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Reflective Statement
The coaching session with Robert applied the Oscar model, which helped me develop a structured coaching conversation. The model was created in 2002 by Karen Whittleowrth and Andrew Gilbert, aiming to enhance the existing growth model. Robert is the head of a section and is responsible for ensuring that work is carried out in a given time. He has been working in the company for more than fifteen years and has three years to his retirement, and he stated that he wants stability as he prepares to leave. The new technologies do not sit well with him, and he finds working with a few staff without overtime difficult. 
My role as a coach was to develop Roberts's resourcefulness through skilful questioning, challenging and supporting him. I tried as much as possible not to advise him, which could have changed my coaching role, showing I knew much more than Robert, which was not the case (Rogers, 2012). In his view, he stated that coaching requires a listening ear to ensure that the coachee is being understood while making decisions that will help him accomplish his goals. In this reflection, I will link the experience and knowledge that will allow me to critically explore the areas of concern while making adjustments based on these reflections. I will use the Gibbs method, Learning by Doing: A Guide to Teaching and learning methods (Gibbs, 1998). This reflective essay will help me understand the in-depth coaching concepts while allowing me to interact with people in different situations. 
The Gibbs model is a good way to look through an experience, with the first step being describing the situation in detail;
[image: A circular diagram showing the 6 stages of Gibbs' Reflective cycle]
Figure 1 Gibbs model(Gibbs, 1988)
Description- the coaching session was done on the 7th of August this year, with the coach being Stefani Petrova and the coachee being Natasha, playing the role of Robert. The Oscar model was used to develop the session structure, with the five aspects of the model being considered in the discussion, as shown in the figure below.
[image: ]
Figure 2 Oscar Model (Rogers, 2012)
The coaching session began with the outcome part, where I asked Robert what he was expecting from the coaching session; where he stated that having worked in the company for the past fifteen years, he wanted a period of stability that would prepare him for his departure in the next three years. 
Situation- I went ahead to ask him about the period of stability that he had mentioned in the outcome part, where he stated that he had been doing the job for a long time now and was already used to doing things in a certain way. He added that with the recent change in the department, he felt threatened with adapting to the new systems. In addition, he was asked what he thought was the ideal way to deal with the situation, and he stated that he wanted to keep how he worked and would rather work from home in his backyard office. I asked him what he would do if he knew what was supposed to be done but did not do it, and he gave me some light when he said that he would be happy and less stressed, having some peace of mind.
Choices- considering the plans that Robert had for adopting the new processes, it was prudent for me to ask him about his options and his thoughts about any specific solution; where he said that he was ready to get a better understanding of the new and automated processes and some training too while working along with someone who would take his position when he left, which would relieve him from the pressure that he was feeling. 
Action- I would like to know how I would support Robert and his team in achieving this and take his options into steps further. Where he stated that if he could get some hands-on training and an outline, he could know what was expected of him while providing them with some regular checks. 
Review- I stated that I was ready to support him and posed the question of scheduling a meeting in the following months to see how he was adapting. In a reals sense, he was happy about it, and he appreciated my understanding and support. He said that having their back makes them feel confident about the changes that are happening in the organisation. 
Feelings- before the interview, I felt a little tension knowing Robert very well and his view on the new processes. I had never coached him before and was unsure how the interview would go down. However, this was not the case when we began the coaching session. Robert was cooperative and gave his general opinion about what he felt and was ready to do, which opened up a conversation for the rest of the model. I listened carefully to what he said. However, the uneasiness brought about by the prejudgment led me to lose patience as a coach, which led me to give him little time between the questions to think and provide solutions. I did not realise this until the end of the session, which made me feel a bit guilty, and I promised myself to do better next time. However, looking back, I think. 
Evaluation- The good thing was that Robert and I worked together quite well, contributing to a successful session. I gave a good introduction by asking Robert what had brought him to the office and his expectations. On the other hand, I was focused on the coachee’s agenda, and I tried bringing solutions to their problems through questions that should be done by probing more questions. I did not coach in my image, considering I was also in a similar situation where I did not solve his problems. Still, I allowed him to think through the issues and offer solutions. However, as stated above, I needed more patience. That was the only bad thing that happened during the session. Overall, all the aspects of the Oscar model were considered, and the question was well structured and answered.
Analysis- analysis contains a detailed explanation of what happened and why it happened in that way. We now have a general overview of the situation, and I will have to extract meaning from it. The overall success of the coaching session can be attributed to the prior preparation for the interview. Allen & Wonfor (2021) highlighted the importance of being prepared, which ensures that a coach will be tuned in entire;y throughout the session without getting distractions that enable one to work well with the coachee. In this case, being prepared does not mean I had prepared for what to say through clamming but the physical and mental preparation required for the session. Whitworth et al. (2007) stated the importance of creating the inner space, a term used to describe clearing the thought and mind, emotions, opinions and past experiences that create a space in the mind to receive and process the new information from the coachee. As a preparation measure for the session, I began by offloading everything from my mind onto a piece of paper that, included understanding everything about the day. I removed any potential distractions from the room before gathering the tools I would use during the session. 
Meslec & Curşeu (2015) suggested that the best coaching experience was one where the coach worked on the coachee's strengths rather than his weaknesses, a principle that I absorbed for the session. Robert Beng, a senior employee nearing retirement, had vast experience in our organisation, and his contribution was an important consideration in adopting the new processes for the organisation. While I do not think of the organisation's team members in the same way he does, I learnt that effective teamwork through coaching and delegation would result from using the different strengths of every individual in the team. From the session, I realised how the team members depend on the guidance of the organisational leaders and the trust they had put in me to lead them through the new processes.
The negative experience that was not badly of was the issue of patience. The situation was out of my action, and it slightly affected the responses given by Robert, where I felt that I had taken control of the situation rather than let my thoughts guide me on this. Cartwright (2012) states that the biggest problem among coaches is a need for more patience, a growing attitude becoming a major source of concern among coaches. It is a common practice for coaches to rush their coachees so that they may leave a soft ground behind them that acts as a deception for the coach. They stated that all aspects of the conversation should be exhausted before coming up with a new question for the coachee. 
Conclusion
I was glad that the coaching session with Robert went as planned. I learned that for any coaching session to be effective, proper planning must be done to remove the bagging from the previous sessions and declutter the mind of everything that would affect the conversation with the coach. Moreover, I will gladly continue to coach the group as I learned they heavily depend on my guidance and support in the new processes.
Action plan
When I conduct such a session next time, I will ensure that I focus on the coachee's strengths; with this, I will give them enough time to answer all the questions promptly. It will act as an ice-breaker, enabling me to know the coachee well. It is my responsibility to conduct the session well; therefore might require me to look at more books and guides. I will also be responsible for guiding coaches to provide efficient coaching lessons. My current experience as a coach has enabled me to develop good skills to recommend to anyone who wants to coach. In case of any concerns, I will positively let my coachee know and let them know whenever I feel uncomfortable about any situation.
 A critical evaluation of whether and how coaching and mentoring within this context could lead to improved performance/morale
Compared with the traditional leadership and management styles that use authoritative and transactional techniques to spell out hierarchy and duties, coaching employees in the modern leadership styles helps build effective teams by fostering employees' skills and mentoring them for higher responsibilities (Leonard, 2018). A friendly leadership style should be considered when the traditional styles can become harsh because of unrealistic expectations that kill employees' morale. Coaching is important in developing the employee's morale because it provides employees with opportunities whereby they feel that their boss and managers are highly invested in their success. The coach acts as a cheerleader, and he is not critical of errors and deficiencies but is keen on the accomplishments and success of organisations (Neupane, 2015). 
Many people in their workplace are willing to perform well, but they lack the basic knowledge on how to succeed, as Rober stated. When effectively coached, these individuals will build new skills faster and more efficiently when facilitating a sense of pride and confidence in what they work for and believe in. The result is improved morale that fosters confidence and trust with their bosses. It results in motivation, and the members also end up coaching each other while sharing the tips and tricks that had been taught to them initially. This leads to more learning at the workplace through creativity and bonding, which is an indirect way of improving the morale of employees. Hilali et al. (2020) stated that most companies that use a coaching leadership style integrated into their hierarchy often experience improved performance, greater productivity and fewer mistakes. As a leader, coaching enables one to build better relationships with the employees, making them more likely to buy into the company's vision while working hard to succeed. 
[image: C:\Users\ROSE\AppData\Local\Microsoft\Windows\INetCache\Content.MSO\CE02E924.tmp]
Figure 3 Coaching (Hilali, et al., 2020)
An analysis of the skills, behaviours, attitudes, beliefs and values of an effective coach or mentor
A great coach is described as one who always puts people first while understanding and connecting with the coaches while creating an environment where they can thrive. An effective coach builds their knowledge and behaviours around three aspects, people, practice and personal understanding. 
[image: ]
Figure 4 Coaching Behaviours (Neupane, 2015)
Communication- a good coach should practice effective communication that enables them to develop personal thoughts, feelings and issues sensitively while conveying their intended meanings. A coach needs to speak respectfully, making suggestions and allowing the individuals to disagree and take the discussion elsewhere.
Relationships- coaches connect with people as individuals in a respectful and empathetic way that creates a positive and empowered social environment.
Inspiration- coaches are expected to support and encourage people to stay motivated and achieve their purpose
Review- coaches should provide relevant feedback to their coachees that enables them to reflect upon while building and developing their coaching practices. 
Coaches should recognise and implement adaptations that will keep their people safe, challenged and engaged throughout the coaching session.
Planning- the coaches should be able to clarify how the planned activities and different seasons link together while highlighting any risk associated with the process.
Technical knowledge- the coaches should be able to confidently facilitate sessions while providing carried and differentiated activities based on their needs.
Philosophy and values- a coach should act with integrity while consistently emphasising their coaching version.
Progressive- good coach ensures progression with their coachee to ensure they are aware of the action they will take next and the next sessions for follow-up afterwards. 
Collaborative collaboration with the coachee is a discipline that needs effort and intention to be maintained. It helps build relationships with the coaches that make builds their trust and give the best from them.

Apply strategies to effectively coach or mentor at an appropriate level.
	
	
	Knowledge
The need to understand
	Skill
The need to be able to
	Behaviour
The need to show how they 


	PEOPLE
	communication
	Listening, questioning, explaining and instructing
	Prioritising when to best communicate and which information identity to convey
	Takes their time to consider how to communicate and when while breaking them down into easy chunks

	
	relationships
	Building rapport while creating connectors and taking notice
	Identify the opportunities to develop an understanding and connection among others
	Connecting with people in a respectful and empathetic way while creating a safe environment

	
	inspiration
	Influencing and persuading behavioural change
	Identify ways that will create positivity while supporting sustainability in changes in behaviour
	Encourages and supports people to achieve and remain motivated

	PRACTICE
	planning
	Analyse information, plans the sessions and set goals
	Maintains safety and a clear rationale for the activities used
	Provides some clarity on how the sessions link together while highlighting the risk 

	
	doing
	Develops specific skills, activities, differentiation and inclusion
	Recognises adaptations to keep their people safe challenge and engaged
	Maintains a safe social environment in all elements of their sessions

	
	review
	Provides feedback and analysed information through effective communication
	Identifies opportunities and uses them in collaborating feedback 
	Provide relevant feedback to the participants

	
	Technical knowledge
	Offers technical and activity-based context
	Identifies the appropriate level of information while keeping their participants challenged and engaged
	They confidently facilitate these sessions while providing varying activities based on their needs.

	PERSONAL 
	Philosophy and values
	Provides duty of care, coaching and motivational values
	Identifies how and when they should act to add a valued experience for the people
	They act with integrity while emphasising a consistent coaching version

	
	progressive
	Looms ate the strengths, weaknesses and learning preferences of their people.
	Recognises the opportunities for personal development 
	Strive to develop themselves while maintaining the highest standards to meet their challenging role

	
	collaborative
	They are available to support their networks
	They realise when and how additional support should be given to add value
	They draw upon support and evidence to enhance delivery.



Conclusion
From the study, the coaching session with Robert could be termed successful, with listening and communication skills topping the list. As a mentor, listening attentively to the coachee and understanding what they said while responding and reflecting on the information played a key role in ensuring the session's success. The Oscar model played a great role in ensuring a structured session that identified the major qualities of a good coach that build upon the people, practice and personal identity of the coach. These should be integrated with a coach's knowledge, skills, and behaviour to act effectively. 
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	BMSW 6005
	Feedback 
	Date of Interview:
	07/08/2023

	Coach
	Stefani Petrova
	Coachee
	Natasha (Robert)

	Coaching Model:
	OSCAR 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 – explained the purpose of the session for example, she asked what brough 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 listening carefully to the coachee but they could have been more patient with some of the questions and think through 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 acted on all occasions as a problem solver and was allowing the coachee to think about the solutions 

	☒
	☐
	☐
	☐
	☐

	Additional Comments 

The OSCAR Model was applied and all the relevant elements of it was covered during the coaching sessions. 






	
	
	
	
	




QUESTIONS
What is the main outcome you would like to achieve from our conversation today?  
You mentioned that you want a period of stability, tell me more about that? 
What do you feel is the ideal way to help you adapt with the new automated processes and give you stability at the same time?  
How would you feel if you knew what to do and how to solve this issue in terms of using the new process systems? 
Considering your concerns and our expectations of you to adapt to the new changes, what choices do you have? Have you thought about any specific solutions? 
How can we turn your options into steps to take further. How can I or the team support you achieving this? 
I am fully committed to supporting you! How would you feel about scheduling a follow up meeting in the next month and see how you are adapting? 
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