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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.

This reflective essay explores an experience of applying coaching principles in a practical assessment, initially planned with a coachee named Catalina, later conducted with Alina due to unexpected circumstances. Coaching has become increasingly important in contemporary organisations, supporting employee development, enhancing performance, and fostering self-awareness (Tang et al., 2024). Rather than providing direct solutions, coaching encourages individuals to reflect, identify obstacles, and generate their own strategies for improvement.
The reflection is structured around Lewin’s change theory and key leadership and coaching models, including the Landsberg and GROW models, the Johari Window, and Situational Leadership theory. These frameworks evaluate the coaching process, highlighting the importance of communication, active listening, emotional intelligence, and psychological safety. Personal emotions, such as fear and self-doubt, influenced the experience during the unfreeze, change, and refreeze stages.
By analysing strengths and areas for improvement, this reflection demonstrates how coaching supports personal growth and professional development. The experience showed the importance of adaptability, asking effective questions, and maintaining positive thinking when facing challenges. It also highlighted how coaching develops self-awareness and continual improvement (Carden, Passmore and Jones, 2022). To structure the experience, Gibbs’ reflective cycle was used, which focuses on emotions and their impact on learning and development (Galli and New, 2022). Catalina’s goal of staying organised was supported using the Landsberg Instant Pay-Off model (Landsberg, 2015)

Description: 

Communication plays a crucial role in coaching, especially the ability to listen. According to Sukhonthachit et al. (2024), listening requires the heart. Often, we listen to respond rather than to understand, but in coaching, listening fully builds trust and fosters a collaborative environment. I focused on listening actively, which helped me understand the coachee’s perspective and establish rapport.
I encouraged her to visualise her workday without obstacles, which allowed me to gain a deeper understanding of her challenges and identify the type of support she needed. I did not suggest solutions but asked questions, as Canaday Sara (2023) explains that coaching questions stimulate reflection, curiosity, and problem-solving. Once obstacles were identified, we organised them to determine which were most harmful and how to address them. This helped Catalina pinpoint the root of her challenges. I then introduced a self-reflection exercise to assess progress and suggested a follow up to support her goal.
However, since Catalina was unable to attend, I coached Alina instead, despite it being our first session together. This required adaptability, active listening, and establishing trust quickly to ensure the session was productive and supportive.


Feelings: 

Fear of the unknown is a phenomenon that affects human emotions in different ways. According to Spiroiu and Maranzan (2025) when people face the unknown, it can deeply affect how they feel . A person with high self-confidence can also freeze when faced with uncertainty. This situation is like Lewin’s theory, which, as Endrejat and Burnes (2024) stated, consists of three stages of adaptation to change: unfreeze, change, and refreeze. 

During the unfreeze stage, I felt discomfort and anxiety because I had never experienced coaching before, so everything seemed frightening. However, as I am a determined person and enjoy being challenged, each day I tried to get to know the role of a coach, which helped to awaken my self-confidence. One of my strongest skills is my ability to adapt, so I understood that I needed some time to understand the process and get used to the changes.

The change process brought a range of emotions, from frustration to celebrating the day I finally understood the coaching process. During this time, my critical thinking played a vital role, as while gathering theory and preparing questions for Catalina, I had to determine what would be useful and what would not. According to Muzanenhamo and Muravha (2025), coaching supports the development of stronger decision-making and problem-solving skills in coachees.
Refreeze brought a surprise and relief. On the day I was supposed to have my first coaching session, it turned out that Catalina was unable to attend, and I would have to have my dialogue with Alina instead. This brought stress, worry, and fear of the unknown. After finishing the dialogue, I felt joy and satisfaction because I successfully completed the coaching with Alina and managed to learn a new process, which is coaching.
Evaluation:
According to Jones, Woods, and Zhou (2021), a coachee’s personal traits, such as openness and self-beliefs, shape how effectively they respond to coaching, showing that individual skill-related differences influence outcomes. The skill vs. will concept helps diagnose this, with Landsberg (2015) noting that some individuals need direction while others require motivation. In Catalina’s case, both her skill and will were high, she responded willingly and had experience managing obstacles. Mutual context is essential, as both coach and coachee must be willing participants (Erdös, de Haan, and Heusinkveld, 2021).
Effective questioning likely influenced the outcome. My tutor observed that I used appropriate questions to support Catalina. As Canaday (2023) notes, well-designed questions should be intentional, fostering self-reflection, problem-solving, and action planning. This approach maintained productive dialogue while building rapport through empathy and relationship-building.
Tee and Passmore (2022) highlight that self-reflection enhances coach self-awareness and continuous improvement. Reflecting on my session, I realised that identifying obstacles in relation to herself, others, or the situation could have been more detailed, allowing deeper insight into external influences.
Since Catalina was unavailable, I coached Alina instead, with whom I had no prior practice. Unfortunately, during the presentation, Alina gave an answer that was not related to my question, which disrupted the flow and logic of the conversation. However, I view such challenges as learning opportunities rather than setbacks. 
I believe that there is no situation in which something goes wrong, and I never get disappointed by them, I learn that they help me become more experienced. Positive thinking is one of the skills that is important for a coach, thanks to it, the coach can show the coachee the better aspects of the problem and how it can be resolved. Teaching positive psychological skills, including positive thinking, is associated with increased self-efficacy and reduced stress (Varela et al., 2020).
Analysis: 

According to theory, anyone can be a coach. Coaching is a tailored approach that helps people tackle specific challenges and improve their skills more effectively than regular training. Training provides direct instruction on tasks and procedures, explaining both what needs to be done and how it should be carried out , according to Development and Learning in Organizations (2023) training develops understanding and encourages the use of new skills in real work situations.

 In contrast, mentoring is a longer process that requires the mentor to have experience in the field in which they are teaching , also as noted by Hussey and Campbell-Meier (2021) mentoring provides both clear and hidden benefits. Mentors give direct advice on navigating the organization and finding opportunities, while also indirectly helping mentees build professional networks and develop workplace skills. In contrast , coaching mainly focuses on achieving goals and improving performance .According to Viera (2021) both approaches strongly depend on offering individuals constructive feedback and ongoing support . Feedback helps understand performance, recognise strength, and identify blocks. 

According to Joanna Jarosz and Rick Cartor (2025) coaching positively affects behaviour and personality, enhancing confidence and emotional awareness, but achieving this requires the coach to have the necessary skills. One of the skills I applied with Catalina was listening, questioning, and time management. Many people listen just to respond, but in coaching, listening is part of interaction, innovation, and open discussion (Burt Stephen Edward, 2019). As a coach, it was challenging to separate my own thoughts from Catalina’s to ensure responses aligned with her needs. 

As noted by Jones, Woods, and Zhou (2021b) trust between coach and coachee is essential for supporting reflective learning in coaching. To achieve this, the coach needs to create psychological safety. In working with Catalina, creating psychological safety allowed her to feel comfortable sharing her thoughts and challenges openly. By applying emotional intelligence, self-awareness, and empathy, I was able to build trust, encourage honest reflection, and support her in exploring solutions without fear of judgment.

Landsberg model tool is useful as a quick add-on in coaching to help someone solve a problem when they feel blocked. But it has limits in deeper coaching. It was made for quick, focused problem-solving sessions, so it’s not ideal for bigger issues that need more time and follow-up. The tool focuses on reflection and mindset, so the coachee needs skills like self-awareness and critical thinking to work things out on their own. The model allowed me to quickly identify the blocks Catalina had within herself, as well as those arising from the situation, through well-constructed questions that mainly focused on her thoughts, feelings, and perceptions.

But when it comes to GROW model, it’s goal and action oriented and it helps on the beginning explore multiple options before action. As noted by Panchal and Riddell (2020) the model gives the coach the freedom to guide the coachee through the stages in order or to move directly to the steps that are most helpful for the coachee at that particular moment. The model has four stages that quickly lead to the goal, but it does not always work in situations where the problem requires more steps than just these , according to Mogonea (2022) effectiveness of the model depends on the experience, knowledge, or training of the coachee or mentee . Large responsibility falls on the coach, who must use appropriate probing questions to guide the coachee through all the stages.

The coach’s role is to help individuals identify their blind spots through guidance and reflection, as highlighted by the Johari Window model (International Journal of Innovation Studies, 2025). Coaching involves creating opportunities for self-disclosure and reflection, enabling individuals to better understand their behaviours, traits, and impact on others. In workplaces without a coaching culture, blind spots often remain hidden due to limited communication and lack of constructive feedback. In contrast, during my experience with Catalina, she revealed aspects of her hidden self, allowing us to build trust. Through feedback and self-reflection, I was able to help her increase self-awareness and confidence, demonstrating how effective coaching can uncover blind spots and foster personal development.

Coaching has been found to help organisations improve communication, build better relationships, increase self-awareness, and creates more effective leaders (Hunaiti, 2024). 
In my previous workplace, there was no coaching culture due to an autocratic leadership approach. According to Rosing, Boer, and Buengeler (2022), autocratic leadership gives leader sole authority over decisions, discouraging idea sharing or questions. The Situational Leadership model by Hersey and Blanchard suggests leaders should adapt their style to team readiness (Wang et al., 2024). However, my senior manager consistently used a telling and directing approach, which hindered psychological safety and open dialogue. As Leedham Melville, Newell, and Parsloe (2022) note, coaching cultures thrive when leaders actively support, communicate, and empower staff, rather than prioritizing control over collaboration.

After the COVID-19 pandemic, significant changes took place in organisations, forcing people to adapt quickly. Cable and Bartunek (2024) argue that reactions to change can be interpreted in many ways and should not be automatically labelled as resistance. In addition, negative responses to change may result from a lack of a strong coaching culture in the workplace. A supportive coaching culture can strengthen employees’ mindsets, helping them to cope with difficulties and respond to change more positively through increased psychological safety and a greater sense of belonging. 

Conclusion: 

Coaching Catalina highlighted how support, effective questioning, and active listening can help a coachee overcome obstacles and gain achievement in their work. Using the Landsberg model, I guided her to identify and organise challenges while creating a psychologically safe environment that encouraged honest reflection. By breaking the blocks into clearer groups those that exist within herself, others, and the situation, I could have applied all elements of the model in more detail, ensuring a deeper understanding of the challenges. 

The session demonstrated the importance of feedback, which, according to Walker (2024), contributes to greater organisational efficiency and a more positive work environment. It also highlighted the role of emotional intelligence and trust in helping individuals build skills, confidence, and self-awareness. Overall, coaching Catalina showed me how coaching supports personal growth, career development, and performance, enabling individuals to contribute meaningfully within an organisation.

Development plan: 

To enhance my coaching skills, I will ensure I am always prepared for the unknown, as demonstrated with Catalina, and trust my knowledge of the Landsberg model without doubting my abilities. Over the next three months, I will apply the model in at least three coaching sessions, categorising blocks into self, others, and situational factors. I will actively practise emotional intelligence and active listening while challenging my personal biases. These steps will support my continuous development and improve my effectiveness in creating psychological safety and supporting personal and professional growth.
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