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                                                   Introduction 

     In this reflective essay, I examine my performance as a coach during a peer-to-peer coaching session with my colleague, Alina. The session focused on exploring challenges related to time management, interruptions, and stress management. As a coach, my role was to facilitate Alina’s self-reflection, allowing her to identify obstacles and generate potential solutions, while maintaining an environment of trust and psychological safety.
     The coaching approach I used was based on the Instant Payoff coaching model (Landsberg, 2015), which emphasises focused dialogue, insight generation and immediate, practical action. This model allowed me to guide Alina in clarifying her goals, understanding her current situation, exploring alternative strategies, and engaging in concrete steps. To reflect on my performance, I applied Rolfe's reflective model (Rolfe, 2022), which drives reflection through three key questions: What? And what? and Now what? The purpose of this reflection is threefold: to critically assess my strengths and areas for development as a coach, to situate my experience in the current literature on coaching practice, and to formulate a personal development plan that will enhance my future effectiveness as a coach (Whitmore, 2022; ICF, 2021).



[bookmark: _96ni6ymt1dt4]                                     Main Body

     The peer coaching session began with a brief check-in, where I invited Alina to share her current state of mind and any immediate concerns. This step aimed to establish rapport and create a psychologically safe space, enabling open dialogue (Rogers, 2021). Once the initial context was established, Alina articulated her primary goal: improving her ability to manage time effectively amidst frequent interruptions and work-related stress.
     I structured the session according to the Instant Payoff coaching model (Landsberg, 2015). During the Goal stage, I encouraged Alina to specify what she wanted to achieve in both the short and long term. In the Reality phase, we explored her current practices, identifying recurring interruptions, competing priorities, and areas where time management strategies were not effective. The Options stage involved brainstorming potential strategies, such as prioritization frameworks, scheduling adjustments, and managing digital distractions. Finally, the Will stage focused on concrete action planning, where Alina committed to testing specific techniques over the following week (Grant and O’Connor, 2021).
     Throughout the session, I applied active listening, asked open-ended questions, and ensured that Alina remained the primary driver of the conversation. The session concluded with a summary of key insights and a plan for follow-up, ensuring accountability and reinforcing the coachee’s ownership of her development (Cox, Bachkirova and Clutterbuck, 2022; Whitmore, 2022).


                                             Reflective Cycle - Rolfe


WHAT?
    During the session with Alina, I adopted a facilitative coaching role, focusing on understanding her perspective rather than providing direct advice. I began by asking open-ended questions to encourage her to describe her daily routine, interruptions, and areas of stress (ICF, 2021; Whitmore, 2022). These questions were designed to elicit reflection and help Alina articulate her challenges clearly. For example, I asked, “Can you describe a typical day and where you feel most interrupted?” and “What strategies have you tried to manage these interruptions?”
     I structured the conversation through the GROW model, guiding Alina from identifying her goal to exploring her current reality, brainstorming possible options, and committing to specific actions (Whitmore, 2022). Throughout the session, I aimed to maintain active listening, reflecting back key points to ensure understanding and demonstrating empathy to strengthen trust (Rogers, 2021; Cox, Bachkirova and Clutterbuck, 2022).
     However, there were moments when I realized I was unintentionally leading the conversation, suggesting options rather than allowing Alina to generate ideas independently. Additionally, I occasionally moved quickly to solution-focused discussions, which may have limited deeper exploration of underlying challenges (de Haan, 2022).

[bookmark: _qosezgp1m04r]SO WHAT?
      Reflecting critically, several aspects of my performance were effective. My ability to establish rapport created a safe environment, encouraging Alina to share openly (Rogers, 2021). The use of structured questioning and the GROW model facilitated clarity and progress toward actionable outcomes (Whitmore, 2022). Active listening and empathy were instrumental in maintaining engagement and fostering a coach-centered approach (Cox, Bachkirova and Clutterbuck, 2022).
     On the other hand, my tendency to guide the conversation and occasionally offer implicit solutions highlights a development need. Research emphasizes that autonomy-supportive coaching enhances coachee engagement and self-efficacy, while overly directive interventions can reduce reflection and ownership (de Haan, 2022; Grant, 2023). Additionally, I recognized that I underutilized pauses and silence, which are powerful tools to allow coachees time to reflect deeply (Rogers, 2021).
     This analysis underscores the importance of balancing structure with flexibility, guiding without directing, and consciously creating reflective space for the coachee. Such awareness aligns with contemporary coaching literature advocating a coachee-centered and ethically reflective practice (Whitmore, 2022; Rolfe, 2022).

NOW WHAT?
     To enhance my effectiveness as a coach, I will adopt several strategies. First, I will focus on crafting shorter, neutral, open-ended questions to minimize inadvertent guidance (Whitmore, 2022; Passmore, 2023). Second, I will deliberately incorporate pauses and allow silence during sessions, providing Alina with space to reflect deeply (de Haan, 2022). Third, I will practice greater flexibility in applying the GROW model, using it as a guiding framework rather than a rigid sequence, which may better accommodate the coachee’s pace and needs (Grant and O’Connor, 2021).
     Additionally, I plan to seek feedback from peers and mentors regarding my coaching style, specifically on how well I balance guidance with coachee autonomy (ICF, 2021). These actions aim to strengthen my reflective practice, improve my ability to facilitate coach-driven insights, and enhance the overall effectiveness of future coaching sessions (Rogers, 2021; Whitmore, 2022).

[bookmark: _pp3yrcfmm8it]                  Critical Evaluation of Coaching Performance

[bookmark: _3bw2yclbj6bm]Strengths
     One of my key strengths during the session was the ability to establish a trusting and psychologically safe environment, which enabled Alina to openly share her challenges (Rogers, 2021). Research emphasizes that rapport and trust are foundational for effective coaching, as they facilitate honest reflection and engagement (Cox, Bachkirova and Clutterbuck, 2022).
     Another strength was active listening. By attentively reflecting back Alina’s thoughts and summarizing key points, I helped her clarify her own understanding of the challenges she faced. This aligns with the literature suggesting that reflective listening promotes coach insight and self-efficacy (Whitmore, 2022; Grant and O’Connor, 2021).
     Additionally, the structured use of the GROW model provided clarity and direction to the session. Guiding the conversation from goal identification to actionable planning allowed Alina to leave the session with concrete next steps (Whitmore, 2022). Empathy and emotional presence also supported the coaching relationship, fostering engagement and motivation.

Weaknesses
     Despite these strengths, several areas for development were evident. At times, my questioning unintentionally led Alina toward specific solutions, which may have reduced her sense of autonomy. Literature suggests that coaching should empower coaches to generate their own insights rather than rely on guidance from the coach (de Haan, 2022; Whitmore, 2022).
     Another weakness was moving too quickly toward solution-focused discussions, potentially limiting the exploration of underlying causes of stress and time management difficulties. Research highlights that deeper reflection requires patience and the deliberate use of silence to allow coaches time to think critically.
     Finally, while the GROW model provided structure, I applied it somewhat rigidly, which may have constrained flexibility in addressing Alina’s unique context. Contemporary coaching practice recommends adapting models to the coach's needs rather than following them sequentially without adjustment (Grant, 2023; Cox, Bachkirova and Clutterbuck, 2022).

[bookmark: _b80zgguf6hw]Impact on the Coachee
     The combination of strengths and weaknesses had a tangible effect on Alina’s experience. My active listening and empathic presence encouraged her to openly discuss her challenges and identify practical strategies, which likely enhanced her confidence and motivation (Rogers, 2021; Whitmore, 2022). However, the moments where I inadvertently guided her thinking may have limited her opportunity for self-directed problem solving, highlighting the need for ongoing development in balancing support with autonomy (de Haan, 2022; Grant, 2023).
     Overall, reflecting on these aspects provides a clear understanding of how my coaching practice influences the coach's outcomes, reinforcing the importance of continuous improvement, reflective practice, and integration of theory into applied coaching (Rolfe, 2022; Whitmore, 2022).







                                             Theoretical Analysis
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Coaching vs Mentoring, Training, and Feedback
     Coaching is distinguished from other learning interventions by its coach-centered, non-directive approach. Unlike mentoring, which typically relies on the mentor’s experience to provide guidance and advice, coaching emphasizes facilitating the coachee’s self-discovery and reflection (Clutterbuck, 2022; Garvey, Stokes and Megginson, 2021). Whereas training focuses on the transmission of knowledge and skills to a group, coaching is individualized and flexible, addressing specific goals and personal challenges (Bozionelos, 2022). Similarly, feedback can provide valuable information about performance, but coaching goes further by enabling the coach to interpret, internalize, and act upon insights autonomously (Whitmore, 2022).
     In my session with Alina, the coaching approach allowed her to generate her own solutions to time management challenges, rather than being told what to do. This highlights the distinct value of coaching in promoting autonomy, critical thinking, and self-directed learning (Cox, Bachkirova and Clutterbuck, 2022; Grant, 2023). Research supports that coachee-centered interventions lead to greater long-term behavioral change compared with directive approaches such as mentoring or conventional training (Garvey, Stokes and Megginson, 2021; Clutterbuck, 2022).
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     Effective coaching requires a combination of interpersonal, cognitive, and reflective skills. Active listening is essential for understanding the coach's perspective and uncovering underlying issues (Cox, Bachkirova and Clutterbuck, 2022). Empathy strengthens the coaching relationship and fosters psychological safety, encouraging openness and honesty (Rogers, 2021; Passmore, 2023).
     The ability to ask powerful, open-ended questions is critical to facilitate reflection without directing the coach toward pre-determined answers (Whitmore, 2022). Emotional regulation and self-awareness enable the coach to maintain composure, adapt to the coach's needs, and model constructive behavior (Grant and O’Connor, 2021). Finally, structuring the session effectively, for instance through the GROW model, helps ensure that goals are clarified, reality is explored, options are generated, and actions are committed to, while still allowing flexibility to respond to the coachee’s unique context (Whitmore, 2022; Cox, Bachkirova and Clutterbuck, 2022).
     In my session, I observed that empathy and active listening were strengths, whereas maintaining neutrality in questioning required further development. Literature emphasizes that balancing guidance with autonomy is essential to maximize the coach's engagement and learning (de Haan, 2022; Whitmore, 2022).
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     The GROW model, which I applied during the session, provides a clear, structured framework for goal setting and action planning (Whitmore, 2022). It is widely used due to its simplicity and adaptability. Other models, such as CLEAR, emphasize contracting, listening, exploring, action, and review, offering a more relational and emotionally focused approach (Garvey, Stokes and Megginson, 2021). The OSKAR model, solution-focused in nature, encourages identifying outcomes, scaling progress, and exploring resources, which may be particularly effective for goal attainment in short-term interventions (Grant, 2023).
     Comparatively, GROW provides structure but may risk rigidity if applied inflexibly, whereas models like CLEAR or OSKAR offer greater emphasis on relational dynamics and adaptability (Adams, 2021; Cox, Bachkirova and Clutterbuck, 2022). Contemporary adaptations, such as TGROW, integrate time management considerations into the classic GROW framework, reflecting evolving needs in workplace coaching (Adams, 2021). My reflection highlights that understanding multiple models enables a coach to select or adapt approaches according to the coach's context, enhancing effectiveness and responsiveness (Whitmore, 2022; Grant, 2023).


                                       Personal Development Plan

     Reflecting on my performance in the peer coaching session, I have identified several areas for targeted development to enhance my effectiveness as a coach. First, I aim to improve the neutrality of my questioning. While I effectively facilitated reflection, there were instances where my questions inadvertently guided Alina toward specific solutions. To address this, I will practice crafting concise, open-ended questions that encourage the coach to generate their own insights (Whitmore, 2022; Passmore, 2023).
     Second, I plan to incorporate intentional pauses and silence within coaching sessions. Research highlights that allowing coaches time to reflect without interruption fosters deeper self-awareness and problem-solving (de Haan, 2022; Rogers, 2021). I will implement exercises in which I consciously slow down the session flow and monitor my tendency to fill gaps with prompts or advice.
     Third, I will develop greater flexibility in applying coaching models. While the GROW framework is useful for structuring sessions, rigid adherence can limit responsiveness to the coach's context. I intend to study alternative models, such as CLEAR and OSKAR, and practice adapting frameworks to suit individual needs, enhancing the coach-centered nature of my coaching (Grant and O’Connor, 2021; Cox, Bachkirova and Clutterbuck, 2022).
     Finally, I will seek feedback from peers and mentors to assess progress in these areas, using reflective journals and observation to monitor improvement. This plan provides specific, measurable, and achievable steps to develop my coaching skills systematically (ICF, 2021; Whitmore, 2022).


                                                     Conclusion

     Reflecting on my peer coaching session with Alina has provided valuable insights into both my strengths and areas for development as a coach. I recognized the importance of establishing rapport, active listening, and empathetic engagement to foster a psychologically safe environment (Rogers, 2021; Cox, Bachkirova and Clutterbuck, 2022). At the same time, I identified the need to improve neutrality in questioning, incorporate reflective pauses, and apply coaching models flexibly to suit the coach's context (Whitmore, 2022; de Haan, 2022).
     The theoretical analysis reinforced the distinction between coaching and other learning interventions and highlighted the key skills required for effective practice. Overall, this reflection underlines the importance of continuous professional development, self-awareness, and reflective practice in enhancing coaching effectiveness and promoting coachee autonomy (Rolfe, 2022; Grant, 2023).
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The Instant Payoff model consists of three core stages: Focus, Insight and Action. During the focus stage, the coaching topic and desired outcome are clarified. The insight stage involves exploring perspectives, assumptions and underlying challenges. The action stage ensures the coachee leaves the session with clear, achievable actions that deliver immediate value (Landsberg, 2015).
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