


[bookmark: _Toc183382818]Introduction
[bookmark: _Hlk183357659][bookmark: OLE_LINK1]Coaching and mentoring are very similar (Clutterbuck, 2007). Both are processes that are about achieving individual transformation. Mentoring usually concentrates on long-term development and challenges (Malicay, 2023). Malicay (2023) says that individuals may achieve this process by enhancing awareness, supporting the quality of their thinking, and developing their mindset.         IOC (2024) states that coaching provides many benefits, like increased self-confidence, improved performance, and effective communication. It can empower employees, including work engagement, and identify strengths and develop opportunities. Research highlights the significance and influence of coaching in diverse domains, such as leadership, health, and wellness (Borgstadt, 2008).  On the other hand, we have other learning interventions - like training - which is all about teaching people new skills so they can do their jobs better, faster or more efficiently (Coaches, 2024). Coaches (2024) also mentioned that supervision is all about watching how someone does their job after they have learned a new skill. The supervisor gives them important feedback on how well they use the new skill in the real world. This kind of feedback helps people think about their actions and make changes if needed, ideally if performance feedback happens regularly through coaching conversations (Landsberg, 2015). Since the COVID-19 pandemic, which restricted movement, virtual coaching has seen a dramatic increase (Cox et al., 2024). There is increased interest in tapping health and wellness well-being coaches to support employees thriving both in and outside the workplace. (Auer et al., 2022). As a result, coaching has increasingly become an intercultural practice (Cox et al., 2024). When we look at the advantages of coaching or mentoring, we can notice tangible and intangible benefits (Sharma, 2017). Tangible benefits are measurable outcomes tied to specific goals like better performance. On the other hand, intangible benefits contain personal growth elements like increased self-confidence, better decision-making, and increases in the effectiveness of the links between self-development, management development, and organisational effectiveness (Wales, 2002). 
Workplace coaching is like a professional relationship where one person helps the other achieve their goals (Passmore, 2019). It’s all about working together and making progress. Research shows that internal coaches are more effective than external coaches for both well-being and personal success (Jones, 2018). However, internal coaches face unique challenges because they work within the same system as their clients (Baldwin, 2020). At the OneMotion, a place where I work at the moment, we are using traditional training, which is structured in two sessions with a group of individuals. However, after that, if traditional training does not give the desired outcome, we will use quick coaching sessions. These sessions, I would compare to Landsberg's instant pay-off model - we discuss problems and identify blocks like lack of knowledge, attitude, stress, etc, and together, we are trying to find the best solution to solve the issue. In contrast, one of the biggest delivery companies, DHL, makes mentorship, coaching, and 1:1 sessions. Feedback from the manager's talent development programs, e-learnings, and 360-degree feedback provided additional growth opportunities (DHL, 2024)..According to Lancer (2020), one-to-one coaching accelerates personal growth by enhancing control, balance, confidence, and perspective. I noticed that one-to-one sessions have a positive impact on the “mental” attitude – people changing the way how they work.  We can identify strengths and focus on the areas which need to be improved.  Quick coaching sessions give us good flexibility, as we can do them before work or after over the video calls. On top of training and coaching, I personally was and I am involved in the mentoring session. Last eight months I was a “mentor” for a new on-site manager, and after that, I started a new mentoring process for another OSM. To be honest, I don’t know how long this process will last as it's a time-consuming process. Mentoring is the process where an honest, trustworthy, supportive, and collaborative relationship helps develop or revise ideas and knowledge, influences character growth, and positively affects mentees' lives (Moutsopoulos, 2019).
[bookmark: _Toc183382819]Description
[bookmark: _Hlk180103506]This term, I was delegated to do a coaching session with one of the students from my classes. It was supposed to be my first public session where I had to play a coach role, and Allison was my coachee. The coaching model we should use was instant pay–off. The Instant Payoff Coaching Model focuses on understanding the current issue, the desired outcome, and the coachee’s thoughts and feelings (Cidral et al., 2021). The Instant Payoff Coaching Model identifies obstacles between reality and goals, and coaches help individuals overcome these obstacles through brainstorming and planning. This model, presented by Landsberg (2015), highlights the importance of active listening and report-building during a coaching conversation. In this work, I used one of the famous frameworks of reflection. The Gibbs cycle contains six distinct phases that facilitate an exploration of an experience: description, emotional response, assessment, analysis, conclusion, and action plan (EDINBURGH, 2024).







[bookmark: _Toc183382820]Feelings 
[bookmark: _Hlk183297076][bookmark: _Hlk180100491][bookmark: _Hlk180277217]I was very stressed about it as I don’t like public shows, and in this case, I had to go out in front of the public and play my role. I took the courage to discover more about myself, expanded my range and faced my fears. I had to start from the inside out if I wanted to try to be a good coach. I needed the courage to get out of my comfort zone, be vulnerable, try new things, rethink my deeply held beliefs and do what it takes to fulfil my task. I needed to be courageous myself if I wanted my coaches to do likewise. My motto was, "There is no comfort in the change zone and no change in the comfort zone!" The emotions related to this session are still fresh in my mind. I felt uneasy about a quick solution offering an instant pay-off model because building confidence is not a fast process, and more sessions are needed for this issue. In my opinion, Alisson felt uncomfortable. She talked about her anxieties, but on the other hand, she showed me that she has a strong desire to commit to making changes in her life. Her experience highlights the importance of self-awareness and reflection in coaching. Looking at Alisson, I noticed her willingness to make a change in her life. Breaking her discomfort zone led us to one conclusion – the coaching session and experience she had during this session opened her mind and engaged her in developing her skills further. For me, the whole coaching session was an incredible experience; I think that not only for Allison but for me as a coach. While I was helping Allison step out of her comfort zone, I was learning and growing myself. Every session is a chance to learn something new. Coaching sessions have shown me that it is not only for coaching others but also for learning something new about us. This is amazing power when both coach and coachee are fully committed to the journey.






[bookmark: _Toc183382821]Evaluation 
Critical self-reflection can help monitor and assess aspects of professional development, potentially benefiting others (Stout, 2016). As a coach, I demonstrated several strengths, but also, there were areas in which I could improve to get the best coaching practices. First of all, I had the courage to step out of my comfort zone and defeat my fears; that was a big step forward, as effective coaching very often requires self-awareness to inspire the coachee (Carden, 2021). Carden (2021) mentions that coach training partially develops self-awareness with experiential learning. As a coach, I must prioritise my own mental well-being. According to Chen (2020), being stressed does not have a good impact on the coachee; being calmer can make better sessions and be more focused on the coachee. According to CCL (2024), research indicates that listening is the most crucial skill in today’s world, characterised by evolving work styles, diverse preferences, and the emergence of a hybrid workforce. However, listening can be challenging due to the overwhelming amount of information bombarding us through various communication channels. I noticed that I often oscillate between "listening to respond" and "listening to understand." These approaches help me have deep conversations and ask quite good questions. But sometimes, I rush to respond, which can take the focus away from what she wants to say. That means that Allison could not fully share her thoughts or find deeper meanings. I need to develop my listening ability. I must focus on listening to help understand (Clutterbuck, 2012) - I need to trust the coachee's ability to navigate through things, stepping in to offer guidance without taking over the discussion. Another listening skill I need to develop is listening without intent - I must become more present. According to Landsberg (2015), effective coaching only happens when the coachee places their trust in the coach - I must increase the connection with the coachee and respond with greater empathy and relevance. From the lecturer, I received positive feedback, the same situation was with the observer. But my feelings are a little bit different. There is much to improve – especially my listening skills and my personal fears. 



[bookmark: _Toc183382822]Analysis
[bookmark: _Hlk180101400]Landsberg (2015) structured the Instant payoff model as a defined problem, describing the desired outcome, identifying obstacles and brainstorming to take action. My session was focused on the Instant Payoff Model, where we get through all steps, but at some point, I have elements of the GROW model  - like The Goal - desired outcome and the endpoint where the person aspires to be (CMS, 2024). According to Lai and McDowall (2014), the relationship between the coach and the person they are coaching brings excellent outcomes and positive experiences. At my coaching session, Allison trusted me, which brought us to the conclusion of the next steps to overcome her obstacles. SAGE (2024) says that the primary objective of the coaching contract is to assist the coachee in reaching their goals; this is what I missed - that bit about the contract goal at the beginning; it is important to take some time to explain the reasons behind the contract and why the coach is credible (Landsberg, 2015). My mission as a coach is to be a friendly face, listen attentively to everyone’s needs, and cheer them on as they navigate their journey, no matter how big or small their role or experience is (Coaching, 2024). At some points, my listening was not good, which might cause a lack of trust to me. After the session, I had a feeling that at some point, I offered Allison some solution - and it wasn’t good as, according to Landsberg (2015), the coachee, together with the coach needs to find a solution it cannot be solved by the coach. Clutterbuck (2012) says that active listening and „listening without an intent” are key. By being more present and empathetic,  I can build stronger connections with my coachees and have stronger discussions (Landsberg, 2015). I need to try summarising, paraphrasing, and taking a moment to think before responding to focus entirely on what the coachee is saying. 
There are various coaching models that fit to the different individuals and address diverse objectives: 
The GROW – behavioural coaching model, developed by John Whitmore (Leach, 2020) , guides leaders in structuring coaching for improved outcomes. It involves four steps: establishing the goal, examining the current reality, exploring options, and establishing the will to act (Kapatsyna, 2022).
By following this framework, coaches can help employees grow and adopt a more targeted coaching approach that can deliver great results.
OSCAR - Outcome, Situation, Choices, Actions, Reviews - the model suggests that if the five elements outlined and they are comprehended and effectively implemented by the coach, the long-term outcome of the coaching relationship will align with the desired outcome (OpenUniversity, 2021).
The ACHIEVE Coaching Model is a seven-step approach that emphasises five crucial coaching skills. These skills include building rapport, active listening, creative and open questioning, honest and open feedback, and trusting your intuition (Eldridge, 2024). Coaching models like GROW, OSCAR, and ACHIEVE tell us that there are few approaches to coaching. These models not only provide frameworks for effective coaching but also highlight the importance of being flexible in building relationships and focusing on results. Applying those models can make a big difference in people’s lives and tell them to achieve their goals.
.
[bookmark: _Toc183382823]
Conclusion
Coaching and mentoring enable reflection, leading to change, which produces valued outcomes. The coaches achieve something they care about, making a positive difference in their working life or career. The real significance of change should be judged in relation to the coachee’s agenda and goal. A minor change in attitude for one coachee may be just as transforming as a major job promotion for another. Insight and understanding are essential in coaching and mentoring in so far as they lead to change. Of course, change is hard work. Change can provoke resistance, a normal reaction to facing up to difficult issues. Effective coaches and mentors work with client resistance rather than try to overcome it. Through dialogue, they help the client to explore any resistance and look at what will help or hinder them in making changes. In addition, the effective coach or mentor understands the importance of what happens between sessions. They know that coaching and mentoring sessions should be a catalyst for action in the real world, not a substitute. They build an expectation of change into the coaching dialogue. An example of this is when the coach or mentor starts a session by asking about what has happened since the last meeting and what the client has been doing, rather than assuming the conversation will continue on from the previous session.
Allison’s coaching session was quite a new experience for me. I learned more about myself and my coaching skills. I know that I can step up from my comfort zone and make a quite good connection with my coachee. Also, I realised that I need to improve my listening skills and build trust which is very important in that kind of session. By being fully present and open, I can create a safe space for my coachee to express themselves freely. I believe that using structured sessions can be more efficient in guiding the process, providing more depth and lasting impact in achieving goals. Offering solution during the session is not a good idea, coachee needs to dicover it by him own, I need to be only guidance. I need to practice active listening techniques, summarising, paraphrasing, and pausing to reflect before responding - these skills will help the coachee feel heard and supported, and it’ll also make you sound more thoughtful and engaged. In summary, it was a great experience which if will be developep will take me on higher level




[bookmark: _Toc183382824][bookmark: _Hlk183901963]Personal Development Plan

	[bookmark: _Hlk183121412]What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	[bookmark: _Hlk183286753]Better listening skills – especially 
Listen without intent and listen to understand. 


	Practice mindfulness exercises to train focus on being present. Dedicate one conversation daily with my colleagues or wife to listening without forming a response.

Going through listening training session at SkillBuiler:

https://www.skillsbuilder.org/universal-framework-steps/listening-step-9

Watch webinar at:

https://www.ccl.org/webinars/why-action-can-be-a-critical-part-of-active-listening-webinar/

Read article at Centre of Creative leadership and analyse what I’m doing wrong:

https://www.ccl.org/articles/leading-effectively-articles/coaching-others-use-active-listening-skills/
	First of all, access to laptop as all trainings will be performed online, also I will need quiet environments
	Ability to stay present without interrupting or forming a response in let’s say 90% of conversations.
	Review: 1 month. Completion: 3 months.

	[bookmark: _Hlk183294756]Overcome fear of public speaking


	Practice speaking in front of a mirror daily, record and review my presentations
Attend in coaching session about overcoming own fears In example:
Overcoming the Fear of Coaching with Emotions by Zoe Hawkins and Jo Wheatley
https://www.youtube.com/watch?v=eYIrykurIAA
	Online tutorials on public speaking.
Feedback from a mentor or peer.
Access to a supportive practice group
	Successfully deliver a confident 5-minute presentation to my team without excessive anxiety.
	Review: Dec 30, 2024
Completion: March 1, 2025

	Develop effective questioning techniques to support coaching conversations

	Enrol in an online course or workshop on coaching techniques i.e:
https://www.ukcoaching.org/courses
Read the book Coaching Question by Stoltzfus 


	Access to a coaching training platform or book.
Feedback from a mentor or peer on the quality of my coaching questions,
group or individual to practice coaching with feedback
	Receive positive feedback on my questioning techniques from at least two peers or a mentor
	Review: February 1, 2025
Completion: end of March 2025
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