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[bookmark: _Toc165112687]Introduction:
Coaching and mentoring, with their transformative power, are pivotal in driving organisational development and fostering employee growth. This critical evaluation delves into the profound purpose of coaching and mentoring within an organisational context. The primary goal of this written assignment is to comprehensively analyse the purpose of coaching and mentoring in an organisational setting. This will entail a deep dive into the skills, behaviours, attitudes, beliefs, and values that an effective coach or mentor should embody. According to Garvey, B., Garvey, R., & Stokes, P. (2021), a mentor can only be a coach if they consciously adopt the abilities required for successful coaching. The main focus of a coach is to teach the performer how to achieve more, while the mentor's goal is to be available as a resource for the performer, as stated by MacLennan (2017). However, coaching will generally be more performer-led and, therefore, better at encouraging performance growth. These insights will be leveraged to implement impactful coaching or mentoring strategies at an appropriate level. Moreover, I will assess the outcomes of the coaching session (role-play) and reflect on it to pinpoint areas for enhancement. We will critically evaluate how coaching and mentoring can significantly boost performance and morale within this context. Lastly, we will examine the attributes of an effective coach or mentor, encompassing their skills, behaviours, attitudes, beliefs, and values. With a confident approach, we will comprehensively understand the topic and deliver an exceptional analysis. We will employ Gibbs' Reflective Cycle, a systematic approach to learning from experiences, created by Graham Gibbs in 1988. This methodology provides a framework for analysing experiences and, due to its cyclical nature, is particularly suited for recurring experiences. As the audience, it empowers you to learn strategies from successful and unsuccessful experiences, encompassing six distinct stages.
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Description:
During a recent role-play assignment, my colleague and I were given the unique opportunity to step into the shoes of Philippa Graham, a highly accomplished Quality Assurance trainee. Philippa has consistently achieved outstanding results for four years, leading a team that surpasses productivity targets, exhibits low personnel turnover, and maintains high morale. Our objective was to identify coaching issues by asking questions while adhering to Philippa's values and beliefs, providing a realistic and challenging scenario for our evaluation. To achieve this objective, we practised the ten practical coaching skills, which included listening, questioning, building rapport, empathising, summarising and reflecting, unlocking limiting beliefs, staying focused, being non-judgmental and open-minded, giving constructive feedback, and resisting the temptation to tell as described by Connor, M. and Pokora, J., (2017). Practising these skills helped us understand the importance of active listening, asking open-ended questions, building trust and rapport, understanding the mentee's perspective, summarising and reflecting on the mentee's thoughts and feelings, identifying and removing limiting beliefs, staying focused on the mentee's goals, being objective and non-judgmental, giving constructive feedback, and allowing the mentee to arrive at their conclusions. According to Hart, E.W. (2009), setting clear goals is crucial for establishing a solid mentoring relationship. Therefore, balancing their aspirations with organisational priorities and time constraints is essential when working with a mentee. As a coach, you may see more possibilities for your mentee than they see. Therefore, encourage your mentee to set higher goals than they would otherwise set. If your mentee has unrealistic expectations, examine other solutions and reach an agreement. When striving towards agreement, remember these points: acknowledge the other person's perspective, maintain open communication, and be willing to compromise. In conclusion, practising practical coaching skills and setting clear goals are essential for establishing a solid mentoring relationship. As a coach, it's crucial to balance the mentee's aspirations with organisational priorities and time constraints, encourage them to set higher goals and strive towards agreement while maintaining open communication and being willing to compromise.

[bookmark: _Toc165112689]Feelings:
Understanding other people’s points of view and feelings is a pre-condition of success as a coach and mentor, but putting yourself in another person's shoes is always quite tricky. However, being a manager allows you to listen to people, a skill required as a coach. The feeling of arriving immediately at a conclusion is what I was most afraid of, and I tried to finish the words of the trainee. Egan, G. (2018) introduced the acronym SOLER as a vital communication skill that couches are trained to employ to show nonverbal listening. This was used during the session to ensure I would create a sense of comfort for me and who is in front of a trainee.
SOLER stands for:
S: Sit squarely facing the trainee, preferably around 5 o'clock, to avoid gazing. Maintain an open posture and avoid crossing your arms or legs, which may appear defensive.
O: Take an open posture. Crossed arms and legs may indicate a lack of involvement or availability for others. Maintaining an open posture demonstrates a willingness to listen and engage with the trainee. It is not defensive in character.
L: Lean slightly in towards the trainee. It's like saying, "I'm with you; I'm interested in you and what you have to say." Leaning back can indicate the opposite. Avoid leaning too much forward, as this may be perceived as a demand on the customer. They may find it intimidating.
E: Maintain proper eye contact. It is another way of saying, "I'm interested, and I agree with you." Remember, this is not the same as staring. To avoid staring, it's essential to periodically glance away but limit the amount of time you do so. This could indicate your level of comfort or discomfort.
R: Be calm and natural. If you fidget nervously, you will distract the trainee. Relaxation demonstrates comfort in using one's body for personal expression and communication with trainees. It puts the trainees at ease.
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Evaluation:
[bookmark: _Hlk165114089]The GROW coaching concept, introduced in the 1980s, has become quite popular. Its pioneers were Alan Fine, Graham Alexander, and Sir John Whitmore (Whitmore 1992). Coaching can help individuals improve themselves, but there is limited data on its efficacy (Theeboom et al., 2014). In the meantime, there has not come up with additional evidence. According to Mukherjee (2014), however, the GROW model is a successful performance coaching tool many firms use to address performance challenges. The GROW model is based on Timothy Galleway's Inner Game theory, which aims to address the shortcomings of traditional sports coaching methods (Mukherjee, 2014). The GROW approach focuses on solving issues and achieving goals. It consists of four stages where coaches must engage their coachees' interests. A simple series of questions symbolise each of the four stages to help individuals develop and realise their potential. This paradigm is effective for goal setting, issue solving, maintaining personal achievement, and increasing efficiency (Leedham and Parsloe, 2016). The coach and the coachee need to establish coaching goals that are “SMART”, which means specific, measurable, acceptable, realistic, and timely (Bianco-Mathis et al. 2002). Defining objectives before examining reality can help individuals develop goals independent of their current situation (Whitmore, 2009). When creating goals, it is essential to consider how they align with overarching objectives. The second coaching step involves the coachee explaining the situation and identifying areas for improvement to motivate change (Weinstein, 2013). Effective problem-solving requires both parties to understand the current condition and anticipated destination (Whitworth et al. 2007). Coaches play a significant role in encouraging self-evaluation and identifying obstacles that hinder progress. They should summarise and restate their understanding of the coachee's current position. During this period, coaching sessions can help address underlying anxieties and beliefs. The option stage involves generating ideas that can help solve the problem. Exploring multiple options is crucial for selecting specific action steps rather than only focusing on the correct responses. During the coaching session in a role-play, I mistakenly introduced the model towards the end of the role-play. It would have been more appropriate to mention it at the beginning. However, as a coach, I began with open-ended questions, such as "What brought you here today?" and "How can I assist you?". I practised patience and allowed the coachee to take their time and think about their issues and possible solutions while actively listening. I remained focused on the agenda and could have improved it by using practical questioning skills to seek solutions. I refrained from reflecting on my experiences and probed, clarified, and asked additional questions in greater depth. I acted as a problem solver, guiding the coachee to consider potential solutions using the GROW model. However, it would have been better to inform the coachee during the role play about the coaching model at the start and agree to meet again to discuss progress and have further conversations to enhance the session.

[bookmark: _Toc165112691]Analysis
Overall, the session went well. My colleague and I were the first group to participate in the role play, so we were trying to figure out how to improve from our mistakes. We could have used more time. However, an effective coach or mentor should possess unique skills, behaviours, attitudes, beliefs, and values contributing to their success in guiding and developing others. These key attributes include active listening, clear communication, empathy, problem-solving, and goal-setting. Additionally, behaviours like being supportive, holding mentees accountable, being flexible, respectful, and continuously learning. Attitudes include having a growth mindset, maintaining a positive outlook, being open-minded, and being resilient. Lastly, beliefs and values like having integrity, empowering individuals, valuing lifelong learning, and promoting diversity and inclusion. It was great to hear from the lecturer that our group were able to engage in a role-playing session and learn about these essential qualities for effective coaching and mentoring, and I can affirm that all these sets of behaviours, values, and beliefs were included in our role-play.





[bookmark: _Toc165112692]Conclusion
In conclusion, an effective coach or mentor combines various skills, behaviours, attitudes, beliefs, and values to create a supportive and empowering environment for their mentees. Embodying these attributes can inspire, guide, and develop individuals to reach their full potential. To effectively coach or mentor at an appropriate level, it is essential to tailor your approach to the specific needs, skills, and experience level of the individual being mentored. Here are some strategies to help you coach or mentor effectively at an appropriate level.

[bookmark: _Toc165112693]Action Plan
Helping the couched or the mentored person to work out an action plan is essential to following a few key strategies. These strategies include assessing the individual's needs and goals, setting clear expectations and boundaries, tailoring your approach to match their learning style, providing constructive feedback, encouraging self-reflection and goal setting, fostering a supportive and trusting relationship, offering developmental opportunities, monitoring progress and adjusting as needed. First, you should understand the individual's skills, knowledge, and goals. Conduct a needs assessment to identify areas for improvement and development. Clarify the mentee's short-term and long-term goals to align coaching efforts with their objectives. Set clear expectations for the coaching or mentoring relationship, including the frequency of meetings, communication channels, and confidentiality agreements. Define boundaries and roles to ensure a professional and respectful relationship. Adapting your coaching style to match the individual's learning preferences, personality, and communication style is also essential. Provide feedback and guidance in a way that resonates with the mentee. Offer actionable feedback that focuses on behaviours and outcomes rather than personal traits. Balance positive reinforcement with areas for improvement to support the individual's growth and development. Encourage the individual to reflect on their performance, strengths, and areas for growth. Collaborate on setting SMART (Specific, Measurable, Achievable, Relevant, Time-bound) goals that align with the mentee's aspirations (Bianco-Mathis et al. 2002). Build rapport and trust with the individual by demonstrating empathy, active listening, and respect. Create a safe space for open communication, feedback, and sharing of experiences. Provide opportunities for skill-building, learning experiences, and exposure to new challenges. Recommend relevant resources, training programs, or networking opportunities to support the individual's development. Regularly assess the individual's progress towards their goals and adjust the coaching approach as needed. Be flexible and responsive to changes in the individual's circumstances or objectives. By applying these strategies and adapting your coaching or mentoring approach to the appropriate level, you can effectively support the growth, development, and success of the individual you are coaching or mentoring. Coaching and mentoring are essential for employee development, talent management, and organisational success. These practices provide personalised guidance and support to individuals, enabling them to enhance their capabilities, improve performance, and reach their full potential. Mentoring also helps in knowledge transfer and succession planning by allowing experienced employees to transfer their knowledge and expertise to younger or less experienced employees. This ensures the continuity of skills within the organisation and helps in grooming future leaders. Moreover, coaching and mentoring relationships foster open communication, trust, and collaboration among team members, leading to better teamwork, increased productivity, and a harmonious work environment. Employees who receive coaching and mentoring often feel more engaged, motivated, and valued, leading to higher job satisfaction, improved retention rates, and a positive organisational culture.
[bookmark: _Toc165112694]General Conclusion
Coaching also helps identify improvement areas and provide constructive feedback to employees, which leads to enhanced performance, goal achievement, and overall organisational success. Additionally, during organisational change or transition, coaching and mentoring can support employees, helping them adapt to new roles, processes, and challenges effectively. Lastly, mentoring programs can support diversity and inclusion initiatives within the organisation by providing equal opportunities for growth and development to employees from diverse backgrounds. In conclusion, organisations can create a motivated workforce equipped to tackle challenges and achieve strategic objectives by fostering a culture of continuous learning and support through coaching and mentoring.
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Appendix
	BMSW 6005
	Feedback 
	Date of Interview:
	13/04/2022

	Coach
	Sasha Galster
	Coachee
	Aleksandar Mihaylov

	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. However, the coach should have informed us the coaching model to use right from the beginning. You need to agree on when to meet again for further discussion and to find out if there is any improvement. 
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