NAME: AMINAT MORAKINYO


STUDENT NUMBER: 2009818


MODULE CODE: BMSW6105


MODULE TITLE: COACHING AND MENTORING SKILLS FOR THE WORKPLACE


LECTURER’S NAME: REXON NTING


ASSIGNMENT TITLE: INDIVIDUAL REFLECTIVE ESSAY (TASK TWO)


2

[bookmark: _Toc174773135]Table of Contents

Table of Contents	i
Introduction	1
Reflection on the Coaching Session Using Gibbs’ Reflective Cycle	1
Critical Evaluation of Coaching and Mentoring	3
Coaching vs. Mentoring	3
Application of the GROW Model	4
Impact on Performance and Morale	5
Reflection on the Analysis of the Skills, Behaviours, Attitudes, Beliefs, and Values of an Effective Coach or Mentor	5
Essential Skills for Effective Coaching and Mentoring	6
Behaviours and Attitudes of an Effective Coach or Mentor	6
Beliefs and Values of an Effective Coach or Mentor	7
Conclusion	7
References	8



MY REFLECTIVE REPORT

[bookmark: _Toc174773136]Introduction
Our coaching and mentoring course would not be complete without the role play exercise, which aims to imitate a real-life coaching scenario and allow us to apply theory in a real-world context. In the exercise, my coursemate Almpiona played the role of coachee Robert Lee and Philippa, the coach, while I played the roles of Maria Cook and Philippa, the coach. The goal was to deal with Robert's work-related issues, such as his impending retirement, his growing workload, stress, and issues with new machinery. The role play offered a special chance to hone crucial coaching abilities in a controlled setting, including active listening, empathy, and problem-solving.

The entire session was carefully organised, and Almpiona and I actively participated in practice sessions during breaks and after lectures. I was nervous at first, but as the session went on, I became more confident and was able to use the GROW model to successfully help Robert work through his fears. Therefore, assessing the efficacy of the coaching and mentoring strategies used during the session, this reflective report will seek to examines my experience using Gibbs' Reflective Cycle and the GROW model. It will also investigate the abilities, dispositions, and behaviours required of an effective coach. In addition to improving my coaching skills the exercise gave me insightful knowledge on how to use coaching ideas in practical settings.

[bookmark: _Toc174773137]Reflection on the Coaching Session Using Gibbs’ Reflective Cycle
This reflection uses Gibbs' Reflective Cycle, a framework for structured reflection that improves learning from experiences to analyse a recent coaching session (The University of Edinburgh, 2020). The cycle offers a thorough approach for comprehending the dynamics and results of the session with its six stages including description, feelings, evaluation, analysis, conclusion, and action plan. By considering these phases, I hope to pinpoint my coaching practice's strength and opportunities for improvement using the most recent coaching literature insights as a guide.

Description - The purpose of the coaching session was to address the worries of Robert Lee, a fictional character who is getting close to retirement and is dealing with a number of issues at work. Together with my coursemate Almpiona, who portrayed Robert Lee, I arranged the role play, taking on the roles of Maria Cook and the coach, Philippa. The main goal of the session was to comprehend Robert's stress as a result of his growing workload, shortage of staffs and his issues with new equipment. The setting of the session was a classroom which at first made me uneasy even though it was conducive. But after watching the first group, my anxiety subsided and I started speaking more firmly. The GROW model (Goal, Reality, Options, and Will) formed the framework of our discussion and helped Robert move towards actionable solutions.

Feelings - I was first concerned that I wouldn't be able to perform properly, especially in the formal situation with peers around. My lack of coaching expertise made me feel even more anxious. But as we went through the session, I noticed a shift in my confidence. I was able to identify with Robert's predicament and concentrate on solving his worries when Almpiona introduced Robert's personal and realistically detailed his problems. As a result, I was able to suggest fixes, such as setting up training sessions so Robert could become acquainted with the new equipment and taking remote work into consideration. I felt a sense of success and my belief in the value of attentive listening and empathy in coaching was strengthened by Robert's positive response and willingness to continue in our future coaching sessions.

Evaluation - The coaching session had several strengths, including the use of the GROW model, which provided a structured approach to problem-solving. This model is widely recognized for its effectiveness in coaching as it encourages self-reflection and ownership of solutions by the coachee (Whitmore, 2017). Another optimistic aspect was the rapport established with Robert which facilitated open communication and trust. However, the session also had its limitations. My initial nervousness affected the flow of the conversation, and there were moments where I felt I could have probed deeper into Robert's concerns. In addition, the proposed solutions offered practical insights that might have benefited from more detailed exploration of alternative options.

Analysis - In keeping with the concepts of emotional intelligence in coaching, the session emphasised the value of establishing a supportive environment for the coachee. Understanding and influencing others' emotions as well as identifying and controlling one's own emotions are components of emotional intelligence (Anand et al., 2023). I was able to establish a secure space for Robert to voice his worries by understanding his circumstances, which is essential for good coaching. The GROW model's application was crucial in directing the discussion since it provided a clear focus on objectives and doable actions. The experience did, however, also highlight the necessity of ongoing coaching method improvement, particularly with regard to striking a balance between empathy and assertiveness.

Conclusion - The coaching session was an invaluable learning opportunity that illustrated the value of emotional intelligence in developing rapport and trust as well as the efficacy of organised coaching models like GROW. It also identified areas that needed work, especially with regard to controlling early anxiousness and expanding the coachee's investigation of their problems. The session reaffirmed the value of practice and preparation in coaching since these elements lead to a more certain and successful performance.

Action Plan - I want to concentrate on improving my coaching abilities going forward by looking for more chances to get practice and feedback. I will specifically focus on strengthening my capacity to control my anxiety in formal contexts, maybe by using mindfulness practices or further role-playing activities. I also want to get better at asking probing questions to make sure the coachee's problems are explored in greater detail. By using these techniques, I want to improve as a coach and be able to help my clients make significant and long-lasting changes.


Figure 1: Gibbs’ Reflective Cycle Model 

[bookmark: _Toc174773138]Critical Evaluation of Coaching and Mentoring
Two unique but complimentary methods of professional development that have become more popular in educational and organisational contexts are coaching and mentoring. Although they both seek to promote development and progress, their approaches, goals, and the dynamics of the connection between the person receiving guidance and the coach or mentor are different. Using pertinent literature and my recent experience participating in a role-playing exercise, this reflection critically assesses these two methodologies.

[bookmark: _Toc174773139]Coaching vs. Mentoring
Generally speaking, coaching is a short-term, planned procedure that focusses on achieving particular goals, performance enhancements, and/or skill sets. It is often task-oriented, with the coach guiding the coachee through a defined process, such as the GROW model (Goal, Reality, Options, Will). On the other hand, mentoring is typically a long-term partnership with the goal of advancing both the individual and the profession. According to Garvey, Stokes, and Megginson (2021) the mentor offers counsel, exchanges experiences, and offers advise on a wider range of topics, frequently covering both professional and personal development. I encountered both mentoring and coaching dynamics throughout the role play. As a coach, I focused on assisting Joanah's character, Robert Lee, in addressing certain work-related concerns, like stress management and learning new equipment skills. The focus of this goal-oriented coaching session was on finding quick solutions to problems. But as he got closer to retirement, the mentorship focused more on providing Robert with general professional advice and insights into his long-term career trajectory. This dual function highlighted how mentoring and coaching are separate but related, with both being essential to the advancement of professional development.

[bookmark: _Toc174773140]Application of the GROW Model
According to Whitmore (2017), the GROW model is a well-liked coaching framework that offers an organised method for creating goals and overcoming problems. I guided my conversation in our coaching session with Robert by using the GROW approach. We started by establishing specific objectives (such as lowering stress at work or learning new skills), and then we spoke about the situation as it is right now, highlighting the difficulties Robert was having. We looked at a number of options, including flexible work schedules and training sessions, before deciding on a course of action that included specific steps Robert could take. The simplicity and versatility of the GROW model contribute to its efficacy, making it a valuable coaching tool. Its use in mentoring, however, may be limited because mentoring frequently calls for a less regimented and more flexible approach. The foundation of mentoring relationships is trust and shared experiences. The mentor's job is to offer more comprehensive counsel than just goal achievement. In my opinion, the mentoring component of the GROW model required a more nuanced approach, emphasising personal connection and empathy over structure. However, the methodology was effective in resolving immediate difficulties.

Figure 2: Grow Model 
[bookmark: _Toc174773141]Impact on Performance and Morale
An individual's performance and morale are significantly impacted by both mentoring and coaching. When people receive effective coaching, their job performance can increase right away because they are able to overcome obstacles or acquire new abilities. For instance, during the role play, providing Robert with coaching on stress management and skill development resulted in a clearer way forward and a boost in confidence, both of which are critical for enhancing job performance (Grant, 2017). Conversely, mentoring generally has a more significant and enduring effect on employee morale and overall job satisfaction. A sense of support and community that mentors may offer is essential for sustained professional development. As a mentor during the exercise, I discovered that giving Robert advice about his professional path improved his morale and made him feel more appreciated and supported in his work. According to Eby and Robertson, (2019), mentoring relationships can result in better career success, lower inclinations to leave one's job, and more job satisfaction.

[bookmark: _Toc174773142]Reflection on the Analysis of the Skills, Behaviours, Attitudes, Beliefs, and Values of an Effective Coach or Mentor
The role of a coach or mentor is more than just imparting information or offering advice; it also requires a thorough comprehension of the requirements of the individual, a dedication to their development, and a mastery of critical skills and behaviours. A combination of particular skills, attitudes, beliefs, and values are needed for effective coaching and mentoring in order to create a constructive and encouraging growth connection. Based on both theoretical frameworks and real-world experiences from my role-playing exercise this reflection will evaluate these qualities.

[bookmark: _Toc174773143]Essential Skills for Effective Coaching and Mentoring
Active listening is one of the essential abilities needed for successful coaching and mentoring. Rogers (2024) defines active listening as paying close attention to, comprehending, remembering, and reacting to what the other person is saying. In my role as Robert Lee's coach, active listening was essential. Robert's worries about work-related stress, adjusting to new equipment, and approaching retirement allowed me to genuinely listen to him and adjust my coaching style to meet his requirements. This ability is crucial for developing rapport and trust because it demonstrates to the mentee or coachee that their issues are acknowledged and understood. Also, the capacity to formulate impactful and open-ended questions is a crucial trait. The purpose of these questions is to elicit ideas, promote introspection, and assist in problem-solving (Garvey, Stokes, and Megginson, 2021). I posed questions to Robert like, "How do you envision your last three years before retirement?" and "What do you think could help reduce your stress at work?" during the role play. These questions encouraged Robert to explore his own solutions, promoting a sense of ownership and empowerment.  Moreover, the ability to offer constructive feedback is a crucial one. Specificity, focussing on behaviours rather than personal characteristics, and a growth-oriented delivery style are all important components of constructive feedback (Nunan, Ebrahim, and Stander, 2023). As part of my mentorship, I provided Robert with advice on how to go about picking up new skills and handling his workload more skilfully. This feedback was quite helpful in enabling him to identify his areas for growth without causing him to lose confidence.

[bookmark: _Toc174773144]Behaviours and Attitudes of an Effective Coach or Mentor
Empathic, patient, and consistent behaviours are exhibited by coaches and mentors who are effective. Establishing a nurturing and judgment-free atmosphere requires empathy which is the capacity to comprehend and experience another person's emotions (Grant, 2017). I was able to emotionally connect with Robert during the coaching session by demonstrating empathy which made him feel heard and supported. This kind of behaviour is essential to building trust, which is the cornerstone of any fruitful coaching or mentoring relationship. Patience is yet another essential trait. Mentoring and coaching are time-consuming and persistent procedures. Robert needed my patience as he worked through his difficulties. His ability to be patient allowed him to feel free to take the required time to think things through and mature without feeling hurried or under pressure. Another crucial aspect of behaviour is consistency. Reliability and trust are developed via consistency, which makes the coachee or mentee feel safe and comfortable in the relationship. Robert trusted me as his coach and mentor, and I was able to strengthen that trust by constantly being on time, prepared, and with a pleasant attitude.

[bookmark: _Toc174773145]Beliefs and Values of an Effective Coach or Mentor
Underlying the skills and behaviours of an effective coach or mentor are their core beliefs and values. One of the most crucial beliefs is a dedication to the development and potential of the person receiving coaching or mentoring. This conviction motivates the mentor or coach to devote time, effort, and resources to the process of development. In my role as a coach, I had faith in Robert's ability to overcome obstacles and excel in his position which inspired me to provide him the help and direction he required. Integrity is yet another essential quality. In their interactions, mentors and coaches must maintain moral principles and behave honourably (Rogers, 2024). Being truthful with Robert about his areas for development during the role play means honouring his right to make independent decisions on his career. It is also crucial for coaches and mentors to value lifelong learning. To offer the finest advice possible, they must be dedicated to their own professional growth. This value was clear in my reflection of my lecturer's feedback which I intended to apply to enhance my coaching and mentoring relationships going forward.

[bookmark: _Toc174773146]Conclusion 
Essentially, it should be noted that successful coaching and mentoring call for a well-balanced combination of fundamental abilities, encouraging attitudes, and sincerely held convictions. Foundational abilities such as strong questioning, constructive criticism, and active listening allow coaches and mentors to effectively guide their coachees or mentees. Furthermore, consistent, patient, and empathetic behaviours help to build a trustworthy and fruitful partnership. These qualities are supported by a dedication to the person's development, honesty, and lifelong learning. In a nutshell, through my role-playing exercise, I was able to emphasise the importance of these qualities and show how they support fruitful coaching or mentoring relationships. Coaches and mentors who exhibit these traits can help their coachees or mentees not just with short-term requirements but also with long-term development and achievement. The knowledge I have acquired from this experience will be extremely helpful to me as I continue to grow as a mentor and coach.

[bookmark: _Toc174773147]
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