Running head: THE PRINCIPLES OF COACHING                                                                      1                                             
THE PRINCIPLES OF COACHING                                                                                              7

The Principles of Coaching

Student’s Name

University Affiliation

Professor’s name

Course title

Date

Coaching session

Coaching is an important process for promoting workplace competencies among the employees and skills that enable them to effectively carry out their duties within the work environment. Coaching begins by building rapport which involves forming a relationship between the coach and the trainee. This assignment provides an analysis of coaching plan how it was conducted and the post-coaching reflection. This aspect will be critical in informing the development of future coaching plans.
Pre-coaching plan

The goals for the session would be to help the trainee identify possible solutions to challenges in the workplace, relate better with teammates as well as developing creativity. The success of the coaching session will be determined by the development of solutions to challenges facing the employee in the workplace as well as the reduced conflicts and increased performance in the teams due to the development of better relations between the employees. Increased innovation and development of new ideas is another measure of success after the implementation of the coaching session.
There are various skills needed to conduct effective coaching with the first being listening skills. It is important to developed listening skills as they ensure that the coach is able to understand what the employee is saying or implying (Garr, 2011). Questioning skills are needed to ensure the coach develops effective questions capable of not only deriving useful information from those being coached but to critically analyze and promote self-refection in the employees involved in the coaching sessions (Crane, 2002). Communication skills are necessary to promote understanding between the coach and those being coached (Rogers, 2012). Reflective skills are necessary to help the coach reflect and internalize what the employees being coached were answering.
The coach will go about this by first building rapport. The first step to the development of the coaching session is to define how rapport will be developed. Rapport is critical to gaining mutual attentiveness, positivity as well as coordination (Mindtools.com, n.d.). The trust developed between the coach and the trainee during rapport defines the overall success of the coaching session. Ensuring that a positive first impression is made is critical and this involves conducting some grooming and dressing appropriately. Ensuring that all messages and questions are culturally appropriate and listening to people carefully and attentively to provide the necessary feedback is part of developing a good rapport (Mindtools.com, n.d.). Finding common ground with the trainee and sharing similar stories or experiences is critical to developing trust and good rapport (McCoy, n.d.). Ensuring that body language is aligned to the verbal language from both the trainee and the coach is imperative to developing a good rapport. Development of a set of questions that will be used to coach the employees and develop skills be done. Time will be allocated for the coaching session with each employee. A safe and quiet place away from the busy workplace will be designated for conducting the coaching sessions to ensure that the employees are not distracted during the implementation of the coaching sessions (Mindtools.com, n.d.).
A set of questions will be drafted to promote the successful implementation of the coaching sessions. The questions that will be asked include

1. What is your role within the organization and do you feel that it adds value to the organization?

2. What are you currently working on?
3. What do you want to achieve?
4. When you work in teams what are some of the challenges you face?

5. Do you feel that you can effectively address these challenges and if so how?

6. What support would you need to solve these challenges?

7. Do you find it difficult to cooperate in teamwork and if so why is that the case?

8. Are there strategies or methods you can implement to promote greater cooperation with the team?
9. Is everything going well within the organization?

10. If you had the power to make changes to the organization what would you do and where would you start?

11. How can I help to improve your work?

12. What suggestions do you have for me as a leader within the organization?
Conducting the coaching session

The coaching session was implemented for 45 minutes. It involved 3 employees which were each coached for 15 minutes each. It was a one-on-one coaching session with the managers as the coach. The first five minutes were used to build rapport with the employees.  The coaching session begins with rapport building before moving on to the questions and implementing a reflective session. The coaching session was recorded with the consent of the employees. This helped to promote the reflection of the coaching session.
Post-coaching reflection
The employees were from the marketing department and formed a team of marketing professionals who were responsible for developing creative advertising and promotional strategies capable of increasing sales. The coach, in this case, was the manager of the marketing and sales department. Each coaching session took approximately 15 minutes for each of the three employees. The setting of the coaching session away from the busy traffic in the workplace helped to ensure that the coaching process was peaceful and that there were no discussions promoting an effective ambiance for coaching.
What went well was the rapport building as the employees easily trust the coach as he had already formed relationships with the employees before the coaching session was implemented. The rapport building resulted in increased trust and understanding between the coach and the employees. There were effective feedback and active communication between the coach and the employees. What did not go well was the barrier to open communication when it came to discussing the challenges of the workplace as the employees were not very open with the coach who is their manager when it came to discussion the challenges openly. The employees only highlighted some of the challenges but were hesitant to name all the challenges they experienced due to the status of the coach being their superior in the workplace.
This session helped to learn a lot about coaching, for instance, the importance of developing a pre-coaching plan which helps to guide the coaching process. Rapport building is all about building trust and relationship between the coach and the individual getting coached (Côté, 2006). It is important to identify the questions to be asked to ensure that they are aligned with the goals of the coaching session. Another lesson learned is that when coaching is implemented by a manager or leader it limits the honesty of the trainees and this limits the interaction and growth of skills and competencies. 
The next coaching session can be conducted differently and this involves ensuring that there is an open communication policy that ensures the employees are free to share everything with their superiors. Also developing more concrete questions would have been critical to enhancing the coaching session (Downey, 2003). Aligning of questions to coaching goals is another way to enhance the coaching session. More coaching time is needed next to effectively promote rapport building during the coaching session.

Conclusion

The development of a pre-coaching session is critical to the success of the coaching session. The goals of the session such as identifying possible solutions to challenges in the workplace, relate better with teammates as well as developing creativity. Skills used include reflective skills, communicating skills and questioning skills. The questions to be asked must be aligned to the coaching goals. Conducting the coaching session involves the development of rapport and questioning the trainee. The coaching session was conducted for 45 minutes with three employees each being allocated 15 minutes. Rapport building was a success however limited interactions with the coach on challenges facing the workplace were identified due to the relationship between the coach who was the manager and the subordinates. More time was deemed necessary to promote greater rapport.
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