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Introduction


This is a personal report on my individual reflection on my skills as a Coach and Mentor in my role play that we had to perform. In order for me to prepare myself to play this role I had to look at what tools and skills are available for someone to be a good coach and mentor not just in the workforce but also in the social world. 
I will write about the models I used to help me be prepared for the role play models like the Johari Window and the Gibbs Reflective cycle. These tools can help any organisation establish the necessary links within the departments to grow and build the relationships needed. 
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Johari Window 

The Johari Window is a model created back in 1955 by two psychologists by the name of Joseph Luft and Harry Ingham and the name is a combination and play of their names. 
The idea behind the model is to help you to be more authentic and can lead to growth and better relationships within the workforce too, it helps you to see the conscious and unconscious biases that everyone has. (Mind Tools, 2022)
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There are a few criticisms of Johari window that you may want to think about when it comes to using this model: 
· Our limits are different 
· Respect privacy 
· Respect that many do not want to know 
· Beware of yourself and others






Gibbs’ Reflective Cycle 

There are 6 stages of the Gibbs’ cycle and that is what has made it to be one of the most well-known models. The six stages are:
1. Description of the experience 
2. Feelings and thoughts about the experience 
3. Evaluation of the experience, both bad and good
4. Analysis to make sense of the situation
5. Conclusion about what you have learned and what you could have done differently 
6. Action plan for how you would deal with a similar situation in the future, or general charges you might find appropriate. 
This is a model that helps you examine the situation and as they can reoccur again it allows you to learn from it more and more. These questions have been helpful in order to use the Gibbs’ cycle well;
Description
· What happened?
· When and Where did it happen?
· Who was present? 
· What did you and the other people do?
· What was the outcome of the situation?
· Why were you there?
· What did you want to happen?
Feelings 
· What were you feeling during the situation?
· What were you feeling before and after the situation?
· What do you think other people were feeling about the situation? 
· What do you think other people feel about the situation now?
· What were you thinking during situation?
· What do you think about the situation now?
Evaluation 
· what was good and bad about the experience?
· What went well?
· What did not go so well?
· What did you and other people contribute to the situation (positively or negatively)?
Analysis
· Why did things go well?
· Why did it not go well?
· What sense can I make of the situation?
· What knowledge – my own or others (for example academic literature) can help me understand the situation?
Conclusions 
· What did I learn from this situation?
· How could this have been a more positive situation for everyone involved?
· What skills do I need to develop for me to handle a situation like this better?
· What else could I have done?
Action plan 
· If I had to do the same thing again, what would I do differently?
· How will I develop the required skills I need?
· How can I make sure that I can act differently next time? 



Role Play 

I had to play the part of Philippa Graham who is this a manager who has been in charged of Quality Assurance for four years within the company, the company has been putting pressure on Philippa to make cuts within her department in order to save coats and increase the department workability with less staff. In order for this to happen Philippa must do interviews with 5 of her team members. 
As the manager of the department Philippa has undergone some training courses in order for her to better assist the company in achieving its goals and also help her fellow colleagues achieve the same goals. 
 
For myself to be able to achieve this I had to look at what coaching skills I had already possess and look into what other skills was available to me to help improve my coaching skills. I had to understand that even though we have a job role we must always try to do better and learn more, firstly I had to find out what skills a good coacher/leader should possess:
1. Good listener – you need to be open minded, listen to what your fellow colleagues are saying and find ways to help them full fill their job roles to the best of their ability. 
2. Effective commination – when they are speaking try not to interrupt them and allow them to finish getting their point across. 
3. Emotional Intelligence – as Aristotle once said “Anybody can become angry – that is easy, but to be angry with the right person and to the right degree and at the right time and for the right purpose, and in the right way – that is not within everybody’s power and is not easy” this applies not just in the workforce but in our everyday life’s too.” 
4. Understanding Perspective – try to not judge and take a step back and listen to what they have to say. 
5. Supportive – take in the information they have told you and try to reflect on it and find what emotion they are experiencing and try to find the best solution.
6. Critical Thinker – this is the same kind of skills you would use in a conflict situation and you would need to evaluate and analyse in order to come to the right judgement.  
7. Conflict Management – when a problem arises try to listen to all parties and try to come to a solution that works best for all involved. 
8. Problem Solving – take down notes as they are speaking to discuss about after and to try to find a way to make it easier to perform the work 
9. Time Management – help them find a to best management their time so that they can get the most work done in the right time frame and in there lower the stress within the workforce.
Like with everything in life practice makes perfect as they say even a coach and mentor with all the skills can still at times get it wrong, this is how we learn to grow and evolve. (edwardlowe.org, n.d.)
  
My Personal Johari Window 
This is my personal Johari Window this helped me to look at some of the areas I needed to improve on in order to do the role play. 



Not known to self 
Known to self 

 Not known to others 
Known to others 

	I know, you know

· I am friendly and helpful.
· I try to put in 100% in everything I do 
	I do not know but you do

· My style of talking can come off a bit rude to some people.


	I know, you do not know

· I have very little confidence with myself and in my work 
· My laughter and bubbly personality is a mask to hide how much I have myself and feel that I am not worthy 
	I do not know; you do not know

These only changes when you try or learn something new, experience new skills which could have both a negative and/or positive aspects that was unknown to before. 

















Role play reflection 

When I started to think about this role play, I had to look at what skills I had and how I could best improve on them.
I started by writing out the questions I needed to ask from the information I had of my fellow colleague and how best to start the conversation. I knew i needed to be calm and presentable in order for my colleague to fill comfortable enough to do the role play to do this i looked back on my notes i took with my lecture on the Top 10 Effective Coaching Skills that can help us; 
1. Listening – Grow Model 
2. Questioning – open questions       What, Where, When, Who, Why, How?
3. Building Rapport – trust 
4. Empathising 
5. Summarising & Reflecting 
6. Unlocking Limiting Beliefs 
7. Staying Focused 
8. Being Non-Judgemental and Open-Minded
9. Giving Constructive Feedback 
10. Resisting Temptation to Tell 
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S.O.L.E.R
This helped me out a lot along with the S – Sit Squarely, O – Open Posture, L – Lean Forward, E – Eye Contact, R – Relax S.O.L.E.R this was an acronym that Gerard Egan help explicate and has become a tool that mentors use when it comes to having meetings with staff and fellow colleagues by using these tools you are showing that you are available and they can feel relaxed because you have a open welcoming posture and when you lean forward a bit you are showing that you are listening and interested with what they have to say and by keeping eye contact with them makes them feel that they can open to speak. (Egan, 2019)  










GROW MODEL 

Grow was designed by Sir John Whitmore and colleagues back in the late 1980s so it is in a way a fairly new model however it works even in today’s time, and it has really 4 simple questions that can be used i believe in any organisation, the Goal – what do you want? The Reality -where are you now? The Options – what could you do? The Will – what will you do? (Whitmore, 2011) 
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As we started the role play i kept thinking back on what we learned in class and i also knew that my fellow colleague was also a very nervous speaker and i needed to try to remain calm in order for her to also do well and feel the confidence she needed to do the test. 
I tried to be welcoming and smile, i had my notes that i used to ask the questions needed for her play her part of Lakshmi Darim. i listened to her concerns and tried to find the best way to help her, i offered her what the best solution that worked best for both herself and the company. When we had finished i concluded that we set a date of 3 months to come back and review the outcome and see if that solutions i had offered was helpful or if we needed to make some tweets here and there as in everything you do not always get it right the first time. 

When we had finished i felt that i could have tried maybe to offer her some more help and made look into the Grow Model a bit more, i could have tried to listen more to what she had to say and this could be where the Gibb’s cycle comes in, if i had tried to listen more to what she had to say i could have changed the questions a bit and therefore could have gotten a better answer to what solution would best suit her induvial situation. 

In the feedback report which is in Appendix A it showed that i could have tried to use some of my own past personal experience which may have helped the coachee feel more confidence in the outcome by knowing that this could work out well for them but the reason behind me not giving a personal experience could be down to my lack of confidence in myself and my own work. 









Conclusion

The tools that are available helped me to achieve i feel a good coaching interview even those my self-confidence is very low as i feel like i do not have the skills needed to be a good coach or mentor even those i have been told in the past that people/ colleagues and friends feel that i am someone who listens to them and always try to the best of my abilities help them achieve their goals. 
I think this is still something i need to work on in the future to learn to trust myself as even in the role play feedback i was shocked at how well i did and is you look at Appendix A you too can see my results. Can a coach or mentor who has low confidence in themselves truly be a good coach/ mentor to anyone else. This is the big question i have after doing this report and at the end of this report i still have not gain the confidence i feel needed to be a good coach but with time and patience i feel maybe I can get there in the end the tools are there I just need to use them in the best way and practice and practice.  






References


Edwardlowe.org. (n.d.). Better Listening for a Better Workplace / Edward Lowe Foundation. [online] Available at: https://edwardlowe.org/better-listening-for-a-better-workplace-2/.

Egan, G. (2019). SOLER. [online] Available at: https://lifecharity.Org.uk/wp-content/uploads/2019/10/SOLER.pdf.

Mind Tools (2022). MindTools / Home. [online] www.mindtools.com. Available at: https://www.mindtools.com/au7v71d/the-johari-window.

Whitmore, J. (2011). GROW MODEL / Sir John Whitmore’s Grow Coaching Model Framework – performance Consultants. [online] Performance Consultants. Available at: https://www.performanceconsultants.com/grow-model.


Appendix A[image: A coach's survey form with text

Description automatically generated]


1

image3.jpg
)

9 MOTIVATION ADVICE
i a2 %
TRA|N|NG>/

SUCCESS

7"\ /‘{' DIRECTION
%<
2

SUPPORT COACHING




image4.png
Ask: What do you know about our department?

ask —P
open blind

What is common What others
Tell: What knowledge goes here. tell us that
we know The more we receive were are
about answers to what we unaware of
ourselves. ask and the more we goes here.
tell about ourselves,
tell the bigger and wider

this window gets.

What others didn't What is
know about us unknown gets
goes here. smaller.

hidden unknown





image5.jpeg
The Top 10 Effective Coaching Skills

|2. 3. 4. 5.





image6.jpeg
W

Will Way
Forward

O

Option
Obstacles





image7.png
BMSW 6005 Feedback Date of Interview: [ 31 july 2023

Coach Leila Kanfoudi Coachee Ruzina Begum

Coaching Model: | GROW MODEL

The numerical rating system is based on the scale below.

3-Some of the

Scale: 5-Yes 4-Most of the time 2- Almost never

time

Explained the purpose of the session first.

Is the coach asking open ended questions or closed questions

The coach clearly introduced herself and explained the purpose of the interview, open
questions were encouraged to make coachee feel comfortable and disclose important
information to manage any conflict

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 very patient and actively listening to the coachee, body language was
appropriate as well as facial expression

Is the coach focused on the coachee's agenda?
Hint: The Coach should focus on the coachee’s agenda

Good questioning skills that allow coachee to reflect on experience and help coach to

finding a better solution

Is the coach coaching in their own image?

Good ~ but could have probed in more detail and reflect on own experience

Is the coach acting as a problem solver, providing the solutions for the coachee?

The coach acted as a problem solver she allowed the coachee to think about the

Solutions and propose alternative arrangement

‘Additional Comments

GROW model was applied 0 the session was quite well structured, and well organized hence a
meeting was further scheduled to meet the coachee
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