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Report  Task 2    

     Reflective  Statement.
Introduction.
As a student at university of Wales trinity and saint David for past three years studying  leadership and  management as my recent career. Well, I have developed more knowledge and skills in leading people and managing people with different behaviour approach  and coaching skills method for people development in their job  performance and productivity. And also, my network relationship has developed. It was an  opportunity for me to create a strong network relationship to learn all the models and the theories and all strategies application process in coaching and mentoring method.
However, the role play is about coaching and mentoring. Meanwhile, coaching can be defined as a process of guiding and supporting individuals or groups to achieve specific goals, improve performance, or develop skills. cited (Mcray, 2015)It involves a structured and goal-oriented approach where the coach facilitates the exploration of ideas, challenges assumptions, and provides feedback and support, while Mentoring involves a nurturing relationship between a more experienced individual (the mentor) and a less experienced person (the mentee), aimed at providing guidance, support, and wisdom to facilitate personal and professional  growth. .cited , (Martinez 2014)  Mentoring is often characterized by a long-term, reciprocal relationship built on trust and mutual respect. Both practices play valuable roles in individual development and organizational success, offering unique benefits and opportunities for learning and growth.so  coaching is for short term and while is for long term.
During a recent training session on coaching techniques, I had the opportunity to participate in a role play scenario as a coach and mentor. The objective was to practice applying all the coaching skills and principles in a simulated coaching session. In this reflective statement, I will analyse my performance as a coach and also coachee reflect on my strengths and weaknesses, and consider the lessons learned from my coaching session. In addition to that, the report will explore Gibbs reflective cycle to analyse my role during the coaching session, as demonstrated below in Figure 1. 



Reflective model for my role play.
Well, based on my role play .I will being underpin  Gibbs reflection circle model to narrate what went well and what went wrong during the session of my role play.                                                                  [image: A diagram of a model for reflection

Description automatically generated]
Fig. 1 Gibbs reflective cycle. 
















The role plays Description.
The role play scenario involved coaching a peer through a challenging decision-making process related to their career development. The session lasted approximately 30 minutes and was observed by our instructor and fellow classmates. The coaching objective was to help the coachee explore their goals, identify obstacles, and develop a plan of action. By  applying the coaching skills to identify the problem, using the  model(Egan’s skill helper model, coaching model Grow  for both scenario) and also the outcome of the problem. Before the role play began, I experienced a mix of excitement and nervousness. I was eager to put my coaching skills into practice but also felt apprehensive about the unknown challenges that might arise. During the session, I found myself having a good approach to establish rapport with the coachee and maintain a balance between listening actively and guiding the conversation. However, as the session progressed, I developed more confidence and focused, especially after receiving positive feedback from the coachee about my positive approach and open question.

Feling and Reaction.
 Feling and reaction, as mentioned in Gibbs reflective cycle model, one aspect that stood out to me was our ability to communicate effectively. I  expressed my thoughts clearly and engaged in meaningful dialogue. This is crucial for fostering understanding and collaboration within each other. Initially, I felt a mix of excitement and nervousness. As the session progressed, I found myself becoming more focused and engaged,
 Evaluation of my  performance,
As mentioned in Gibbs reflective cycle model, reflecting on my performance as a coach, I identified several strengths, including my ability to ask open-ended questions to encourage self-reflection and insight. I also effectively used active listening techniques to empathize with the coachee concerns and validate their experiences. However, I noticed areas for improvement, particularly in maintaining a slow session and my voice used was in a low mood.
Analysis of the situation.
One key lesson I learned from this role play experience is the importance of flexibility and adaptability as a coach. I was able to adjust my approach based on the coachee's responses and needs, demonstrating the dynamic nature of the coaching process. Additionally, I realized the value of self-awareness in recognizing my own biases and tendencies, such as the inclination to problem-solving rather than empower the coachee to find their own solutions. Using the GROW model,(Grow) I was  able to identify the goal for coachee and his current situation  to make option for  moving forward as part of my  effective coaching skill.


Conclusion.
In conclusion, participating in this role play coaching experience was a valuable opportunity for self-discovery and growth as a coach. By critically evaluating my performance, identifying areas for improvement, and reflecting on the lessons learned, I feel better equipped to navigate future coaching engagements with confidence and competence.
I am grateful for the insights gained from this role play coaching experience and look forward to applying them in my journey toward becoming a more effective and impactful coach.
Action plan
Moving forward, I plan to further develop my coaching skills through continued practice, feedback from peers and mentors, and additional training opportunities. Specifically, I aim to refine my ability to maintain neutrality, deepen my understanding of different coaching models, and cultivate a coaching mindset grounded in curiosity and humility. At the end of the coaching session, we both agreed to meet again in three weeks to review the problems.




[image: A diagram of a coaching and coaching]
Figure. 2  Coaching and Mentoring Attributes.


How Coaching and Mentoring  could Lead to improved Performance/morale.
 Well, based on my research coaching and mentoring is paramount when it come to individual and organisation productivities .  cited,( (Cheloha, 2012; Malling et al., 2020) It improved performance in organisation .

The strength of coaching and Mentoring
Improved Performances.
Skill Development. Coaching and mentoring provide opportunities for individuals to acquire new skills, enhance existing ones, and address performance gaps. Through personalized guidance and feedback, employees can develop competencies that directly contribute to improved job performance. Since the post covid most of the organisation 
continue to practice coaching and mentoring  as a strategy for their  organisation.
Goal Alignment. Coaches and mentors help individuals align their personal and professional goals with organizational objectives. By clarifying expectations, setting clear objectives, and providing support, they can ensure that employees' efforts are directed towards achieving desired outcomes. Most organisation trying to accommodate goal for their staff through coaching method .

Accountability. Coaching and mentoring relationships foster accountability by holding individuals accountable for their actions, commitments, and progress towards goals. Regular check-ins and feedback sessions provide opportunities for course correction and performance improvement. These check-ins provide opportunities to review coaching effectiveness, celebrate successes, and identify areas for adjustment.
Coaching also enhanced  morale of the employee  through  offering  avenues for career advancement and professional growth. Providing employees with access to mentors who offer guidance, career advice, and networking opportunities can enhance their sense of career progression and job fulfilment. It also empowers individuals to take ownership of their development and career trajectories. By fostering autonomy, self-efficacy, and self-awareness, they can increase employees' confidence and motivation to excel in their roles. Most recent organisation organizational investment in employees' growth and development, which can boost morale and job satisfaction. Feeling valued and supported by managers and colleagues can contribute to a positive work environment and increased engagement. Nevertheless, most researcher also analysis the weakness of coaching and mentoring in organisation that may affect the employee . one of the negative aspects .





The Disadvantages of coaching and mentoring
Ethical.
It is paramount to consider ethical considerations, such as confidentiality, consent, and power dynamics, in coaching and mentoring relationships. Coaches and mentors must adhere to ethical guidelines and ensure that they act in the best interests of their coachees or mentees. Moreover, organizations should promote inclusivity and diversity in coaching and mentoring programs to ensure equitable access and opportunities for all employees.
Implementation of effectiveness,
It is essential to ensure that coaching and mentoring initiatives are aligned with organizational goals, adequately resourced, and supported by leadership.
Moreover, cited Whitmore (1997) the quality of coaching and mentoring relationships plays a crucial role in determining their impact on performance and morale. Trained and skilled coaches and mentors who are committed to fostering growth and development can maximize the benefits of these interventions.

Potential  Limitations
 We understand that Coaching and mentoring may not be suitable for addressing systemic issues or organizational challenges that require broader interventions. While they can contribute to individual development, they may not address underlying structural issues that impact performance and morale. Meanwhile coaching and mentoring effectiveness may vary depending on factors such as individual readiness, receptivity to feedback, and the quality of the coaching or mentoring relationship. Not all employees may benefit equally from these interventions. Moreover , we understand  that to become an effecting coaching and mentoring there are some skills the coach needs to acquire. During my coaching session  some of the skill was apply . I will be analysing those skill and how essential during coaching session. 




  The  Effective  Coaching and the Mentoring Skills.
Good listening. Effective coaches and mentors are skilled listeners who pay full attention to their coachee or mentee, seeking to understand their perspectives and feelings without judgment. Listening involves not only hearing the words spoken but also paying attention to non-verbal cues such as body language, tone of voice, and facial expressions.
Question Effective coaches ask open-ended questions that promote self-discovery, creativity, and critical thinking. These questions encourage coachees to generate their own insights and solutions. By asking probing questions, coaches help coachees gain clarity, challenge assumptions, and explore different perspectives.
Empathy. Empathy involves understanding and experiencing the coachee emotions, thoughts, and experiences from their perspective. By empathizing with the coachee, coaches create a supportive and non-threatening environment where coachees feel comfortable expressing themselves openly and honestly.
 Building Rapport. Building rapport is foundational to establishing trust and a positive coaching relationship. Effective coaches create rapport by demonstrating empathy, authenticity, and respect for the coachee experiences and perspectives. They establish a connection with the coachee through active listening, genuine interest, and non-verbal cues such as eye contact and body language.
Being Non-Judgemental. Effective coaches create a judgment-free space where coachees feel safe to explore their thoughts, feelings, and experiences openly. They suspend judgment and refrain from imposing their own values, beliefs, or opinions on the coachee.Being non-judgmental fosters trust and authenticity in the coaching relationship, allowing coachee to be vulnerable and receptive to feedback and guidance.




Giving Feedback. Effective coaches provide constructive feedback that is specific, actionable, and focused on behaviour rather than personal attributes. They deliver feedback in a supportive and non-threatening manner, emphasizing strengths as well as areas for 
improvement. Giving feedback helps coachee gain insight into their performance, identify areas for growth, and develop action plans for improvement. feedback to encourage articulation should focus on recognizing effort, providing specific praise, asking open-ended questions, offering constructive criticism, encouraging reflection, modelling effective communication, and creating a supportive learning environment. By employing these strategies, educators can help learners develop strong articulation skills and become more confident and effective communicators.
Resisting  Temptation to Tell.
Effective coaches resist the temptation to provide solutions or advice prematurely. Instead of telling coachee  what to do, they empower them to explore their own solutions and take ownership of their decisions. By refraining from telling, coaches encourage coachee to think critically, generate ideas, and develop their problem-solving skills.








The values of Behaviours for an effective coach  and mentor.
Trustworthiness’ They build trust through honesty, integrity, and confidentiality, creating a safe and supportive environment for open communication and vulnerability. They are flexible and adaptable, tailoring their coaching or mentoring approach to meet the unique needs and preferences of each individual. During this process they also engage in ongoing personal and professional development to enhance their coaching or mentoring skills and stay updated on best practices.
Attitudes. Effective coaches and mentors maintain a positive and optimistic attitude, inspiring confidence, and motivation in their coachee or mentee. Well, if the coach attitude is bad,  it may affect the emotion of the coachee or mentee during any coaching session which may result to mental health. They should  treat individuals with respect and dignity, valuing their unique strengths, experiences, and contributions. However, the coach should always try have an open to diverse viewpoints and experiences, recognizing the value of different perspectives in fostering growth and learning.
Beliefs  and  Values
Potential: Effective coaches and mentors believe in the potential of their coachees or mentees to learn, grow, and succeed, fostering a growth mindset.
 They should have the believe in the importance of self-reflection and continuous improvement, modelling this behaviour and encouraging it in others. They believe in empowering individuals to take ownership of their development and make positive changes in their lives.
Integrity: They uphold ethical standards and act with integrity in all their interactions, maintaining confidentiality and respecting boundaries. It necessary for the coach to keep that value to support the coaheees .: They value empathy and compassion, recognizing the importance of understanding and connecting with others on an emotional level. It is important for the coach to understand  self awareness and seif management . Being a coach or mentor his or her  need to understand itself before making choice when it come to decision for the coaches.
They value authenticity and genuineness, being true to themselves and fostering authentic relationships with their coachees or mentees.
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	BMSW 6005
	Feedback 
	Date of Interview:
	13/04/2022

	Coach
	Rex Amu
	Coachee
	Sajeda Akter

	Coaching 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, he asked what brough the coachee to his office and how he 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
he could have improved on the listening skills and be more patient to allow the coach to think about the solution.
	☐
	☒
	☐
	☐
	☐

	Is the coach focused on the coachee’s agenda?
Hint: The Coach should focus on the coachee’s agenda
The coach some of the time focused on the agenda this could have been improved with good questioning skill that will bring out the solutions to the problems. 
	☐
	☒
	☐
	☐
	☐

	
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 – but could have probed/clarified the options/ asked further questions/ in more detail 
	☒
	☐
	☐
	☐
	☐

	Is the coach acting as a problem solver, providing the solutions for the coachee?
Hint: The coach should not provide solutions
The coach acted as a problem solver she allowed the coach to think about the solutions. 

	☒
	☐
	☐
	☐
	☐

	Additional Comments 


The coach used GROW model for the session was quite well structured. The session was slow, and the voice used were in low mood. All the coaching models were used adequately in the it was a nice session. 
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