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[bookmark: _Toc143606865]Introduction

This reflective statement will use the 5R model of reflection to reflect on my coaching role play as Phillipa, coaching Janice Rowlands, who was played by my partner, Stefani Petrova. I used the GROW model of coaching to create questions for an introductory coaching session. This introduction of this reflective statement will cover definitions of key terms, their significance, explain the organisational context as well as, the characters scenarios. 
Following this, I will reflect on my role play, by looking into my feelings, the effectiveness of my questions and coaching skills. My reflection will focus on the preparation process, my choice of questions and the presentation day itself. I will share my reflection on what went well and what could be improved based on my personal feedback, the in-person feedback I received from the professor, the feedback from my peers in the audience, and the final feedback form I received via email.
 I will address the effectiveness of coaching on performance and morale based on my further reading and compare other coaches/ authors experiences with using the GROW model of coaching to mine. Finally, I will conclude on what went well and what I can improve upon in the future when coaching in the workplace. 

[bookmark: _Toc143606866]Definition and Importance of Coaching and Mentoring 

Coaching is defined as a process that allows for development and learning to occur, and it leads to improved performance. (Coaching & Mentoring Network, 2022). It draws on knowledge, skills and techniques based on the context in which the coaching is taking place. Coaching is often for a prescribed period, which differs from mentoring.

Mentoring is defined as a one-to-one relationship as is more long term, and it facilitates a significant transitions in knowledge, thinking and work. (Coaching & Mentoring Network, 2022). It is often with an individual who desires to gain knowledge from an expert in a field or someone in a position they would desire in the future. 
Coaching and mentoring in an organisation is in important and can be be business coaching or even executive coaching for more senior staff. 
[bookmark: _Toc143606867]Case Study Context: Healthcare International 

Based on the case study provided, Healthcare International is a pharmaceutical company which was experiencing reorganisation. These changes were a result of pressures to invest in research and development, increase marketing of new over the counter medicines, and increasing pressures from the National Health Services(NHS) to cut costs by transitioning to selling generic pharmaceuticals. 

The proposed changes were an introduction of automation, retrenchments and flexible working schedules. However, Philippa Graham is the leader of Quality Assurance, expected all staff member to accept the inevitability of the changes and get on with their roles. She soon discovers there is dissatisfaction amongst the employees which needs to be addressed. Phillipa is trained to coach and mentor staff and offer introductory coaching sessions. This is the beginning of the role play assignment because I had to play the role of Phillipa, and I decided to coach Janice Rowlands.

Janice Rowlands is an ambitious and motivated senior biologist who wants to come back to working in the office to increase her visibility to senior management, in hopes of gaining a promotion. She is interested in developing her skills and career progression and she is excited about the changes taking place in the organization.

[bookmark: _Toc143606868]Coaching or Mentoring Model? 

There was a wide array of coaching or mentoring models to choose from, however for the purpose of the role play the assignment brief specifically asked us to choose between Egan’s Skilled Helper Model and the GROW Model.  When I was assigned the task of creating questions for a role play, I chose to coach Janice Rowlands using the G.R.O.W model based on her scenario in the case study.
The GROW Model of coaching was developed by Alan Fine, Sir John Whitmore, and Graham Alexander. (SOCO Sales Training, n.d.) The model was introduced in the 1980’s by the renowned business coaches with an aim to improve self-motivation and confidence in staff. (SOCO Sales Training, n.d.) The effective application of the GROW model should lead to increased staff satisfaction and productivity. (SOCO Sales Training, n.d.) 
G.R.O.W Model stands for goals, reality, options and will. (SOCO Sales Training, n.d.) This model takes the employee on a journey, first the employee establishes their goals (grow), then they identify their current situation (reality), this leads to the employee delving into different ways they can achieve their goals (options). (SOCO Sales Training, n.d.) Finally, the employee decided on what action steps they will take to achieve their goal and how they will handle potential obstacles (will). (SOCO Sales Training, n.d.)  (see figure 1 below).
[image: Infographic showing the GROW Coaching Model to promote self-motivation to increase individuals' productivity and personal satisfaction.]Figure 1 G.R.O.W. Coaching Model				(SOCO Sales Training, n.d.)








[bookmark: _Toc143606869]Reflection of Role Play 

I will use the 5R framework of reflection, developed in 2002 by Bain et.al. The framework has 5 components, ‘reporting, responding, relating, reasoning and reconstructing.’ (Miller, 2022) This model will serve to reflect on my role play preparation, presentation day, and the feedback I received on and after the presentation day.
Reporting
We were given an assessment brief in week 4 and the assignment had two components. The first was a role play exercise based on a case study on Healthcare International, a pharmaceutical company. I had to choose a partner to pair up with and I would play the role of Phillipa a manager, and I could choose to either coach or mentor one of five employees from the case study. I would prepare questions based on a chosen coaching model and present for 10 minutes. 
In week 4 we were assigned the role play and Professor Rexon asked for us to choose a partner. I was one of the few classmates without a partner. I realised that many students were absent, and Emmanuel offered to partner with me. I was hesitant to partner with him because he shared, he would travel and would not be available before week 8. I decided to text Stephanie to partner up and she agreed. 
However, despite my choice, I found that my partner was quite busy with work, and I had a busy schedule at home, and we found it difficult to schedule an appropriate time for practices. We would try to find time we could utilise at university to practice, but my partner would be absent, or I would be absent. Despite the challenges Stefani and I had a determination to be prepared, and we managed to work through our role plays through week 6 and week 7. 
During Week 6, I took time to draft my questions of the role play based on the GROW model, I understood Janice was an ambitious employee, who was looking for career progression, skill development and exposure to senior management for a potential promotion in the future. I decided to start the coaching session by acknowledging her recent increased job responsibilities and explaining to her the purpose of the session. I avoided to dwell on the beginning of the session as the coach and coachee work in the same department. I addressed the goal question by asking about long- and short-term goals, to understand the aspirations Janice would have. This question was open and set the tone for the rest of the session to flow better. To better understand her current situation, I wanted to ask a question that would make Janice delve deeper in the organisational context, by asking how the reorganisation and the new responsibilities, would affect her desire for progression. This question would help the coachee consider the totality of their current situation not only focusing on her career aspirations. I followed up with whether the coachee had brainstormed some ideas of how she can achieve her goals both long term and short term and potential obstacles she may face. I wanted to make the session effective, so I offered the coachee a journal where I give them areas to reflect on after the session.  I was confident in how I would deliver my role as Phillipa.
In week 8 we were able to have some independent time to fully develop our characters as coachees. Although we were marked as coaches for our role as Phillipa, the fluency of the session was reliant on our ability as partners to answer in a manner that would give way for the next question to be asked. Prior to presentation day we decided to present first or second in week 9. On the day however, my partner was very nervous, and she kept pushing for us to present last. 
We presented our role plays in week 9, as the last group I played the role of Philippa as a coach and my partner played the role of Janice Rowlands. Stephanie presented first and I had to play the role of her coachee, Robert Lee. Halfway through presenting I noticed there was a phone recording on the table, and it distracted me. In my mind I was wondering how it got there. I had a few practices with my partner and on the day, she added some improvisation in her questions, which caught me off guard and left me scrambling to think of how to respond. When it was my turn to be Phillipa, I asked my questions quite well and my partner’s responses were clear and embodied the character of Janice. I was able to put down the script I had brought to refer to down and the coaching session became real for me. I was confident in the rapport my partner and I had developed. The only area of concern I had was my back being to the clock and this led me to not being as patient for some of the responses to the questions and it reflected in my feedback from the professor. I feared spending too much time on one question and not finishing a comprehensive coaching session. 
We got through the presentation successfully, despite all the challenges we had to overcome over the weeks preceding the presentation. Due to us presenting last, the Professor commented that because we did not present in a prior week or earlier, we should expect a deduction on our grade because we had time to prepare based on the performance of other groups. 

Responding 
Overall, I felt as though the preparation process from choosing a partner and then struggling to find time to practice was quite nerve wrecking for me. I usually prefer individual assignments as I do not have to rely on others, and I am to an extent confident in my ability. I was not certain that I would perform well, and these fears were heightened when on the day of the presentation my partner was struggling emotionally to cope with the nerves she had. I was peaceful but somehow, her nerves began to make me question my readiness and start over exaggerating all that could go wrong during the presentation.

I felt confident in the questions I had worked on and my understanding of the flow of the conversation. My preparedness gave me the assurance I needed, despite the lack of a clock to keep my timing, I was sure that if I would deliver my coaching session, I would have the poise and calm nature of a coach. I ensured I relaxed myself as I tend to rush through presentations when my nervousness comes in. Repeatedly, I told myself this is just a conversation and I need to take a pause after my partner finishing responding, as to reflect on their response to give the cadence of a natural conversation.

The reflection after our presentation was that it was very good, and the professor made mention that people who presented later would have marks deducted. I felt so disheartened especially after preparing in advance and selecting week 9, because the list was full for week 8 as I found a partner last. However, I had confidence that I have portrayed my best performance and that it would count for something. I ensured to use the feedback form template to critic myself prior to preparing my script, to ensure I do not coach in my own image and take the focus off the coachee. I was happy that I considered the feedback sheet because I received all 5’s on all the marking criteria. This gave me a sense of pride as this was the last presentation I had for my degree.  

Relating
A good coach according to the UK coaching team has a balance of practical, people and personal behaviours. (UK Coaching Team, 2019) (see figure 2) Coaching behaviours are a combination of knowledge and skills of a good coach.(UK Coaching Team, 2019) On the practical behaviours me utilising a coaching framework like the GROW model ensured that I had structure to my coaching session. This made me feel like I would cover the planning and doing components associated with an effective coach.
 During my session with Stefani, I was intentional about confidently addressing my coachee, as this is a key component of an effective coach and offering my coachee a reflection journal to keep track of our progress. I noticed I was the only person who added this into my role play, it was inspired by my business coaching experience at a coaching session I had with a people manager in my former workplace. I felt as though my questions were open ended and allowed my coachee to gain self-awareness of their options, as well as potential obstacles they may face to achieve set goals.  However, I could have asked more probing follow up questions in between to encourage the coachee to explore their options in more detail. This was the feedback I received from Professor Rexon, although my questioning was in line with the coaches agenda, I could have probed a bit more. (see appendix 2). 

Reasoning 
Although I felt nervous with the environment around me on the day and during the preparation. In people skills of a good coach, I chose to keep encouraging my partner despite the effect it had on me. (UK Coaching Team, 2019). This choice from communication skills, it is important to know how and when to communicate, and how to encourage your coachee. This was a real-life scenario to test my skills 


=
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Figure 2: Coaching Behaviours			(UK Coaching Team, 2019)				


Reconstructing/Conclusion
Some strategies I would adopt in the future to avoid the setbacks I faced would be to Prepare in advance and leave room for issues that can arise and choose my partner wisely, based on their preparedness and attendance in class. 
 I would also ask more follow up questions especially during the options section of the GROW Model, this would for allow for a deeper conversation with future coachees. It would develop the communication aspects of the coaching skills; I would help the coachee break down their ideas into smaller actionable steps. 
My main learnings from this experience are that, I should not allow the mood of a partner to dictate my loss of composure. I also learned that I must always be patient when others are in a frantic situation. Overall, I learned about the necessary skills for an effective coach and how this can be used to create an open and supportive environment within an organisation. 
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[bookmark: _Toc143606874]Appendix 1: Role Play Script

Phillipa (Coach): Natasha Tshili
Janice Rowlands: Stefani Petrova 
Model: GROW Model

Role Play Script: Phillipa and Janice Rowlands

Phillipa (ME): Hello Janice, how are you doing today?
[bookmark: _Int_k0KPp5C8]Janice Rowlands: I am doing well thank you Phillipa, I have been settling into my
new responsibilities.

Phillipa (ME): As you are aware with the recent reorganisation company many
changes have been implemented for the advancement of the organisation, how
are you feeling about your new responsibilities in addition to your existing role?

Janice Rowlands: I am feeling happy with my new responsibilities, as they are
helping me to develop management skills. I am working with a wonderful team of people.
It has led me to reassess my work environment, to fully take advantage of
building a rapport with my team.

Phillipa (ME): It is a pleasure to have you here today for this coaching session and I
hope coming out of this we will have made some progress in your areas of concern.
I will give you this journal to keep track of the notes from today’s session and all
our other follow up sessions. So, we are going to get started, what are some long
term goals and short-term goals you have for yourself this year?

Janice Rowlands: I am desiring to transition from working from home to working in the office as soon as possible. I feel like my future goals will be 
short term goal
•  gain more leadership and management skills and experience to work closely with
experienced expert staff
 long term goal
• is to be promoted into a more senior management role

Phillipa (ME): okay so, you are looking to be promoted soon. In the meantime, have you taken some time out to brainstorm some ideas about how you can achieve these goals?
Janice Rowlands: I was thinking I could seek out opportunities to 
• Shadow senior managers
• Training leadership and management qualification
• Learn from experienced staff member.

Phillipa (ME): How best can you achieve this ideal situation regarding your future
goals in the company, given the new responsibilities you have been given?

Janice Rowlands
• I can block out 2 hours weekly in my schedule for self-development to allocate to
my short term goals. I have capacity given that the automation has cut down my workload.

Phillipa (ME): Those are some good options; I want to get an understanding of what you believe are your setbacks or potential setbacks you may face in achieving your goals?

Janice Rowlands:
The time constraints and conflicts in scheduling for time to shadow with senior
[bookmark: _Int_4h08T55p]management. Given the reorganisation, I may have to postpone starting my
trainings as I get acquainted with colleagues.

Phillipa (ME): Given the potential setbacks, which of your short-term goals can you
prioritise to start making actionable steps towards?

Janice Rowlands: I feel like due to us being in a transitional phase as an organisation
the experience of shadowing senior management as they implement change
management and address resistance, would be a highly beneficial experience to
have as an aspiring senior manager. I can also make my transition back into working
full time in the office, so I am in the view of senior management. It will be better for
me to be able to build a rapport with fellow staff if I will one day be in a leadership
role.

Phillipa (ME): Okay, from your feedback in this session Janice, we can now take
down some notes with set timing, to be completed prior to our next session. Can
you please, write down 3 potential senior managers you would like to shadow and
compare their availability to yours. This will help you shortlist potential candidates.
Once you provide these names in the next session. You can list what attributes,
skills and expertise the managers have that you desire to possess. Another task
would be to notify your manager and HR of your request to be back in the office, to
ensure you are allocated a workspace, prior to beginning your shadowing.

Janice Rowlands: I will complete this exercise and shortlist potential mentors to
[bookmark: _Int_V0dyflXp]shadow, I feel I can make space in my schedule to complete this. I will submit my
request to HR following my weekly catch up with my people manager. Thank you for helping
me to compartmentalise my goals and create action steps towards achieving them.

Phillipa (ME): My pleasure, see you in 2 weeks' time. If you have any questions for me, you can write them down in your journal for the next session. Thank you for being open to share your concerns. Have a good day ahead.


[bookmark: _Toc143606875]Appendix 2: Role Play Feedback
	BMSW 6105
	Feedback 
	Date of Interview:
	07/08/2023

	Coach
	Natasha Tshili
	Coachee
	Stefani Petrova (Janice)

	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 – took their time to explain the purpose of the session. she asked what brought 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
The coach was always listening carefully to the coachee and was patient with some of the questions and listening before providing solutions. 
	☒
	☐
	☐
	☐
	☐

	Is the coach focused on the coachee’s agenda?
Hint: The Coach should focus on the coachee’s agenda
The coach was focused on the agenda of the coachee and trying to bring solutions to their problems even though they should have probed them more with additional questions. 
	☒
	☐
	☐
	☐
	☐

	
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 – the coach was not coaching in their own image. 
	☒
	☐
	☐
	☐
	☐

	Is the coach acting as a problem solver, providing the solutions for the coachee?
Hint: The coach should not provide solutions
The coach was acting on all occasions as a problem solver and did make sure the coachee could think through the solutions independently. 
	☒
	☐
	☐
	☐
	☐

	Additional Comments 

Good application and use of the GROW Model and all the relevant elements of it was covered during the coaching sessions. 






	
	
	
	
	



image3.PNG
communicatigp,

Take time to
when to

breaking this

Draw on support
or expertise at
appropriate times
to enhance and safe s
delivery. environment

Strive to develop
themselves & maintain

the highest possible. o
standards to meet the people to stay motivated
challenges of their role. & achieve

Actwith integity,
emphasising a consistent
coaching vision.





image1.jpeg




image2.png
G.R.0.W COACHING

PROMOTE SELF-MOTIVATION T0 INCREASE INDIVIDUALS' PRODUCTIVITY AND PERSONAL SATISFACTION.

GOALS [ASPIRATIONS)

"What problems are you trying to solve?"

REALITV (CURRENT SITUATION, INTERNAL AND EXTERNAL OBSTACLES)

"What are the main obstacles stopping you from achieving your goal?"

OPTIONS (POSSIBILITIES, STRENGTHS AND RESOURCES)
"What are your other options for achieving this goal?"

WILl [ACTIONS AND ACCOUNTABILITY)

"What's the first step you could take to realise this goal?"

socosoingzom socy/,w




