Coaching Model
Unit 4

Q1
I.  Discuss the four steps of coaching models?

(1)   Where are you now and where do you want to be 
This will help determine the current status and future status of the learner and future aspiration of the learner and will assist the mentor in producing a personal action plan with a start & end.

At the beginning we start with where are you now? & finish with where do you want to be? This will help with the learning programme and help the mentee see their journey & growth with the probing questions the mentor can identify the learner’s strength & weakness to help the mentee progress. It’s also important that the mentor recognizes that every learner has different learning styles hence why when creating a learning programme flexibility is the key to meet the needs of the learner & achieve all the positive outcomes. 

(2) What are your options
Having a 1-2-1 discussion with the mentee ensure to reach an achievable agreement about how is the best way to meet target. When possible it may be essential for the mentor to guide the mentee in selecting the best options for them in to achieve the required outcome. Identifying that every mentee has different learning styles whether it be Visual, Auditory or kinaesthetic as long as the outcomes are the same.  It’s also important to make learning fun & interesting to the learner the benefits of this will be positive to the mentee’s development to reach their goals & targets.  

(3) What steps will you take 
It’s essential to challenge the mentee to be positive when deciding how they are going to reach their goal, never forget you are there for advice & guidance but allow the mentee to work out the answers for themselves as the benefit will be greater for the mentee when they can demonstrate they can use their own inchoative. Then by following the mentee’s action plan to achieve their goal, it is important that a copy of the action plan is kept by both the mentee & mentor so that monitoring progress can take place.    

(4) Give feedback and prompt reflection.
It’s important to give the mentee positive and meaningful feedback, positive feedback acts as a vehicle for the mentee to continue to be proactive in their learning & outcomes are far more likely to be achieved. Feedback should be done on a 1-2-1 basis this gives the mentee an opportunity to ask questions without any kind of embarrassment. Feedback is a good monitoring device as it gives the mentor a good indication as to where the mentee is currently at and where they are heading.

II.                                  What is the importance of feedback in coaching? 
Feedback is a two way process where both parties gather information on the progression of the subject. By asking the right the questions in a positive approach will help the mentor in ensuring that everything has be done to gain the best possible outcome. It’s important that the mentee trust the mentor when receiving feedback accordingly to gain honest & accurate advice in their current progress. Constructive criticism is important to improve learning; action plans will support the mentee in the short term & long term. It’s important for the mentor to monitor the mentee’s learning establish a learning difficulties; also identify the best learning style for the mentee in order to achieve their goals.
 
III.                               What is a balanced feedback?                                                                                                                          

The use of balanced feedback is to ensure that the mentee receives accurate and informative feedback on their current learning or performance without using negative monotones from the outset. With some positive feed attributes about the mentee will give them some comfort and they would more likely to take on board any kind of feedback should not be aimed personally .When giving positive feedback making notes or referring to pervious notes will increase the relationship with the mentor & mentee will also show the mentee you have a real genuine interest in the mentee’s progress.     

IV.                                 What are the key characteristics of constructive feedback? 
· In private
Feedback to be given on a 1-2-1 basis to avoid any embarrassment and selecting the right environment to hold the meeting are key ingredients in ensuring that privacy is maintained.
· Balanced 
Ensuring that feedback is positive, people react better to positive feedback and will more likely to try to improve their learning even if this is followed by constructive criticism. Accurate, informative and constructive feedback will help to make feedback more balanced.
· Relevant
Feedback should be focussing on the learning that is taking place recognising what tools or access that the mentee has to help assist them on their journey. It is important that all learning is relevant to both the mentee and mentor. Feedback should also reflect this when providing work.
· Specific
Being honest and straight to the point will help bring clarity to what is expected from the mentee but will also set the professional benchmark for the work that you do.
· Documented 
Being a good mentor requires you to take a hand on approach when working with a mentee. If possible make your own observation in order to ensure that your feedback is based on your own findings this will build a good rapport with the mentee who will know that you have both honesty and integrity as a skill.
· Personal
With feedback it should always be personal where possible so that there can be no misunderstanding as to who the feedback is aimed at. This meets both positive and constructive criticism which is crucial for the development of the mentee.

Q2        What can you do in the following situation to make your coaching session more effective 
I.  A staff member will not admit that their behaviour was wrong.
An initial 1-2-1 meeting with staff members will allow for a discussion to take place, agreeing to listen to the staff member whilst having their say but letting them know that you will be taking notes in order to help you to give accurate feedback.
When you feel that a member of staff’s behaviour is wrong, by reading back the notes that have been recorded you can have a positive discussion with the member staff by addressing the issues can often trigger a different response because at the time they may have thought that their actions were correct.                                                                                                                                                                                            If this does not meet your desired outcome, also depending on the seriousness of the behaviour, you have options to report the issue to a manager in which a disciplinary procedure will come into effect.
II. An employee agrees with what you say, but you feel they are not really committed to change.                                                                                                                                                                              
This is not unusual as employees do not adapt well to change or new ideas as they have grown accustomed to the old ones and it is just as important to sell your ideas or changes to your employees as well as to the customer. When a new member of staff starts they will adhere to any new changes as they was not employed when the ones was in effect. A good way to implement change in the work place is to have a focus group or a workshop where staff can engage & give their opinion on the new changes also gives an opportunity gain an insight into their enthusiasm to new ideas.
By using this evaluation the manager can put a plan of action together in order to help develop staff’s knowledge of the new changes this a positive step forward where both parties will be happy with the outcome where both will feel they have contributed to the changes an staff will feel they have a voice which makes a great working environment.
III. The individual refuses to accept responsibility. They blame you for not providing enough support and other people for not doing their jobs
In this situation it would be wise to hold an immediate 1-2-1 formal meeting with the employee. It’s also important to let the employee know that the meeting will be documented and details of the meeting will be passed on to the relevant personnel.     
When team members don't take responsibility for their actions, some managers may just hope that the problem goes away. Others may try to remove these people from their teams completely.
Neither of these approaches is ideal – the situation is likely to get worse if you just leave it alone; while laying people off should be a last resort, especially if you're dealing with people who have the potential to be effective team members. Instead, your aim should be to provide your people with the skills and resources needed to do their jobs, and then to create an environment where it's easy for them to take responsibility for their decisions and actions.
And yes, sometimes you'll need to be firm and courageous, and sometimes your actions will cause conflict.
Finally ensure that the company process and policies has been followed, ensure that all possible support has been put in place and given to all employees.
Only when all the facts have been discussed and processed can the company decide upon the appropriate action.
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