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[bookmark: _Toc184048610]1.Introduction
The peer coaching exercise allowed me to evaluate myself as a coach and how well I can help others grow as human beings or in whatever aspect of their life they seek assistance for. This session basically helped me understand my coaching style, areas of improvement, and how coaching could engage progressive workplaces. This report will be based on my coaching experience with Nicoleta, observer feedback, and reflective theories like Gibbs' Reflective Cycle and the Instant Payoff Model. By analyzing my performance, I will highlight both strengths and areas for growth, ultimately creating a personal development plan (PDP) to enhance my coaching abilities. This process will enable me to become a more effective coach, better equipped to facilitate meaningful change and support individuals in achieving their goals.


[bookmark: _Toc184048611]2.Importance of coaching and the difference between other forms of learning

Coaching has become a keyway for workers to learn and grow in post-COVID workplaces (Naim, 2023). Unlike mentoring, which according to Tinh (2023) relies on an experienced person sharing their knowledge, coaching is focused on helping individuals achieve personal goals and improve specific skills, build resilience and adapt to new challenges. The coach role is to facilitate the coachee movement through the self-regulatory cycle, and onwards towards goal attainment (Grant,2020).
While mentoring is valuable for transferring knowledge and experience, coaching often works better for encouraging new ways of thinking, adapting to changes quickly, and behaving with greater agility (Harvey and Valerio, 2022). It fosters confidence, leadership skills, and the ability to solve problems creatively (Karlsen and Berg, 2020). This personalized approach supports organizations in not only improving individual performance but also enabling a culture of continuous learning. In a world where agility is crucial, coaching helps employees stay adaptable and responsive to rapidly shifting business demands (Komm et al., 2021).
In contrast, training is structured, instructor-led, and focuses on acquiring specific knowledge or skills within a set timeframe. While training effectively imparts technical skills and prepares individuals for particular tasks, it often lacks the personalized follow-up that coaching offers (Blackman, 2024).
[bookmark: _Toc184048612]3. The skills of effective coach
To be a good coach, you need some important skills. First, communication is really important. A coach should explain things clearly so that everyone understands. Listening is just as vital. A great coach pays attention to what the coachee says, which helps build trust and respect (Woulfin et al., 2023). Being assertive is also key. This means sharing your thoughts honestly while still respecting the coachee opinion (Crumpton and Crumpton, 2021). Taking breaks during sessions is helpful too, as it gives time to think and respond carefully. Following rules keeps coaching professional and fair, which is good for both the coach and the coachee. Emotional intelligence is another important skill. Coaches should understand their own feelings and those of others, which helps motivate and support coachees (Romão et al., 2022). Finally, adaptability is essential. Each coachee is unique, so coaches must change their methods as needed (Collins et al., 2022). Patience is important, too, because progress takes time.

[bookmark: _Toc184048613]4. Tangible and intangible benefits
Coaching provides both tangible, measurable benefits, like improved performance and productivity, and intangible, immeasurable, such as increased confidence and job satisfaction (Madhani, 2021). While tangible benefits are crucial in business settings, focusing only on them can neglect deeper personal growth (De Gaudenzi and Pia, 2024). Intangible benefits contribute to long-term development but can disappear if not properly supported (Gutterman, 2023). The effectiveness of coaching varies based on context and quality (Dong, 2021).


5.How is coaching used in my organization (Uber)?
Uber utilizes coaching through its application by providing a comprehensive support system designed to enhance the user experience for drivers. The app features a dedicated help section filled with frequently asked questions, allowing drivers to access valuable information quickly. Additionally, drivers can reach out to customer support for personalized assistance with any concerns or inquiries they may have (Reviewed, 2024).
To improve their coaching, Uber can offer regular sessions at Greenlight Hub centers worldwide, highlighting the value of face-to-face interaction for drivers. In-person support helps build connections and allows for immediate feedback. Unfortunately, after closing 40% of these centers in 2020, many drivers have missed out on this important coaching opportunity ( (Gridwise, 2020).

[bookmark: _Toc184048614]5.Reflection per coaching exercise (Gibbs reflective cycle)

Reflection refers to thinking about what you have experienced, what you did, and what you have learned to understand things better and do things better. It is the process of reviewing an experience, noting what it means for them, and using this information to inform someone development or decision making (Nash et al., 2022).
 I utilized Gibbs' Reflective Cycle, which is one of the well-known models for reflection, in evaluating my performance during the coaching session. Developed by Graham Gibbs in 1988, this cycle provides a structured way of analyzing experiences, which aids reflection on what you had been good at, what weaknesses you had, and what you could improve upon. Gibbs' reflective cycle comprises six stages: description, feelings, evaluation, analysis, conclusion, and an action plan (Markkanen et al., 2020). Going through these stages helped me think about what worked well in the session, what could have been better, and how I can be a better coach moving forward. 
It was a coaching session aimed at assisting Nicoleta with a work-related challenge of hers, and the Instant Payoff model was used. The Instant Payoff method helps solve a problem quickly, usually in 10 to 15 minutes. First, it asks the individual to visualize what success looks or feels like. Then it shifts attention toward determining what prevents progress and what can help in resolving those problems (Landsberg, 2015). Its clarity and speed make it more rapidly impactful than other models like GROW or OSCAR. Its potency is to provide prompt, practical solutions, which can be imperative for clients with pressing issues or requiring instant clarity. Deeper models, such as GROW and OSCAR, aim for deep reflection and long-term growth, but they can feel too slow to someone who needs a quick fix. The Instant Payoff model may only offer basic solutions to bigger problems, but it is useful for taking quick action. This makes it great for reaching short-term goals or handling urgent issues effectively. (Abrahams, 2023). This format helped keep the conversation focused and guided by Nicoleta herself in terms of solution-seeking. It was a good session, and it felt like Nicoleta was paying attention. Although I received feedback from Nicoleta and another observer about areas where I could improve, such as following the Instant Payoff Model more closely at the beginning, I realize it's important for me to focus on building trust and establishing a good relationship. This is crucial because it creates a strong foundation of trust, which helps make the process smoother and more effective (Huda, 2024).
In the beginning of the session, I felt confident the conversation was leading me. Confidence is the conviction of someone abilities, skills, and judgment, allowing pragmatic decisions and actions in difficult situations (Gottlieb et al., 2022). I was looking to help Nicoleta come up with her own solutions and thought the Instant Payoff Model would do a great job in facilitating that. But in the beginning of the session, I was starting to feel doubt sometimes. I was wondering whether I was providing enough direction or whether I was giving Nicoleta too much independence. It was useful to encourage her to speak freely and take ownership of the conversation, but I realized afterward I might have missed key opportunities to explore deeper some of her responses. For example, when Nicoleta was discussing a work-related challenge, I did not ask follow-up questions to understand her deeper thoughts or feelings. Looking back on this now, I feel slightly disappointed in myself, as I realize that these missed opportunities could have potentially ended with deeper insights for both Nicoleta and me. 
And there were a few positives about the coaching session. Strengths have played a significant role in enhancing the coaching learning process, as they serve as the foundation for development and growth (Akdere and Egan, 2020). Firstly, I think I was successful in my application and use of questioning techniques, open and probing questions. These types of questions encouraged Nicoleta to think critically about her situation and recognize specific steps to move forward. Similarly, I showed active listening throughout the session. Active listening, on the other hand, means really focusing, understanding, responding to, and remembering what a person is saying. This is about providing feedback, soliciting questions, and expressing empathy to promote clarity and understanding (Saunders and Wong, 2020). Listening to Nicoleta words and watching her body language helped me understand her better, making her feel heard and respected. The other good thing was the structure that the session had. That helped me to keep to, and to make sure we hit all the marks in the allowed time. According to Strzelecka (2022) if you can manage your time efficiently, it gives you the ability to prioritize tasks, stay focused, and to maximize the time you have available, making sure important tasks are done well before hitting maximum deadlines). 
But there were obvious weaknesses that need correction. There was no real introduction at the start of the session. A more formal introduction may have built my credibility in Nicoleta eyes and made her feel a little more comfortable (van Coller-Peter and Manzini, 2020). My seating position was another issue of concern. Because I sat at an angle during the session, it made it so I could not make direct eye contact with Nicoleta during it. This established a barrier against proper non-verbal communication and potentially obstructed creating rapport (Dare, 2023). And lastly, I might not have completely adopted the Instant Payoff Model, especially in the beginning when trust building is more important. This lack of cooperation may have negatively affected the overall outcome of the session, given that it likely compromised Nicoleta’s comfort level and desire to perform.
Looking back, the session had its positives and negatives with how I handled the coaching. I relied heavily on open-ended and probing questions, one of my strengths. These are key elements in effective coaching, enabling reflection and problem-solving (Jones and Newland, 2022). Furthermore, my active listening abilities allowed me to gain insights into Nicoleta’s emotions and struggles. Thinking about this, I believe I forged a sense of collaboration, which is an important element in forming a positive coaching relationship. On the other hand, I could have done much better in terms of my non-verbal communication as well as body language. The theory of communication by Argyle (1988) suggests that eye contact, posture, and body language help in finding similarities and establishing rapport with the other person (Johnson et al., 2021). Unfortunately, by sitting sideways, I may have been sending the message that I was not fully present in the conversation, which could have made Nicoleta feel less engaged or connected. I learned that establishing an environment of trust relies equally on verbal and non-verbal communication. An area that I could improve also was my consistent lack of adherence to the Instant Payoff Model, particularly in the beginning. By not following the model closely, I essentially lost the chance to build a good rapport with Nicoleta from the very start. 
Looking back on the session, I like to think that, although it had its ups, it was also a learning experience with things I do need to improve on. For example, I built a cooperative atmosphere and applied good inquiry techniques, which is very important in coaching. Additionally, focusing on the non-verbal aspect of communication and the first steps of coaching where trust and rapport must be built as well. Also, especially at the beginning, I should have used the exact terms from the Instant Payoff Model. This would have helped everyone see me as credible and trustworthy. 
Having reflected on my coaching performance so far, I see a few steps I can take going forward to improve. The first one is that I will start each session by introducing myself in a more complete way. Using this will help me build my credibility and create a positive atmosphere for a successful coaching conversation (Johnson, 2020). I will make sure to sit facing the coachee, maintain more eye contact, and use open body language to build rapport and trust. I want to also more closely align with the Instant Payoff Model in the beginning stages of the session to make sure that I am building the right environment to establish collaboration and success. Lastly, I will try to ask more challenging and follow-up questions to explore the depth of the coachee’s answers and provide more context to their thoughts and feelings.






















[bookmark: _Toc184048615]6. Conclusion

In conclusion, this peer coaching exercise helped me a lot. It made me reflect on my coaching skills and how I can improve. I realized that I am good but not good enough at asking questions, and I need to work on my body language and connecting with people at the beginning of the sessions. I also want to follow the Instant Payoff model more closely. Moving forward, I plan to focus on these areas and improve my coaching style.























7. Personal development plan (PDP)

	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

	Improve coaching effectiveness by enhancing: 
Build rapport
	


-Introduce myself at the beginning of the session more detailed


	 


- Books or online resources(videos) on interpersonal communication techniques
	 


Increased comfort level in initiating conversations with new people.
	


Review on 15th of January 2025 after a role play coaching session.

	Non-verbal communication
	-Record myself during practice sessions and review the footage to identify areas for improvement in body language and facial expressions.
-Participate in a public speaking course that emphasizes non-verbal communication skills.

	-Video recordings or apps to analyze my non-verbal cues.
-Access to online courses 
	-Improved self-awareness of my body language as noted in video reviews.
-Positive feedback from peers.
	Review on 15th of January 2025 after a role play coaching session.

	Follow coaching models (Instant Payoff model)
	-Familiarize myself with the Instant Payoff Model by reading relevant literature and case studies to understand its application.
-Role-play coaching scenarios with peers to practice implementing the model effectively.
-Create a checklist of key elements of the Instant Payoff Model to use during coaching sessions.
	-Literature and resources on the Instant Payoff Model, including articles or books.
-A peer coaching partner to practice role-playing scenarios.
-Online videos focused on coaching models.
	-Consistent application of the Instant Payoff Model in coaching sessions.
-Positive feedback from coaches.
	Review on 15th of January 2025 after a role play coaching session.

	Questioning strategies
	-Develop a list of open-ended questions tailored to different coaching scenarios to encourage deeper dialogue.
-Ask feedback from peers after coaching sessions to evaluate the effectiveness of my questioning strategies.
	-A list of sample questions from coaching literature to draw inspiration from.
-A feedback mechanism, such as peer reviews or self-reflection journals, to assess my questioning effectiveness.
	-Increased engagement and depth of conversation during coaching sessions as observed by peers.
-Positive feedback from coaches
-Ability to facilitate deeper discussions and insights in coaching sessions.
	

Reviewed 15th of January 2025 after a role play coaching session
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