Mentoring, supporting and leadership module assignment
I acknowledge the use of ChatGPT (https://www.chatgpt.com/) on 22/04/2026 to check for grammatical and syntactical mistakes and the accuracy of my own work using the prompt(s):
1. Please check the following text for grammar and readability at university level.
 I confirm that I have not presented any AI generated text as my own work. I confirm I have copies of my drafts, notes and other resources I used before, and after the use of AI tools which I may be asked to provide in evidence.





















This assignment presents a critical reflection on leadership and mentoring development within the context of applied psychology (Myers, 2026), focusing on the development of my skills, confidence and self-awareness across a ten week module. The experiences include Motivational Interviewing, one to one sessions and group-based role play scenarios. To support this reflection, Gibbs Reflective Cycle (Gibbs, 1988), a widely used framework within psychology, is applied to structure and analyse key experiences throughout the process. A set of core communication frameworks including OARS (Miller and Rollnick, 2013) (Open- ended questions, Affirmations, Reflections, Summary) and SOLER (Egan,1975), (Sit squarely, Open posture, Leaning, Eye contact, Relax) will be used to reflect on my ability to engage effectively. This reflection will critically evaluate my personal development throughout this module, drawing on psychological frameworks to understand my progress and limitations.
Reflective practice and effective communication are key to personal and professional development, as highlighted by Marshall et al (2022). Theoretical frameworks supporting this include Gibbs’ Reflective Cycle developed by Gibbs (1988) which is a six-step model to aid structured reflection to improve practice and support development. The SOLER model is a non-verbal communication model established by Egan (1975) focusing on the importance of body language in conveying empathy and attentiveness. Complementing the communication model, Motivational Interviewing uses the OARS acronym, developed by Miller and Rollnick (2013), outlining the use of open-ended questions, affirmations, reflections and summaries in a guided conversation. Together, these frameworks provide a structured foundation for developing reflective capacity and communication, although their effectiveness depends on the practitioner’s ability to apply them flexibly in real-world interactions (Sumaiya et al.,2022, Reardon et al., 2019)
When the module first commenced, I anticipated that I would find it difficult to enjoy and engage with due to its interactive nature. As a quiet and laid-back individual, I expected discomfort engaging in a role play or leadership role. I had a fear of real-time interactions for different reasons including saying the wrong thing, being judged and not appearing “leader-like”, as justified by Marcel (2022) when discussing communication apprehension. However, during and after each session I reminded myself that this indicates I am learning and aiming to fully develop these skills for the future.
The first session made me feel very nervous. I began as the observer, which I found an interesting opportunity to watch and learn the interaction before putting it into practice, which aligns with what is highlighted in the Social Learning Theory by Bandura (1977). By observing others, it helped me understand the expected skill set, particularly the application of SOLER skills and the importance of translating theoretical awareness into practice (Burgoon et al., 2021).  When acting as the client, I had the opportunity to voice a situation and explain my stress levels clearly. As the listener, I found myself experiencing lapses in attention at times due to concerns of being observed by colleagues and the lecturer. This negatively affected my listening skills. This aligns with observational learning principles within Social Learning Theory, suggesting that observing competent behaviour can support skill acquisition, as stated by Bandura (1977) but performance anxiety can hinder execution (Henderson et al., 2024).
The following week, I was able to practice with my fellow student who would be my partner for the assessment. We practiced twice while tutors were observing us. I had feedback from one tutor advising me to consider practicing reflections to ensure I am demonstrating active listening skills. I recognised this as accurate, as I was heavily concentrating on the content of my partner’s speech and neglected to summarise or make a reflection. I felt it went well and although I was leaning in and sitting squarely, I did not consistently demonstrate non-verbal communication cues to signal continued active listening (Rautalinko et al., 2007).
On the day of the first assessed role play in week four, I experienced a heightened level of anxiety especially when undergoing the leader role. This significantly impact my behaviour as I felt very tense and could not concentrate, which prevented me from adopting a calm and relaxed approach. Although I attempted to apply the GROW model structure developed by Whitmore (2009), I was focusing too much on “getting it right” the first time, rather than engaging and responding authentically. This resulted in a somewhat rigid delivery where some of the questions felt rehearsed rather than exploratory which limited the depth of the conversation. I felt like I was well prepared going into the assessed role play and I was able to move through the stages of the GROW model. Upon reflection, I am aware that when I present as nervous in a video recorded assessment, I demonstrated an emerging understanding of the model but lacked the ease to apply it (Eysenck et al., 2007).
I felt apprehensive about the upcoming assessment in Motivational Interviewing, due to a lack of practice opportunity. The lack of practice contributed to my feeling of nervousness in the role as the listener. I believe that my anxiety was noticeable at the beginning of the assessment which made me concerned about using the Motivational Interviewing skills effectively such as active listening and open-ended questions. As the conversation progressed, I felt I was able to focus on what the client was saying to me and engage more authentically. I attempted to use the core skills specifically open-ended questions to guide the client to elaborate. However, at times some of my OARS skills were not present such as affirmations, which is an important aspect to demonstrate understanding (Isom, 2025). The absence of affirmations limited expression of empathy which is considered central to Motivational Interviewing. By the end of the ten minute session, I felt a sense of accomplishment and relief, as the experience was less challenging that I anticipated. Overall, I am able to acknowledge that I applied some of the core skills into the session, I need further practice to apply these skills more confidently under pressure.
Later on, the same day, I participated in the team leadership play role where I had to take on a leader role in a team meeting scenario with four colleagues involved. This was an interesting challenge for myself as I am a naturally laid-back and calm individual. Initially, I was concerned whether I would be able to handle this role in an effective and proactive manner given the style typical required style is assertiveness and decision-making. During the team meeting role play, I mainly focused on creating a safe and relaxed environment for everyone by calmly introducing the topic. I presented the group with opportunities to comfortably contribute throughout by asking open-ended questions and allowing for ideas to be shared openly. I believe that I carried this out well as I was able to reduce pressure within the group as well as facilitate more balanced contributions. This was especially effective when recognising and addressing a quieter member of the meeting (Booysen, 2013).
Now reflecting on this session, I recognise strength and weaknesses in my leadership style.  A positive aspect is the use of my emotional regulation and how being calm and relaxed maintained the topic of discussion clear and avoided conflict from escalating. I was able to actively listen and thoughtfully respond to group decisions. This aligns with models of emotional intelligence, particularly Daniel Goleman’s framework, which highlights emotional regulation as a key leadership competency (Goleman, 1995).
However, a clear weakness was my lack of confidence in asserting dominance when required. I showed some control in the team meeting however felt quite uncomfortable at times which made me withdraw from the conversation (Stanley, 2022). This may reflect a lack of confidence in task-oriented leadership behaviours, often associated with more directive leadership styles (Udin, 2024).
In conclusion, this module has significantly contributed to my awareness of my leadership style, communication and reflective practice skills. By following theoretical frameworks and models including Gibbs’ Reflective Cycle, Motivational Interviewing and the GROW model, I have developed a greater understanding of my personal strengths in creating a calm and supportive environment as well as limitations in assertiveness in leadership scenarios. Overall, this reflection has highlighted how strong leadership skills are not solely dependent on personal confidence but require adaptability and emotional intelligence. In the future, my main aim will be to continue to practice and develop Motivational Interviewing skills especially affirmations and reflections. In group settings, if an opportunity arises, I will aim to take on leadership roles to further develop assertiveness. This will support my further growth in self-confidence and development supporting progression within both professional and personal competence. Overall, this reflection demonstrates that effective leadership extends beyond confidence alone, requiring adaptability, emotional intelligence and the ability to apply communication frameworks under pressure.
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	Personal Development
Plan

	
	
	
	
	

	Learning and Development Need
	Specific goal

	Desired time of achievement?
	What barriers may present?
	How can I improve my chances of meeting my goal?
	How to get further support/information?

	Feel more confident in team leading
	Lead at least another group discussion or activity this year
	Within the next 3 to 6 months
	I may face a lack of confidence and overthinking the situation with a fear of judgement
	I can practice team leading in a low pressure setting to begin building confidence
	I could attend university workshops and approach module tutors to seek advice and guidance

	Improve confidence in Motivational Interviewing
	Effectively use the OARS skills in appropriate scenarios
	By the end of the academic year
	Limited time and opportunities to put skills into practice due to end of degree approaching
	I could observe examples of Motivational Interviewing in similar classes on campus and reflect using the Gibs Reflective Cycle
	I can reach out to lecturers to express my interest in further developing my skills or explore Motivational Interviewing courses

	Feel more confident in conflict resolution
	Ability to calmly respond to conflict in group settings
	Within the next 6 months
	Avoiding conflict and feeling uncomfortable in conflicting and challenging scenarios
	Research and learn more about conflict resolution techniques and practice being assertive in conflicting scenarios
	Attend online conflict resolution course or workshop through the university

	Manage my nervousness when under pressure
	Aim to feel less nervous and effectively manage emotions in stressful scenarios
	Within 9 months
	Lack of preparation, performance anxiety even when confident about the topic and a fear of judgement
	Regular practice to get used to difficult situations as well as practicing grounding techniques to help control anxiety symptoms
	I can use online resources to help understand my academia anxiety as well as access wellbeing support services and speak to module tutor

	Apply and secure a full time job within the psychology field
	Aim to get into full-time employment following graduation
	Within 12 months after graduating from masters course
	Lack of experience in real world scenarios, lack of psychology jobs within local area
	Work hard in masters degree and aim to gain relevant experience whether paid or voluntary
	Attend next available careers advisor workshop/email them and research current job role opportunities



