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Introduction 

Although coaching has been defined from multiple perspectives, the common principle remains the same: supporting individuals to maximise their potential. 
Coaching is considered to be a developmental approach that is oriented towards the improvement of individuals' skills and performance, usually work-focused, but with a positive impact on personal life (CIPD, 2025). Different authors identify aspects of coaching, such as performance improvement, self-reflection, and personal growth, while also recognising it as a process that uses structured conversations and practical strategies to achieve positive change (Cox, Clutterbuck and Bachkirova, 2018).
Unlike mentoring, which is often described as a long-term advisory relationship (Megginson and Clutterbuck, 2009), and formal training, defined as a structured, instructor-led programme with a clear curriculum (Pokora and Connor, 2017), coaching is often viewed as a collaborative, flexible and co-creative practice (Garvey, Stokes and Megginson, 2014).
Coaching has become more relevant over the past decade and has adapted to significant organisational changes. One of those changes has been the COVID-19 pandemic, and it shifted the coaching approach from traditional face-to-face sessions to an online environment. Thus, coaching processes did adapt to support employees’ well-being, resilience, engagement, and productivity. 
This approach enhanced staff effectiveness and produced positive psychological effects, demonstrating its value under crisis and remote working conditions (Terblanche, 2023).
Organisations recognise the value of coaching, as it provides personalised support, helps employees build resilience, sustain wellbeing, and increase performance (Passmore et al., 2023). Coaching can generate both tangible, such as improved performance and higher retention, and intangible gains, such as increased engagement, empowerment, self-efficacy, and resilience (Ahmad et al., 2024).
Despite the popularity of workplace coaching, literature argues that there is a lack of empirical evidence regarding its impact in practice (Cannon-Bowers et al., 2023).

When working as a Senior Care Worker at Rochester Care Home, a coaching framework was already in place, yet coaching was rarely implemented, and online training was used instead. Rochester Care Home provides residential care services to patients with dementia or complex needs. Due to the nature of the service, the online environment was not feasible for coaching sessions during the COVID-19 pandemic. The long hours and increased stress further challenged staff, and employees were not offered the personalised support, as a result of limited manager engagement and staff resistance to change. The staff required in-house support and visible leadership (Johnston et al., 2023), and coaching should have been provided, allowing guidance and reflective practice and ensuring the psychological well-being of employees. The organisation has updated its coaching policies since the pandemic and is encouraging a coaching culture focused on staff development and well-being. In practice, organisations are introducing one-to-one coaching sessions more frequently, managers are trained, and leaders provide more visible support to develop a coaching culture (Kapoutzis et al., 2024).
The implementation of coaching is important for organisational development as it provides employee support, enhances resilience and fosters a positive and sustainable organisational culture (Green, Boniwell and Smith, 2021).
Methodology and framework
I will now reflect on my performance in the coaching practical I completed with my peer, Aniko, on 8th November 2025, and I will use Gibbs Reflective Cycle to describe my experience and feelings, and to evaluate and analyse my performance. The model will allow me to identify areas for improvement in my coaching approach based on my practice (Gibbs, 1988). Reflection is essential in the learning process as it transforms experience into knowledge and helps individuals enhance their future practice (Kolb, 2014).  A critical analysis of coaching models will be provided, and the reflection will be supported by relevant coaching theories, followed by a Personal Development Plan.
The peer coaching session with Aniko lasted approximately 15 minutes and was focused on the Instant Payoff Model. The model is considered to be a “mini-Coaching” action-oriented process used for immediate obstacles and short sessions, which will provide quick and immediate results (Landsberg, 2015). It follows several steps, such as identifying the issues, the desired outcome, and blocks, and, lastly, brainstorming and agreeing on future actions. Although the Landsberg’s Instant Payoff model is efficient for immediate solutions, it is not a replacement for deep coaching sessions such as GROW and OSCAR (Gaskell and Whitmore, 2024). 
The GROW model is a four-step process that helps structure a coaching session by identifying goals and reality, exploring options and deciding future actions, suitable for long-term growth and change (Gaskell and Whitmore, 2024). In contrast, the OSCAR model offers a framework oriented on outcomes, strengths and reviewing processes (McKergow and Jackson, 2011). While GROW focuses on reflection and autonomy, the OSCAR model is more rigid and based on action and measurable outcomes.  
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Fig1.GROW and OSCAR models

Although the Instant Payoff Model was efficient for our brief coaching session and for quick practical solutions, the GROW and OSCAR models provide better frameworks for underlying challenges and sustainable development.
Description of the experience 
At the beginning of the session, I greeted Aniko and asked her about her day and week, trying to build a rapport beyond our familiarity as colleagues. According to research, creating a resonant relationship based on trust and openness is important to ensure effective coaching (Boyatzis, Smith and Oosten, 2019).
Once the rapport was established, I provided Aniko with a coaching contract and explained the importance of confidentiality and responsibility during our session. After checking she completely understood the confidentiality implications, I have briefly outlined the stages of the Landsberg Payoff model, clarifying why it will be used, how long the session will last and what she will expect at each stage of the process. The coaching sessions depend on mutual trust, confidentiality and shared responsibility and should always follow a structured ethical process (Clutterbuck, 2007).
After ensuring she was comfortable, I invited Aniko to describe the challenges she was facing, trying to define the current problem using the Instant Payoff model. She explained that she struggles with job interviews and suggested it might be due to nervousness. 

After defining the challenge, I have guided the conversation towards identifying her desired outcome of the session. Aniko stated that she would like to feel more confident during interviews, manage her nervousness better, express herself more accurately, and be perceived as a professional candidate. The importance of clarifying the challenges is given by the desired outcome; once the coachee understands the problem, they will easily identify the desired outcome (Greif, 2025).
I then summarised the information Aniko has shared so far, acknowledged her insight, and guided the conversation towards potential blocks with open questions. 
Aniko identified her internal blocks as nervousness and insufficient practice, as well as external factors, such as the interviewer’s approach and situational factors like web-based interviews, that might require additional preparation. Effective coaching requires an understanding of the challenges that the coachee is facing. The details of the obstacles must be provided at the start of the session to clarify reality and set realistic goals and strategies (Grant, 2014). By exploring Aniko’s blocks, I ensured that the focus was directed towards identifying solutions to address her challenges. 
The next step in our session was brainstorming possible solutions. I have guided Aniko with open questions to identify her own strategies and solutions and encouraged her to actively follow the newly created plan. Aniko identified strategies to overcome her blocks, such as practising in front of a mirror or concentrating on situational examples from her experience, developing new web skills to facilitate her engagement in online interviews and focusing on questions and breathing exercises rather than the interviewer's mood.
The last stage of the session included the agreement on actions and timing, when Aniko set a pace for her plan, starting the next day with preparations and estimated a timeframe by which she expected to be confident enough to attend an interview. As the time ran out and the session exceeded the allocated time frame, a follow-up check-in was not mentioned.
During the session, I have also incorporated elements of the Electric model by building a rapport, active listening, reviewing and reflecting on progress and exploring options (Leedham and Parsloe, 2022).
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Feelings
Before the session, I felt prepared but nervous and hopeful that I would be able to deliver an effective coaching session that would help Aniko identify solutions to the challenges she encountered. My understanding of the theory was clear, but I did worry about my ability to guide Aniko without imposing my own opinions. During the session, I became engaged and empathetic, but some levels of nervousness persisted, especially because I was aware of the time constraints. 

The flow of the conversation was good, and I started feeling more confident when Aniko shared her insights and found her own solutions. I felt engaged and connected, and even though my performance as a coach was not perfect, I felt accomplished for successfully completing my first coaching session. Research shows that coaching benefits both the coachee and the coach; it can provide feelings of self-fulfilment and job satisfaction (Bailey et al., 2025). The session had a positive impact on me, increasing my self-awareness, confidence, and sense of accomplishment.
Evaluation
The strengths that were notable included my empathetic perspective, active listening and encouraging approach, and they were most visible when Aniko shared her challenges and insights. My use of probing questions and reflective summaries encouraged Aniko to be insightful and consider solutions, and my analytical skills, while following the Instant Payoff Model, guided the conversation and maintained clarity. Throughout the session, I have demonstrated good verbal and non-verbal communication skills, such as maintaining good eye contact, posture, engagement, and assertiveness, and guided the conversation towards solutions and coachee empowerment and autonomy. According to research, active listening and guided questioning are fundamental to coaching conversations as they facilitate insight and reflection (Cheliotes and Reilly, 2010).
The weaknesses I have identified on my own and from the feedback from the lecturer were: occasionally interrupting the coachee, slight time management issues, as the session exceeded the allocated 15 minutes and the omission of follow-up review due to time constraints.

Analysis

The analysis of the session pinpoints several strengths and areas of development. My empathic and encouraging approach helped create the rapport and trust with Aniko, skills that are required to promote a supportive and open coaching environment (Killion, 2024). The questioning strategy and reflections I have used throughout the session showed my ability to support autonomy and enabled Aniko to find her own answers and solutions to the challenges. This represents one of the most important skills in coaching as it facilitates insight, development and promotes autonomy and self-awareness (Canaday, 2023). The session demonstrated a collaborative structure by using open questions and reflective listening, and allowed Aniko to translate insights into actions and assume responsibility for her future development plan (Maisel, 2023). The final strength can be considered the structured approach provided by the Instant Payoff model, which facilitated the guided conversation, allowed Aniko to find solutions and achieve small wins in a short time and also demonstrated my analytical skills, focus and ability to guide the conversation. 
During the coaching session, I have exhibited some of the most important skills required for efficient coaches according to literature, and those are: active listening, empathy, structured guidance, promoting autonomy and insight, effective questioning and reflection (Passmore, 2022).

There are also several areas of improvement. Firstly, the sporadic interruptions indicated a slight lack of active listening skills due to nervousness and time constraints. 

Occasionally, I have spoken over Aniko while she was proposing possible solutions, and despite the fact that our interaction remained positive and I have maintained active listening, encouragement and empathy, my interruptions may have limited her opportunity to fully express herself. Instead of interrupting and offering my own ideas, I should have focused more on providing Aniko space and time to reflect longer and build insight, and assumed my role as a medium in “inviting reflection, surfacing assumptions and supporting accountability”(Thorn, 2025).
The lack of a follow-up represented a missed opportunity to enhance commitment, learning and accountability, and it has affected the efficiency of the session (Underhill, McAnally and Koriath, 2007). Time management must also be perfected as it is a core principle of any coaching session (Stanier, 2016).
Overall, the session analysis shows that I have effectively demonstrated core skills, but closer attention should be given to listening skills and follow-up reviews.
Conclusion
The session reinforced my understanding of the main coaching frameworks and the skills necessary for effective practice. The frameworks are the structured guiding force of the sessions, while skills such as empathy, active listening, open questioning and reflective summaries empower the coachee in their development path. The session also provided information about the importance of a supportive and positive environment to foster trust and autonomy. Areas of improvement were also worth noting as they play an important role in my development as a coach.
I plan to enhance my current skills and address areas of my performance that need improvement.

The experience was positively enlightening for me as it increased my self-awareness and my confidence and helped me create a detailed development plan for the next six months, attached in the Appendix. 
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Personal Development Plan
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	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	I need to improve my active listening skills, as I slightly talked over the coachee during the practical exercise (as highlighted by the observer). This is  an important coaching skill, as stated by Killion (2024)
	* I will read Chapter 4 of Parsloe and Leedham Coaching and Mentoring that covers  Core active listening practice, pp. 50-60.

*I will listen to the audiobook The Listening Coach, Available at: https://www.audible.co.uk/pd/The-Listening-Coach-Audiobook/B09XMS7KBV 
*I will volunteer for peer coaching practice. 


	Access to a computer and the internet.

Support from the Coaching and Mentoring lecturer to facilitate more practice with different willing peers.
	I will have positive feedback from observers regarding my listening skills compared to last time. 

I will feel more confident in using coaching and mentoring techniques in potential future workplaces. 
	Review on the 15th of January, after the winter holiday. 

	I need to improve my follow-up practices, as my coaching exercise did not include a follow-up check-in (as highlighted by the observer). This is a fundamental component of an effective coaching session, as stated by Maisel (2023)
	I will read Chapter 23, Maisel E., The Coach’s Way: chapter” Check-in”, which covers the need for regular reviews to monitor progress.

I will watch the following YouTube Key 

Coaching Skills for Leaders: Follow up On Actionvideohttps://youtu.be/W6Zva80eqfE?si=xZFKBcxTNYq7k3ub

	Access to a computer and the internet.
	I will solidify my knowledge on follow-up practices and enhance my ability to plan follow-up checks to review progress and receive feedback. 

I will receive positive feedback from coachee in future sessions
	Review by the 31st of January, following a review of the information provided in the sources mentioned.
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