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Reflection
Introduction 
Coaching within the workplace includes the process in that the manager helps the other employees to grow and develop their skills (Ribeiro, et al., 2021). Coaching is considered an important element of the learning and development program of the organisation. The main aim of workplace coaching is to promote the two-way communication between the employee and the managers. This further helps in identifying the areas of improvement in order to enhance the performance. This is done by focusing on the particular performance objective, goals and skills (Latham, 2023). Coaching and mentoring are about empowering employees to increase their productivity within the workplace. 
Coaching is beneficial as it helps in making the employees effective for success as it provides them with the necessary tools for increasing their knowledge and improving their skills (Atkinson, et al., 2022).  The coaching can motivate the employees to enhance and take pride in their work.  This leads to a higher level of job satisfaction and productivity. After the pandemic, coaching become more crucial for addressing the concerns about the cultural shifts due to hybrid or remote working. Coaching post-pandemic is significant in reskilling the various levels of leadership (Mer and Virdi, 2023).  Providing coaching is beneficial in helping the employees to adjust the transformation in the workplace.  Thus, after the pandemic, coaching has become an effective source of reskilling and empowering employees during times of transformation. 
This is a reflection regarding the importance of coaching with the consideration of personal experiences from the coaching exercise my group had in class (Alina, Irina and myself). My strengths weaknesses and other considerable aspects observed in the practical experiences are mentioned in this reflection. With the assistance of the Gibbs reflective cycle, the experiences are explained in an explicit manner. Thus, this reflection is beneficial in providing a suitable level of introspection. This way, the identification of the weakness is facilitated which helps in enhancing future performance. The personal development plan is also included in this report which is effective. I work as a manager at Valentino restaurant, and I have 6 years of experience in hospitality.  In this restaurant, there is no coaching session for the employees however I am planning for the future to implement some coaching sessions for the employees..


Description 


Our group was assigned a coaching activity involving Irina, Alina and myself. In this coaching session, I had the opportunity to work with Irina, and the proposed script was that Irina is a  manager who has been with the company for two years but struggles with handling disciplinary situations due to lack of experience and knowledge of HR processes, and concerns about maintaining relationships with her team. As part of the coaching process, I aimed to help her build her confidence in managing disciplinary matters effectively, by using the ‘Instant Payoff’ coaching model. We discussed various strategies including reviewing HR policies, shadowing an experienced manager, and developing a structured conversation approach for disciplinary situations (Terblanche, 2021). Along with this, the session took place in a context that has been significantly impacted by COVID-19. I also help her in structuring an action plan and provide hope and confidence to achieve her goals. The ‘Instant payoff’ model consists of identifying the coachee’s goal, then identifying the obstacles that could be in the way of success and talking about ways to overcome these obstacles. At the end of the session, SMART objectives are set up in an action plan (Landsberg, 2015).
Analysis
I started the session by making Irina feel comfortable and welcomed to the coaching session . She was facing issues in managing disciplinary situations. I have considered that the OSCAR model is beneficial for providing effective coaching to the employees. This model incorporates the aspects of outcome, situation, choices, actions and reviews (Naim, 2024). This model stated that addressing all these aspects and implementing them in the coaching can be beneficial for the long-term result of their interaction. However, for a short coaching session, the ‘Instant Payoff’ model was better suited. From the session with Irina, I observed that she is facing the issue of disciplinary situation.  I observed that the reason behind this issue is her apparent lack of knowledge about disciplinary policies and her lack of experience in the field. There is a need for confidence in approaching disciplinary situations and she feels anxious about the situations. 
I have observed the weaknesses in this session that incorporate explicit communication regarding the purpose of the session. I failed to effectively communicate the purpose with Irina in this session, by not explaining the coaching contract from the beginning of the session. I failed to validate the suggestions made about acting as a note-taker and I missed that opportunity. Due to this, there is a lack of engagement in the whole session which is a significant concern.  I have observed the importance of active listening and responsiveness in coaching interactions.  The strength of this session lies in the effective use of the OSCAR model to provide a systematic approach to provide a solution for the problem of Irina regarding disciplinary situations.  In addition to this, time management and preparation emerged as a significant concern within the session. It is observed that the workplace dynamics have altered due to the COVID-19 pandemic which makes it crucial to implement coaching (Agba, et al., 2020). It helps in empowering the employees for the change within the workplace and prepares them for the uncertain situation. It is observed that after the pandemic mental health of the employees has become the reason for distress in managing disciplinary conversations. 
I have observed that there is an importance of learning and coaching within the workplace. It is beneficial in increasing productivity, setting goals and facilitating higher retention. This contributes to higher engagement and job satisfaction (Lyons and Bandura, 2022). It is effective in targeting specific skills and goals. It provides an opportunity to define career goals in a realistic manner. 

Gibbs reflective cycle
Gibbs’ reflective cycle is an effective tool for getting significant information regarding personal experiences (Bassot, 2024).  The Gibbs reflective cycle is a structured approach to learning the experiences and improving myself. This Gibbs reflection incorporates the description, feeling, evaluation, analysis Conclusion and action plan. This works as a guide for the individuals through the process of reflecting (Adeani, et al., 2020).  
Feelings
At the start of the session, I felt confident about guiding through a practical solution, yet I was aware of the sensitivity of the topic punitive actions can be difficult for managers. I would also be aware of how COVID-19 has affected many aspects of workplace communication. I also felt a sense of responsibility to ensure that Irina felt supported and the session was productive. As the conversation extended, I felt thankful by the willingness of Irina to engage and her openness about her struggles.  By the end, I felt hopeful that the action plan we developed would help her tackle these issues with more confidence. I did feel very nervous about the session, though, especially because of my difficulty to express myself fluently in English when I know that I am being observed. This is why I was focused on my questions and their sequence and missed the opportunity to probe more when Irina was saying that her day hadn’t started very well.
Evaluation
This session was highly beneficial for both Irina and myself, Irina was able to identify her key concerns as well as articulate the specific areas where she felt anxious. I felt that the approach of coaching by asking open-minded questions such as “What would success look like?” helped Irina to think critically about her desired outcomes. This helps me in gaining effective communication skills listening to someone's problem and understanding it effectively (Van Nieuwerburgh, 2020). In addition to this, offering concrete strategies such as shadowing an experienced manager and reviewing HR policies provided her with tangible steps to take. 
In contrast to this, there were areas where I could have improved. For example, while I focused on helping Irina develop an action plan, I did not emphasise the significance of the coaching agreement which would clarify the terms of the coaching relationship and expectations (Hussey and Campbell-Meier, 2021). Furthermore, I didn’t openly mention which coaching model was being used, which would help Irina better understand the coaching framework we were following. I think that I could have prepared a better introduction in which to explain all my experience as a coach, because this could have created instant trust between myself and Irina.
Analysis 
Coaching is a crucial element as far as leadership development is concerned because it also increases employee confidence (Newman and Ford, 2021). For instance, coaching enrolled Irina in a safe environment of discussion where she was free to manifest fears and share options on how to handle them. The session also stressed reporting clear and practical instructions that are most valuable when collaborating with an anxious or unsure person. The ELECTRIC model is beneficial in providing a structured approach for facilitating professional growth. It is different from the other models as it integrates the elements of the various approaches (Fattahi, et al., 2020). This allows greater flexibility on the basis of the needs of the coaching sessions. 
I also saw the potential in using such models as GROW or OSCAR in future sessions as it will make the structure clearer for the coach when selecting areas for development and it will guarantee that all coaching processes will be covered (Booth and Cook, 2025). From the view of dentistry management, it is observed that the implementation of these models is helpful in supporting the team members. This can be helpful in overcoming workplace challenges such as stress management, conflict resolution and professional development (Schwarzer and Reuter, 2023).  For instance, as a manager in the Dental clinic, I can utilise the GROW model to assist the team members in identifying their career goals. 
Conclusion 
It is concluded that this experience is beneficial in providing significant insights regarding my personal experiences regarding the sessions.  It assists me in being aware of the valuable learning experiences for professional growth and personal development as a coach.  This session has provided information about the importance of structured frameworks such as the OSCAR model that provide actionable outcomes. It has highlighted the role of active listening and effective communication. In this session, Irina has gained significant insights for managing the disciplinary situations more confidently however there are areas of improvement regarding clarifying the coaching agreements and explicit explaining.  These insights can be significant in guiding future coaching practices. 
Action plan 
	Skill
	Approach 
	Time

	Enhancing clarity and structure 
	Provide a clear outline of the coaching agreement at the start of each session. This ensures that the purpose is effectively communicated with the other individuals (Grant, 2022). 
	4-6 weeks

	Developing active listening skills 
	There can be the practice of active listening for developing this skill. 
	4 weeks 

	Improving time management 
	 Preparing the overview of the coaching model to ensure the efficient use of time. 
	5 weeks 

	Building confidence in model application 
	Getting feedback from the other after the completion of the session for analysing the effectiveness of models. 
	6 weeks 





Conclusion 
It is concluded that reflecting on my personal experiences of taking the session made me aware of my strengths and weaknesses. I observed that with the use of the models I have guided Irina effectively. The weakness is identified in effectively communicating the purpose of the session which is a crucial aspect.  The ‘Instant Payoff’ GROW, OSCAR and ELECTRIC models can be effectively implemented in the session for effective coaching and mentoring (Nathwani and Rahman, 2022). There are curtained skills that I have developed over time, these skills are enhancement in clarity and structure, development of active listening, enhanced time management and building confidence. 


Personal development plan 
	What do I need to learn?
	What will I do to achieve this?
	What resources and support will I need? 
	What will my success criteria be? 
	Target dates for review and completion

	I aim to enhance the duration of the coaching session to ensure that all the necessary information is attained within the allocated time. 
	To attain this skill, I will practice the time sessions using a timer or stopwatch.  I will break the session into phases to allocate the time properly. 
	For this will need some books that can help in providing practical strategies for the management of time and tasks effectively (Martens and Vealey, 2023).  Along with this, I can enrol in online courses that provide time management techniques for professionals. 
	 The success criteria for this are effective session management efficiency. 
	The review date is 19th november and the completion of 7  december

	I want that there is effective understanding of the structure and purpose of the coaching model being used in the sessions. 
	For this, I will develop a concise and engaging explanation for each model. 
	This will require books that explicitly explain the models and I can get the local coaching seminars and webinars (Passmore, et al., 2022). 
	 This is measured by the clear communication of models. 
	 The review date is 19th November and the completion date is 3rd december 

	I intend to continue utilising empathy and support as the core strengths for enhancing the questioning techniques.  
	I will study the advanced questioning strategies and will implement these techniques to increase engagement during sessions. 
	 For this, I can enrol in online courses for increasing empathy and emotional intelligence. 
	This is measured by the engagement rate of the sessions. 
	The review date is 9 December and the completion date is 9 March. 
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