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[bookmark: _Toc201061473]Introduction
Coaching has introduced itself as an effective resiliency plan, both personal and organisational, during the post-COVID period (Kingston, 2022). I use Gibbs Reflective Cycle (1988) in this reflective analysis to review a peer coaching session I was involved in, compare the Instant Payoff model to that of the GROW model (Lu et al., 2023), and identify some skills that lie at the foundation of an effective coach. To prove how coaching can help resolve not just acute stress (for example, workload reductions caused by the pandemic) but also bring both personal and professional development into the long-term perspective, I will incorporate experiences from my six-year experience in the transport industry. Eventually, one will be able to trace how evidence-based planning and effective reflection can be a road map to turning feedback into development.
[bookmark: _Toc201061474]COVID-19 Pandemic and Transport Industry

The year 2020 saw the start of a global pandemic caused by a highly contagious and transmissible coronavirus, also known as COVID-19, which spread through respiratory droplets or aerosols when infected individuals came into close contact with others (Randall et al., 2021). This outbreak resulted in unique disruptions across various sectors, including the transport industry. 
Due to the rapid propagation of COVID-19, many governments worldwide, including the United Kingdom, have implemented measures to impede the spread of the virus. On the 23rd of March 2020, the UK government announced a national lockdown, marking a major event in an unprecedented shift from our typical daily routines to a world in which wearing masks, adhering to social distancing guidelines, and experiencing continual uncertainty became customary practices (Dodsworth, 2021).
The measures, including travel restrictions and reduced travel mobility, led to a decrease in passenger kilometres across all modes of transport. According to the UK Government, in 2020, people in England made 739 trips across private and public sector modes, meaning that the distance travelled by taxis, cars, and vans decreased by 28% compared to 2019 (Gov, 2020). 
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Image 1.0 - Average number of trips made by persons in England in 2020 
(Gov, 2020)
During the pandemic, my experience as an Uber driver was marked by considerable challenges, reflecting the wider battles faced by the transportation sector. With restrictions in place and mobility drastically reduced, the number of customers using taxi services dropped (as shown in Image 1.0), meaning I had days when I could barely complete a few rides. This became routine, and the occupational and financial stress was overwhelming. On top of that, the constant fear of contracting COVID-19 took over me.
With the UK lockdown in March 2020 reducing passenger journeys by 28 %, I, as an Uber driver, was subjected to financial hardship as well as to chronic health anxiety (Gov, 2020). Having gone out myself with COVID-19, I have realised there is a need to adapt quickly and to be emotionally strong. This individual experience is consistent with the self-regulation theory Biwer et al. (2021), according to which people adapt their behaviour when provided with feedback (illness, in our case) that indicates that there is some inconsistency between the real and the preferred condition. As a result, coaching within my industry has moved beyond informal matters of advice to programs around driver training to deal with stressors, accept safe behaviours, and continue to provide services of quality in confusion (Vongswasdi et al., 2024).
Therefore, coaching has since emerged as a vital element in my industry because it helps drivers manage stress, develop coping mechanisms, and adapt to ongoing changes (Jingar, 2023). As a driver, my role goes beyond just transporting people. It is about maintaining high standards of safety, communication, and professionalism (Dukhno and Skuybedina, 2022). Therefore, coaching can help professionals like me refine these skills, ensuring safer and more positive customer experiences. The lessons learned from the pandemic stress the importance of investing in the development of the people who are the foundation of this essential industry.
[bookmark: _Toc201061475]Coaching and Mentoring
According to Palmucci and Santoro (2024) and Tariq (2025), coaching and mentoring have become an essential tool in modern workplaces, especially in the post-COVID-19 era, where employee development and well-being have gained serious attention.
In the words of Martens and Vealey (2023), a coach is an individual who provides guidance, support, and encouragement to help individuals or teams achieve their personal or professional goals. This is strengthened by Mironov (2022), who describes a coach as a person who works with a coach, a person or group, to unlock their potential, enhance their skills and achieve superior performance by exploring available internal and external resources. In other words, coaching can be seen as a collaboration between a coach and a client, aiming to challenge awareness and inspire growth to achieve personal and professional potential (Hussey and Campbell-Meier, 2021). This is because the process involves setting clear goals, identifying obstacles, and developing solutions and strategies to overcome the obstacles, differentiating coaching from other interventions like therapy, which typically focuses on addressing past issues rather than future goals (Orunbayev, 2023).
In the words of Davis et al. (2023), a mentor is an experienced individual who serves as a trusted advisor, offering guidance and support to a mentee to foster their personal and professional growth. Davis et al. (2023) definition is strengthened by Maister et al. (2023), who described a mentor as a person who provides guidance, support, and advice to a less experienced individual, referred to as the mentee. Moreover, both Davis et al. (2023) and Maister et al. (2023) also argue that mentoring relationships are often informal and focus on long-term career development, personal growth, and leadership skills. Additionally, Sarabipour et al. (2022) add to this by stating that mentoring helps mentees navigate challenges, build confidence, and make informed decisions about their life and career trajectories. 
Coaching and mentoring share several essential skills, making it sometimes difficult to differentiate them. Both require the ability to build a trusting connection, which is foundational for a coachee's or mentee’s progress. As Shatroubi (2023) emphasises, trust is built on respect and unconditional positive regard. This means that self-awareness and self-management are critical skills required from a coach or mentor. Additionally, active listening and asking open-ended questions are other critical skills needed because they encourage the coach or mentee to explore solutions to their problem. Moreover, coaches must also be adaptable, adjusting their approaches to suit the needs and context of each coach.
My 45-minute session with my peers was based on the Instant Payoff model, which focuses on immediate actionable benefits, namely, defining the problem, establishing the desired outcome, and applying the solution at once. In contrast, the GROW model (Goal-Reality-Options-Will) follows a much more open process: once the Goal is established, it promotes a more thorough Reality check and production of various Options before making the decision to be ready to act (Im Kang et al., 2021).
	Aspect
	Instant Payoff
	GROW

	Focus
	Rapid results
	Structured exploration

	Time horizon
	Single session
	Can span multiple sessions

	Depth of analysis
	Problem → Solution
	Reality → Options → Commitment



Comparing these two, I can say that Instant Payoff creates momentum rapidly (which can be used when you are out of energy), whereas GROW creates a lot more self-awareness and sustainable change in the long run (Pascu, 2024).
[bookmark: _Toc201061476]Personal Analysis 
To enhance personal coaching style, we conducted a peer coaching exercise using the “Instant Payoff” coaching model, and performed the role of a coach for 15 minutes, a coachee for 15 minutes, and an observer for 15 minutes. The Instant Payoff coaching model is a results-oriented coaching approach focused on delivering instant and palpable benefits to the coach after each session (Noël et al., 2021). The model is centred around defining the coach’s problem, establishing the ideal outcome, assessing the nature of the barriers, brainstorming solutions and implementing viable solutions. With this in mind, I aimed to use the model to better myself as a coach, with Flavius. Images 2.0 - 6.0 (see below) show the feedback received from the observer after the coaching session. 
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Image 2.0 - Engagement with Literature Skills Feedback
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Image 3.0 - Knowledge and Understanding Skills Feedback


[image: ]
Image 4.0 - Cognitive and Intellectual Skills
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Image 5.0 - Practical Application Skills Feedback
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Image 6.0 - Transferable Skills Feedback
I am going to use the Gibbs reflective cycle to describe the aspects. 
Description
· I coached Flavius through time‑management challenges using Instant Payoff. This was an entirely new experience for me as well. 
Feelings
· I felt confident in my questioning but anxious about covering all model steps (Yang et al., 2021). Although I was nervous at first, I think I have done well in conducting the coaching aspects. 
Evaluation
· Positive: My empathetic listening built trust (Kriz et al., 2021). With proper listening, I was able to increase the extensive trust level. 
· Negative: I rushed to solutions, skipping the “Reality” exploration that GROW recommends (Grant, 2022).
Analysis
· Literature shows that deeper reality checks correlate with longer-term behaviour change (Gardner et al., 2024). By comparing my approach to GROW, I realise I missed an opportunity to help Flavius articulate underlying beliefs that limit his planning.
Conclusion
· I need to balance Instant Payoff’s immediacy with GROW’s depth: quick wins and committed follow-through. This will be quite effective as well in future contexts. 
Action Plan
· Short‑term: In my next two sessions, begin with a 5-minute Reality check before launching into solutions (Nakov et al., 2021). This will help me to grasp the ideas in a better way. 
· Long‑term: Complete an accredited GROW‑model workshop by September to deepen my facilitation skills (Newman, 2022).
[bookmark: _Toc201061477]Personal Development Plan
Following the interpretation of the feedback received from the peer coaching exercise and as a result of identifying my strengths and weaknesses, I developed the following Personal Development Plan to improve my coaching skills:
	Action
	Method and Source
	Timeline and Success Indicator

	Integrate Reality checks
	Begin each session with 2–3 open-ended questions on current barriers (GROW model; Newman, 2022).
	By the second month, the coach can articulate fewer than 2 root causes before solution framing (peer review).

	Apply Gibbs’ Cycle systematically
	Use the six stages of Gibbs (1988) to structure post-session reflection notes.
	Weekly reflection journal submitted; supervisor rates clarity of “Evaluation” and “Analysis” sections (less than 4/5).

	Deepen active listening
	Practice Mirroring and Paraphrasing techniques in every session; record one session and self-audit (Nakov et al., 2021).
	By Month 2, the self-audit needs to show 90 % of coach talk replaced by paraphrase or silence.

	Build coaching rapport
	Dedicate the first 5 min of each session to a personal check-in using appreciative inquiry (Gardner et al., 2024).
	Coachee survey scores for “trust” are less than 4/5 after four sessions.

	Attend external training
	Complete an ICF-accredited GROW model workshop (Mackenzie, 2023).
	Certificate achieved by 30 Sep 2025; integrate one new tool per subsequent session.



I believe this Personal Development Plan will strengthen my coaching skills by targeting personal areas of improvement and preparing me with the necessary instruments to foster a dynamic partnership with my future coaches, particularly, enabling me to guide them in identifying their obstacles, developing effective strategies, and achieving higher performance levels.
[bookmark: _Toc201061478]Conclusions 
In conclusion, this reflective analysis provides a valuable understanding of the significance of coaching as a professional development tool, particularly in the post-COVID-19 era. Through my personal experience in the transport industry over 6 years and the peer coaching exercise, I have found my strengths and areas for growth in my coaching journey. The challenges faced during the COVID-19 pandemic accentuated the importance of resilience, adaptability, and continuous learning, qualities that coaching helps to cultivate.
By engaging with the Instant Payoff coaching model, I gained an understanding of how structured coaching frameworks can empower individuals to overcome obstacles and enhance their performance. My strengths, including effective communication and positive reinforcement, serve as a solid foundation for my coaching practice and skills. However, recognising my tendencies toward distraction and impatience highlights areas that require my future attention to become a great coach.
The Personal Development Plan I have developed provides a tangible roadmap for improving my coaching journey. By concentrating on developing active listening, rapport-building, and guiding coaches toward self-discovery, I aim to elaborate my approach and create a more inspirational coaching environment. Ultimately, this reflection reinforces the idea that coaching is not only about supporting others but also about personal growth. As I continue to develop my skills, I am confident that coaching will remain an invaluable asset in both my professional and personal journey.
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2. Knowledge and Understanding Skills

Understands model — correct interpretation of
each part, including blocks.

Appropriate Use of Open, Probing and Closed
Questions, appropriate use of pauses, asks
permission to make suggestions to the coachee
if the coachee is struggling with solutions.

You showed some understanding of the model.
You used appropriate questions, though should
have encouraged Flavius to come up with his

own solutions.
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3. Cognitive and Intellectual Skills

Retains focus throughout, not reading notes,
not fiddling with pen or looking distracted;
responds appropriately to questions; structure
is logical; conversation flows well.

You retained focus throughout, but tended to
read your notes, rather than be fully focussed
on the conversation. You made an effort to
maintain eye contact, however. The structure of

the conversation was logical and it flowed well.
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4. Practical Application Skills

Encouraging language, warm and open body
language, nods of the head, murmurs of
encouragement, appropriate energy levels to
match and mirror the coachee, evidence of
building rapport.

Your body language was good and you made
positive comments such as ‘Perfect’. The
conversation was a little rushed, however and
only lasted 9 minutes. You could have spent
time building rapport at the beginning, probing
the blocks more and discussing solutions.
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5. Transferable Skills for Life and Professional
Practice

Overall, a good performance, good
conversation management, the coachee doing
most of the talking and the coachee comes up

with their own solutions, good time

management.

Overall, this was a satisfactory performance —
you demonstrated the ability to coach, though
could have spent more time on helping Flavius

come up with his own solutions.
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1. Engagement with Literature Skills

Follows model in correct order.

Incorporates appropriate elements of other
models (e.g. engagement).

Although you discussed obstacles, you did not
follow the Instant Payoff Model closely. Rather
than brainstorm how to overcome blocks, you

quickly offered Iots of solutions.

You incorporated some elements of other
models, such as setting a review period.





