  promotions or  work  arrangements.  

5.    Conclusion:    The coaching session effectively addressed the coachee's   concerns, using the  SOLER and GROW models for structured problem - solving. Balancing empathy and  challenge  is   the   key for future coaching improvement. I the coach assured  recognition of the coachee's efforts and outlined a plan for future promotion.  
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Regularly review my progress, adjust goals if necessary and celebrate achievements along  the way. The SMART framework is a useful  tool for my action plan and would be flexible  enough to adapt to my evolving needs and experiences (Mind Tools, 2022).  
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Coaching Model: GROW MODEL

The numerical rating system is based on the scale below.

Scale: 5-Yes 4-Mostofthetime | >~ 5"(’:"::( the | 2 Almost never 1-No
Explained the purpose of the session first. Ratin
s]al3f[2]1
Is the coach asking open ended questions or closed questions O|x| 0|00
Good introduction and greeting from both parties
Is the coach patient? Are they giving the coachee time to think through issues x| O0o/0ojo
and arrive at a conclusion in the way THEY process information?
The coach was patient and actively listening to the coachee
Is the coach focused on the coachee’s agenda? X|O|Oojgjo
The coach was focused on the questions and encouraged in building a professional
rapport
X|O|0|0|0
Is the coach coaching in their own image?
Good — but could have probed in more details
X|O|0|0|0

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. Constructive feedback was

provided

Additional Comments

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