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SUMMARY

  The pandemic has generated profound changes in the transport industry, reducing mobility and increasing levels of occupational stress. In this context, coaching has proven to be an essential tool to support employees to manage stress, adapt quickly to uncertainties and improve their professional skills such as communication and safety.
Self-coaching, as an accessible and personalized solution, helps professionals to set clear goals and overcome challenges. Unlike mentoring, which offers long-term general development, coaching is focused on concrete solutions and rapid progress, becoming indispensable in adapting to the new post-pandemic economic and social realities.

[bookmark: _Toc184325539]INTRODUCTION: 
     The post-pandemic period has brought significant transformations in the way organizations support their employees in the process of learning and development. The context of hybrid or  completely remote work, rapid adaptability to changes and the need for new skills highlighted the need for personalized and effective learning interventions. In this landscape, coaching has gained particular importance, being perceived not only as a professional support method, but also as an essential tool for individual development and performance enhancement.
This reflective report explores the specificity of coaching compared to other forms of intervention, such as mentoring, and highlights how it aligns with organizational and individual needs in the post-Covid work environment. The focus is on the ability of coaching to facilitate self-reflection, to stimulate confidence in one's own abilities and to promote solutions adapted to each individual. We will also look at the complementarity between coaching and other development methods, highlighting the benefits of an integrated approach.
This reflective section will highlight insights and lessons learned about the role of coaching in supporting professional performance and well-being in a context where adaptability and resilience have become critical criteria for success 
Coaching has gained significant importance in the post-Covid work environment, becoming a preferred method of professional development over other forms of learning interventions.
This growth is driven by several factors:
- Proven efficiency: 90% of employees who benefit from professional coaching stay with companies and are more motivated to perform
- Focus on individual development: Coaching offers a personalized approach, helping employees become better versions of themselves
- Adaptability to challenges: In times of crisis, such as the pandemic or geopolitical conflicts, coaching has provided support to managers and entrepreneurs to manage pressure and develop new strategies
- Improving leadership skills: Leaders seek to improve their management and communication style through coaching
- Retention and development: Coaching has become an effective tool for extending the career in a company and the continuous development of employees.
A definition of coaching, according to the book "Annotated Coaching Dictionary" by Alain Cardon, is: Coaching is a process of personal or professional accompaniment that helps individuals or groups achieve their goals, develop their potential and achieve superior performance by exploring available internal and external resources.
Coaching is defined as a creative partnership between coach and coachee, intended to challenge awareness and inspiration to reach their highest personal and professional potential 
This process involves coaching sessions where clear goals are set, obstacles are identified, and strategies are developed to overcome them.
 Unlike other forms of intervention, such as therapy, coaching focuses on the client's future and goals, not past problems. 
[bookmark: _Toc184325540]COACHES AND MENTORS
Coaches and mentors need essentially the same set of skills, which is one of the reasons why it can be hard to differentiate precisely between the two. Several books include lists of desirable skills. They include Downey (2003), Rogers (2004), Whitworth et al. (1998), Clutterbuck (2004).
The fundamental ability is to be able to engage with the client and build a trusting relationship. Clients must trust the coach or mentor enough to be able to say honestly what they think and feel. Without that, nothing lasting can be achieved. Rogers (2004, p.26) describes it like this:
“To be successful, all [approaches] depend on respect for the client – the foundation stone of which is what Carl Rogers… called ‘unconditional positive regard'. All call on the practitioner to create and sustain a high degree of rapport and to act from the highest ethical standards. All need an extraordinary degree of self-awareness and self-management.”
These skills are key:
•	Self-awareness is important in order to enable the coach to disentangle what reactions and feelings belong to them, and which belong to their client, so that the coach’s needs and their preconceptions of the client are minimised (Downey, 2003).
•	Listening. As we saw earlier, Kline’s view is that it is the quality of the coach’s listening that determines the quality of the client’s thinking. The ability to stay silent to enable clients to say more, or reach a deeper level in their thinking, is essential. Along with listening go the ability to paraphrase and summarise what the client is saying. This ensures the coach or mentor understands what is being said, and also helps the client clarify or make sense of what they are saying.
•	The other prime skill is the ability to ask good questions. Open questions, where there is not a yes/no answer, open up the conversation. Questions asking how the client is going to do something are particularly useful as they suggest that the client has the ability to do it – it’s just a matter of choosing the best way. The coach or mentor typically asks more closed questions towards the end of the session, when firming up action plans.
•	According to Downey (2003, p.57) rightly emphasises the importance of intent, which he describes as follows:
“Intent is the inner game of asking the right question, skill or competency. By intent I mean the purpose or aim of the coach when deploying one or more of the skills. … When I ask novice coaches the intent question I get many kinds of answers. Mostly they point to the coach’s need to solve, to fix, to heal, to be right or to be in control; the intentions seldom help the client become more aware or retain responsibility.” 
•	The coach or mentor needs to be able to give feedback in a constructive way. This might be feedback from other people, such as colleagues in the workplace. Or it might be feedback about how the client is coming across to the coach or mentor during the session. The latter can be especially illuminating if the coach or mentor experiences the client playing out the same behaviour patterns in the session that they are trying to address in the workplace.
•	Finally, it is the coach’s or mentor’s responsibility to structure the session so that the client is able to achieve meaningful results from the conversation.
These are the basic skills a coach or mentor needs. De Haan (2008, p.163) builds on this in describing what he calls the strategic skills of the coach, which you would expect an experienced coach to have.  
•	Coaches are able to maintain relationships. They have the ability to build up and wind down relationships with a wide range of clients, to create working alliances that create the possibility of coaching. It helps to be clear, unambiguous and consistent, and to be able to tolerate a wide range of feelings, both within oneself and in others.
•	An effective coach is able to use different areas of knowledge (e.g. self-knowledge, knowledge of how individuals develop, of the organisation, of psychodynamics, of different approaches to coaching, and of communication techniques).
•	An effective coach can work consistently with different approaches and make a considered choice, depending on the issue, the client and their context. Some of these different approaches de Haan refers to are discussed in a later section.
•	A coach is good at recognising patterns and mental models. The coach is on the lookout during the sessions for possible links between the client’s issues and relationships, and also between the ‘here and now’ in the coaching relationship and other work relationships.
•	Perhaps most importantly, coaches are able to manage their own many painful experiences in coaching conversations. This includes coaches having to handle criticism or clients’ unrealistic expectations and managing their own ‘stuff’ in the form of recollections and expectations. 
Morris-Williams and Grant make the interesting point that many of the skills required to be a good mentor are not different from those of a good doctor. It is the context which is different. They cite empathy, active listening skills, open questioning, and being non-judgmental (Frei, 2010). Underlying the similarity between mentors’ and coaches’ skills, Hay’s (1999) view is that the key qualities of a mentor are self-awareness, a positive attitude and a desire for self-development.
Finally, Clutterbuck (2004) has described the “Toxic mentor”. This is someone who:

•	always rushes around helping others rather than attending to own needs.
•	transfers their own problem into their mentee’s situation.
•	has an alternative agenda.
•	takes offence when the mentee does not follow their guidance.
•	is not switched on to their own learning.

The toxic mentor is to be avoided.

[bookmark: _Toc184325541]EXPERIENCE
[bookmark: _Hlk184321879]My experience as an Uber driver during the pandemic was marked by significant challenges and uncertainties, reflecting broader struggles faced by the transportation industry. With the imposition of restrictions and a sharp decrease in mobility, the number of customers dropped considerably. Days when I could barely complete a few rides became routine, intensifying financial stress. Adding to these economic difficulties was the constant concern of Covid-19 infection.
Despite adhering to all protective measures—wearing a mask, disinfecting the car after each ride, and ventilating frequently—the uncertainty persisted. Eventually, I contracted Covid-19, which proved to be a physically and emotionally taxing period. Recovery gave me the opportunity to reflect deeply on the importance of safety, health, and resilience in unpredictable situations.                                                                                                                                                    This experience not only highlights the challenges but also offers valuable insights into the transformations the transportation sector has undergone during and after the pandemic. It has underscored the necessity of rapid adaptation, resilience, and emotional support for workers. Beyond logistical and financial pressures, the pandemic emphasized the critical need for continuous personal and professional development, particularly in the face of increased personal risks.                                                                                                                                                                        In this context, coaching has emerged as an essential tool for the transportation industry. Post-pandemic, this sector must navigate new economic and health realities while supporting the growth of its workforce. Coaching provides tailored solutions to help drivers and other employees manage stress, build coping mechanisms, and adapt effectively to change.    Moreover, the role of a driver extends beyond transporting people or goods—it involves upholding high standards of safety, communication, and professionalism. Through coaching, transportation professionals can refine these skills, ensuring safer, more enjoyable experiences for customers. The profound shifts brought by the pandemic emphasize the need to invest in the ongoing development of the individuals who are the backbone of this vital industry.
 

[bookmark: _Toc184325542]  CONCLUSION
  With 6 years of experience in the transport industry and after analyzing the data and resources available about trainings in this field, I have come to the conclusion that the most effective way to develop yourself from a personal point of view is through self-coaching. Although the beginning can be difficult, the process offers autonomy, flexibility and a deeper connection with your own goals and values.                                                                                                                                             As Zig Ziglar quotes Lao Tzu in his book See you at the top: "A journey of 1000 miles begins with one step", self-coaching requires the courage to take that first step towards self-discovery and improvement continue. In this process, every small action—whether it's an honest self-assessment, setting clear goals, or reflecting on daily performance—gets you closer to your desired success.                                                                                                                                                                     In addition, Jessica Ennis-Hill's quote emphasizes the essence of self-coaching: "The only one who can tell you ‘You can't win' is you and you don't have to listen." In the transportation industry, where challenges abound—from managing traffic stress to customer interactions—this mindset becomes fundamental. Only you are in control of how you respond to challenges and build your path to success.                                                                                                                                 Self-coaching is more than a method; it is a journey to personal excellence that allows you to fully realize your potential and successfully face all obstacles in a dynamic and challenging field such as transportation.

[bookmark: _Toc184325543]PERSONAL DEVELOPMENT PLAN:

Following the feedback I received, I decided to improve my coaching skills by aligning with the instant payoff model, encouraging coachee-based solutions and improving rapport and focus.
I will guide coachee to identify their own roadblocks and solutions using reflective questions such as:                                                                                                                                                                           "What do you think is holding you back?"                                                                                                                   

I will focus on empowering the coachee to discover and engage in their own strategies before offering suggestions

Active listening and longer pauses will allow the coachee to reflect and articulate ideas. Before offering advice, I will ask permission with phrases like: 
‘’Would you like me to share some thoughts?”

I will dedicate more time to building rapport at the start of sessions through open-ended questions and mirroring tone and energy. This will create a supportive and engaging environment.

To stay fully present, I will practice coaching without notes by internalizing key patterns and using mental checklists during sessions.

I will increase focus through mindfulness techniques and ensure better flow by summarizing and reviewing the coachee's goals throughout the session.
By following this plan, I will provide more effective and powerful coaching sessions.
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