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[bookmark: _Toc174795372]Introduction
The research case study is based on the demonstration of the activity of market leaders in the healthcare sector. The healthcare service with the NHS has cut costs by using generic rather than branded pharmacies. It is required with extensive marketing over medicines that were previously available on prescription.
 It is also required to research the developing innovative lines to meet the changing healthcare demands (Bimpong et al., 2020). I am Janice Rowland, a senior microbiologist for five years, who applied and tried to work in the institute along with my team consisting of Rober Lee, John Griffiths, Maria Cook, and Lakshmi Darim. In the healthcare sector, the main principal response is the pressure of cutting costs by using generic rather than branded pharmaceuticals.
We have been hired by and under the supervision of Quality Assurance Manager Philippa Graham. Philippa has always been committed to the role of a manager taking responsibility for the key department of the company. 
While analyzing the proficiency in the role of the discussion in my professional field, Gibbs reflective model will be used to discuss the situation. Philippa’s attitude is very strict and is not dealing with the group of shop floor workers. It is much to admire that professional people are committed to their work and will on the whole manage themselves. Philippa has also introduced the system of understanding the team briefings with the implementation of team technology that can explain the company’s policy and the whole department.


[bookmark: _Toc174795373]Reflection of the coaching session that went well
While Philippa was taking our coaching session, she was surprised when a few people seemed to like discussing the points raised in the meetings they assumed to be condemned. We all introduced ourselves in front of and described all our positive and negative skills.
 
[bookmark: _Toc174795374]Description
The situation describes that she asked me about how I was and started asking what the point of discussion for today with her is. I informed them that I was on the lookout for ways in which I could improve my skills with the increasing qualifications and expand her experiences. I conditioned him that I am comfortable working from home and thus could miss her everyday contact with her colleagues.
 The situation is some kind of discussion of my weaknesses and strengths that I possess while working. Upon asking I shared about how well I could manage the adjustment of the recent changes that seem visible to me for changes. I admire the positivity of all the changes. There needs to be dramatic changes in the organization that occurred recently. I have been given responsibilities that are used for mentoring and development of my junior colleagues or candidates. I did progress very much by optimizing my leadership skills and could have gotten any time off or taken any break, but I was happy as I am privileged to be given such responsibilities.

My strength lies in mentoring skills, conflict resolution, and Emotional Intelligence, while my weakness lies in communication skills, empathy, and active listening. When I have been given the responsibility of mentoring my junior with the skills to help individuals develop professional skills and achieve such goals. I admire myself for what I am lacking in evaluating my communication with others and also my listeners. 
Conflict resolution takes care to help me resolve many such conflicts with the emotional intelligence to admire for getting a better opportunity in working somewhere (Kay and Skarlicki, 2020). In the coaching session, the communication between me and the speaker or learner went well. I explained and listened with proper care and thus communicated well with each other to make the conversation effective.



[bookmark: _Toc174795375]Feelings
My feelings towards the session is that I need to brush up on my skills in which I am weak. I feel, I am working too long at home and want to start working from the office as soon as possible. I also feel that I am eager to grow very fast and want to get a promotion very fast. I have a passion for learning more thus I have been given the responsibility to mentor my junior colleagues. 
I want to progress from the session that I feel that I am wasting my talent at the very moment, so I need to be socialize with my colleagues more because I am very social person who wants to be interactive with everyone. I believe in team work thus I feel that what I am best at can be achieved by me with the help of my team.  
During the time, I attended the session, I was very nervous and anxious about my actions because I did not want to make a bad impression on myself. I am not so good at communication so I was worried about my response to the management. Communication is very important in business because it shows the capability of managing problems and completing tasks with intelligence (Kalogiannidis, 2020). 
However, I have successfully conveyed my concern to the management with a very short and simple conversation. Though I was very nervous at a certain point of time, but I knew that I had to be responsible and logical while answering the questions. Keeping this thought in mind, I communicated and expressed my concern about some issues. 
One of the major issues that I have highlighted was working remotely for a long time. I think working from home for such a long time is hampering the socialising process and affecting the bonding between employees. This is the reason, I have asked for arranging working from office arrangement.
While asking about the change, I felt, that maybe the management felt disturbed with my point of view, but, I do not have any option because I felt frustrated for working such a long time without socialising. Socialisation is very important for a person to build good relationships and friends, exchange thoughts and opinions with each other and learn from each other (Ohr, Holm and Giles, 2020). 
We have been deprived of this facility for a long time and I do not want to stay more detached with my friends and colleagues because I miss the environment and our chitchats in the office premises. Hence, I recommended that the management should think about opening office and providing hybrid mode of working which can be very helpful for us. The reason is, in this working mode, we can easily enjoy the office environment and also our homely environment. 

[bookmark: _Toc174795376]A critical evaluation of whether and how coaching and mentoring within this context could lead to improved performance/morale 
In order to critically evaluate the importance of coaching and mentoring in this context, an analytical perspective of Gibbs can be used by which I can highlight my good and bad experiences during the session.
[bookmark: _Toc174795377]Evaluation
In my opinion, coaching and mentoring can help to improve the performance and morale of the staff. Coaching and monitoring processes control the entire working process by reviewing it properly (Fleischhacker and Graf, 2024). 
I am Janice Rowlands, a senior microbiologist, working in this organisation for five years and I think the approach of initiating a coaching and mentoring programme to improve the performance and morale of staff can prove very helpful because we can easily identify our strengths and weaknesses during the programme. 
I have gone through the session and experienced some good and some bad things. For example, I have asked about my thoughts on the recent changes in the organisational working process. I have said that, it was quite difficult for me to adjust to the changing environment, but I am trying. I have also mentioned my concern about receiving proper support and more complex training to reach the goal.
I think coaching and mentoring are necessary for an organisation to calculate the working progress of all the employees, but before that, advanced training is needed for all the staff which is missing. While expecting improved performance and morale from the staff, the management should also provide advanced training because employees can improve their performance level through the training (Hughes et al., 2020).
 Moreover, the meeting arrangement with employees within 6 months, is a beneficial approach to share the thoughts and feelings of employees and describing their problems also. Still, it would be better if there were weekly meeting sessions to know about the updates of the team’s work because 6 months is too long to meet. 
The reason is, that many things can happen in the workplace within 6 months for which the working approach, the motivation level and the performance parameter of the staff can be changed. Therefore, weekly meeting sessions should be arranged to understand the challenges and issues of the staff. 
It can be difficult for an employee or staff to work from home for a long time because it can create a major distance among the staff and sometimes it feels demotivating to work alone (Bick, Blandin and Mertens, 2023). 
I suggested that the office should be resumed so we all can work from the office rather than working from home for a long period. I think, that the management should think about my proposal as I am a staff who wants to pursue my career for a long time in this organisation. In terms of describing the necessity of coaching and mentoring, I must say that, monitoring an employee gets difficult if he or she works in home due to privacy reasons.
 However, while working in the office premises, an organisation can track the staff’s work and guide him or her properly which is a major advantage while working in office premises. Formal training sessions are the main way of coaching and mentoring, but apart from that, informal communication, face-to-face- meetings and team outings are also important to build a good rapport with the team members and the team leader (Johnson, Park and Chaudhuri, 2020). 
The coaching and mentoring programme can assist in detecting the strengths and weaknesses of staff while analysing his or her coaching and mentoring skills. 

For example, I have realised that I have good key mentoring skills, conflict resolution skills and emotional intelligence skills. On the other hand, my weaknesses are, communication skills, empathy and active listening skills. I am an introvert so naturally, I take some time to communicate and respond to others’ which I should improve immediately.
 Moreover, I have to be more empathetic to others to build a good and strong relationship with others. After evaluating the importance of coaching and mentoring in this context, I think the management should work on their coaching and mentoring programme by increasing the skills of employees through proper training. Otherwise, the problems which I have highlighted above will remain unresolved. 


[bookmark: _Toc174795378]An analysis of the skills, behaviours, attitudes, beliefs and values of an effective coach or mentor
[bookmark: _Toc174795379]Analysis
Every staff has his or her own behaviour, attitudes, beliefs and values which creates differences between two employees or staff (Arieli, Sagiv and Roccas, 2020). I think an effective coach and mentor has to be calm, composed, smart, intelligent and must have the analytical ability to resolve any kind of issues
The values, beliefs, attitudes and behaviours of a mentor should be unique and motivating and can inspire others to be like him or her. The reason is when a mentor or coach assists an employee, the employee expects that his or her coach or mentor is superior to him or her. In case, the attitude, values and beliefs of the person will not be up to the mark, then the staff will be hurt badly and the organisation has to suffer a lot.
 On this account, analysing the behaviours and attitudes of a mentor is mandatory to understand whether the mentor is efficient in guiding a team or not. I think, without an effective mentor it is almost impossible to achieve the business goals because the person can guide before every vital step. 
However, after a certain time, excessive dependence on the mentor or coach may not lead towards career growth. The reason is, if a person is always used to work after the guidance of a coach or mentor, then the person will never gain self-confidence and self-awareness in his or her job (Etareri, 2022). 
An efficient leader should use “Tuckman’s Team Development Model” to build strong team dynamics and form the team members' independence. “Tuckman’s Team Development Model” can help employees gain a high confidence level and working ability after a certain time without the guidance of a team leader. Hence, the coach or mentor has to be analytical and logical to distribute the roles and responsibilities of a team very well. 
[bookmark: _Toc174795380]Conclusion
I have realised that to become an effective coach or mentor a person must have proper patience level, calmness and proper problem-solving skills. Without problem-solving ability, a person cannot become an efficient coach or mentor. 
Moreover, it is very tough to resolve problems without having the capability of a mentor or a coach. I have realised that I have good communication skills, but the major problem is, managing people properly and communicating with them efficiently. The reason is, I am not a good communicator or a good listener which can be a major issue for me in the future. Moreover, I understood that I am a slow learner which can cause problems for me in the future because a person with slow learning capability will take more time to adjust to others. This is why, it is better to adapt to the changes quickly and improve the weak areas as soon as possible. 
For example, improving my communication skills, empathy and active listening skills are extremely important to become an effective coach or mentor in the future. Moreover, as I have realised that I am a slow learner, so I have to improve my learning speed also which can eventually improve my working potential. A person without high working potential is not that useful for employers so I have to upgrade my skills as soon as possible. 
[bookmark: _Toc174795381]Action Plan
Based on the above analysis and drawn conclusions of my experiences, I have decided to work on my weaknesses for which I have prepared an action plan which is as follows:

	Goals
	Strategies
	Timeline
	Progress Rate

	Communication
	In order to improve my communication skills, I have to build good relationships with others and have to become straightforward
	3 Months
	On Progress

	Empathy
	I have to improve my people management ability by understanding their emotions. In order to do so, I have to be more sensitive while communicating to them and have to try to understand the reasons behind their problems
	3-4 months
	On Progress

	Active Listening
	In order to improve this skill, I have to improve my ability to understand the opinions of others. I have to listen to others carefully to identify specific reasons for an issue and have to involve myself in healthy communication with the speaker
	3 months
	On Progress



Table 1: Action Plan
(Source: Author)

[bookmark: _Toc174795382]Conclusion


Based on the above analysis on my gained experiences, I think immediate improvement is required on my improvement areas. In future, if I want to become a successful leader, it will be very difficult for me to proceed with so many weaknesses. On that account, immediate resolution of the problems is required for which I can adapt to the action plan mentioned above. Additionally, I can maintain a performance tracker also to track my own performance so I can calculate how much I have progressed till now. 
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Annex
	BMSW 6005
	Feedback 
	Date of Interview:
	11/08/2024

	Coach
	Mihaiela
	Coachee
	Mihai

	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?
Hint: The Coach should ask open ended questions
Good introduction – explained the purpose of the session for example, she asked what brough the coachee to her office and how she could help. 
	☐
	☒
	☐
	☐
	☐

	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?
Hint: The Coach should be patient
She could have improved on the listening skills and be more patient to allow the coach to think about the solution.
	☐
	☒
	☐
	☐
	☐

	Is the coach focused on the coachee’s agenda?
Hint: The Coach should focus on the coachee’s agenda
The coach some of the time focused on the agenda this could have been improved with good questioning skill that will bring out the solutions to the problems. 
	☐
	☒
	☐
	☐
	☐

	
Is the coach coaching in their own image? (Example: Are they saying things like ““Well, when I was in your position, here’s what I did when I was in a similar situation…)
Hint: The Coach should not coach in their own image
Good – but could have probed/clarified the options/ asked further questions/ in more detail 
	☒
	☐
	☐
	☐
	☐

	Is the coach acting as a problem solver, providing the solutions for the coachee?
Hint: The coach should not provide solutions
The coach acted as a problem solver she allowed the coach to think about the solutions. 

	☒
	☐
	☐
	☐
	☐

	Additional Comments 

GROW model was applied so the session was quite well structured. GROW model was applied so the session was quite well structured. The session was fantastic, and it looks so natural. The coach could have allowed the coachee more time to respond to questions. The coach could have asked if the problem of the coachee was solved or not if not solved what needed to be done.
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