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[bookmark: _Toc216116787]Introduction
This reflection is a critical assessment of my performance as a coach in regard to the peer coaching exercise undertaken to complete this module. I engaged my coachee, David, who came with a live work situation within our shared context at Aldi: low involvement of part-time employees during prime trading hours. The model I have used is the Instant Payoff, as necessitated, and I also rely on the reflective cycle given by Gibbs on how to construct my analysis, since its flow is more aligned with how competence in coaching is developed over time. 
[bookmark: _Toc216116788]Description of the Coaching Session
At the start of the session, I invited David to explain the problem that he was experiencing in his store. He pointed out that the part-time workers were not involved in the most active times, which consequently impacted the productivity and consistency in serving the customers. My open questions were to help understand the existing problem and the aftermath of not addressing the issue. I motivated David to describe the desired results and possible prompt activities. Nonetheless, the responses revealed that I failed to describe the model of Instant Payoff during the initial session, and I did not create a clear coaching agreement. The flow of conversation was good; however, I was quick to go between perception of the problem and search for solutions without having to go deep into the blocks that were taking shape of the situation. I also ended the session earlier than it was scheduled to take, fifteen minutes.
[bookmark: _Toc216116789]Feelings
I was actually convinced of myself as a good listener and able to help David reflect. As he started describing certain challenges related to engagement, I felt that the questioning I was conducting was making him realise that there was a pattern in his working environment. But when the session was over, I was able to notice what I was hurrying. I was disappointed that I had not utilised the model or time that was available fully. As I later received the written feedback, these emotions only got worse due to the fact that the feedback was in line with my suspicions, that I had focused on rapport and flow over structure and depth. Applying the framework by Gibbs, it is useful to consider these emotions since it will make me understand the assumptions that guide my behaviour, especially my worry of seeming too directive.
[bookmark: _Toc216116790]Evaluation
My performance had areas that were good. The feedback identified that I exhibited warm and open body language, nodded at the right time, and was an active listener. Those behaviours are named as the fundamentals of a coaching relationship as they convey psychological safety and rapport as the cornerstones of a coaching relationship that aid in the process of deeper reflection (Garvey et al., 2018; Clutterbuck and Spence, 2021). I also adopted various open and probing questions that made David think beyond the tangent of the situation. I listened to the session and had him say much, which is in accord with the coaching principle that the coachee is supposed to come up with their own solutions (Whitmore, 2017; ICF, 2023).
The weaknesses were, however, substantial. I failed to explain confidentiality or purpose at the outset, nor summarised actions or affirm a follow-up at the end. I undermined the analytical basis of the session by not going through the exploration of blocks. The barriers, be it internal, interpersonal or environmental, deserve specific consideration in the Landsberg model since only knowing which of these can be identified, the coachee can determine what behaviours can be truly changed (Landsberg, 2015). A study indicates that successful coaching enhances performance when coaches are able to make people explore suppositions, boundaries and situational restrictions (Bozer and Jones, 2021; Wang et al., 2021). Having rushed to quick solutions, I restricted the transformational abilities of the session.
[bookmark: _Toc216116791]Analysis
The conflict between relational and structural competence is observed in the coaching scholarship, as evident in my performance. I also used the interpersonal skill extensively and less discipline in adhering to the model. Such an imbalance reflects the results of the recent research, according to which novice coaches are more likely to focus on rapport and flow, whereas more experienced coaches incorporate structure without sacrificing warmth (Fillery, Travis and Cox, 2022). In the example of David, the lack of a study organised on the topic of blocks implied that some of the key issues, including irregular communication, peer pressure, and workload pressure, were recognised only unconsciously.
This also has an organisational aspect. Aldi has lean staffing profiles and fast-paced processes, which causes time pressure to both the managers and workers. This background might have contributed to my style implicitly. Since Aldi's culture is focused on efficiency and speed, I subconsciously followed the same principles by focusing on quick success in the conversation. However, the coaching theory has always emphasised that an individual needs to take time to find meaning in a bid to have lasting changes in behaviour (Drake, 2021). Being aware of this misfit can make me realise that coaching is not a job that can be done at the same speed as operational decision-making.
[bookmark: _Toc216116792]The Importance of Coaching Relative to Other Learning Interventions
Coaching is a major development strategy in modern organisations since it supplements, not substitutes, the mentoring, training and appraisal. Coaching is based on facilitated self-discovery in contrast to mentoring, where the knowledge is transferred by the more senior colleague. However, mentoring can be useful in Aldi to assist new entrants through learning the routines of operation, store conventions and organisational demands. Nevertheless, its limits can be determined by the personal style of the mentor and its focus on advice-giving. Coaching transcends these constraints since it focuses on independence, internal drive and possessing solutions (Connor and Pokora, 2017).
Training is also different from coaching. Aldi training generally concentrates on compliance, procedures, and customer care procedures, and it is implemented using standardised modules. Although required, training does not deal with the underlying motivation or relationship concerns which influence performance. Coaching provides a thought-provoking environment that helps workers such as David to consider systemic problems, including staff morale or engagement, that are effectively addressable through procedural teaching. In a meta-analysis study, Bozer and Jones (2021) discovered that coaching enhances the achievement of goals, resilience and organisational citizenship significantly when combined with work-based learning. This study will be in line with the requirements of Aldi to assist employees not only in doing the work but also in adjusting to the changing conditions in retailing.
A number of organisations have started to incorporate coaching in the leadership expectations. According to reports by the CIPD (2021; 2023), coaching has been associated with greater engagement, reduced turnover and improved well-being, which are vital in industries that are typified by high levels of customer contact and heavy workloads. Considering the obstacles David has mentioned, Aldi might consider adding a short coaching style break-in between the managers and the team members to find out the barriers to engagement at the initial stage.
[bookmark: _Toc216116793]Skills Required to Be an Effective Coach
The reflection of my assessor enlightened me on some of the fundamental skills that one needs to be a good coach. Active listening, powerful questioning, appropriate challenge, emotional regulation, or the capability to establish a psychologically safe environment are skills that are highly regarded in the literature (ICF, 2023; Clutterbuck and Spence, 2021). I showed a few of them, especially an aspect of listening and rapport building. I also, however, need to enhance my capabilities in contracting, structuring sessions, and summarising.
Contracting is especially essential since it forms expectations, elucidates confidentiality, and creates limits. The coachee might also be confused about the point or level of discussion without a coaching contract. Research on the effectiveness of coaching reveals that precise contracting is associated with increased satisfaction and superior outcomes (Mulvie, 2021). This omission is an indicator that I am yet to assert into the role of authority of the coach, perhaps because in my day-to-day practice, I am already used to working in a collaborative, but not facilitative relationship.
The ability to stick to the thinking of the coachee as opposed to making suggestions is another skill that is required. I did not offer advice, but even though I did not mean to steer the session in that direction, I ended up doing so. Effective coaching is associated with assisting the coachee to uncover latent beliefs and seek other explanations for what is going on (Drake, 2021). I often leap to solutions, and that is my operational mind in Aldi, where fast and efficient activities come first. To be a more advanced coach, I will have to slow down the process and pose more reflective questions,  explore implicit beliefs and explore alternative interpretations of events (Drake, 2021). My tendency to jump to solutions reflects my operational mindset within Aldi, where efficiency and action are prioritised. Becoming a more advanced coach will require me to slow the process and ask deeper reflective questions.
[bookmark: _Toc216116794]Comparison of Instant Payoff with GROW and OSCAR
The Instant Payoff model is intended to be used during short and practical conversations, which are expected to provide a short-term impact. It focuses on defining the existing problem, defining the intended result, searching blocks, action consensus and scheduling. Its best asset is its flexibility in a fast-paced environment such as Aldi. Nevertheless, the danger is oversimplification in case the coach does not examine the block stage in detail, and this is what occurred during my session.
GROW is a conversation organisation designed by Whitmore that is based on goal, reality, options and will. It teaches one to look more in-depth into what exists in reality before shifting to alternatives, which can result in more sophisticated insights. OSCAR has the same format, only that it has a clear review phase, which makes it accountable. Both models provide more emphasis on reflection and follow-up compared to Instant Payoff. The literature on a comparison of these models indicates that GROW and OSCAR are more apt to facilitate more advanced cognitive processing, but action-oriented theories, such as Instant Payoff, get momentum and behavioural commitment when applied in the right context (Grant and Hartley, 2021).
Had I applied GROW, there is a possibility that I would have stopped the conversation earlier and delved deeper into the reality of David. Had it been OSCAR, I would have been reminded to make a review, which was absent. Instant Payoff is appropriate in the Aldi situation, although I should use its framework in a more rigid manner.
[bookmark: _Toc216116795]Conclusion
The adoption of reflection on my performance has made me cognise the relationship between relational and structural aspects of coaching. I was also strong in listening, rapport and establishing a relaxed environment with David. I, however, failed to contract adequately, explore blocks or close the session. I also did not make use of enough time. Such shortcomings lowered the possibility of the effectiveness of the Instant Payoff model. The links to the literature and the organisational setting of Aldi will allow me to understand how coaching can be used effectively once it is applied to support engagement, problem-solving, and leadership capability.
[bookmark: _Toc216116796]Personal Development Plan
My development plan will concentrate on three areas, including contracting, structured exploration and session closure. To improve my contracting abilities, I will start every further session by describing the coaching process, ensuring confidentiality and agreeing on the focus. I will develop a short contracting script on the basis of the best practice recommendations offered by Mulvie (2021) and Landsberg (2015). One of the specific things I will exercise to enhance my guided exploration is using two or three questions that are more in-depth when talking about blocks. As an illustration, I will request coachees to think about what assumptions may be affecting their choices or what trends in the environment are defining the situation. I will also refer to new research on coaching literature that focuses on reflective inquiry and self-insight (Drake, 2021; Grant and Hartley, 2021). Last but not least, to reinforce closure, I will recap the actions in the words of the coachee, to ensure what will happen next and a point of review. These practices will make me a disciplined person to eliminate my habit of rushing to solutions.
Within three months' time, I will incorporate coaching micropractices into my daily leadership at Aldi. I will suggest to colleagues brief structured dialogues with the help of Instant Payoff that will serve as a scaffold. I will make a short reflection after every conversation, following the Gibbs cycle, checking what has been good and what should be changed. I will also seek informal feedback amongst the colleagues to determine whether they feel better supported. This cycle style is indicative of the research evidence that coaching skill is formed with practice, feedback, and reflective learning instead of training only (Fillery, Travis and Cox, 2022).
Through this developmental plan, I would be able to become a better-rounded practitioner, incorporating structure and empathy, rather than being a beginner coach who mainly uses interpersonal skills. By so doing, I would be more qualified to serve colleagues such as David and make a significant contribution to a culture that is coaching-oriented within Aldi.
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