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[bookmark: _Toc163977883]Introduction
In the organisational development arena, coaching and mentorship are the best equipment for improving employee competence and transforming those capabilities into attaining corporate goals. My reflection concerns an assessment from my 'Coaching & Mentoring Skills' course, which is part of the BA (Hons) Leadership and Management Skills for the Workplace program. I performed as Philippa Graham, the team leader at Healthcare International, in the scenario where I interviewed Janice Rowlands, a senior microbiologist. The opportunity to live through this situation was a surprising element in the relationship between the coach and the mentee and the adaptation to be made in the rapidly changing corporate world. It underlined that eliminating the old work habits, such as schedule shifts and automation, would affect employees' morale and performance. The purpose of this reflection was threefold: to review the effectiveness of the coaching session, evaluate the impact of coaching and mentoring on employee behaviours and organisations, and understand the depth of the skills and competencies a coach or a mentor must possess. It was a 'real-world' experiment, making it easier for me to look at things from different sides and appreciate how offices run.
[bookmark: _Toc163977884]Reflection of the Coaching Session
Apart from the session that I had with an imaginary character, Janice Rowlands, who symbolizes the difficulties that modern-day workers have to grapple with today, I had a chance to sharpen my coaching skills that will be relevant in the market. As Philippa Graham, I dealt with this issue of introducing an individual to therapeutic and developmental communication in a changing and oversized organisation.
[bookmark: _Toc163977885]Advantages to learning from the Coaching Session
Among the features of the seminar were the ideas that aligned with the characteristics of great coaching. It is very optimistic that the relationship with Janice was successful, and I created an environment of trust and comfort. Making the first move by asking job-related open-ended questions about her adaptation to the recent departmental changes, I created a free and comfortable atmosphere for further expression. Therefore, this style allows people to be open, with no secrecy. Consequently, Janice can tell her coach about her worries and hopes for her career, which is the essence of an engaging coaching process. Finally, the most vital ones for me were active listening skills. I communicated my concern by giving full attention to how Janice expressed herself. I could then read the content and the emotions she hoped to share. So, I learned that I was able to ask meaningful trailing questions; hence, we deepened our discussion, and I came to have a fuller grasp of her predicament.
[bookmark: _Toc163977886]Areas for Improvement
Although the talk is complete, I believe there are some sections I need to work on during the next talk. The other area, for instance, is the provision of more structured feedback. I did my best to help her get some ideas and insights about her feelings, problems and needs at work, but I could have given her more active advice and feedback to help shape her action plans related to her goals and work-life balance issues. Moreover, I could have engaged more crucially on her part to influence her intoxicated opinions. Thus, instead of just sympathizing with her, I could have subtly challenged her to look into the positive sides of this transition and, in this way, contribute to her more balanced viewpoints.
[bookmark: _Toc163977887]Application of Coaching Skills, Behaviours, and Values
During the whole session, I tried to be a coach representative of the characteristics of a good coach. Empathy, my entire approach, helped me understand her problem accurately. Throughout the process, I avoided being judgmental and managed to create a cooperative and welcoming environment. Moreover, I displayed a humble and open nature by accepting that the role of a coach is not that of an all-knowing expert but a caretaker for Janice's self-exploration and problem-solving. The sense of responsibility that came along with the self-reflection gave Janice the power to take hold of her personal development and come up with her own solutions.
[bookmark: _Toc163977888]Utilization of Coaching Models
In this lesson, I aim to address the GROW model, an acronym for Goal, Reality, Options, and Will. This model had a fundamental role in shaping the structure of the conversation by starting with the definition of Janice's organisational objectives. Next, we analysed the reality of her present circumstances and scrutinized the recent transformation within the organisation and its influence on her. In the Exploring Options Session, we thought of the possible ways and how she can advance her career and identify where her worries regarding the office come from. Lastly, during our meeting, I will assist Janice in creating an actionable plan with the exact actions and steps they will take once the session is over.
The GROW model was featured clearly in the dialogue process, enabling the session to be problem-centred while remaining agile with the dynamic nature of Janice's problems. Through the coaching session, she had a chance to go through all the aspects of her situation and determine the steps to develop. It highlighted the value of building rapport, keeping an active ear, and giving clear feedback. Although the employment of the GROW model was rewarding, seeing what still needs to be worked on, like calling out one's assumptions and offering counter points, is also essential for my growth for becoming an effective coach. Through this process, I gained more insight into suitable coaching skills and the role of self-development when I aspire to become a good coach.
[bookmark: _Toc163977889]Critical Evaluation of Coaching and Mentoring in the Context
In a modern workplace, it is clear that coaching and mentoring have become important for employees (Bachkirova, Arthur, and Reading, 2020). The article introduces these techniques' effectiveness and applicability to the challenging reality of Healthcare International, where performance improvement and low morale are struggles in the face of corporate restructuring.
[bookmark: _Toc163977890]Effectiveness of Coaching and Mentoring
The example from a dilemma Healthcare International, where they are under pressure to cut costs and improve performance, echoes many modern organisations. Hence, in this kind of atmosphere, coaching and mentorship, tools for managing change, and employee involvement become very essential. (Hamilton-Hart and Wai-chung Yeung, 2019). One of the critical features of coaching, the individual development and performance enhancement aspect, provides an opportunity for employees, such as Janice Rowlands, to channel their goals into organisational objectives. On the one hand, mentoring can expose an employee to the broader view and assist in the development of a feeling of belongingness and being appreciated within the organisation.
Through coaching and mentoring in this area, these programs can help cast positive outcomes (Hobson and van Nieuwerburgh, 2022). First, it increases the employees' morale by giving more importance to the organisation's investment in them through the employee development program. In this case, the restructuring at Healthcare International may have resulted in uncertainty and decreased motivation among workers. Besides that, it can assist employees in making the transition to new jobs and responsibilities smoother, as shown in the example of Janice carrying out additional duties after the departmental changes.
[bookmark: _Toc163977891]Challenges in the Context of Corporate Pressures
The efficiency of these measures is not without its problems, particularly in a high-tension corporate sector. Sandwiched between the two conflicting roles of a manager, Philippa Graham has to focus on the department's effectiveness and the welfare of the people working for her. The cutdown in the workforce and the heightened automation probably resulted in the team's insecurity and increased workload. Such a situation necessitates a mixed approach to Philippa's coaching as her primary agendas may involve individual concerns while promoting overall organisational strategy.
[bookmark: _Toc163977892]Theoretical Support and Models
Theoretically, models such as Situational Leadership Model can play a vital role in this scenario (Xuecheng, Iqbal, and Saina, 2022). This model aims to apply a leadership style that is adaptable to the team members' stage (Hersey and Blanchard). For instance, Janice - a high-performing and ambitious team member - may require a more hands-off leadership style than the team members uncomfortable with the transition. They may need one-on-one coaching or additional support. Philippa's team can also adapt this structure to be more personalized, which is desirable to different team members. Another leadership style that we can utilize is Transformational Leadership.
Consequently, this way of leadership implies highlighting and making employees perform beyond their customary capabilities (Bastari, Eliyana, and Wijayanti, 2020). (Bass and Riggio). Philippa can demonstrate a specific way of introducing the idea of a positive future, with the aim of helping the team to accept the upcoming challenges of organisational change as grounds for personal and professional development. Coaching and mentoring during the internal HI restructuring program open up practical ways to boost workers' output and morale. On the other hand, their effectiveness depends on their ability to go through the particular difficulties that corporate stress and restructuring generate. A manager like Philippa can use appropriate leadership and mentoring models, enabling them to steer the team successfully through the waves of change, thus stimulating a culture of growth, adaptation, and resilience. The Healthcare International scandal indicates that individualized mentoring and coaching approaches will remain essential to modern management.
[bookmark: _Toc163977893]Analysis of Skills, Behaviours, Attitudes, Beliefs And Values of an Effective Coach
The effectiveness of coaching and mentoring largely depends on the coach or mentor's technical and soft skills, behaviours, attitudes, values, and beliefs. (Hussey and Campbell-Meier, 2020). The scrutiny of these aspects, including the mentoring and coaching event with Janice Rowlands, helps us understand the essence of good coaching and mentoring.
[bookmark: _Toc163977894]Essential Skills and Behaviours
Such elements as active hearing, empathy, questioning, and feedback delivery underpin successful coaching and mentoring. Active listening involves listening that entirely concentrates on what is being said, understands, reacts, and remembers what has been said (Jonsdottir and Fridriksdottir, 2019). I found this skill incredibly helpful, giving me an insight into Janice's viewpoint and worries, thus aiding in establishing a supportive climate. Empathy, meaning the capacity to understand and share the other person's feelings, was of no less importance in creating a relationship based on rapport and trust.
Doubting is of use here, especially when asking open questions. It spurs the mentee's depth of thought and drives them to express their thoughts and emotions. The Q&A role play helped me understand Janice's opinions on career development, her feelings about organisational changes, and her reactions to them. Another aspect of delivering feedback is that it should be constructive, particular, and action-oriented. Nevertheless, following this activity, I am aware of areas for improvement, for example, providing more structured and exact feedback to help Janice better.
[bookmark: _Toc163977895]Attitudes and Beliefs
Their attitudes and beliefs determine the influential solid power of a coach or mentor. The most important value is the belief that every individual is capable of maturing and changing. This cognizance motivated the roleplay as it directed convenience toward Janice's developmental and growth potential. Similarly, undemanding and perceptive coaches and mentors should encourage a non-judgmental and open-minded environment where free and unreserved speaking is welcome. While performing the roleplay, you should use all your creative parts and allow the session to flow by reflecting on how Janice reacts and to what degree she needs your advice.
[bookmark: _Toc163977896]Values
Virtues like integrity, due process, and a firm commitment that will assist the development of individuals are the core of any coaching and mentoring relationship. As a coach or mentor, taking the side of ethics means steady compliance with honesty and ethical decisions. This attribute dramatically matters because it defines the project and builds trust since the mentee is convinced that they are going seriously and with a touch of professionalism. In Janice Rowlands' role-play, honesty was a significant component of my attitude. I tried hard to be as honest and open as possible to build rapport; thus, it became easy for Janice to share her thoughts and ideas without any inhibition. This confidence was the foundation for an authentic and effectual regard. Additionally, giving Janice a chance to voice her opinions, acknowledging her skills and experiences, and respecting her viewpoints evidenced integrity. These steps were more symbolic in that the mentee's views and feelings were heard and became the foundation of the mentoring process.
An additional point of reference is that professional ethics in the field of coaching includes the maintenance of boundaries. During the role-play, I ensured that I did not intrude into the boundaries of professionalism and provided my advice within the range of my competency. The warm support and formality were the touchstones to solidifying a respectful and constructive coaching relationship with them. The role play showed the values that a good coach has in common: integrity, respect, and commitment. Such virtue enhances the training effect and ensures that one works in a manner that shows respect and ethics to the mentee's growth in both ways.
[bookmark: _Toc163977897]Reflection and Learning from the Role Play
The roleplay experience has shown me that while those key factors were there, there is always room for improvement. For example, empathy and active listening saw great implementation, but one could have had more focus on actionable feedback and challenging Janice's perspectives, hence self-awareness and insight enhancement. It emphasized that the approach should be balanced and contain supporting listening and proactive guidance. The role play was a blind spot where I had to learn the complex skills, behaviours, attitudes, ideologies, and values relevant to coaching and mentoring. It showed the valuable role of these parts and the need for ongoing change and reflection within these roles. Overall, I learned that excellent coaching and mentoring are synonymous with guiding others, but it is also about personal development and growth as a coach or mentor.
[bookmark: _Toc163977898]Conclusion
The experience of roleplaying as a coach and working with Janice Rowlands was a learning experience that added to my understanding of proper coaching and mentoring. It was also evidence that fundamental skills are vital; thus, you should be able to demonstrate active listening, empathy, and d structured feedback. This routine also promotes the coaches' attitudes and values, which significantly create a harmonic condition for good learning and development. The session taught me the crucial point of combining empathic support with challenging advice. This will undoubtedly benefit me in future relations in my professional environment. This is what concerns me the most, and it is also what I will continue to think about in the future. It will help me become a better leader and mentor. I plan to integrate these lessons into my work as a basis for the advanced and empathic leadership style, especially where large-scale organisations' reorganisations and staff career development are concerned. This training has entrenched me with a newfound appreciation of the governances of coaching and mentoring and has capacitated me to be a better motivator and a guide for others in my future endeavours.
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Appendix
[bookmark: _Toc163977901]Role Play Feedback


	BMSW 6005
	Feedback 
	Date of Interview:
	13/04/2022

	Coach
	[bookmark: _Hlk163978510]Andreea Scorpie
	Coachee
	Gabriela Grad

	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

	[bookmark: _Toc163977902]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. 
	☐
	☒
	☐
	☐
	☐

	[bookmark: _Toc163977903]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.
	☐
	☒
	☐
	☐
	☐

	[bookmark: _Toc163977904]Is the coach focused on the coachee’s agenda?
[bookmark: _Toc163977905]Hint: The Coach should focus on the coachee’s agenda
[bookmark: _Toc163977906]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. 
	☐
	☒
	☐
	☐
	☐

	
[bookmark: _Toc163977907]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 
	☒
	☐
	☐
	☐
	☐

	[bookmark: _Toc163977908]Is the coach acting as a problem solver, providing the solutions for the coachee?
[bookmark: _Toc163977909]Hint: The coach should not provide solutions
[bookmark: _Toc163977910]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, there could have been more clarity/objectivity as the session was ending. The coach and coachee could have agreed on when to see again before ending the session. Time management needs improvement. 
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