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[bookmark: _Toc1111498314]1. Introduction
As the title suggests this reflective statement consists of the analysis and the evaluation of my involvement in a coaching session role-play completed as part of the “Coaching & Mentoring Skills for the Workplace” module. This reflection will include the session plan and implementation, an analysis of the success of the entire session, and aspects of improvement. Furthermore, it will consider the theoretical underpinnings of coaching and mentoring in the workplace based on the literature sources and models (Cox et al., 2018; Passmore, 2015). In the coaching session, I acted as Philippa Graham, manager at Healthcare International, who had to resolve morale and performance problems as part of a sociotechnical coaching and mentoring program. My partner portrayed himself as Robert Lee, a senior team of the organization, facing challenges due to recent changes that include automated systems and flexible working. This session sought to help Robert address these issues and improve satisfaction and performance in his job role. To guide the discussion, I used the well-known GROW model (Goals, Reality, Options, Will) because of its applicability and efficiency in coaching (Whitmore, 2017). The GROW model helped Robert set specific goals to work out and stay on the subject, allowing him to objectively look at his current position, future options, and the development process of actionable plans. This reflective statement will critically analyse the GROW model in this context, review my effectiveness as the coach and discuss how the principles of coaching could be used as tools to enhance organisational objectives.


[bookmark: _Toc517111536]2. Reflection on the Coaching Session
In the coaching session, there was an acting play where my partner and I acted as coaches in a real-life coaching environment. I took the character of Philippa Graham – a Quality Assurance manager at Healthcare International Company and my partner created the character of Robert Lee – a senior team member of the said company who had certain difficulties with the recent changes in his workplace. During the session, Robert’s concerns were further highlighted concerning the effects of increased automation, flexibility at work, and working without overtime allowances this was about his levels of satisfaction and performance.
Before the session, I read about motivation and how coaching is done as well as the issues that managers go through in a fast-paced environment. Some of the sources include ‘Coaching for Performance’ by John Whitmore (2017), which specifically focuses on the GROW model, and ‘The Complete Handbook of coaching’ by Cox, Bachkirova, and Clutterbuck (2018) which covers more on the different approaches to coaching. Also, I went through the assignment brief containing a case study of the organization: Healthcare International to familiarise myself with the particular details of the teams. I also formulated several general questions and cues in compliance with the GROW model to derive the coaching session. The above questions aimed at prompting Robert to specify his desires, assess his present situation, consider the available choices, and choose concrete steps (Whitmore, 2017).
When beginning the session I asked the client to speak about their experience without any interruptions, this is important because it allows the coachee to share their perspectives without feeling personally judged right from the start of the session (Passmore, 2015). I urged Robert to speak out about how the changes that have recently occurred made him feel. Based on the GROW model of coaching I led him through a more structured conversation. The recorder mentioned their goals, including improving the work-life balance, and he did not feel threatened by the automation of his job. It is necessary to have an insight into his present sphere of life the next question addresses his current problems including the growth of working workload and pressure associated with the necessity to learn new technology. We then consider several possibilities some of which may include seeking more training, delegating the work properly, and drawing a clear line between work and family.


[bookmark: _Toc434509614]3. Critical Evaluation
The given coaching session had several positive outcomes. Firstly, by applying the GROW model, a clear and efficient conversation was initiated. For instance, when it was Robert turn to describe his objectives, the model helped him to identify that he wanted to have an improved work-life balance so that it offered the framework for the session (Whitmore, 2017). Also, the development of the trusting relationship allowed Robert to express his concerns through coaching, which are essential condition of coaching (Passmore, 2015). Another success was made in the identification of options in a synchronized manner. From the theory to the practice, we can mention the following: During the discussion, Robert found it useful to come up with actual solutions to the existing problems, for example, with the help of additional training or delegating tasks.
It was possible to pinpoint some problems Throughout the work, certain achievements were observed. Another was time management since the team was relatively inexperienced when it came to group work. In general, the current and the past sessions have been effective, but the goals and the reality phases took more time than the option and the commitment phases. To rectify this moving forward to subsequent meetings, I will try to manage the allocated time in a better way, so there is a fair distribution of the GROW stages (Cox et al., 2018). One weakness identified in my communication process was that I often offered solutions that should not have been the role of the facilitator, superseding Robert. I have noticed that one must always encourage coachees to come up with solutions on their own this will help them to be more independent (Rogers, 2012).
My partner and the observers were also helpful in providing me with insights on how I could improve on. My partner valued timeliness and the fact that the coaching session followed the GROW model. This feedback re-emphasized the issue of facilitation and the need to provide the coachee with suggestions while at the same time giving him/her the room to lead arising from Robert person-centered approach. Other areas for improvement involved posing more self-implicative questions that would help the coachee reflect more deeply – a very effective component in the embellishment of the coaching process (Passmore, 2015).
[bookmark: _Toc1603283256]4. Coaching and Mentoring within Context
With regards to Healthcare International, appropriate use of the coaching and mentoring processes can contribute greatly to the improvement in terms of results as well as the mood among the staff members. Some of them include distress among the staff, inadequate morale, and overworking due to work overload or hoped changes in employment status. These issues could be resolved by introducing a formal and systematic project of coaching and mentoring for employees. Coaching could assist Robert Lee in dealing with excessive workload or help in his movement from one assignment to the other with no stress and higher organizational commitment (Cox et al., 2018). In other words, mentoring can direct Mariam Cooks and similar, less experienced workers, giving them career directions and support, which would help increase their motivation and commitment (Garvey, Stokes, & Megginson, 2018).
Based on the organizational perspective, the implementation of the coaching and mentoring processes can increase the learning culture that is vital for implementation in the dynamic healthcare environment. This could enhance the staff’s morale as everyone is cherished and encouraged regarding their career path (Passmore, 2015). This engagement usually leads to improved output and lower staff turnover because employees are likely to remain with the company that prides itself in training them (Whitmore, 2017). Organizational communication, coaching ,and mentoring can enhance how teams interact with each other. For example, with the help of coaching, Philippa receives an improved understanding of her team’s requirements such that she will be able to enhance cooperation and better solve the problems within the team and its members (Garvey et al., 2018). It also makes the organization ready to build and nurture a highly resilient and compliant workforce for the future.
[bookmark: _Toc157889514]5. Skills, Behaviors, Attitudes, Beliefs, and Values
Coaching or mentoring skills, behavior, attitudes, perceptions, and values refer to the certain ways in which an effective coach or mentor performs his or her duties regarding the coachee or the mentee. Active listening comprises the willingness to comprehend and incorporate exactly what the coachee is saying and everything that is associated with it (Rogers, 2012). The next important competency is questioning that enables the coach to ask deep and meaningful questions provoking a deeper thinking in a coachee (Whitmore, 2017). They are acts such as giving feedback, which is constructive, and acts that show that one is sympathetic and does not rush. Such behaviors are developing trust and establishing a positive relationship that creates a comfortable atmosphere that promotes the perception of the coachee’s value (Cox et al., 2018). Besides, there are certain educational tokens such as openness to learn and to embrace the educational model in personal development of the coachee. Coaches must always expect positive developments from the coachees and must have a positive attitude toward them (Garvey et al., 2018). Some of the core ethical principles that form part of the coaching relationship Include; integrity, respect, and confidentiality. It is important to understand that coaches have an ethical obligation in the process and the relationship, they should not infringe on the coachee’s privacy and should be of high ethical character during the process (Passmore, 2015).
As I gained from the coaching session and the course, I have been able to make the listed improvements. They have enhanced their active listening skills by being able to completely focus on the coachee’s words instead of developing solutions before fully digesting the words. An example of this was during my session with Robert, in which listening attentively to him, made him feel listened to and hence become calm. I also improved the way of asking effective questions ensuring that I did not lead the client, yet making Robert to express his issues and solutions on his own accord (Whitmore, 2017). My partner mentioned that the empathetic and patient approach that I provided were strong points of me as a coach, although I also noted ways in which I needed to increase the level of questioning the coachee and challenge the coachee more in order to push him/her forward.
[bookmark: _Toc28536386]6. Use of Coaching/Mentoring Models
In this case, I chose the GROW model of the coaching process since it is acknowledged as one of the most efficient models of the coaching conversation. It provides a structured and clear agenda ranging from Goals, Reality, Options, and Will commonly referred to as the GROW model which was created by John Whitmore (Whitmore, 2017). Specifically, the elements of this model include simplicity and versatility so it can easily fit into any type of coaching situation and be more specific to a coachee’s requirements (Passmore, 2015).
In the session with Robert Lee, I opted to use the GROW model to ensure that the conversation takes the format of problem-solving. Here’s how each stage was implemented: Here’s how each stage was implemented: 
Goals: As a foundation, we started with the identification of goals for his case – Robert. These questions include what Robert would like to accomplish in the following three months and how he would define success in his work position at this stage of automation. He said that he would like to have a solid job in his company to provide better for his family and have more free time off. As we marked at this stage, these goals were clear and achievable (Whitmore, 2017). 
Reality: Subsequently, the client’s current environment was examined, with attention paid to Robert. To this, I urged him to elaborate on the existing conditions about which he complained, namely the increased flow of workload and the need to cope with new technologies. For example, instead of directly asking Robert about his difficulties and problems, I posed the following questions: ‘What is going on now?’ ‘What pressures are you aware of?’ Indy and I used such questions to name Robert’s issues and the context within which his behaviors produced positive and negative consequences for him. This understanding was important for the advancement (Passmore, 2015). 
Options: From there, the possible solutions to Robert’s issues were identified alongside other considerations. In this, I followed up with questions such as ‘What can you do regarding these challenges?’ and ‘What help or assistance may be helpful to you?’ Based on a discussion of the options we collectively explored possible solutions including seeking further training, better utilization of delegation opportunities, and the improvement of the working-to-personal life balance. This mutual discovery enabled Robert to work through alternatives and come up with many solutions (Cox et al., 2018). 
Will: Last, we spoke of Practice Commitment according to Robert in terms of concrete activities. My questions were, “What specific actions will you take to put these options into action?” and “How are you going to make sure that the things you promise happen?” Robert agreed to arrange a meeting with the HR department to address his training requirements and to have a weekly or biweekly catch-up with the team to check on the delegation of tasks. This stage made sure that Robert departed from the session with actionable roads mapped out and strong intentions (Whitmore, 2017).
[bookmark: _Toc2055979337]7. Future Application and Improvement
For coming Coaches or Mentoring situations as an action plan for the future based on the coaching session and the course the WILL follows the GROW model, whereas feedback and reflection are added during the process continuously. Every session will be kicked off with an appreciation of the objectives of the coachee. To help them express their objectives effectively, I will apply the probes between open-ended questions, to provide them with SMART goals (Specific, Measurable, Attainable, Relevant, and Time-bound) (Doran, 1981). Subsequently, the GROW model’s stages will be utilized throughout the demonstrations as well as applied with equal emphasis on time distribution in each of the phases. I will also ensure that the atmosphere is welcoming that the coachee(s) feel comfortable sharing their ideas and feelings and emotions with me because this is critical in the coaching process as proposed by Passmore, (2015). 
To further progress in my professional functioning as a coach and a mentor I will continue my professional education as well as practice reflection. This includes going for advanced coaching workshops and training to acquire knowledge of the new methodologies in coaching. Being part of coaching supervision sessions means that I will have chances to get feedback and coaching on some aspects of coaching that I am stuck with (Cox, Bachkirova & Clutterbuck, 2018). Moreover, I will read literature and research in the area of coaching and mentoring to update myself. Writing a reflective journal is also an intervention that will be durable for my learned helplessness. Self-study allows me to individually reflect on the experiences, and analyze the difficulties and lessons learned after each coaching session, which creates the basis for critical reflection regarding my practice (Schon, 1983). The feedback from the coachees as well as peers will assist my development. Constructive feedback will assist me in the adjustment of my strong and weak steps towards becoming a better role model and a better coach for the trainees and the institutions in the future (Garvey, Stokes, & Megginson, 2018).


[bookmark: _Toc905988192]8. Conclusion
In this reflective statement, I have focused on the analysis of methods that were used during the coaching session, for the course Coaching and Mentoring Skills for the Workplace. The session revolved around the GROW model where the main concern was the challenges that Robert faced in Healthcare International. This included goal achievement, listening, and group problem-solving among the employees. Some suggestions for improvement were made: The need for improvements in time management and providing the coachee with more room to come up with the solutions himself. Observations from my partner and other observers pointed out that while providing guidance is important, it is equally important to allow the subjects to make self-reflections. It is with a sense of accomplishment that I can say this learning experience has been very fruitful in enhancing my knowledge of coaching and mentoring practices. The use of the GROW model showcased practical wisdom in guiding constructive and helpful coaching sessions. I have acquired skills like active listening, asking powerful questions, and giving constructive feedback. It shows that these skills are essential for nurturing an environment that promotes personal development and success. The lessons learned from this course are extremely useful for my further practical experience. In the process of developing my strengths, it is always possible to improve the effectiveness of my coaching skills, based on OTHERS’ feedback.
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Coaching Model: GROW Model
The GROW model is a simple usable structure for structuring an effective coaching session provided by Sir John Whitmore. The acronym GROW helps in managing the interaction between a coach and a coachee by helping the latter solve problems and define objectives systematically.
1. Introduction
Coach (Philippa): Hello, Robert, thank you for sharing your day with me today. I know that the change that took place has not been easy for you. That is why our focus talk today is to go over them and figure out how to address them. Is that okay with you? 
Coachee (Robert): Yes, that is okay with me. Well, I have been stressed up lately and will feel relieved to discuss it.
2. Goal Setting
Philippa: Oh, that is good. Now that we have established what you are going through, let us identify what you would like to gain from this session, any issues that are concerning you at the current time, and what you would like to see a change in the next one, two, or three weeks?
Robert: Well in the first aspect, I have to learn how to balance my workload since the number of staff has been reduced and the adoption of the new equipment complexities my working conditions. Secondly, I have to stress myself as I am looking to retire in the next few years.
3. Reality Check
Philippa: Okay, can you elaborate and tell me how exactly the reduction of the staff and the acquisition of the new equipment influenced your work process? 
Robert: Yes, definitely so, due to the reduction in the number of employees, the workload has been enhanced greatly More so, because the new automated systems indicate I should be more accomplished with them, I find myself always struggling trying to coordinate for my retirement in the future. 
Philippa: There is quite a lot of pressure in that; how has this stepped-up workload and the stress of learning more systems affected morale and overall productivity?
Robert: It has not been easy. The organizational timetables are a challenge to follow and with little or no provision for overtime, deadlines seem to be almost herculean tasks and pretty much demoralizing.
4. Options Exploration
Philippa: This is the moment to figure out some possible solutions together, as for you, what strategies do you consider may help manage your workload more efficiently? 
Robert: Perhaps some more training on the new equipment could assist with this, or perhaps if some of the processes could be made more efficient then it would not add so much pressure, I could also maybe talk to my manager closer to my retirement age about working more flexible hours or part-time.
Philippa: Those are good ideas. Indeed additional training is something that can be provided. As for process improvements, it will take a little more brainstorming but it is something that can be done. What is your attitude toward informing the HR department that you wish to talk about the issue of flexible working hours?
Robert: That would be good I think, it may help me sort out the workload a bit and split out the stress.
5. Will to Move Forward
Philippa: I think that is a good strategy. Here are some actions we should take then. The first one is to organize the training sessions concerning the new equipment. The second one is to have a meeting with the HR department concerning the flexible working hours. The third one is having a follow-up meeting after the second week. Is that fine with you?
Robert: Well, that sounds okay. Honestly, having those steps feels like I have some hope to fight the problem. 
Philippa: Great, I will begin organizing these arrangements and get back to you with details on them As to the further meeting schedule, let’s gather in two weeks to see how the progress is and to adjust further actions if necessary, Robert, thank you for your openness today. 
Robert: Thank you, Philippa I am glad that I have your support.
6. Debrief (Post-session)
Philippa: Robert, may I know how you feel about our session today, did we talk about your main issues? 
Robert: Yes, I believe we did. I have more understanding of some strategies to move forward and some concrete things I can do. Training with flexible working hours will make a lot of impact.
Philippa: That’s good to know, sir.  I shall make certain that follow up on all the action plans to completion as well as notify you of any fresh issues as they might emerge before we sort them out ourselves. 
Robert: Of course. Thank you, Philippa.

	
	
	



