




Contents
Introduction …………………………………………………………………………………………………………….2
Description of experience…………………………………………………………………………………………..3
My feelings ………………………………………………………………………………………………………………4
Evaluation………………………………………………………………………………………………………………..4
Analysis……………………………………………………………………………………………………………………5
Comparison with other coaching models …………………………………………………………………….6
Coaching skills that were shown and that are needed……………………………………………………6
Coaching in organisations after Covid-19…………………………………………………………………….7
Following best practice …………………………………………………………………………………………….7
Conclusion……………………………………………………………………………………………………………..7,8
Apendix…………………………………………………………………………………………………………………..9
References………………………………………………………………………………………………………….10,11

























Introduction 

Coaching has become very important for plans that help organisations grow. This is especially true in workplaces after COVID where employee health, participation, and flexibility have become important issues. While traditional methods like in-person or online classes are still useful, coaching is a more personalised and reflective approach that helps people look at their feelings, behaviours, and performance issues (Association for Coaching, 2008; Tee & Passmore, 2022).
Unlike mentoring, which generally involves a less experienced person getting advice from a more experienced coworker, coaching is non-directive and helps people find their own answers through structured questioning and reflection (British Psychological Society, Special Group in Coaching Psychology, 2005; Kowalski, 2020).
Because the Covid-19 pandemic has sped up changes in the workplace, people have become more emotionally drained, and leaders' expectations have changed, the need for coaching has grown (Mühlberger et al., 2023; Casenave & Schmitt, 2025).
There is no official coaching structure or policy in my own work place, Metropolitan Property Services, but coaching is employed informally through line-manager meetings and performance reviews (Canaday, 2023).
As a development manager, a big part of my job is helping property managers, workers, and other development managers. Because more people are working alone and in hybrid setups after COVID, the organisation would benefit from more strategically integrating coaching. This could be done by having regular coaching-based check-ins to help people grow, well-being-focused coaching to help people not get burned out, and structured coaching sessions for managers.
According to research, businesses that have a coaching culture see more involvement and less turnover while also having better ways to deal with issues (Giráldez & Eames, 2025; Reiff, 2015).
In this reflection, I need to think carefully about how I did as a coach in a peer coaching exercise, using the Instant Payoff Coaching Model (Landsberg, 2015). The coaching situation was about helping a coachee who works in Bonded Warehouse and is having difficulties with an employee who will not welcome feedback and behaves badly.
Using Gibbs' Reflective Cycle (1988) (Bozer, Delegach, & Kotte, 2022), the review looks at what happened, how I felt, what went well and what didn't, and how I can get better at coaching.
The introduction also talks about the Instant Payoff Model in relation to other coaching literature. It notes that although models like GROW (Kruger & Terblanche, 2025), OSCAR (Mühlberger et al., 2025), and CLEAR (Higgins & Bonnema, 2025) are more popular, the Instant Payoff Model gives a useful, results-focused approach that works well in high-pressure settings like warehouses (Killion, 2024).
This reflection helps me grow as a future coaching leader by improving my ability to help my coworkers with organised, moral, and emotionally intelligent coaching methods (Jones, Woods & Guillaume, 2016; Dahling et al., 2016).






Description of experience

For the peer coaching exercise, I coached Aleksandra for 15 minutes. 

The Instant Payoff Coaching Model (Landsberg, 2015) was used to solve a work issue that was creating poor performance, disgruntled workers, poor communication, and a refusal to take criticism (Michalik & Schermuly, 2024).

The Bonded Warehouse coachee described a work colleague who repeatedly reacted negatively to constructive criticism, became defensive when process corrections were made, and ultimately engaged in behaviour that led to disciplinary action (Atkinson, Watling & Brand, 2022). 

The Instant Payoff Coaching Model (Correnti et al., 2021) immediately identifies issues, goals, obstacles, and short-term solutions that everyone can agree on. 

The brief, action-focused approach is typically employed in high-pressure circumstances where managers require a mechanism to swiftly clarify and modify behaviour (Greif, 2025). 
This method can assist retail, hotel, warehouse, and facilities management managers, address behavioural concerns rapidly (Canaday, 2023). 

I took the coachee, through the model, step-by-step. I asked her about the employee's negative attitude, reluctance to talk to her, and defensiveness to being provided feedback (Graßmann & Schermuly, 2021). 

We then considered what a desirable future may look like, such as better communication, feedback, and a happier workplace (Beinema et al., 2021). 

I then investigated the worker's hesitation to seek for help, lack of knowledge, and unwillingness to change (Giráldez & Eames, 2025). 

Casual chats that didn't influence the employee's opinion were discussed as failed solutions (Reiff, 2015). 

The strategy ended with action decisions and problem-solving. Clearer norms, one-on-one check-ins, HR participation, and speedy correction of behavioural issues were among them (Bozer, Delegach & Kotte, 2022). 

We discussed the coachee's emotional stress and setting limitations to preserve her mental health (Kruger & Terblanche, 2025). 

I had to practise attentively listening, asking, showing empathy, controlling my emotions, and facilitating without judgement. 

The session employed CLEAR relationship-building and GROW solution-focused inquiry, as well as the Instant Payoff Model. 

It was a good chance to consider the advantages and downsides of coaching in actual organisations since the scenario was realistic and the individual being coached was emotionally committed (Dahling et al., 2016; Kowalski, 2020).

My Feelings 

Before the coaching session, I was nervous but also sure of myself. I felt confident because I had studied the Instant Payoff Coaching Model and the question order used in it (Mühlberger et al., 2023).
But I also was not sure if I could be emotionally calm, have a completely non-directive stance, and find the right mix of structured questioning and compassionate listening (Casenave & Schmitt, 2025). 
 
As a Development Manager, I'm used to giving answers and directions (Tee & Passmore, 2022), so I had to make a conscious change in my approach to be more like a guide.
During the coaching session, I felt like I was there and really paying attention. Because the coachee was honest and gave full replies, it was easier to guide the conversation (Association for Coaching, 2008; British Psychological Society, Special Group in Coaching Psychology, 2006).
I empathised with her, especially watching someone lose their career (Harwell-Kee, 2019).
 
She was sensitive; therefore, I was calm, empathetic, and encouraging (Mühlberger et al., 2025). 
I also wanted to avoid looking too sympathetic, which may reduce objectivity or convert the session from coaching to therapy (Canaday, 2023).

When the coachee expressed strong opinions on accountability, organisational culture, and justice, I felt overwhelmed (Graßmann & Schermuly, 2021). 


Keeping the session inside the model while respecting her feelings was important (Beinema et al., 2021).
Also, I saw some disagreement within myself about the need to help her critically examine her own way of leading and the desire to calm her down (Giráldez & Eames, 2025). 
After the session, I felt good because I had led a meaningful discussion (Reiff, 2015).
Also, I was glad that I had managed to follow the steps of the Instant Payoff Model (Bozer, Delegach & Kotte, 2022).

Evaluation 

Many positives emerged from the discussion. The person I was coaching felt comfortable disclosing sensitive personal information in my safe space (Jones, Woods & Guillaume, 2016; Dahling et al., 2016). 

My active listening was good. I asked the coachee to say more, recognised her sentiments, and summarised the key elements. The coached person might discuss the issue and the mental effects and concepts that moulded her perspective (Michalik & Schermuly, 2024).

Being committed to the Instant Payoff Coaching Model helps. The coach helps the coachee identify the issue, create objectives, identify barriers, and find a solution (Atkinson, Watling & Brand, 2022). 

Sticking to the model stage seemed sensible. This prevented the meeting from becoming emotional or off-topic and ran smoothly. The coachee knew what to alter and how to handle similar circumstances afterward. 

There were several ways to improve the session. Despite following the strategy, I sometimes asked the coachee too many closed or leading questions, which prevented her from thinking through her thoughts (Canaday, 2023). 

Open, generative questions that help individuals think, examine their limiting assumptions, and take charge are best for education (Graßmann & Schermuly, 2021). 

I felt awful for the coachee the whole time, but I might have made the assignment too simple. I could have encouraged the coachee to consider her role or look for leadership tendencies. Good coaches blend feedback and appreciation (Beinema et al., 2021). 

Another error was rushing through reflection. The coachee showed emotional signals that may have been addressed with longer pauses or more research, according to Giráldez and Eames (2025). 
I used to rush to fill holes, but silence is a tremendous coaching tool. It lets my coachee think (Reiff, 2015). This might have hindered the coachee's learning.
 
Despite the Instant Payoff Model's success in controlling conversation, I did not modify it sufficiently. GROW or OSCAR might have helped the coachee discover her values, aspirations, and relationships (Bozer, Delegach & Kotte, 2022; Kruger & Terblanche, 2025). 

The evaluation identifies methods I might improve my coaching in future meetings (Seven Dimensions Films of Australia, 2021).


Analysis

For a better review of my coaching, I need to connect the session to well-known coaching theories, models, and best practices. The Instant Payoff Coaching Model (Landsberg, 2015) gives managers a way that is organised, easy to use, and focused on solutions, which is what they need in a fast-paced environment (Mühlberger et al., 2025).
It is particularly useful in places where quick explanation and attitude change are needed, such as logistics, warehouse, and customer service. This model helped make the peer coaching exercise's path from finding a problem to making an answer clear. But by comparing it to other well-known coaching methods, its pros and cons can be understood (Higgins & Bonnema, 2025; Killion, 2024).
The Instant Payoff Model emphasises on what people do, yet the optimal way to accomplish things is to think about what they do before doing it (Giráldez & Eames, 2025; Reiff, 2015). The approach may have sped up action plan creation (Bozer, Delegach & Kotte, 2022; Kruger & Terblanche, 2025) at the expense of structural factors, including firm culture, leadership identity, and relationship dynamics.


Comparison with Other Coaching Models


The GROW model (Goal, Reality, Options, Will) is still one of the most famous ways to coach people. The best things about it are that it is easy to use, can be adapted to many different situations, and works well with performance coaching in businesses (Jones, Woods & Guillaume, 2016).
The Instant Payoff Model focusses on quickly spotting problems and changing your behaviour accordingly (Dahling et al., 2016), while GROW encourages you to think more deeply about your goals and reasons.
The OSCAR model (Outcome, Situation, Choices, Actions, Review) is often used in behavioural and performance coaching (Michalik & Schermuly, 2024). It focusses on constant review and measurable results.
In contrast, The Instant Payoff Model is less cyclical and more linear. It's possible that OSCAR promoted a more methodical follow-up procedure, guaranteeing responsibility for the actions the coachee suggested (Atkinson, Watling & Brand, 2022).
The CLEAR model (Contracting, Listening, Exploring, Action, Review) places a lot of emphasis on the relational aspect of coaching and the depth of inquiry (Correnti et al., 2021).
This is different from the Instant Payoff Model's fast-paced layout. The coachee felt a lot of emotion and personal failure during the peer exercise. A system like CLEAR (Greif, 2025) might have allowed for more emotional processing and the discovery of deeper patterns.


Coaching Skills That Were Shown and That Are Needed

Good coaching requires behavioural, cognitive, and emotional skills. Research shows that important coaching skills are active attention, empathy, emotional intelligence, tough asking, not judging, and the ability to give positive challenge (Canaday, 2023; Graßmann & Schermuly, 2021). During the lesson, I was able to show off some of these skills:

• Active listening: I frequently repeated, broke down, and put the coachee's comments into different words to help us stay on the same page (Beinema et al., 2021).
• Empathy: I let her know that her feelings were true and recognised the mental weight she was carrying. This was very important, given the tense circumstances she talked about (Giráldez & Eames, 2025).
• Keeping the discussion on track: I made sure that the conversation moved clearly from problem to answer by following the Instant Payoff Model (Reiff, 2015).

But looking closely at my work also shows shortcomings:

• Better questions might have been used. Sometimes I asked questions that were too narrow or suggested a certain answer, which is not how coaching is usually done. Good coaching means asking open, non-directive, thought-provoking questions (Bozer, Delegach & Kotte, 2022).
• Questioning assumptions: I could have prompted the person I was coaching to think about how her way of leading or communicating may have made things worse (Kruger & Terblanche, 2025).
• Managing silence: There were times when I spoke too rapidly, which prevented me from thinking more deeply (Seven Dimensions Films of Australia, 2021).

Coaching in Organisations After COVID-19

Because COVID-19 has changed the way people work, what employees expect, and the companies goals, it is important to know more about it (Mühlberger et al., 2023; Higgins & Bonnema, 2025).
Many employees say they have less resilience, more worry and anxiety, and less patience (Killion, 2024).
The coachee's account of the Bonded Warehouse situation shows that the employee's bad mood may have gotten worse because of COVID-19 and the resistance to change that came with it (Jones, Woods & Guillaume, 2016).
More and more people realise that coaching can help with mental issues that come from stress, burnout, or trouble being flexible (Dahling et al., 2016; Michalik & Schermuly, 2024).
At the company I work for, Metropolitan Property Services, coaching is not done very often. Even though there is no set coaching program or policy, informal coaching takes place during one-on-one supervision, staff meetings, and performance reviews (Atkinson, Watling & Brand, 2022).
Since the COVID-19 pandemic, many people have been working alone, which can make them more resilient, confident, independent, and involved. This is especially true for property managers who are in charge of multiple sites that are spread out. A structured coaching approach might help with this (Correnti et al., 2021).
In places where employees have to deal with great challenges, it is very important that they know how to resolve conflicts, control their emotions, and be sensitive to other people (Greif, 2025).


Following Best Practice


There are a number of findings that can be made from comparing my work to the standards for coaching that are laid out in the literature. Coaching models focus on confidence and trust, which is similar to how I build relationships and help others emotionally (Canaday, 2023; Graßmann & Schermuly, 2021).
But in places where a deeper level of difficulty and more careful investigation were needed, I did not perform as well (Beinema et al., 2021).

Conclusion 


Organised coaching models, thoughtful practice, and intentional communication were all important for helping the person being coached work through their problem (Seven Dimensions Films of Australia, 2021; Mühlberger et al., 2025).
The coachee was able to figure out what her problems were, set her goals, and make plans that she could follow for how to deal with her colleague by using the Instant Payoff Coaching Model (Higgins & Bonnema, 2025).
Trust, understanding, and psychological safety were important themes in the session so that the coachee could speak openly about a conflict that hurt her confidence and job satisfaction (Killion, 2024).
Through the coaching process, the coachee recognised opportunities for better communication, learnt how to respond to challenges in different ways, and found ways to better control her emotional reactions (Association for Coaching, 2008; Tee & Passmore, 2022).
Along with solving her short-term issue, this helped her get better at dealing with people and work stress over time (British Psychological Society, Special Group in Coaching Psychology, 2005; Kowalski, 2020).
The session made me think about my own job and showed me skills that I could improve, such as building relationships, really listening, and using the model often (British Psychological Society, Special Group in Coaching Psychology & Australian Psychological Society, 2006; Harwell-Kee, 2019).
The evaluation (Mühlberger et al., 2023; Casenave & Schmitt, 2025) says that using more open-ended and exploratory questions, taking more pauses to encourage deeper thought, and changing coaching models more easily based on the coachee's feelings and situation are all important ways to get better.
As a rising coach, these ideas will help me get better at work and plan how I will train in the future (Graßmann & Schermuly, 2021; Beinema et al., 2021).
In the end, this experience confirmed that good coaching isn't just about telling someone how to find the answers. It's also about giving them the tools to think in new ways, build their resilience, and feel more in control of their life (Giráldez & Eames, 2025; Reiff, 2015).
The session taught both myself and the coachee a lot, which showed me how coaching can change lives when it is based on structure, trust, and thoughtful practice (Bozer, Delegach & Kotte, 2022; Kruger & Terblanche, 2025).




























Appendix

Personal Development Plan 
	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

	 Develop Open, Non-Directive Questioning Technique
	Read Chapter 5 of “Coaching Skills” by Julie Starr (2021) on questioning.
- Complete the online module “Effective Questioning in Coaching” on Coursera.
- Practice formulating open questions before and after each coaching session.
- Request feedback from my peer on the quality of my questions.
	  Book (Julie Starr, 2021).
- Coursera account.
- Feedback from coaching peers.
	80% of my questions in the next session are open and non-directive (measured by peer observation checklist).
- My coachee expresses that my questions helped them generate their own insights.
	Review: 5 weeks from today.

	 Manage Silence and Reflection in Sessions
	Read Section 3.2 of “The Reflective Coach” by Jenny Rogers (2022) on using silence.
- Watch “The Power of Pause in Coaching” (ICF Webinar, available at coachingfederation.org).
- Practice allowing pauses of at least 10 seconds after key questions in role-plays; record and review my sessions.
	 Book (Jenny Rogers, 2022).
- ICF Webinar access.
- Peer feedback.
	 I can comfortably allow at least three purposeful silences per session.
- My coachee reports experiencing more time to reflect and deeper insights.
	Review: 5 weeks from today
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