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I acknowledge the use of the AI tools listed below. I confirm that I have not presented any AI generated text as my own work. I confirm I have copies of my drafts, notes, and other resources I used before, and after the use of AI tools, which I may be asked to provide in evidence. 
	AI Tool (with URL)
	Date used
	Why did you use this tool
	Example prompt(s)

	https://www.grammarly.com  
	19/12/2025 
	Check my work 
	Please check the following text for  grammar and readability. 

	https://www.google.co.uk  
	25/11/2025 
	Help with finding sources and references
	Theories of coaching and mentoring.

	https://www.googlescholar.co.uk  
	 03/12/2025
	 Help with finding sources and references
	 Theories of coaching and mentoring.
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I have always believed that coaching works best when it creates a space that people do not often get in everyday working life. It gives them permission to slow down, think clearly and talk honestly without the fear of being judged. That belief has felt even more relevant since the pandemic, when so many workplaces changed uncertainty became part of everyone’s life. The shift towards hybrid working and increased emotional strain has meant that people look for deeper, more supportive conversations, and coaching has naturally risen in importance because of that (Grant, 2021; Passmore & Sinclair, 2021). Unlike mentoring, which focuses heavily on advice from someone more experienced, coaching gives people the freedom to explore their own thinking and find answers that genuinely make sense for them (Cox et al., 2022; Cluterbuck & Megginson, 2020). I have always appreciated that difference, because it feels more respectful and allows people to take ownership of their growth.
One thing that has become clearer to me while studying coaching is how much organisational culture shapes the way coaching looks in practice. My own organisation does not have a strong coaching culture, and preparing for this assignment made me notice that more than ever. It made me compare my environment with places like Mitie plc, which invest intentionally in leadership development and reflective learning. Mitie have positioned themselves aa a destination employer, focusing on blended learning, ongoing development and leadership pipelines that encourage coaching type conversations at various levels of the business (Mitie, 2022; Business Culture Awards, 2024). Reading about their approach made me reflect on where coaching sits in my own workplace and what difference it would make if coaching were something everyone was used to, not something that feels separate from normal work.
When I coached Elena, I realised how much this context mattered. I went into the session wanting to support her, but I was also aware that I was operating in a place where coaching is not part of the everyday culture. That awareness sat at the back of my mind throughout the session. In this reflection, I will use Gibbs’ Reflective Cycle (1988) to explore the experience in detail and make sense of what I learned about coaching, myself and the influence of the wider organisational environment.
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The coaching session with Elena centred around her difficulty managing annual leave requests from her staff. She described how people would approach her informally, usually in passing conversations, and she would give verbal approval without checking the bigger picture. This would then cause problems later, especially when too many colleagues were off at the same time. It was clear that she cared about fairness, but the informal approach was not supporting her. This kind of issue is common in operational environments, where workloads are heavy and processes are sometimes inconsistent (Armstrong & Taylor, 2023).
I chose the Instant Payoff Model (Tschannen-Moran &Tschannen-Moran, 2018) as the structure because of the time limit and because it helps guide the conversation quickly towards clarity. I began by reconnecting with her, talking briefly about her holiday. That small moment helped ground us both, and I could feel myself relax a little. Afterwards, I revisited the coaching contract, so she knew exactly what to expect, something widely recommended in coaching literature to build clarity and psychological safety (Rogers, 2021).
As she explained the situation, it became clear that part of the challenge was emotional. She admitted that she sometimes felt disorganised or guilty when clashes happened, and this led her to avoid tightening the process. I encouraged her to describe what a more effective system would look like, drawing on the future orientated techniques that are common in purposeful coaching (Green & Grant, 2020). Her future vision was clear, structure, fairness, predictability and less stress.
We then explored actions. She produced several, including using the shared calendar correctly and establishing clear approval rules. By the end, she said she felt lighter and more in control. The observer later commented that my questioning was strong and that Elena was able to design her own solutions, which reassured me that the coaching had been meaningful.
But the observer also pointed out that I did not explore the ‘’blocks’’ section deeply enough. That feedback matched my own feelings. I knew during the session that I had rushed that part. I also relied on my notes more than I should have, which occasionally broke the flow. Presence is such a central element of coaching (Kimsey-House et al., 2018), and each time I looked down, I felt myself pull away from the moment.

[bookmark: _Toc217066449]Feelings

I felt a mix of anticipation and nerves before the session. Even though I enjoy coaching, there is always a part of me that worries about the structure, the timing and whether I will ask the right questions. This tension is common for developing coaches, who often feel pressure to follow models too strictly (van Nieuwerburgh, 2020). Once the conversation started, I relaxed. The rapport felt natural, and I could feel myself connecting to what Elena was saying. Her honesty made it easier for me to be present.
At the same time, I became aware that I was still thinking about the model in the back of my mind. This created a small internal conflict, part of me wanted to trust the flow of the conversation, while another part kept checking if I was following each stage correctly. This balancing act has been mentioned in coaching research, especially for newer practitioners who are still building confidence (Bachkirova et al,. 2020).
After the session< I had mixed feelings. I felt proud of what Elena achieved, and relieved that she left feeling clearer. But I also felt annoyed at myself for not fully exploring her deeper blocks. I sensed there was more beneath the surface, linked to team culture or confidence, but I did not go there. I also reflected on my reliance on notes. Every time I looked down, I felt myself break eye contact and lose connection, which reminded me of Hawkins’ (2021) emphasis on presence and active listening. These moments taught me a lot about what I need to develop.
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Looking back, several aspects of the coaching session went well. I built rapport quickly, which created warmth and openness, an important foundation in person centred coaching (de Haan & Gannon, 2022). Re-establishing the coaching contract helped create transparency, something that increases client trust (Cox et al., 2022). I asked questions that encouraged reflection, and I resisted giving advice, which is something I have been actively trying to improve. Staying nondirective is a core element of effective coaching (Whitmore, 2021), and I am pleased that I maintained that.
However, the weaker aspects of my performance had a real impact. Not exploring the blocks thoroughly enough meant we missed a deeper understanding of what was holding Elena back. Research shows that exploring emotional, motivational and systemic blockers significantly increases coaching effectiveness because it helps clients understand the pattern behind their behaviour (Hawkins & Turner, 2021; Passmore, 2023). By rushing this step, I kept the conversation more surface level than it needed to be.
My reliance on notes interrupted my natural presence, which limited my atonement during key moments. Presence is repeatedly described as one of the most important coaching competencies (Kimsey-House et al., 2018). I could feel the difference in the energy each time I looked down. I also did not explore organisational or team dynamics in enough depth. These systemic factors often shape individual behaviour more than people realise (Hawkins, 2021), so not addressing them limits the depth of the conversation.
I also became aware that my workplace context influenced my emotional response during the session. Working in an organisation where coaching is not inserted made me feel more cautious about exploring emotions or challenging assumptions. This created tension between trusting the coaching process and staying within what felt culturally acceptable. Organisational culture is known to shape psychological safety and confidence in reflective conversations (Hawkins, 2021; de Haan and Gannon, 2022), helping me recognise that my feelings were influenced not only by my coaching ability, but also by the environment in which I work.

[bookmark: _Toc217066451]Analysis

When I analyse the session through the lens of coaching theory, I can see both my strengths and my limitations more clearly. I used active listening well, reflected emotions accurately and helped Elena visualise her future goal. All elements supported by coaching literature are essential to promoting insight and change (Grant, 2022; Joseph, 2021). The purposeful elements of the model aligned well with Elena’s practical issue, and her ability to generate her own actions shows that the session encouraged autonomy, which is a core outcome of effective coaching (ICF, 2023).
However, my weaknesses reflect common developmental patterns. I moved too quickly towards actions, which many novice coaches do when they feel pressure to fix something (Gilbert & Whittleworth, 2021). This meant I did not sit long enough in the exploration phase. Silence could have helped, but I found myself filling it. This aligns with research highlighting that newer coaches often struggle with allowing silence to do this work (Jones et al, 2023).
[bookmark: _Int_YIRxhsdg]Thinking about wider organisational culture helped me understand this session better. Reflecting on Mitie plc showed how much difference a coaching culture makes. Mitie's investments in leadership development, reflective practice and long term learning create an environment where deeper coaching conversations are normal, not unusual (Mitie, 2022). If coaching is implemented in a culture, managers feel more confident to explore emotions, challenge thinking and address systemic issues (Business Culture Award, 2024).
Comparing this with my own workplace helped me realise that my hesitation might not be purely personal, the culture around me also influences how comfortable I feel going deeper. Culture shapes behaviour, and I felt the limits of my environment during the session.
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Overall, the coaching session was valuable, both for Elena and for me. She gained clarity, structure and confidence, and I gained insight into my coaching tendencies. I now understand that while I have strengths in empathy, rapport and questioning. I need to work on presence, exploring blocks more deeply and developing systemic awareness.
The session also helped me appreciate the role of organisational culture. Thinking about companies like Mitie, and how they integrate coaching into everyday leadership, made me reflect on how important culture is for shaping coaching confidence and depth. Coaching does not happen in a vacuum, it is influenced by the expectations and norms around it. Recognising this has helped me understand the kind of culture I want to contribute to as I develop.
This coaching experience has also prompted me to reflect on how my learning will translate into my day to day work practice. Rather than seeing coaching as something that only happens in formal sessions, I am beginning to view it as a way of being at work. Developing a stronger presence will influence how I listen in everyday conversations, allowing colleagues to feel more heard and less rushed. Similarly, becoming more confident in exploring blocks will support me in management discussions, where issues are often addressed at the surface level due to time pressure. By slowing conversations down and asking more reflective questions, I can help colleagues think more deeply about patterns in their behaviour rather than jumping straight to solutions.

[bookmark: _Toc217066453]Action plan
Over the next six months, I want to deepen my coaching practice by focusing on presence, exploration and systemic awareness. One of my key goals is to reduce my reliance on notes. Research emphasises that presence is one of the strongest predictors of coaching effectiveness (Kimse-House et al., 2018), so I will practice coaching with minimal prompts and rely more on my own listening. I will also create a brief reflection log after each coaching conversation so I can track any improvements or recurring patterns.
I want to build confidence exploring blocks, so I will revisit resources on the Instant Payoff Model and complete a coaching MOOC that focuses on questioning skills. I will also study Hawking’s (2021) work on systemic coaching style discussions to colleagues and asking for feedback.
I hope to make coaching a natural part of how I communicate at work. I want to become the kind of coach who makes people feel heard, supported and capable, not just during formal sessions but in everyday interactions. This experience has reminded me that coaching is a journey, and I feel motivated to keep developing.



[bookmark: _Toc217066454]References 

Armstrong, M. & Taylor, S. (2023). Armstrong’s Handbook of Human Resource Management Practice. 17th ed. Kogan Page

Bachkirova, T., Cox, E. & Clutterbuck, D. (2020). The Complete Handbook of Coaching. 4th ed. Sage

Business Culture Awards (2024). Mitie Leadership Case Study. Business Culture Foundation

Clutterbuck, D. & Megginson, D. (2020). Coaching and Mentoring. Routledge

Cox, E., Bachkirova, T. & Clutterbuck, D. (2022). Theoretical Foundations of Coaching. Sage

de Haan, E. and Gannon, J. (2022) Coaching with Colleagues: An Action Guide for One-to-One Coaching in Organisations. 2nd edn. London: Kogan Page

de Haan, E. & Gannon, J. (2022). Psychology in Executive Coaching. Routledge

Gibbs, G. (1988). Learning by Doing. Oxford Polytechnic

Gilbert, J. & Whittleworth, M. (2021). Coaching Skills for Leaders. Kogan Page

Grant, A.M. (2021). "Coaching during uncertainty." International Coaching Psychology Review, 16(2), 5–18

Grant, A.M. (2022). Solution-Focused Coaching in Practice. Routledge

Green, S. & Grant, A. (2020). Positive Psychology Coaching. Routledge

Hawkins, P. (2021). Leadership Team Coaching: Developing Collective Transformational Leadership. 3rd edn. London: Kogan Page

Hawkins, P. (2021). Leadership Team Coaching. 4th ed. Kogan Page

Hawkins, P. & Turner, E. (2021). Systemic Coaching. Routledge

International Coaching Federation (ICF) (2023). Global Coaching Study. ICF

Jones, R., Woods, S. & Guillaume, Y. (2023). “Coaching and employee performance.
 Journal of Occupational Psychology, 96(3), 645–662

Joseph, S. (2021). Person-Centred Coaching Psychology. Wiley

Kimsey-House, H. et al. (2018). Co-Active Coaching. 4th ed. Nicholas Brealey

Mitie plc (2022). Annual Report & Leadership Development Strategy. Mitie Group

Passmore, J. (2023). The Coaches’ Handbook. Routledge

Passmore, J. & Sinclair, A. (2021). “Coaching in the pandemic.” Coaching at Work, 16(1)

Rogers, J. (2021). Coaching Skills: A Handbook. 5th ed. McGraw-Hill

Stober, D. & Grant, A.M. (2021). Evidence-Based Coaching Handbook. Wiley

Tschannen-Moran, B. & Tschannen-Moran, M. (2018). The Instant Payoff Coaching Model. Jossey-Bass

van Nieuwerburgh, C. (2020). An Introduction to Coaching Skills. Sage

Whitmore, J. (2021). Coaching for Performance. 6th ed. Nicholas Brealey



image2.png




image1.png




