
1 

 

 

 

 
 

BMSW6105 
Individual Reflection 

 

Student Name: Lizbet Halison Munteanu Gamboa 

Student ID: 2019783 

Academic Year: 2022/2023 

  



2 

 

Table of Contents 

Table of Contents .......................................................................................................... 2 

Introduction: .................................................................................................................. 3 

Main body ...................................................................................................................... 3 

Reflection on the Coaching Session: .......................................................................... 3 

Critical Evaluation of Coaching and Mentoring Impact: ............................................ 5 

Analysis of Abilities, Behaviors, States of Mind, Convictions, and Values of a 

Compelling Coach or Mentor: ...................................................................................... 7 

Conclusion ................................................................................................................... 11 

Appendix ...................................................................................................................... 14 

 

 



3 

 

Introduction: 

As Philippa, I'm very happy about the potential benefits of integrating coaching and 

mentoring into our organization. During a later coaching session with a group part, I 

picked up important experiences into how these activities can move forward person and 

group execution. By reflecting on my encounter with this, I have superior information as I 

know how to back my group and offer assistance to them to attain their targets with their 

strengths. 

The coaching session made a difference for me to know almost all the concerns and make 

a helpful environment for personal and company development. This introduction sets the 

step for a total examination of the coaching encounter and its effect on the team's 

execution and certainty. By investigating the conceivable outcomes of coaching and 

mentoring inside Healthcare International's Quality Avowal division, we will way better 

understand how these hones can offer assistance to attain positive alter and make strides 

in the team's general execution. 

Main body 

Reflection on the Coaching Session: 

Janice Rowlands, an experienced microbiologist at Healthcare International's Quality 

Assurance office, needed a thoughtful and in-depth coaching session with a coach. They 

utilized a supportive plan called Develop (Objective, Reality, and Choices) Will to 

investigate Janice's issues and goals (Gray, 2021). The session allowed Janice to 

carefully watch her current challenges, set practical objectives, consider possible 

solutions, and commit to specific actions she would take to move forward. 

During the coaching session, Janice shared the encounter and her thoughts about the 

current rebuilding, expressing her wish for more normal connections with colleagues and 

wanting to return to the office to extend her visibility inside the senior management group. 

This fair trade of knowledge and thoughts made a difference in starting an accepting and 

open statement channel, arranging the foundation for inventive talks and a more profound 

understanding of Janice's inspirations and concerns. 
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At display, I have been considering our coaching session with Janice, and I realize I might 

have done distant better much better, stronger, and improved a higher work of 

understanding her feelings and executing them on my claim (Goleman, 2021). Whereas 

I attempted to form a secure environment for her to share her thoughts with us, I seem to 

have asked more recorded questions to induce the purpose of her concerns. Moving 

forward, I'm progressing to work on being more keyed up and prying to induce a more 

complete symbol of how she's feeling. 

Janice enjoyed the show we utilized during our coaching session, It made a difference for 

her to induce distant better much better higher; stronger; and improved a distant better 

knowledge of what she needs to realize in her career and what steps she has to take to 

attain that victory. The arranged method made it simple for her to investigate her 

objectives, current situation, and possible choices, and it too committed to taking 

reasonable activity. She feels surer and more propelled after the session, which moreover 

sounds great. 

In future coaching sessions, I see the ranges for change on my part as an organizer of 

self-discovery. Whereas the Develop model gives them a steady system, I seem to offer 

assistance to Janice to discover and come up with her solutions and feel more excited 

within the range of her advances (Nanwani, 2021). It's critical to know the proper 

adjustment between supervision and motivating self-sufficiency, and I will keep working 

on this as I proceed to advance as a coach. 

During the coaching session, it got to be clearer that each group part possessed 

interesting needs and preferences. Janice, in this case, needs to come back to the office 

and be more visible, showing that everyone's situations and objectives are different. This 

highlights the importance of fitting coaching and mentoring to each individual's particular 

needs. By picking up a more specific strategy, the program can be more successful and 

offer assistance to each employee to achieve their objectives with their full potential. 

The coaching session was a profitable think about her views and objectives amid a current 

structural alter. The session made a difference by beginning an open statement and 

applying for a valuable coaching show, but there were a few zones for improvement, such 

as dynamic tuning in and motivating self-discovery (Stanier, 2016). The session can 
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advantage Janice's professional improvement and generally team execution, and this 

reflection will offer assistance to progress in coaching methods for future sessions. 

Critical Evaluation of Coaching and Mentoring Impact: 

Healthcare International's Quality Assurance department is launching a coaching and 

mentoring program to address the challenges arising from recent corporate pressures. 

This assessment will judge the possible impact of this program on the organization's 

employee performance and confidence, both in the short term and long term (Roth, et al., 

2016). By applying this program, the department goals to improve its overall performance 

and boost employee confidence. 

Coaching, like the session with Janice Rowlands, gives a personalized way to grow 

professionally. In the short term, you can see how it helps people become more aware of 

themselves and have clearer goals. Janice uses a planned method called the GROW 

model to help her clients identify their goals and make actual plans to overcome 

challenges. This personalized attention makes them feel more in control and motivated 

to take action. 

Coaching has a bigger impact than just helping people. It can also improve the team and 

the whole organization. When coaching is appreciated and becomes a part of the values, 

it can be shared throughout the department and lead to better communication, teamwork, 

and complete performance (Hawkins, 2021). As employees experience the benefits of 

coaching, it can create a positive current effect that carries over to other areas of the 

organization. 

Mentoring is like a different kind of support that helps people solve problems. It's different 

from coaching because it uses personal experiences to give guidance. For example, if 

someone is having trouble with reduced staff and more automation, a mentor can share 

their own experiences and give advice based on what they've learned (Zachary, and Fain, 

2022). The mentor also offers encouragement and perspective during difficult times. They 

help you find solutions and stay positive by sharing their own experiences and visions. 

However, a critical evaluation necessitates a consideration of potential challenges and 

limitations. One such challenge lies in balancing the individualized approach of coaching 
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with the more directive nature of mentoring. While coaching empowers individuals to find 

their solutions, mentoring introduces an external perspective that can be valuable but may 

risk overshadowing the coacher’s autonomy. 

Moreover, the victory of coaching and mentoring activities is unexpected on the 

organizational bolster and a conducive culture. Resistance to alter, skepticism among 

workers, or a lack of assets apportioned to preparation and improvement can prevent the 

viability of these programs (Moustaghfir, Fatihi, and Benouarrek, 2020). Therefore, a 

basic evaluation ought to include an examination of the organization's status for such 

interventions. 

Long-term benefits can be watched within the frame of expanded worker maintenance, 

moved-forward work fulfillment, and a more flexible and versatile workforce. By tending 

to the one-of-a-kind needs and goals of workers, coaching, and mentoring contribute to 

a positive organizational culture where people feel esteemed and supported. 

Long-term benefits of coaching and mentoring incorporate increased worker 

maintenance, improved work fulfillment, and the advancement of a flexible and versatile 

workforce (Leithwood, Jantzi, and Steinbach, 2021). By tending to personal needs and 

yearnings, these activities contribute to cultivating a positive organizational culture, 

guaranteeing that individuals feel esteemed and backed in their proficient journeys. 

Nevertheless, the assessment ought to recognize that coaching and mentoring are not 

panaceas for systemic organizational issues (Petersen, Hjelmar, and Vrangbæk, 2018). 

The outside weights, such as cost-cutting measures and expanded mechanization, 

require an all-encompassing approach that combines coaching and mentoring with 

broader organizational procedures. The victory of these activities is interlaced with the 

adequacy of broader organizational arrangements, authority hones, and the capacity to 

adjust to a quickly changing outside environment. 

The basic assessment of coaching and mentoring inside Healthcare International's 

Quality Confirmation office uncovers their potential to emphatically affect person and 

collective execution. The quick pick-up in self-awareness and objective clarity, coupled 

with the long-term benefits of a steady organizational culture, emphasize the importance 
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of these activities. In any case, a nuanced understanding of their confinements and the 

requirement for broader organizational arrangement is pivotal for maximizing their 

adequacy and guaranteeing maintained positive outcomes. 

Analysis of Abilities, Behaviors, States of Mind, Convictions, 

and Values of a Compelling Coach or Mentor: 

Coaching and mentoring, when executed successfully, request a nuanced combination of 

aptitudes, behaviors, states of mind, convictions, and values. This investigation dives into 

the multifaceted angles that contribute to the viability of a coach or tutor inside the setting 

of Healthcare International's Quality Confirmation office (Kushwaha and Singh, 2023). 

1. Skills: 

Active Listening: 

One of the fundamental skills of an effective coach or mentor is active listening. This 

involves not only hearing the words spoken but also understanding the emotions, 

concerns, and nuances underlying the communication. The ability to listen actively 

creates a safe space for the coachee or mentee to express themselves openly, fostering 

trust and rapport (Zachary, and Fain, 2022). 

Questioning and Probing: 

Effective coaches and mentors employ well-crafted questions to stimulate deeper 

reflection and self-discovery. These questions should encourage the coachee or mentee 

to explore their thoughts, assumptions, and potential solutions. Probing questions go 

beyond the surface, uncovering hidden motivations and fostering a more profound 

understanding of the individual's perspective. 

Feedback and Communication: 

Providing constructive feedback is a skill that requires tact and sympathy. Effective 

coaches and mentors offer feedback in a manner that is specific, timely, and actionable 

(Jug, Jiang, and Bean, 2019). Clear communication ensures that the coachee or mentee 

knows the guidance, creating a foundation for improvement. 
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2. Behaviors: 

Empathy: 

Empathy is a cornerstone behavior for both coaches and mentors. Understanding and 

sharing the feelings of the coachee or mentee cultivates a supportive environment. 

Empathetic behaviors include acknowledging emotions, validating experiences, and 

signifying genuine concern for the individual's well-being. 

Adaptability: 

Effective coaches and mentors adapt their approach to the unique needs and preferences 

of each individual (Martens, and Vealey, 2023). Recognizing that a one-size-fits-all 

strategy is inadequate, they tailor their behaviors to accommodate diverse learning styles, 

message preferences, and personal circumstances. 

Encouragement and Motivation: 

Behaviors that inspire and motivate are crucial in coaching and mentoring relationships. 

Celebrating small victories, providing cheer during challenges, and instilling confidence 

contribute to a positive and allowing dynamic. 

3. Attitudes: 

Openness to Growth: 

An effective coach or mentor embraces a growth mindset, believing in the potential for 

continuous progress and development. This attitude is conveyed through language and 

actions, encouraging the coachee or mentee to see challenges as opportunities for 

learning and growth. 

Respect for Diversity: 

Attitudes that value diversity in thought, background, and viewpoint contribute to the 

effectiveness of coaching and mentoring. An inclusive mindset recognizes the unique 

strengths that people bring to the table and fosters a setting where changes are famous. 

4. Beliefs: 
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Belief in the Potential of Individuals: 

A principal conviction that supports successful coaching and mentoring is the conviction 

in the potential of each person. Coaches and coaches work from the introduction that 

people have the capacity for growth, learning, and achieving their goals with the correct 

bolster and guidance. 

Trust within the Process: 

Believing in the viability of the coaching and mentoring preparation is fundamental. This 

conviction ingrains certainty in both the coach or mentor and the coachee or mentee, 

fortifying the thought that collaborative travel will lead to positive outcomes. 

5. Values: 

Integrity: 

Integrity may be a non-negotiable esteem for viable coaches and guides. Upholding moral 

measures, keeping up privacy, and illustrating honesty contribute to a trusting 

relationship. Astuteness builds the foundation for open and straightforward 

communication. Astuteness is crucial for effective coaches and coaches. Following moral 

standards, protecting secrecy, and representing honesty are fundamental components of 

cultivating belief. Astuteness sets up the foundation for open and transparent 

communication, crucial in creating a relationship built on common beliefs and certainty 

between coaches/mentors and their coachees/mentees. 

Respect: 

Respect for the independence and office of the coachee or mentee may be a center of 

esteem. Successful coaches and guides recognize and regard the individual's capacity 

to create choices and choices, indeed as they direct and offer back. Regard for the 

autonomy and office of the coachee or mentee is principal. Viable coaches and tutors 

honor and recognize the individual's capacity to create choices and choices. Whereas 

directing and advertising back, they maintain the coachee or mentee's freedom and 

decision-making abilities. 



10 

 

The adequacy of a coach or tutor inside Healthcare International's Quality Affirmation 

office is unexpected in the energetic transaction of these aptitudes, behaviors, 

demeanors, convictions, and values. The all-encompassing integration of these 

components makes a coaching and mentoring approach that's not as it were impactful on 

a personal level but too transformative for group flow and organizational culture. As 

Philippa navigates the presentation of coaching and mentoring activities, exemplifying 

these qualities will be instrumental in cultivating a culture of ceaseless learning, versatility, 

and proficient advancement inside the office. 
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Conclusion 

In conclusion, within the domain of Healthcare International's Quality Assurance division, 

the introduction of coaching and mentoring develops as ann urgent technique in exploring 

the complex scene of basic alter. The intelligent exploration of a coaching session, the 

basic assessment of its effect, and the examination of fundamental abilities, behaviors, 

attitudes, beliefs, and values together emphasize the transformative potential of these 

initiatives. 

The coaching session with Janice Rowlands well-lit the control of personalized back 

intending to discrete concerns and cultivate a sense of autonomy. The Develop show 

gives an organized system for goal-setting, emphasizing the prompt effect on self-

awareness and word-to-actionable steps. This individual-level victory, in any case, is as 

it were a set of the broader impacts of group elements and organizational culture. 

A basic assessment uncovers that coaching and mentoring when grasped as necessary 

components of the organizational texture, can contribute to a positive and versatile work 

environment. The long-term benefits include expanded worker retention, made strides in 

work fulfillment, and a culture that values ceaseless learning and development. By 

developing a coaching culture, Healthcare Worldwide has the potential to climate outside 

weights, adjust to alter, and enable its workforce to explore challenges with confidence. 

The examination of basic aptitudes, behaviors, attitudes, convictions, and values serves 

as a direct for Philippa and other leaders inside the office. Dynamic tuning in, sympathy, 

flexibility, and conviction in a person's potential rise as foundations. These qualities, when 

imbued within the coaching and mentoring approach, can shape a strong culture where 

each group part feels esteemed, caught on, and prepared for success. 

As Philippa navigates the application of coaching and mentoring activities, a holistic 

understanding of these elements becomes paramount. Past tending to quick challenges, 

the coaching and mentoring program holds the guarantee of forming a strong and 

versatile workforce competent to thrive in Healthcare International's evolving scene.
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Appendix 

BMSW 6005  
Date of 

Interview: 
25/11/2023 

Coach 
Lizbet Halison 

 
Coachee Ana Maria Stanciu 

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 

Good introduction and greeting from both parties  

☒ ☐ ☐ ☐ ☐ 

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? 

The coach was actively listening and patient 

☒ ☐ ☐ ☐ ☐ 

Is the coach focused on the coachee’s agenda? 

The coach was focused on the questions asked while being empathetic to 

build a rapport  

☒ ☐ ☐ ☐ ☐ 

 

Is the coach coaching in their own image?  

Good – but could have probed in more details   

☒ ☐ ☐ ☐ ☐ 

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  

☒ ☐ ☐ ☐ ☐ 
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Additional Comments  

 

GROW model was applied so the session was quite well structured. 

Overall Good performance, please ensure SOLER technique is applied  

 

 

 

 

 

 

     

 

 


