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Coach: Kirsty O’Brien
Coachee: Client A
	
	Notes

	1. Expectations
a) What are our expectations of each other and our relationship?
           


	Clarity on objectives
Positive and growth mindset
Maintain communication 

	2. Coaching goals
a) What are the key coaching goals? 

b) How will we know when these have been met?

	a) Develop business analyst side
b) Learn to re-establish boundaries
c) Next steps for progression

Set measurable goals

	3. Meeting arrangements
a) How often will we meet and for how long?
b) Where will we meet?
c) Who will set the agenda, including defining learning goals?
d) How formal/informal should our meetings be?

	Next meeting next week
Assess arrangement going forward

Virtual 

Coachee to set agenda



	4. Relationship
a) How will we maintain openness and trust between us?

b) Are we both willing to give honest and timely feedback?

c) To what extent is the coachee able to access the coach between meetings?

	Natural, organic agreement between us

Yes

Anytime

	5. Confidentiality
a) What are the limits to confidentiality in this relationship?

b) Are there any topics that should not be discussed

b) What are we prepared to disclose to others?

	Only exception is safeguarding and your welfare
No topics off the table

No disclosure to anyone unless there is a reason this is required, in which case Olga will be asked for consent 

	6. Review
How often will we review progress?

a) Client & Coach Feedback

b) Are you happy with the experience?

c) The opportunity for a client to end the contract

	Every session





Coach Signature: Kirsty O’Brien
Date: 08/01/2023

Coachee Signature: Client A
Date: 08/01/2024
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Coach: Kirsty O’Brien
Coachee: Client B
	
	Notes

	1. Expectations
a) What are our expectations of each other and our relationship?
           


	Honesty



	2. Coaching goals
a) What are the key coaching goals? 

b) How will we know when these have been met?

	1) Confidence building
2) Manage perfectionist tendencies 
3) Making delegation comfortable
4) Priorities wellbeing

Experimentation and reflective
Combined result
Diary will be lighter 
Acceptable level of stress

	3. Meeting arrangements
a) How often will we meet and for how long?
b) Where will we meet?
c) Who will set the agenda, including defining learning goals?
d) How formal/informal should our meetings be?

	Mondays at 4pm with a buffer

Make a note of any in office days for a potential meet

Prioritise 2 & 3 

Informal 

	4. Relationship
a) How will we maintain openness and trust between us?

b) Are we both willing to give honest and timely feedback?

c) To what extent is the coachee able to access the coach between meetings?

	Honesty 
Try and remain open and transparent

Yes

Anytime – email and Teams message

	5. Confidentiality
a) What are the limits to confidentiality in this relationship?

b) Are there any topics that should not be discussed

b) What are we prepared to disclose to others?

	Confidentiality will only be broken if there are safeguarding issues or concerns about coachee’s welfare

All topics open for discussion

No disclosure to others by coach. Coachee has made manager and team aware she is undertaking coaching 

	6. Review
How often will we review progress?

d) Client & Coach Feedback

e) Are you happy with the experience?

f) The opportunity for a client to end the contract

	Progress reviewed at every session

If unhappy with the experience, feedback verbally or using the feedback sheet

The contract can end at any point if desired 



Coach Signature: Kirsty O’Brien
Date: 08/01/2023 

Coachee Signature: Client B
Date: 08/01/2024
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	Actual Time
	Planned  Time
	Date
	Coachee

	105 mins
	60 mins
	04/01/2024
	Peer-to-peer practice session 1

		Supervision
	05/01/2024
	Coaching Supervision

	52 mins
	50 mins
	08/01/2024
	Client A

	55 mins
	50 mins
	08/01/2024
	Client B

	30 mins
	30 mins
	12/01/2024
	Peer-to-peer practice session 2

	52 mins
	60 mins
	15/01/2024
	Client A

	70 mins
	75 mins 
	15/01/2024
	Client B

	Supervision
	19/01/2024
	Coaching Supervision 

	56 mins
	75 mins
	22/01/2024
	Client B

	30 mins
	30 mins
	02/02/2024
	Peer-to-peer practice session 3

	41 mins
	60 mins
	05/02/2024
	Client A

	56 mins
	75 mins
	19/02/2024
	Client B

	Supervision
	04/03/2024
	Coaching Supervision 

	66 mins
	75 mins
	07/03/2024
	Client B

	30 mins
	30 mins
	08/03/2024
	Peer-to-peer practice session 4

	Total = 643 mins
10 hours 43 mins
	Total = 670 mins
11 hours 10 mins
	Total
	

	Total = 448 mins
7 hours 28 mins
	Total = 520 mins
8 hours 40 mins
	Time spent with clients
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Critical Moments as Growth: Reflections of an Aspiring NHS Wales Coach

[image: A diagram of a diagram

Description automatically generated]My coaching experience to date has been a challenging yet rewarding process. I have engaged in several hours of coaching practice with clients from across the NHS Wales and I have found each session a steep learning curve. Through reflective practice, I have identified specific coaching experiences that I would define as critical moments (De Haan, 2008). For me, critical moments evoke powerful feelings of surprise, delight, doubt, and anxiety. Although Ullmen (2018) states coaching is not about yourself and your feelings, I felt it was important to understand my emotional responses in these critical moments, so that I could assess their impact on myself and my clients and learn from these experiences to become a better coach. My exploration of critical moments revealed key themes around reflective practice, flexibility, ethics, and mental health in coaching. 
	The International Coaching Federation (ICF) (2024) outlines continuous reflective practice as a core coaching competency. Jasper (2013) champions writing as a key component of the reflective process, where critical moments can be selected, analysed, and used as frames for action. To work towards attaining this competency and embodying a coaching mindset, I completed reflective journals (see Appendix A) after each coaching session using questions informed by the Gibbs’ Reflective Cycle (fig 1) (McCabe and Timmins, 2013).Fig 1. Gibbs' Reflective Cycle (McCabe and Timmins, 2013)

The journals helped me identify areas for improvement. For example, after my first session with Client A, I reflected on why the session felt formulaic (see Appendix A). I was only comfortable using the GROW model (Whitmore, 2009) alongside a question sheet I had compiled from research, YouTube coaching demonstrations, and observations of my peers. Whilst Grant (2011) acknowledges that inexperienced coaches often stick rigidly to a coaching model, Connor and Pokora (2012) warn that coaching frameworks are only as good as the person using them. I was troubled by this lack of flexibility and developed what De Haan (2021) calls coaches’ neuroticism. Neuroticism has been shown to incur negative side effects for the client, such as decreased job satisfaction (Grassmann and Schermuly, 2018). 
Addressing my inflexibility and neuroticism was central to providing the best experience for my clients, but I found it difficult identifying clear actions through journalling. Ahmed’s study (2020) found that students can feel restricted using templates, whilst Galli and New (2022) suggest the Gibbs cycle fails to explore the emotions around reflection, which contribute to professional development. I opted to try a cognitive approach to reflection, using Ghaye’s model (fig 2) which is considered a strength-based enabler of positive outcomes well-suited to a healthcare environment (Gard, 2023). 
Working through each stage of the model, my reflections began with an appreciation of how I established rapport quickly with Client A. I imagined how this strength could be enhanced through the design of the next session; the conversation would flow more freely if I disregarded the question sheet and disengaged from the linear application of the GROW model (Whitmore, 2009). By taking this action forward, I would be improving my flexibility and building confidence, which should result in more effectual coaching and increased client satisfaction. Ghaye’s model (Dixon, Lee and Ghaye, 2015) enabled me to gain clarity on actions for improvement by shifting the focus to positive results, and away from unsatisfactory outcomes that healthcare workers focus on when engaging in work-based reflective practice (Rowe, Moore and McKie, 2020).[image: A diagram of a question

Description automatically generated] 
Fig 2. Ghaye's Model of Reflection (Dixon, Lee and Ghaye, 2015)

In my following session with Client A, I implemented my action plan. I disregarded my question sheet and drew on Grant’s (2011) RE-GROW model, beginning with a review of the previous session and an evaluation of implemented changes. I note in my journal the positive impact of these changes in how ‘the steps in the GROW model were flowing into each other and there was no logical sequence I seemed to follow’ (see Appendix A). I felt more comfortable questioning and challenging Client A, who commented on the ‘focused nature’ of my coaching (see recording, 29:38). Diermann et al. (2022) argue that success in workplace coaching is underpinned by flexibility in the initial exploration phase. I felt I had achieved a new level of flexibility which was validated by the positive feedback from Client A.
	Although Cox, Bachkirova and Clutterbuck (2010) argue that flexibility may leave a coach without a clear rationale for their coaching methodology, Hazen and Steckler (2010) argue that a broad skillset and flexible approach enables coaches to meet the needs of a wide range of clients. Empowered by my success with Client A, I intended to increase my flexibility further by introducing narrative coaching into my sessions with Client B. However, in our introductory meeting, Client B admitted she had experienced mental health issues. I immediately recognised this as an ethical issue and referred to the ACTION model (fig 3) which is designed to help coaches make ethical decisions (Passmore and Mortimer, 2011). The outcome was to raise my concerns at a supervisory meeting [image: A diagram of ethical issues

Description automatically generated]and to reflect on the issue. 
Fig 3. The ACTION model (Passmore and Mortimer, 2011)

The supervisor’s role is vital in supporting the ethical development of coaches by assisting them to analyse and seek resolution to ethical dilemmas (Ratlabala and Terblanche, 2022). My supervisor and I discussed whether it was appropriate for me to coach Client B and whether narrative coaching was the correct approach. Drake (2016) advises that narrative coaching should not be utilised with clients who have experienced trauma that has not been dealt with. However, Drake (2016) acknowledges that further research needs to be undertaken on the transformative potentials and challenges of narrative coaching. In a later study, Kerr, Deane and Crowe (2019) successfully use narrative coaching to aid mental health recovery and conclude that narrative coaching is a powerful tool for facilitating transformational identity change. 
Several other ethical factors were considered during supervision. Firstly, Drake (2010) warns of the close relationship between narrative coaching and therapy. According to the ICF (2024), competent coaches need to demonstrate ethical practice by maintaining the distinction between coaching and therapy. Reflecting on this, I felt my heightened awareness of the boundaries would ensure my coaching did not encroach on therapeutic conventions. Secondly, the ICF (2024) defines ethical practice as being able to refer clients to a mental health professional if required. As an active and current member of the Health and Wellbeing Network in my organisation, I felt equipped to respond appropriately by coaching with extra care (Buckley, 2010). Should concerns about Client B’s mental health arise, this cautionary approach would result in the delay or suspension of sessions and signposting to mental health resources or healthcare professionals. Thirdly, my supervisor and I discussed Client B’s willingness to talk about their mental health and whether they posed any harm to themselves or others. I expressed concern that online coaching makes it difficult to read body language and pick up on non-verbal cues that might indicate a person’s mental ill health. However, the research of Makanjuola et al. (2022) demonstrates how online coaching can contribute to improved mental wellbeing. 
Taking this benefit into consideration, I listened back to the recording from our introductory session and reflected on Client B’s suitability for coaching using the Scaffolded Mental Health Support (SMHS) model (Gilfillan and Ehrnstrom, 2023). The SMHS model is a framework that supports academic coaches to navigate the interconnection of mental health and academic success. Although created for an academic context, I found the SMHS model a useful tool to categorise Client B’s current mental state and make an ethical decision about how to proceed. Based on Client B’s self-awareness, effective management of their mental health and their ability to articulate their mental health concerns, I placed them at ‘mid’ level and felt comfortable to coach them (Gilfillan and Ehrnstrom, 2023).
I am still learning how to navigate the complexities of narrative coaching, mental health and workplace success. The first step of narrative coaching with Client B - externalising conversation - has gone well (Law, 2019). There has been an observable mindset shift in how Client B perceives herself, evidenced in her reflection where she acknowledges a hidden strength in using storytelling as a method of communication (see Appendix B). We are leaning into this strength to gently introduce the second step of narrative coaching - reauthoring and remembering – into our sessions as this carries the risk of triggering a traumatic experience (Law, 2020). I will continue to use the SMHS model (Gilfillan and Ehrnstrom, 2023) throughout our sessions to ensure I am coaching in a responsible and ethical manner, with the intention of promoting its use across the NHS Wales coaching network. 
	My experience has taught me that no coaching session will ever be perfect. There will always be critical moments of success and failure to learn from, and reflection on these moments is what facilitates growth. Through critical reflection, I have been able to move towards embodying a coaching mindset. I now recognise that although I will make mistakes, taking corrective action is what will support my progression towards becoming an expert (Meredith, 2012). Therefore, my personal development plan (pp. 13-18) has been produced from reflections on corrective actions I could, should or did take in critical moments. My objectives are informed by the ICF (2024) Core Competency Framework and focus on improving my coaching flexibility, supporting high ethical standards, and prioritising the mental wellbeing of current and future clients. I aspire to establish myself as an expert coach and will strive to deliver the highest quality of professional coaching to staff across NHS Wales.
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My personal development plan has been continually updated throughout my coaching practice, drawing on reflections of my coaching experience, the shared experience of my peers, feedback from clients, as well as feedback from my supervisor. I have identified key strengths to enhance and development areas to focus on. Whilst this plan considers the next 12 months of my coaching career looking at short, medium and long-term goals, my intention is to continue coaching indefinitely.  

	Development Goal 
What skills and /or knowledge and/or behaviours do you 
need or want to improve? Why? 
	Why is this important? 
What specific coaching objectives and role requirements will this development help 
you to achieve? 
	When? 
Target date 
	Resources? 
What is needed to make this happen? 
Be specific e.g. how much time, support, finance, equipment, people 
	What will success look like & how will this be measured? 
How will you be able to prove that you achieved this? 

	Improve the coaching contract and client onboarding process
	Contracting is an integral part of the coaching arrangement and I need to be more explicit around data protection, confidentiality, ethical conduct and mental health. This is especially important since I will be coaching within the NHS and need to adhere to DHCW and the wider organisation’s policies, regulations and legislation.
	Short term: July 2024
	Add in sections to the contract and discuss in detail the boundaries and limitations of coaching for the following:

1. Data protection - Contact Information Governance to get a statement on how we handle data to include in the contract

2. Confidentiality – Contact HR to get a statement that explains confidentiality cannot be guaranteed where there is a threat to life or child welfare is at risk

3. Ethical conduct – During the contracting, refer to the ICF code of conduct and provide the link for further reading

4. Mental health – During contracting, explain the distinction between coaching and therapy and advise the client that I will use the SMHS model to assess their mental state and suitability for coaching

	Improved contract and more detailed conversations around contracting

Greater client understanding of the coaching boundaries

Completed SMHS assessments for each client

	Use the Padlet app with clients to practice postcard coaching  
	As my coaching sessions are predominantly virtual, I want to use Padlet to replicate postcard coaching as I personally found this approach very effective in gaining a different and more positive perspective. I think adding visual elements into my session would benefit clients who have a more visual style of learning.
	Short term: July 2024
	Experiment with Padlet myself 

Make Padlet part of client onboarding by getting them to register and explaining to them what the features are 
	Registered account with Padlet 

Familiar and confident with the navigation and features of Padlet

Clients engaging with Padlet and utilising the app in our sessions

	Utilise a RAG rating system against the ICF competencies
	A RAG rating will help me assess my performance against the ICF competencies so that I can focus developmental activities around key areas identified by red or amber ratings, as well as build on strengths identified by green ratings.
	Short term: July 2024
	Create a RAG rating linked to ICF competencies

Assess current competency to get a baseline and then review every 6 months 
	Improvement in RAG ratings / no red ratings 

Add ‘Rag rating progress’ as an agenda item to supervisory meetings

Incorporate objectives into my overall annual appraisal

	Join the All Wales Coaching Network 
	As this network is specifically designed for Welsh public service coaches, I will be able to advertise my coaching services across NHS Wales to broaden my expertise outside of DHCW.
	Short term: July 2024
	I need to pass the Coaching and Mentoring module to qualify for registration

I will need to submit an application for consideration once I have gained my coaching accreditation
	Accepted as a member 

Recruit new clients through the All Wales Coaching Network

	Create a client feedback questionnaire to rollout across the NHS Wales coaching network
	To enable quantitative and qualitative data to be captured and evaluated, I am looking to standardise how I facilitate feedback from my clients.

If the feedback form is successful, the questionnaire could be piloted in DHCW, with the aim of rolling out across the NHS Wales network. 

This will create a repository of coaching data that can be used for case studies exploring the value of coaching in the NHS.

	Medium term: October 2024
	Create the survey in Microsoft Forms and get sign off from my supervisor

Liaise with the Coaching for Change Lead to launch a pilot

If rolled out across the organisation, the Microsoft O365 team will need to create a dashboard of cumulative data from the feedback surveys
	PDP objectives based on feedback from clients 

100% response rate 

Continuous Improvement processes in place

Data used for research and case studies

	Create a coaching Teams channel within my organisation
	This will allow new coaches like me to get informal peer support for my coaching activities. It will also support a coaching culture in DHCW and allow coaches to share best practice.
	Medium term: October 2024
	I will need to liaise with the Programme Lead for Coaching for Change to arrange access to the student data to create the network and send out invites

I will also need to identify and recruit a coaching supervisor to monitor activity on the Teams channel to ensure we are compliant with the ICFs code of conduct and ethical coaching practices
	Increasing number of members year on year, in line with bi-annual Coaching for Change intakes

Use analytics to monitor usage of the channel and aim for consistent levels of usage

	Evaluate the SMHS model 
	I believe using the SMHS model to assess a client’s suitability for coaching will help keep the distinction between coaching and therapy. It can also offer guidance on how coaches can best support clients with mental health issues. However, this needs more research before I suggest it as a tool for the wider coaching network.
	Medium term: October 2024
	Use SMHS assessments for each client

Conduct a literature review looking at mental health in coaching, considering case studies on SMHS and any alternative models that can support mental health assessments in coaching
	Integration of SMHS assessment into my coaching practice

Uptake of the SMHS assessment in the coaching community 

Case study of the SMHS in the NHS

	Attend the Wales Coaching Conference 
	This will give me the opportunity to network, learn from other coaching and industry experts and hear about the latest research on coaching to refine my own ideas about best practice and how this can be applied to the NHS. This will also enable me to understand the format of coaching conferences and the type of content submitted with the ambition of being a presenter in the future. 
	Medium term: October 2024
	I am waiting for the University of South Wales to release the next event date.

Work with my line manager to secure funding to attend 


	Attendance at the conference 

Access to conference resources

Obtain contact details of other coaching practitioners 

	Become confident using the GROW/RE-GROW models
	I want to be confident using the GROW model because it is widely used in the NHS. I also found the adapted RE-GROW model effective so I want to have both models in my toolkit to draw upon.
	Long-term: Ongoing with a progress review April 2025
	Further reading and research on GROW and RE-GROW.

Experiment with the GROW and RE-GROW model in my coaching sessions.
	Reflective journals focused on the effectiveness of the GROW and RE-GROW models.

Positive client feedback on the session.

	Evaluate and become more confident with the narrative coaching approach 
	I believe the narrative coaching approach is a good fit for the NHS but there is limited research to support this theory. I need to experiment with narrative coaching in my sessions and reflect on its effectiveness and gain client feedback to validate my theory.
	Long-term: Ongoing with a progress review April 2025
	Further reading and research on narrative coaching 

Engage with narrative coaching in my sessions

Ask for feedback specifically on narrative coaching from my clients 
	Integration of narrative coaching into my sessions

Positive client feedback on the narrative approach

Case study of the narrative coaching in the NHS

	Experiment with other forms of reflective models and practices
	Having awareness of several models will enable me to maximise my experiential learning. I intend to engage with the following models (Cambridge University, no date):

ERA Cycle
Driscoll's What Model
Kolb's Experiential Learning Cycle 

	Long-term: Ongoing with a progress review April 2025
	Read and conduct further research on each model 

Experiment with each model with the clients as well as after my coaching sessions

Invite the client to experiment with different types of reflection on the session

Protect time to self-reflect on how I engaged with each model and what the outcomes were 
	Having a blended approach to reflection where I can tap into several models and create a bespoke reflective framework will ensure my theoretical activity translates into practical application

	Research other theoretical approaches and gain experience using these to increase flexibility in my approach
	In addition to narrative coaching, there are several other theoretical approaches that I would like to engage with such as:

Positive psychology 
Transactional analysis 
Solution-focused approach (Cox, Bachkirova and Clutterbuck, 2010).

It is important my coaching toolkit is equipped with a range of approaches so that I can tailor my approach to each client.
	Long-term: Ongoing with a progress review April 2025
	Read and conduct further research on each theoretical approach, focusing on case studies of usage within a healthcare setting

Initially experiment with the different approaches during practice coaching sessions to gain peer feedback

Engage with different approaches in coaching sessions, being flexible and adaptable in the moment and responding to what is most effective for the client

Protect time to self-reflect on how I engaged with each approach and what the outcomes were

	Reduction in the over-reliance and over-use of any singular approach or model 

Positive client feedback on one or more of these approaches

Records of reflective practice where lessons learned from trying these approaches have been put into an action plan

Add ‘experimentation with new approaches’ as an agenda item to supervisory meetings

	Take steps towards becoming a subject matter expert in NHS leadership coaching
	I have a particular interest in leadership development within the NHS and feel the knowledge I have gained from my Change Ambassador accreditation would support my aspiration to specialise in this area of coaching.  
	Long-term: Ongoing with a progress review April 2025
	Read and conduct research on executive and leadership coaching


Identify a mentor who is an expert in the field of executive / leadership coaching 

Complete the Masters in Coaching and Mentoring – this would require funding 


	Extensive knowledge of executive and leadership coaching, evidenced by publication in journals, etc

Attendance at coaching conferences to build a wider coaching network 

Successful completion of the MA in Coaching and Mentoring
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[bookmark: _Toc163887420]A1.1 Client A – Session 1 Reflective Journal

Name: Client A                                                                                      			Date: 08/01/2024
Session information (duration/issue/theme, etc.)
-52 minutes duration
-Coaching contract creation and introduction to GROW
-Themes identified were career progression, expansion of skills in the business analyst role and setting work/life boundaries

What 3 words best describe the session?
Daunting, formulaic, relaxed

How did you build a rapport with the coachee?
Client A mentioned she had young children and I enquired about their ages and related her experience to mine with my young niece. 

What went really well?
Client A commented that we have made a connection and that made me feel like my personable skills were well utilised in a short space of time.

Did you do anything completely new?
I talked about the different models and approaches I might use during our session, focusing on GROW and explaining that it isn’t a rigid process and that we may circle back and explore different areas again. During this part of the session, I felt this explanation demonstrated my knowledge of the model and how to use it and helped to assure Client A that I knew what I was doing. I recognise on reflection that I felt intimidated by Client A who was clearly a knowledgeable and competent professional and that by showing of my knowledge, I was hoping to convince her of my competence whereas this was information overload and time that could have been better spent asking Client A questions.

Did anything surprise you? (For example, about something you discovered about yourself, working with others, the way you reacted to anything that happened etc.)
I panicked when Client A recognised the mechanisms of coaching and she said she know how to gain clarity on steps needed to accomplish a goal. I felt Client A may understand the process of coaching more intimately than I do. I had made assumptions, based on what little information she gave me, that she would have a more vague idea of what she wanted coaching on and this put me in a superior position. However, she seemed clear on her goals and already had some ideas of how to reach them. I felt imposter syndrome that I would be coaching someone like Client A who doesn’t seem to need help. 

Is there anything you know now that you didn’t know before this session? 
How nerve-wracking it would be! I found myself fidgeting a lot throughout the session and had to remind myself to stop which meant my focus wasn’t on Client A. I didn’t feel fully present through the session. Although I did a vocal warm-up beforehand, I need to be more self-aware and control of my emotions and habits and do a mindfulness exercise to get me in the right head space. 

Did you find anything challenging? 
Some things that Client A said early in the session sparking my curiosity but I was aware that I had to get the coaching contract created before we started exploring them in any real depth. I wasn’t sure if I should have followed up on these lines of enquiry. On reflection, I think that would have been a more productive and progressive session. 

Did you find anything satisfying? 
Client A would like coaching on professional and personal topics which is an exciting opportunity for me, as I have researched life coaching also and feel naturally more suited to that type of coaching. 

Were there any difficulties? 
We ran out of time so the exploration of Client A’s issues felt rushed. 

How did you resolve them?
I made a note of some things she said and assured her we would follow up on them in the next session. I also extended the next meeting to an hour to ensure we have enough time.  

If you were faced with the same issue again, would you do anything differently? 
Rather than go into the GROW model, ask the questions about her current reality and explore that further. Client A took control towards the end of the meeting and rushed into options, whereas it would have been beneficial for us to explore what the current state is. 

Any other general reflections
Started strong with the introduction, apologised too much for the coaching contract as it undermined its importance and value, more open-questions need to be improved to get more reflective responses from Client A.


[bookmark: _Toc163887421]A1.2 Client A – Session 2 Reflective Journal

Name:   Client A							Date: 15/01/2024
Session information (duration/issue/theme, etc.)
-52 minutes duration
-We did a reality check of current situation with work/home life boundaries
- Client A brought some ideas to the session that we have incorporated into an action plan  

What 3 words best describe the session?
Overly directive ,rushed 

How did you build a rapport with the coachee?
I asked about Client A’s weekend and we talked about Bristol aquarium 

What went really well?
Client A had a lightbulb moment when she realised her desire to set boundaries was something she wanted to get right now in preparation for the next step in her career where she would take on more responsibility. 

Did you do anything completely new?
I started with a reality check so I could understand what challenges Client A was looking to overcome. I felt the steps in the GROW model were flowing into each other and there was no logical sequence I seemed to follow. 

Did anything surprise you? (For example, about something you discovered about yourself, working with others, the way you reacted to anything that happened etc.)
After I had practiced my skills during uni, I assumed I would be more relaxed and enjoy the session. I found myself feeling the needs to look at the handout often for help formulating questions. 

Is there anything you know now that you didn’t know before this session? 
Recap of the last session seemed dry and directive. I need to ensure I get more input from the coachee rather than tell them what we talked about and what the agenda is for today. 

Did you find anything challenging? 
Some of my questions didn’t land as well as I hoped and I had to probe Client A for more information which felt like I was pushing too hard. The conversation didn’t flow as naturally as I hoped.  

Did you find anything satisfying? 
I was glad we reached 50 minutes as I felt like the session was going to end too quickly. 

Were there any difficulties? 
I picked up on a verbal tick where I keep saying ‘absolutely’ and I found it distracting (and I’m sure Client A would have too. It is difficult not to fill the silence with words and I need more self-awareness and control of that.  

How did you resolve them?
When I noticed I was saying it, I tried to stop myself but my attention was then focused on me rather than Client A. This is something I will work on going forward. 

If you were faced with the same issue again, would you do anything differently? 
Even after the coachee has finished answering the question, leave a silent pause in case they want to add anything. I could also ask if there was anything else they wanted to add to buy myself time to think about the best next question. 

Any other general reflections
I forgot to record the session although I feel that it will not be my best performance! I was disappointed how directive I was. Client A asked for my input about how often journalling should rtake place and I felt I spoke too much about my experience but I did reflect the question back to her and she came up with what she thought was best. 



[bookmark: _Toc163887422]A2.1 Client B – Session 1 Reflective Journal

Session 1
Name: Client B                                                                      		                    	Date: 08/01/2024
Session information (duration/issue/theme, etc.)
55 minute duration although Client B was late due a meeting running over 
We discussed issues around confidence, perfectionist attitudes and the emotional responses this can elicit, the need to delegate and feel comfortable doing so, having trust in the team and developing their skills, the need for progression and how Client B feels stagnant in her role, how she thrives on stress but can feel overwhelmed and needs to prioritise her own wellbeing.  

What 3 words best describe the session?
Comfortable, open, promising 

How did you build a rapport with the coachee?
I knew this coachee before the session but not intimately, however, I asked to start fresh and did an introduction and invited Client B to do the same. This got the conversation flowing and I gained an insight into her current role and challenges. 

What went really well?
Although Client B was late, I feel I put her at ease with my conversation and friendly tone, and gently got her into a space where she seemed more relaxed and trusted me enough to confide in me about the issues she is facing at work. 

Did you do anything completely new?
In contrast to the previous session with a different client, I allowed myself some freedom to explore some of the goals Client B mentioned without rushing into the contract building. I felt this worked well in gaining Client B’s trust and showed I had a real interest in helping her. 

Did anything surprise you? (For example, about something you discovered about yourself, working with others, the way you reacted to anything that happened etc.)
I found myself going into hero mode as I recognised that Client B was in a difficult place and therefore, I made allowances for her lateness. This is something I will need to reign in to assure a consistent and fair approach, and to ensure I get the commitment and buy-in from my clients. 

Is there anything you know now that you didn’t know before this session? 
N/A

Did you find anything challenging? 
Client B was a client with a lot of ideas and it was hard to keep track of them without writing them down. After the session, I realised I overlooked one of Client B’s main objectives of progressing her career, and should have invited her to add any further objectives in she might have wanted to add. 

Did you find anything satisfying? 
The power of listening and making space for clients to speak. I felt like I hit the 80% listening/20% talking split by staying silent and letting thoughts collect. 

Were there any difficulties? 
Client B admitted she was incredibly busy with work and acknowledged it was something she needed to work on. However, I observed this behaviour in the session but didn’t feel I could address it. 

How did you resolve them? 
I held the silence and waited for Client B for answer, making sure I captured her full attention. I did ask Client B to put DND for our next meeting to protect that time. 

If you were faced with the same issue again, would you do anything differently? 
Reiterate how important it is that she does protect that time and put it as an actionable item on her plan.

Any other general reflections
Overall, I felt this session flowed well, we built rapport rapidly and Client B really opened up to me, which made me feel like I was doing things right. I am anxious about our next session as Client B is time-short and will want to see results quickly and this is something I will have to manage and ensure I build in SMART goals that satisfy Client B’s drive. 


[bookmark: _Toc163887423]A2.2 Client B – Session 3 Reflective Journal

Name: Client B			                                                                                    Date: 22/01/2024
Session information (duration/issue/theme, etc.)
56 minutes long
We reviewed the objectives from previous week
Client B had made progress but there was an emotional response from her staff member that she struggled to interpret and this made her feel frustrated 

What 3 words best describe the session?
Free-flowing, focused, exciting 

How did you build a rapport with the coachee?
We chatted about the weather! 

What went really well?
I avoided using why questions so it felt less interrogative and more of an open dialogue 

Did you do anything completely new?
Suggested doing an activity next time about silences. Client B said she is comfortable with silence but she has a tendency to overthink and second-guess things and will be pre-empting the next question she wants to ask when there is a silence. I think an activity to quiet her mind might make her more receptive to feedback from others and improve her listening skills. 

Did anything surprise you? (For example, about something you discovered about yourself, working with others, the way you reacted to anything that happened etc.)
I have a tendency to give my opinion or tell a nugget of information at the end. I need to reign that in and wrap up the session with the focus remaining on the coachee. 

Is there anything you know now that you didn’t know before this session? 
The importance of taking stock at the actions we have achieved. Client B felt she had done badly and although I challenged her on this, I feel she does not see her progress. A revisit of the actions could help put into perspective what she is working on for herself.  

Did you find anything challenging? 
The outcome of Client B’s actions wasn’t what she hoped for, and there were times when I didn’t know what other options she had as she had tried so many things. We did identify that her asking for feedback was a barrier and this has been incorporated into the objectives but I feel this doesn’t have the focus or attention it needs in the session.

Did you find anything satisfying? 
I think Client B would like to be mentored in this situation but I reframed from giving my advice and was proud of myself for that. 

Were there any difficulties? 
I think it is difficult to keep Client B on track as she is very detailed in her stories. I wanted to engage in narrative coaching but found it difficult to do as she seemed to have a very logical, factual mind that I didn’t think would be open to this kind of coaching. 

How did you resolve them? 
Client B introduced this idea of storytelling into the session and I felt this gave me permission to try this type of coaching with her in the next session. I think I need to do more research into this type of coaching to feel confident using it. 

If you were faced with the same issue again, would you do anything differently? 
I think I would just be honest and say I’d like to try a different coaching approach. 

Any other general reflections
I feel like these sessions are building momentum but I see no end point currently and that is a concern for me. I worry Client B is becoming reliant on these to give her work focus but the idea is for me to enable her to self coach. This is something I want to work towards in the sessions. 



[bookmark: _Toc163887424]A2.3 Client B – Session 4 Reflective Journal

Name: Client B			                                             	                      Date: 19/02/2024
Session information (duration/issue/theme, etc.)
56 minutes long
There had been a 4 week break in our sessions due to leave and sickness. I followed up on themes and actions from our previous session. There prevailed a feeling of frustration and Client B called herself a bad manager. 

What 3 words best describe the session?
Stagnated, closed, challenging

How did you build a rapport with the coachee?
I attempted to talk to the coachee about their recent holiday but they did not want to share their experience and was very much focused on the stresses of work. Client B admitted she felt frazzled and was late for the meeting, which limited our time. I felt under pressure, not only to achieve something out of our coaching sessions but to get through the action plan. Client B seemed more hesitant to share, seemed preoccupied and a little disillusioned with the coaching process. 

What went really well?
I probed Client B on her opinion of herself as a bad manager. I felt this was good territory to explore. 

Did you do anything completely new?
I suggested some fun activities to break up the monotony of the sessions, including a video on transactional analysis and an adapted rocks in a jar activity. 

Did anything surprise you? (For example, about something you discovered about yourself, working with others, the way you reacted to anything that happened etc.)
I asked Client B to reflect on the sessions so far and let me know if there was anything she wanted to focus on and anything we hadn’t covered. She got excited by this which surprised me and she mentioned two areas that she felt were overlooked. I had forgotten about her career aspirations as I had got caught up in her day to day challenges and felt like I had let her down in this respect. 

Is there anything you know now that you didn’t know before this session? 
NA

Did you find anything challenging? 
Since our last meeting, I’ve had the feeling that the coaching sessions aren’t delivering for Client B what she hoped they would. I think this has weighed on me and it’s difficult to acknowledge this. 

Did you find anything satisfying? 
I was brave enough to ask Client B how she felt and she responded well. I think I need to give her more control over the session. 

Were there any difficulties? 
There were lots of avenues I wanted to explore but I kept pushing questions to the back of my mind until Client B was finished talking. There were some issues that I missed and that I didn’t have time to go into in depth. 

How did you resolve them? 
I tried to connect them together naturally and revisit things she said earlier in the session. 

If you were faced with the same issue again, would you do anything differently? 
Ask Client B to expand on things. 

Any other general reflections
Client B mentioned her coaching skills with others. I feel she doesn’t have these coaching skills and I’m not sure how to translate that into our sessions. 


[bookmark: _Toc163887425]A2.4 Client B – Session 5 Reflective Journal

Name: Client B 							Date: 07/03/2024
Session information (duration/issue/theme, etc.)
1 hour 6
We revisited the coaching plan and actions I had set in the last session

What 3 words best describe the session?
Fun, helpful, empowering

How did you build a rapport with the coachee?
We laughed about sci-fi films and about Client B being a cling-on. It was the most relaxed session of them all and I felt I significant difference between this and the previous one. 

What went really well?
Client B said we had got ‘stuck in a rut’ and I felt re-visiting the objectives put those sessions into perspective. We had been focusing on the wrong individual! The tasks I set around transactional analysis and rocks in a jar were more impactful that I anticipated!

Did you do anything completely new?
I really held back at let Client B do the talking and she listed off really in-depth reflections and actions that I wouldn’t have expected or perhaps thought of myself. 

Did anything surprise you? (For example, about something you discovered about yourself, working with others, the way you reacted to anything that happened etc.)
Client B wants another session with me. I was surprised as I thought she was more confident in herself, but she needs that accountability, I’m unsure where the boundaries lie, i.e. when does the client need to coach herself? 

Is there anything you know now that you didn’t know before this session? 
That my approach worked. I talked through how I would handle the negativity with my supervisor before the session, they confirmed my approach seemed good and to try it out, and this session felt more positive and productive. 

Did you find anything challenging? 
Karal said the previous sessions felt like therapy and I need to take this away as a reflection and not overstep the mark. 

Did you find anything satisfying? 
Client B seemed pleased to see me. I caught myself ‘telling’ and changed it to a question

Were there any difficulties?
Some of my questions may have been leading!  

How did you resolve them? 
I didn’t in the session – again I reflection on me to be more objective 

If you were faced with the same issue again, would you do anything differently? 
Just stop the emotions (positive ones) blurring my objectivity

Any other general reflections
I feel more validated as a coach !
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[bookmark: _Toc163887427]B1.1 Client A – Session 1 Reflection & Feedback

Name: Client A
Date of session: 08/01/24

1. Key messages you took from the coaching session
I will be the one initiating ideas ad coaching is a journey to embark on together rather than top-down guidance
I need to be clear about my objectives
The most effective goals are measurable
The most beneficial kind of relationship with a coach is open and transparent

2. What do you feel are your strengths?
- Communication and relationship building
- Drive and initiative
- Research and analysis

3. What do you think are your areas for development?
- Long term goals (I function better with short-to-medium term goals)
- Keeping monotonous aspects of work interesting

4. Goals/actions identified
Retrace boundaries between work and personal life to achieve better focus and productiveness as a first goal 

5. What did you agree to do before the next session?
- Think about ways in which I can achieve the above goal e.g. practical and actionable changes I can make via journaling or mind map
- Familiarise with GROW model

6. What did your coach agree to do before the next session?
7. Any other points or comments?

Please ensure that Coach and Coachee keep a copy as a reminder of the session.
Thank you 

Name ………Client A………..… Date ……12/01/24……….
Date and venue of next session………15/01/24, virtual……………
Name of coach ……………..……Kirsty O’Brien…………………………………




[bookmark: _Toc163887428]B1.2 Client A – Session 2 Reflection & Feedback

Name: Client A
Date of session: 15/01/24

1. Key messages you took from the coaching session
- There are some very actionable steps I can take to address the challenge
- I have come up with some good ideas I can put into practice
- Kirsty offered some other ideas to put into practice i.e. adding work location to my email signature and signalling it on my calendar
- I am not concerned with the impact this challenge is having on my work, just the impact it is having on my overall wellbeing

2. What do you feel are your strengths?
- Problem solving

3. What do you think are your areas for development?
- Strengthening boundaries between personal and work time/space

4. Goals/actions identified
a. Rethink my work hours around starting at 9am
b. Commit to 2 days/week in office
c. Include work location in email signature and calendar
d. Create dedicated work space at home

5. What did you agree to do before the next session?
- Goals a-c above
- Update the GROW model

6. What did your coach agree to do before the next session?
7. Any other points or comments?

Please ensure that Coach and Coachee keep a copy as a reminder of the session.
Thank you 

Name ………Client A………..… Date ……17/01/24……….
Date and venue of next session………29/01/24, virtual……………
Name of coach ……………..……Kirsty O’Brien…………………………………


[bookmark: _Toc163887429]
B2.1 Client B – Session 1 Reflection & Feedback Summary 

Name: Client B
Date of session: 08/01/2024

1. Key messages you took from the coaching session
· Client B to set agenda and goals for sessions
· Sessions can be informal
· Accept that I will need some support / guidance (criticism) but won’t enjoy it!
· Honest and transparent approach
· Contact KOB – prefers Team chat
· KOB to contact Client B via email with follow up/prompts via Teams
· Client B to be honest with KOB about her coaching approach to support her learning
· Client B to protect time for sessions
	
2. What do you feel are your strengths?
Acknowledgment/acceptance that change is required.

3. What do you think are your areas for development?
· Improve confidence
· Manage perfectionist tendency: 'let it go'
· Making delegation more comfortable
· Prioritise my wellbeing

4. Goals/actions identified
· Measure confidence building by experimentation and reflection
· Prioritise delegation and perfectionism

5. What did you agree to do before the next session?
· Action: Client B to complete Coachee Reflection and Feedback Summary (to be completed after every session)
· Decision: 16:00 meeting time slot
· Action: Client B to confirm to KOB if I'm running late and we need to delay start
· Action: Client B to review and complete GROW model before next meeting (15th Jan)
· Decision: agenda for next time - GROW model for delegation and perfectionism as a springboard for discussion
· Action: Client B to review / start mindfulness activities
6. What did your coach agree to do before the next session?
Send Contract for review / signature by Client B

7. Any other points or comments?
Please ensure that Coach and Coachee keep a copy as a reminder of the session.
Thank you 

Name …… Client B ……..… Date ……08/01/2024….
Date and venue of next session……15/01/2024 / remote…………
Name of coach ………Kirsty O’Brien……………
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Name: Client B
Date of session: 15/01/2024

1. Key messages you took from the coaching session
Need to stop second guessing…
Reflection: takes a little time for thoughts to process
(Actions to be captured asap)

2. What do you feel are your strengths?
Acknowledgment/acceptance that change is required.
Comfortable to ‘wing it’ for certain scenarios. Know that prep required when less comfortable / confident.

3. What do you think are your areas for development?
· Improve confidence
· Manage perfectionist tendency: 'let it go'
· Making delegation more comfortable
· Prioritise my wellbeing
· Emotional response / behaviour patterns and impact on team
· Communication approach with team members when information sharing is proving to be difficult / non-productive/inefficient

4. Goals/actions identified
· Measure confidence building by experimentation and reflection
· Prioritise delegation and perfectionism and comms approach where eit is proving difficult

5. What did you agree to do before the next session?
· Action: Client B to complete Coachee Reflection and Feedback Summary (to be completed after every session)
· Action: Client B to review / progress mindfulness activities
· Action: Client B to Look ahead, schedule that conversation into the next 1-2-1
· Action: Client B to have a tangible example to hand that are mutually agreed as problematic and prepare for conversation beforehand
· Action: Have conversation (allow time for reflection after)

6. What did your coach agree to do before the next session?
Send appointment for next meeting

7. Any other points or comments?

Please ensure that Coach and Coachee keep a copy as a reminder of the session.
Thank you 

Name ……Client B……..… Date ……15/01/2024….
Date and venue of next session……22/01/2024 / remote…………
Name of coach ………Kirsty O’Brien……………
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Name: Client B
Date of session: 22/01/2024
1. Key messages you took from the coaching session
I use a story telling approach to convey information – that’s a good thing!
My focus/some objectives are very much on managing 1 relationship in the team
Give others time to prepare / reflect too! (may lead to better outcomes)
It’s not all about work – take time to build relationships / more personal approach
Coaching / journalling is allowing normal overthinking / dwelling to be documented / structured.
Need to consider how I deal with silence
2. What do you feel are your strengths?
Acknowledgment/acceptance that change is required.
Comfortable to ‘wing it’ for certain scenarios. Know that prep required when less comfortable / confident (to prepare the story)
3. What do you think are your areas for development?
· Improve confidence
· Manage perfectionist tendency: 'let it go'
· Making delegation more comfortable
· Prioritise my wellbeing
· Emotional response / behaviour patterns and impact on team
· Communication approach with team members when information sharing is proving to be difficult / non-productive/inefficient
· 
4. Goals/actions identified
· Measure confidence building by experimentation and reflection
· Prioritise delegation and perfectionism and comms approach where it is proving difficult
5. What did you agree to do before the next session?
· Action: Client B to complete Coachee Reflection and Feedback Summary (to be completed after every session)
· Action: Client B to review / progress mindfulness activities
· Action: Client B to add an agenda item review lessons learned – asking for input from the team
· Action: Client B to Reach out for an informal chat and set expectations for reflection
· Action: Client B to delegate (and review in next session)
6. What did your coach agree to do before the next session?
Send appointment for next meeting
7. Any other points or comments?

Please ensure that Coach and Coachee keep a copy as a reminder of the session.
Thank you 

Name ……Client B……..… Date ……22/01/2024….
Date and venue of next session……12/02/2024 / remote…………
Name of coach ………Kirsty O’Brien……………
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Name: Client B
Date of session: 19/02/2024
1. Key messages you took from the coaching session
Maybe I’m not doing as badly as I think I am
Need to consider why I didn’t take opportunities to act on behalf of manager during his leave
Still very uncomfortable in situations where needing to address poor performance of a colleague. Concerned I don’t approach/handle it well in order to resolve the issues. (Acknowledge/worry about previous mistakes but have not learned from them)
2. What do you feel are your strengths?
Acknowledgment/acceptance that change is required.
Comfortable to ‘wing it’ for certain scenarios. Know that prep required when less comfortable / confident (to prepare the story)
3. What do you think are your areas for development?
· Improve confidence
· Manage perfectionist tendency: 'let it go'
· Making delegation more comfortable
· Prioritise my wellbeing
· Emotional response / behaviour patterns and impact on team
· Communication approach with team members when information sharing is proving to be difficult / non-productive/inefficient

4. Goals/actions identified
· Measure confidence building by experimentation and reflection
· Prioritise delegation and perfectionism and comms approach where it is proving difficult

5. What did you agree to do before the next session?
· complete Coachee Reflection and Feedback Summary (to be completed after every session)
· review / progress mindfulness activities
· review performance management procedures
· Ask manager for feedback on performance management
· Send chaser re: reflections
· Check colleague PDR as a reminder
· Watch transactional analysis video
· Complete rocks activity
· Reflect on any goals that have not been addressed
6. What did your coach agree to do before the next session?
Send appointment for next meeting
Send tasks
7. Any other points or comments?
Please ensure that Coach and Coachee keep a copy as a reminder of the session.
Thank you 

Name ……Client B……..… Date ……21/02/2024….
Date and venue of next session……12/02/2024 / remote…………
Name of coach ………Kirsty O’Brien……………
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B2.5 Client B – Session 5 Reflection & Feedback Summary

Name: Client B
Date of session: 07/03/2024
1. Key messages you took from the coaching session
My focus has very much been on managing 1 relationship in the team; haven’t focussed on me.
Not good at accepting compliments about work / performance.
I’m doing ok – agreeing actions and completing most of them; experimenting and reflecting as was originally planned.
Useful to consider / review ‘Common sense’ directions / advice as a to help consider / change behaviour patterns. (e.g. transactions / egos video)
Need to be more ‘Adult’ to set tone for improved communications

2. What do you feel are your strengths?
Acknowledgment/acceptance that change is required.
Comfortable to ‘wing it’ for certain scenarios. Know that prep required when less comfortable / confident (to prepare the story) (still very much the case)
3. What do you think are your areas for development?
· Improve confidence
· Manage perfectionist tendency: 'let it go'
· Making delegation more comfortable
· Prioritise my wellbeing
· Emotional response / behaviour patterns and impact on team
· Communication approach with team members when information sharing is proving to be difficult / non-productive/inefficient
· Professional development

4. Goals/actions identified
· Measure confidence building by experimentation and reflection
· Prioritise delegation and perfectionism and comms approach where it is proving difficult
5. What did you agree to do before the next session?
· Client B to complete Coachee Reflection and Feedback Summary (to be completed after every session)
· Client B to progress mindfulness activities (ongoing)
· initiate ‘hour of power’ to help resolve issues / improve delegation and capacity / reduce emails
· Client B to complete following actions from previous session: 
· Review  performance management procedure
· Include a ‘what went well’ as a weekly reflection
· Meeting with manager regarding shadowing and meeting opportunities
· Chase POD in regards to 360 review
6. What did your coach agree to do before the next session?
Send appointment for next meeting
7. Any other points or comments?

Please ensure that Coach and Coachee keep a copy as a reminder of the session.
Thank you 
Name ……Client B ……..… Date ……07/03/2024….
Date and venue of next session……18/03/2024 / remote…………
Name of coach ………Kirsty O’Brien……………
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[bookmark: _Toc163887435]C1.1 Reflective Drawing, Client A, Session 3
[image: A close-up of a card

Description automatically generated]After our 3rd session, Client A felt like coaching had helped her achieve her goals and we agreed that our sessions would end. I thought this was a great opportunity to reflect on our entire coaching journey through drawing. Client A had turned to coaching because there were tensions between work and home life. These key themes are represented in my drawing by the heart (family), stopwatch (time), computer (work pressures) and sunrise (personal time/reflective space). Client A felt she was being pulled in every direction and there was no clear way forward, represented by the shaded borders. During our coaching conversations, I felt like our conversations flowed organically, which I have captured in my drawing of vines. These vines spread across every area of her life and once Client A saw how they were interconnected, each one impacting on another area, she would have ideas spark like fireworks and come up with the solutions that would enable her to restore her work/life balance. The vines stem from the heart because they are generated by own my passion for coaching and they will continue to grow and sprout leaves as my confidence continues to grow. 


[bookmark: _Toc163887436]C1.2 Reflective Drawing, Client B, Session 2
[image: A drawing of a road

Description automatically generated]This reflective drawing represents the coaching journey of Client B in our 2nd session. The hurricane full of questions is our starting point, where Client B felt overwhelmed and could not see a clear path towards her goals. Her anxieties seemed to be quite oppressive and affected her mood, like a raincloud constantly hovering above her. As the coach, I saw it as my job to help Client B find clarity by catching just one raindrop – addressing one single issue – and examining that more closely to find the root cause. In the drawing, I hand this single issue over to the client as she takes ownership of the problem and there is an enlightening moment where Client B begins to see that challenges can bring positive opportunities. Positive opportunities take the form of the rainbow in the raindrop, which reminded me of the saying that without rain there is no bow. At the end of the session, I felt we made a breakthrough as Client B goes away with tangible actions to improve her current situation. Along the path, my footsteps are besides her, offering support rather than guidance. 

[bookmark: _Toc163887437]C2.1 Reflective Postcard, Peer-to-Peer Practice Session 4
After our final peer-to-peer practice coaching session, our tutor asked us to select a postcard that reflected how we felt after the session. I chose this one because I felt it represented the feelings of fear and release that coaching triggered for me. The fear stemmed from being vulnerable and opening up about issues that I felt were hindering my professional growth. This postcard captured that moment, where time seemed to stop as I waited for my peer to respond, anxious of their thoughts about me.  
[image: ]
However, this postcard also represented release, where the weight of these challenges was lifted, and I felt a sense of freedom in being able to address them. The black and white colour palette contrasts with my personality, which is lively, confident, and colourful. I chose it to represent the starting point of my coaching journey, the scary unknown, with lots of dark corners that I must be brave enough to explore. It is a symbol of my ambition and aspiration to infuse coaching with my own spectrum of bright and bold colours. 
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