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Coaching and Mentoring are the approaches utilised with the aim of employee development within organisation. The organisation adopts the practices for development and enhancement of skills, expertise, and knowledge of the people working towards a specific goal (Garvey, 2021). In this, organisation relies on external or internal expertise knowledge to effectively facilitate the learning of individual. The report detail about the role play as Philippa for organising training and mentoring sessions for the staff and team members. The report will detail about the role play for enhancing performance and morale for the introduction of coaching and mentoring programme in the department. The report will also detail about the reflection of the coaching session. In this, it will describe about the things that went according to the plan and different approaches which needs to be implemented in future. It will also brief about the coaching and mentoring program effectiveness in enhancing the performance of the team and their morale. Further, it will detail about the skills, attitudes, values, and behaviours etc. which are essential for coach or mentor to execute this task duly and leads to the positive influence on the performance of members associated with team.
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Philippa – Good Morning Everyone. I recently have detailed discussion with the HR department of the company in relations to the various issues the team members are going through. In conversation with the HR Head, we have finalised that there will be an implementation of training session which aims to skill development through which employees can conveniently execute their duties (Blanchard, 2023). While discussion of the issues currently facing, she suggested that the most appropriate option for deal with the situation is to have a coaching and mentoring scheme which focus on improving the morale and dictating the performance towards organisational goals (Susanto, 2022). Although, it is not final decision as I need to consult with you all regarding the idea. This is sole reason for the meeting conducted today. The agenda for our meeting today is to discuss about the plan of coaching and mentoring for the team members associated with different departments. I would like to know from all if you have any plan in mind relating to the mentoring program which can be adopted by company.
Member- Yes Mam, I think the idea of coaching session and mentoring a very effective one. This is because of the advantages it offers. The coaching sessions offers us a great opportunity of learning by sharing our knowledge and experiences. This contributes is direct learning, professional and personal growth and enhancing the performance in job role (Atkinson, 2022). However, I prefer to have the transparency in executing this role and due to personal ethics I would not be able to honour customer who will opt to train under my guidance (Lai, 2023). In order to rectify such situations, I will prefers engaging with team members to discuss about the circumstances prior to the beginning of the sessions. I came to conclusion that I would accept to take the position of Manager or Trainer which is designated by Coaching Association as it emphasises on own personal development and learning (Martens, 2024).
The appropriate way of decision making can be through approaching them and asking for their response. The clients got hesitated and had emotional response. The people actively participated and express themselves with the feeling of success. I will also urge them to tell, the way they felt to be able to fully express themselves through own words. Even after this, owing to the issues which organisation has went through, I felt it would not be able to effectively handle the concerns of the customers. I make sure to only handle the professional concerns and also expect that I won’t have to face personal concerns. I will also focus on following the contracting process without making decisions relating to dealing with it. During this meeting, the client was also sceptical about the situation.
Philippa- From the discussion we just had, the plans seems to be very promising, however, it may needs to implement with proper care.
Member- Yes, sure
The primary focus of the coaching session was to discuss with open dialogue in relations to the concerns of the customer’s challenges and their emotions as well (Ellinor, 2023). The sessions carefully discussed about the goals to achieve while considering the present reality. With the sessions, it was clarified that the solution needs more exploration before client makes final decision for solution. In the beginning the session was focussed on the issues being faced by clients. In this the focus was not on the practical challenges as well as the emotional problems faced due the issues. The coach enforced for reflective procedure by which the clients could analyse their feeling and emotions in depth manner. With the progress of session, it directed towards the goal. In this the focus was on the clear objectives which the clients want to pursue and the discussion was about the possible framework in future sessions. Even after much effort for the analysing the diverse solutions it was identified that it will require additional time for addressing the complexities around the emotions and the concerns of the clients. Therefore, the end of the session it was determined that we need to conduct additional sessions in order to thoroughly analyse the emotional and practical concerns of the clients so that a balanced solution can be determined. The extra sessions would also be helpful for the clients to come forward with the confidence for the identification of the effective strategies which would effectively deal with the challenges being confronted.
For designing of the sessions, I will approach the members for discussions arounds the issues and brain storm the ideas for developing potential diverse solutions. The collective decisions of the members determined me as to lead the position as Executive Coach. This is the role which has been created by Coaching Association which has the foremost priority for the personal development and growth of the individual. I will also utilise the WEGROW model for creating effective structure for the sessions. This model follows the approach of psychology in coaching for motivating and morale improvement of the employees. This model consists of the aspects of the GROW and REGROW frameworks (Cohen, 2020). It follows a structured approach in coaching and mentoring programs. The W aspects of the model relates to the wish or objectives of the customers that he wants to meet and includes the clarification of the objectives and the final results which the clients expects from the coaching. The E relates to the present experience of the client and its present reality. The phase relates to analysing of the current situation of clients, the challenges faced by him and the strengths, capabilities and resources. The G consist of the goals of the clients which implies the development and it involves the clear, definite and measurable goals which meet the client’s expectation and the objectives of the organisation as well. The R aspects related to the resources capacity and the issues which may experience during the coaching. This combines o0f the assistance systems, the tools and skills which can assist the client in reaching their goals in effective manner. The O consist of the potential strategies and actions which can be executed. This stage involves the identification of the solutions, strategies and actionable steps which can be taken in order to move in the direction of meeting the goals which have been identified. The W involves the plan to move in the forward direction and it also involves reviewing of progress. 
For mentoring the employee, I plan on utilising the GROW model which is developed by Anthony Grant. This will be perfect solutions which is focussed on meeting the aims and objectives of the actions (Grant, 2022). The model also meet the expectations of the clients which make sure that the coaching sessions is prepared with careful integration of the academic requirement like transparency, fairness, ethics in the entire program and also the application coaching and mentoring theories and skills needed in the effective coaching sessions. The model will offer a systematic approach for effectively carrying conversation related to the coaching. The coaching session will be executed with clearly goals of the employee which is the improvement in their performance which will be accomplished by coaching and mentoring. The clear and definite goals can lead to defining the directions and aims towards which the coaching sessions are focussed on and efforts can be made in achieving the positive outcomes from the sessions. Further the session will follow a reality assessment in which focus will be on determining the current situations of the workforce and in this their skills, and strengths will be considered to potentially identify the weak areas so that true assessment can be made regarding the improvements. This will also assist in knowing about the potential challenges and restrictions which are limiting the efforts of the employees and lowering down their progress and productivity. After the members goals, their challenges, issues are identified the coaching procedure will entails towards finding the suitable strategies and options. In this creative skills and brainstorming will be applied to have the numerous ideas and strategies which can lead the coaching sessions towards the objectives identified. In this various strategies will also be evaluated on the basis of their effectiveness, limitations and better alternatives in accordance to the diverse perspectives and situations. On successful completion of the steps, a plan will be formulated comprising of the activities need to undertake, the time lines and measures which ensure that the goals are reached without any complexities. It will also consist of discussions on the issues and challenges which may arise during implementations and identifying the potential solutions and strategies which can help to overcome.
Philippa- The plan seems very influential. But for successful implementation there is also requirement of skills which is necessary for placement of coaching and mentoring program for the team members.
Members- Indeed the skills are very critical in implementation. For this plan the major skills that will drive success is the communication skills as well as management skills. The communication skills is very important for the plan to assure that the each and every members of departments around the organisation gets the information about the coaching session program. While communicating, it must be ensured that task involved, the objectives of the plan and results expected are clearly communicated to the members (Romão, 2022). The clarity in communication will ensure that members will not resistance to the programs and collaborate willingly. The communication is also required to be transparent and utilise the effective communication medium which do not cause the issues like delays or disruption in transferring information. This will also develop the culture of team unity with a specific purpose to achieve which is moving forward with accord to the goals of the plan.
The management skills are also of core importance for effectively implementation of the plan. During the implementation phase as well as the executions and effective flow of the plan will need the skill in managing the resources in organised manner and task allocation (Park, 2021). This skills is also essential in managing the progress through consistent monitoring and also managing the challenges which may be confronted. The effective utilisation of the management skills will lead to the plan being optimised and smoothly operating which will contribute to the resource saving and offering the advantages to the employees.
Philippa- Absolutely, the skills identified will ensure successful integration of the plan. I am approving the plan to be implemented. Hopefully, the plan will be favourable and effective for the employees and benefit them in overcoming the issues.
Members- Thank you for the approval and support which you have shown in us in implementing the initiatives which is not only focussed for the organisation’s goal but for employee wellbeing as well.
[bookmark: _Toc172647609]Reflection of coaching session
The organisation is facing some issues and the coaching and training program is an effort to solve these issues. My role as Philippa Graham is to deliver an introduction coaching session with a staff member. In this reflective statement, I will state what went well in the coaching session and areas where I could improve including what I would differently (Ainsworth, C., 2020).
What went well
Rapport building: Establishing rapport with the mentee is one of the most crucial part in a mentorship program. The relationship between a mentee and a mentor needs to be based on trust so that a safe and positive working environment can be formed. This was done by encouraging the mentee to communicate freely and making them feel respected and valued. 
Setting goals and objectives: Another major thing which went well was that I presented and communicated the goals and objectives of the mentorship program in the beginning of the conversation. This helped the mentee to clearly understand the structure of the conversation and understand expectations (Deng, C. and Turner, N., 2024).
Coaching models: I used the GROW model of coaching which was extremely beneficial for me as well as the mentee to understand and glide through the structure of the discussion. The model included identification of goals of the employee, present condition and performance level, opportunities and options for growth and ways to advance in their career. 
Active listening and questioning: My strong listening skills and questioning skills helped me a lot as well as the employee. I asked open ended questions to the employee and listened and understood the answers carefully which helped me to understand the condition and issues of the employee better which in turn helped me to guide him better (Rajasinghe, D. and Allen, C., 2020).
Self-reflection: During the entire coaching/mentorship session, I was encouraging the employee to self-reflect and think clearly which helped the employee to gain insights about his own work, strengths and weaknesses, which he had not focused on before. 
Planning: Another major positive of the coaching session was that I was able to set a clear pathway and plan for the employee which he would follow to solve existing issues and advance in their career (Bachkirova, T., Jackson, P. and Clutterbuck, D., 2021). The plan also had actionable, specific and time based goals which would help the employee to regularly monitor performance, identify if any deviations arise and take corrective actions to make sure that the plan is successful. 
What I would do differently
Maximising engagement: I understood that there was a need to improve the engagement levels in employees by taking appropriate measures. A factor which I though could be negatively affecting the engagement level is the assumption of Philippa that employees accepted her decision without discussion.
Employee well-being: The coaching and mentoring which I provided was extremely beneficial professionally but I reflected on the entire conversation and found out that mental health and physical health are also important topics to be discussed.
Coaching approaches: I used the GROW model of coaching which was successful in this case but I also understood that different employees might have different needs (Giacumo, L.A., Chen, J. and Seguinot‐Cruz, A., 2020). To cater to these needs, I need to implement other coaching models as well to ensure that every employee is catered to. 
Feedback: Another important addition which I need to make to the coaching sessions is a feedback mechanism at the end of the discussion. This is extremely important to understand how the employees are perceiving the program and make improvements to the program to improve its effectiveness and efficiency. 
Coaching culture: It will also be important to build a culture of coaching in the entire department and the organisation as a whole to ensure that employees are getting holistic coaching (Hakro, A.N. and Mathew, P., 2020). This can include activities like peer coaching, etc. which can contribute to fast professional development of employees.
Resistance to change: Philippa’s assumption that the employees can manage the changes easily can be problematic. I would rather understand the opinions and issues of the employees regarding organisational changes and take measures to ensure that the staff is able to cope with the changes easily without negatively affecting the performance. 
Work-life balance: The discussion also made me understand that employee value work life balance and place extreme importance to their overall well-being. An important addition which I would make to the coaching sessions is focusing on implementing work-life balance measures. 	
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Coaching and mentoring can be extremely beneficial tools for improving the performance of the organisation and increasing the morale of employees working in the organisation. In the context of this organisation, Philippa Graham is implementing a coaching and mentorship program. The aim of this program is to solve the issues which the organisation is facing. The effects of the coaching and mentorship program on the performance of the organisation and will be mentioned below.
Impact of coaching and mentorship on organisational performance
Development of skills: Coaching and mentoring programs will help the organisation to improve its overall performance by upgrading the skill level of employees. In coaching and mentoring programs, targeted skills are improved by the mentor through activities (Johnston, S.L. and Glancey, M., 2022). In this context, Philippa can help employees or any particular employee in identifying their strengths and weaknesses so that they can advance in their career by working on weaknesses.
Accountability and responsibility: Mentorship and coaching enhances the performance level in the organisation as it establishes a system of accountability. Coaching and mentorship includes getting feedbacks on set goals which help employees take responsibility of their work and ensure that the set targets are achieved. In the organisational context, employees like Robert can utilise the coaching for learning new technologies and keep his work on track.
Problem-solving skills: Coaching and mentoring are extremely important for employees to develop strong problem solving skills. Mentors and coaches help the learners to identify and analyse issues which can help them in the long term as they develop skills to identify and rectify issues. In the organisational context, employees facing issues of any kind such as John Griffiths can be mentored and coached to understand the issue and solve it. This helps in increasing the overall performance in the organisation.
Adaptability: one of the major advantage of coaching and mentoring is that it helps the employees to adapt to changes occurring in the organisation. In the organisational context, there are major changes being implemented such as increased automation, restructuring, etc. Coaching and mentoring can help employees in these unstable times to understand and adapt to the changes and also ensuring that their performance levels are maintained at acceptable standards.
Other important factors which improve performance level includes goal setting which helps in recording performance and correcting any deviations, if found, the increase in motivation levels of the employees which in turn increases thee performance levels and improved communication. 
Impact of coaching and mentorship on employee morale
Job Satisfaction: Coaching and mentorship can be extremely beneficial to improve the job satisfaction of employees. This is done by understanding the needs of individual employees and giving them opportunities to fulfil their aspiration. In the organisational context, the coaching and mentorship program can be beneficial for employees such as Maria who are looked for opportunities for promotion. Maria’s needs and areas for improvement can be discussed which will increase her job satisfaction level which in turn leads to improved job morale.
Focus on Well-being: Coaching and mentorship programs are extremely important to ensure the well-being of employees working in the organisation. Coaching and mentorship will enable the employees to discuss their issues. This helps in ensuring that the employees are able to cope up with stress and anxiety and mitigate professional issues. Coaching and mentoring also enables a better work life balance for employees which leads to improve performance as well as improved morale. 
Collaborative and positive working environment: Coaching and mentorship programs are extremely important to build a collaborative and positive working environment with as a result, helps in improving the morale level of the employees. This is done by recognising and appreciating employees who perform well, support the employees in their professional life, etc. This makes the employees feel valued and heard which increases the overall level of employee morale and even reduced absenteeism and employee turnover in the firm.
Career growth: Another important benefit of coaching and mentorship programs is that it helps employees to advance in their career. This happens when coaches and mentors help employees identify a clear path to professional advancements and help them to attain skills and experience which can enable them to attain success (Seemann, P., Stofkova, Z. and Binasova, V., 2020). In the organisational context, employees who are seeking career advancements such as Janice, can be shown the career path within the organisation which can be helpful for her to attain professional success.
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An effective coach or mentor is extremely crucial for organisation as they provide numerous benefits such as increased performance and improved morale. Effective coaches or mentors have certain characteristics which make them important for the organisation. The various skills, behaviours, attitudes, beliefs and values which effective coaches and mentors have are discussed below.
Skills of an Effective Coach or Mentor
There are certain skills which are necessary for an effective coach or mentor to have. Examples of these skills include strong listening skills as the coach or mentor should be able to clearly listen and understand what the learner wants to convey. Another important skill to have is high effective communication skills including questioning techniques. Mentors and coaches need to ensure that they are able to communicate with mentee in a clear and concise manner so that thee learner is able to understand the concepts clearly (Cannon-Bowers, and et.al, 2023). Questioning techniques are also necessary so that the leaners can explore and understand themselves. Goal setting is another important skill which coaches and mentors need to have as it improves effectiveness and efficiency in the learning process. Mentors need to set clear and specific goals which are time bound and need to communicate them to the learners so that they can understand the expectations and achieve the goals. Other important skills include problem solving skills, emotional intelligence, and giving proper feedback.
Behaviours of an Effective Coach or Mentor
Effective coaches and mentors have certain personality traits and follow a certain behavioural pattern which makes them highly effective in their work. This includes being supportive of the learners and employees in this case and trying to truly understand them and solve their issues. Effective coaches and mentors are also non-judgemental which enables the learners to truly express themselves without the fear of being judged. This also creates a positive and collaborative working environment as the trust factor is strong in this case. Another personality trait or behaviour which is extremely important for coaches and mentors is being patient. This is extremely important as leaners or mentees may take time to develop and understand the skills which are being imparted through the coaching. Even when facing issues, the coach or mentee should be committed to the mentees and help them achieve the desired goals. This includes being consistent with the information and knowledge being imparted, etc. 
Attitudes of an Effective Coach or Mentor
Effective coaches and mentors follow a certain attitude which is extremely important for mentees to learn and achieve goals. Effective coaches have a positive attitude towards the work they are doing and this helps in creation of a positive and optimistic environment which also helps the mentees. Being open-minded is another trait or attitude which makes mentors and coaches effective in their role.  This means that the coaches or mentors should be willing to listen to and understand unconventional ways of doing things and other recommendations which the learners might provide (Groves, T., 2021). This also helps the learners in learning better as they are free to share their views. Being respectful towards the mentees in another extremely important attitude which mentors and coaches need to have to be effective in their role. Showing respect to mentees and their opinions helps in building of a strong relationship between the two which in turn helps in the overall process. The mentor or coach should also be considerate and compassionate towards the mentees as it helps in formation of a trusting relationship between the two. When mentors are compassionate towards the mentees and show genuine care for them, the mentees feel valued and respected which enables better performance and relationship.
Beliefs of an Effective Coach or Mentor
There are certain beliefs which effective coaches and mentors have. These are extremely important as they help in better learning by the learners and mentees. These beliefs include belief in the potential of the mentees to understand what is being taught and effectively utilise the learning in real working conditions. Another belief shown by effective mentors is the belief they have for continuous learning and development of individuals. This is important for learners to understand the importance of continuous learning for professional and personal development. Effective coaches and mentors also value work life balance of thee mentees. This is extremely important in today’s world where work pressures have increased immensely and professionals struggle with mental health issues (Hamburg, I., 2021). Effective coaches also ensure that there is strong collaboration between the learners and the entire team as they believe in the importance of synergy. This helps in the formation of a collaborative environment in the organisation. Lastly, effective mentors also make sure that both thee mental and psychical well-being of thee employees and learners are given importance. 
Values of an Effective Coach or Mentor
Effective coaches and mentors have certain value traits which help them in delivering their roles and duties which extreme efficiency. This includes values such as high integrity. This includes being honest about their work, being ethical and building trust among the team members. Being emphatic towards the mentees is also crucial as it helps them to understand how the mentees truly feel and take steps which can help in better coaching process (Smith, W.A., King, S. and Lai, Y.L., 2021). Effective mentors also value excellence in their work and always try to deliver the best result possible. This also influences the behaviour and value system of mentees positively. Other important values which effective leaders have include respect for diversity which modern day organisations have and being accountable and responsible for their actions.
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The importance of coaching and mentoring is evident in the report. In this report, an introductory coaching session, presented by Philippa is stated. This includes addressing whether coaching or mentoring is more suitable in this case, using a defined model of coaching or mentoring, and taking into account the skills, behaviours, attitude, beliefs, and values of an effective mentor. A reflective statement is also stated addressing the positives of the coaching session and things which could have been done differently. GROW model is also used and explained briefly for the coaching sessions being conducted in the organisation. Other points discussed in the report include evaluation of whether and how coaching and mentoring within this context could lead to improved performance/morale, and an analysis of the skills, behaviours, attitudes, beliefs and values of an effective coach or mentor.
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