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Coaching and mentoring can be said to be necessary learning activities in the post-COVID world (‌Tzavaras and Davalas, 2022). In contrast to training courses which contain systematic instruction and Mentoring, which is about growth over some time, coaching in its distinct potency educates people and allows them to come up with solutions during normal working conversations. By doing so, this strategy of professional development promotes individual and organizational development and is an essential element in the contemporary volatile world of work.
Consequently, my experiences at Smileright Dental Clinic as a Practice Manager and a remote real estate agent in Dubai reveal that even though coaching can foster enhanced individual and organizational performance, it is untapped in majority of the workplaces. At Smileright Dental Clinic, there are no currently coaching sessions available for employees. However ,now that I am aware of the importance of coaching in promoting personal and professional growth, my new role as a Practice Manger provides me with the opportunity to implement coaching practices within the clinic. This initiative will benefit employees by fostering development ,improving interpersonal trust, and enhancing overall workplace morale. Perhaps the use of professional coaching techniques in these workplaces could help engineer ongoing processes of development, creativity, and increased staff commitment (Rothwell and Bakhshandeh, 2022). Coaching brings practical business outcomes like better performance and decision-making and soft currency like better trust, morale, and interpersonal interactions.
Post-COVID has increased the importance of coaching because of a shift in work environments (Palmucci and Santoro, 2024). In response to these challenges, coaching offers a strategic and individualized process that helps organizations foster personal and organizational strength, solution-finding, and relatedness in their employees. In this perspective, coaching makes a strategic approach that can point and overcome critical tasks and obstacles and foster sustainable organizational development that positively impacts the internal climate and changes.
This reflection critically evaluates my coaching performance during a peer exercise using Gibbs’ Reflective Cycle (Channell, 2023), which comprises six stages: D, E, A, C, A P stands for Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan. Of these, the former is better suited to the process of structuring the experience of coaching as well as encouraging a close, thorough analysis. Gibbs’ model is useful in this respect because, on one hand, it allows critical evaluation, while on the other, it will offer practical recommendations that will facilitate the enhancement of the practice of coaching. This self-reflectiveness examines my strong and weak appendices of how this was done, looking at the Instant Payoff coaching model and contrasting it with other models. The discussion also examines how coaching as opposed to other forms of learning supports staff training and development and how it applies to contemporary organisations. Therefore, but outlining this evaluation and implementing the changes, I will work on improving my coaching skills during the coursework and find out how to apply them in my professional environment.
[image: The Gibbs Reflective Cycle, explained — BiteSize Learning]
[bookmark: _Toc184245179]Figure 1: Gibbs Reflective cycle
Source: (BiteSize Learning, 2024)
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In the strategy we used during the peer coaching exercise named the Instant payoff model, the structure involves the provision of an instant solution and also has the benefits of the relationship (hrlineup, 2024). Compliance with this model made me discuss the matters requiring practical solutions and help my coachee, Jetmir, during the session with an important agenda regarding his work-life balance issues. The process involved several key stages: as it creates a relationship, defining the problem, examining the barriers, and creating and selecting solutions together.
Thus, in the process of the session, I create positive feelings by responding and non-verbal communication by showing empathy and interpersonal interest (‌Tzavaras and Davalas, 2022). I thank Jetmir for being comfortable to open up and talk to us about his problems so that we could effectively discuss them with him. I had consistent questions to point out his issues and made him think about what could be done, which gave us a concrete plan of action to meet his needs at the moment.
However, despite successfully navigating the model's stages, I missed an essential component of effective coaching: in terms of describing the specifics of the coaching relationship in more detail – the coaching deal. A coaching agreement is used to establish understood understanding of the definition and scope of the session, its purpose, and objectives (Rogers, 2024). Failure to do this may have left Jetmir with very little understanding of what the coaching process will entail, or what is expected to be achieved. This oversight pointed out an area where similar improvement would be required when engaging in future teaching and coaching sessions and this is because the agreements act as the foundation of trust. As a result of this, I have come to understand that preparation and clarification of coaching interventions are vital.
[bookmark: _Toc184245169]Feelings
The peer coaching exercise was both a fulfilling and challenging experience. As a coach, I felt a strong sense of responsibility to support Jetmir effectively while adhering to the Instant Payoff model's structured approach. My professional background in real estate and healthcare management contributed to my confidence, as it allowed me to draw on relevant experiences to establish rapport and credibility (Mindtools, 2024).
During the session, I felt particularly proud of my ability to connect with Jetmir on a personal level. This connection was fostered through active listening, empathetic responses, and an open demeanour, which encouraged him to share his concerns freely. It was gratifying to see how our conversation evolved, and I was encouraged by Jetmir's active engagement in developing solutions to his challenges.
Nevertheless, I also felt a positive attitude towards the researched material although, I found some anxious moments, especially when it concerned time management (‌Martens and Vealey,  2023). This was evident through the 15 minutes provided in the Instant Payoff model whereby the constraint was identified as an issue that needed to be managed so that all the stages could be sufficiently covered though within a limited amount of time. I can attest that this pressure increased my attention to detail but it came with a side of doubt about whether I was able to adequately cover anything.
Appreciation from the participants increased my confidence after the session by being convinced that I had constructively managed to build trust as well as steer the discussion in the right direction. However, things that the participants did not like focused on the aspects that the authors of the feedback could consider for improvement in the future: mention the coaching contract more evidently and describe the model in more detail. These learnings have given me some best practices that I will take to future coaching apps so that I can handle such situations better in the future.
[bookmark: _Toc184245170]Evaluation
[bookmark: _Toc184245171]Strengths:
It was during the coaching session that I was able to demonstrate solid skills in rapport-building with Jetmir (Mindtools, 2024). The use of positive language, genuine assessment, and positive feedback made Jetmir speak out about his problems with ease building trust with me. (Parsloe and Leedham, 2016). They can be explained by my prior experiences in healthcare and real estate management: it was easy and natural to come up with examples and personal stories that can be easily relatable and trustworthy (Stoumpos et al., 2023). Developing this rapport was most important at the beginning of the given session, as it created the basis for conversation and introduced a positive atmosphere for the rest of the process.
Another strength that was observed from my side was the ability to produce good questions. By incorporating leading questions and embodying closed questions I was able to get Jetmir to rethink his work-life problems and speak about potential practical interventions (Haaland et al., 2024). This caused the creation of constructive thought and made Jetmir take responsibility for his action plan. The strength here is that I got the balance between leading the discussion while at the same time giving Jetmir the freedom to lead the discussion. This was made possible by my earlier briefing and acquaintance with the Instant Payoff model that put more emphasis on group work as championed by Alexander Laser. This approach made sure that the session was always coachee-directed as well as stayed goal-orientated.  (Clutterbuck, 2007).
Lastly, sequencing of the session was another way that proceeded was done logically. The conversation flowed naturally, adhering closely to the steps of the Instant Payoff model: To determine key difficulties, classify obstacles, and suggest approaches (Landsberg, 2015; Misyak and Chater, 2022). It helped avoid deviating from tracks important to the case while also helping ensure all the critical phases are considered. That this sequence was maintained can be attributed to my understanding of the model and my conscious adherence to it throughout the exercise (Mindtools, 2024).
[bookmark: _Toc184245172]Weaknesses:
Nevertheless, the session had weaknesses as well which proved important areas that required improvement. The one shortcoming I committed was not to have laid down the ground rules of the coaching session in terms of the coaching agreement. This arguably deprived Jetmir of proper knowledge and/or appreciation of the general format, purpose, and objectives of the session, and may well have impaired his interaction with the process. The last weakness stopped my misunderstanding that the dynamics of the coaching relationship and the management of the expectations are mutually agreed upon by default. This is a lack of foresight on my part and ignorance of searching for a partner and how important it is to have a formal agreement to create trust which also means a clearer vision of the terms and responsibilities of each individual.
The third area where I made a mistake was not to explain the Instant Payoff model right at the beginning of the session. Such an introduction allows Jetmir to understand the need to have a particular structure for the session and how he can contribute to it. This became problematic because, as a trainer, my call-to-action usually involves starting the session right away instead of taking time to explain why you will be doing what you will be doing. Such a missed opportunity may have put a brake on the general effectiveness of the session and the capacity of Jetmir to handle the process. This weakness will be overcome by cultivating a habit of briefing the client with a clear summary of the coaching model at the beginning of every session.

From these strengths and weaknesses, it becomes easier for me to define what needs to be done in subsequent coaching sessions, such as developing a coaching plan and improving on the model of coaching introduction. These changes will improve the future interactions’ purposes and goals and make them clearer, better structured, and more effective.
[bookmark: _Toc184245173]Analysis
My performance during the coaching session demonstrated alignment with established best practices, especially in the areas of rapport-building and effective questioning (Martins, 2024). By creating a trusting and open environment, I was able to foster meaningful engagement with Jetmir, encouraging him to explore his concerns and develop actionable solutions. The Instant Payoff model’s emphasis on immediate problem-solving complemented this approach by providing a clear structure for identifying and addressing challenges.
Skills Demonstrated:
During the coaching session, I demonstrated the following key skills:
· Active Listening: I reflected on Jetmir’s concerns (For example “It sounds like your main challenge is managing your time effectively”), to let him know that am fully captivated by what he is saying and have fully understood what he is going through.
· Goal-Setting: Therefore, by making him put into words specific and realistic actions, I was able to help him set proper goals, such as delegating, or taking care of himself.
· Non-Verbal Communication: Nodding and keeping eye contact helped me express active interest in what Jetmir had to say, and he felt comfortable going on with the conversation (Tzavaras and Davalas, 2022).
· Flexibility: Making changes on the spot according to Jetmir’s response was helpful in that it made the session more and more relevant.
However, when compared to other widely recognized coaching frameworks such as GROW (Goal, Reality, Options, Will) and OSCAR (Outcome, Situation, Choices, Actions, Review), the Instant Payoff model has certain limitations (Caveney, 2024).While GROW promotes long-term strategic planning by focusing on defining goals and exploring multiple options, and OSCAR incorporates a thorough review process to ensure sustainable outcomes, the Instant Payoff model prioritizes rapid resolutions (BusinessBalls, 2024). This approach effectively addressed Jetmir’s immediate concerns but may lack the depth and strategic focus required for addressing more complex or long-term issues.
Additionally, while my questioning techniques adhered to best practices, the lack of an explicit introduction to the Instant Payoff model or a formal coaching contract limited the session’s overall clarity. These elements are critical in structured models like GROW and OSCAR, as they provide a framework for both the coach and coachee to navigate the conversation effectively (Culture at Work, 2024). Reflecting on these aspects, I recognize the need to adapt my approach to varied contexts by incorporating structured elements from other models to ensure a comprehensive coaching experience.
[bookmark: _Toc184245174]Conclusion
The objectives of the peer coaching were achieved and by the end of the discussion, the following ideas emerged, preparation, flexibility, and clarity. I would describe the two areas of greatest strength during the simulations as being the ability to build a rapport with a coachee and the ability to ask probing questions as for the areas of suggested improvement, a few are worth highlighting These are the general structure of the sessions, and ensuring that the participant is made to understand the underlying model of coaching. Although none of these features weakened the session to a great extent, they are all areas with improvement that can improve the practice of the future.
The session provided the understanding of the fact that despite the existence of a set of well-developed coaching approaches, the solution to the identified issue should be tailored to the needs of the coachee and still be based on systematic models. In this regard, the Instant Payoff model was useful as it responded directly to Jetmir’s concerns. However, the feedback and self-reflection, indicated that features from other coaching models for instance GROW model with its long-term goal-setting aspect and the OSCAR with its structured review were relevant. These additions could have enriched and given more strategy to the conducted session.
In the future, improvement of coaching skills is planned based on analysis of these discovered flaws and focus on strengths. One major focus will be to establish a formal coaching contract and give a clear introduction to the overall coaching model. Furthermore, the knowledge of how structured elements from various models of coaching can be included in practice will help me transform my approach and guarantee the effectiveness of the sessions aimed at achieving short-term and long-term objectives.
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Objective: Enhance my coaching skills over the next six months by addressing identified weaknesses and building on strengths.
Steps:
1. Time Management:
· Use a timer during practice sessions to ensure adherence to allocated time.
· Allocate specific time blocks for each coaching stage during real sessions (Esmaeilbeigi et al., 2022).
2. Model Explanation:
· Develop a concise script to introduce coaching models at the session's start.
· Practice delivering this introduction during mock sessions.
3. Continuous Learning:
· Enroll in an advanced coaching workshop focusing on diverse models like GROW and OSCAR.
· Read at least three recent academic texts on coaching published after 2021.
4. Feedback Integration:
· Regularly seek feedback from coachees and mentors to identify further areas for improvement.
5. Practical Application:
· Implement coaching practices with colleagues at Smileright, focusing on immediate and long-term goal-setting.
· Use coaching techniques to mentor junior agents in the real estate field.
6. Monitoring Progress:
· Maintain a coaching journal to document each session’s outcomes, challenges, and learnings (Dhar and Rashmi, 2020).
· Schedule bi-monthly reviews with a peer coach or mentor to evaluate progress.
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[bookmark: _Toc184245178]Personal Development Plan Template
	Objective
	Action Steps
	Resources Needed
	Timeline
	Success Indicators

	Improve time management
	Practice sessions with a timer; time-blocking strategies
	Timer, coaching mentor
	2 months
	All sessions were completed within the allocated time without rushing or missing steps.

	Enhance model explanation
	Develop and rehearse scripts for model introductions
	Coaching textbooks, peer coach
	1 month
	Coachee feedback indicates a clear understanding of the model

	Broaden coaching knowledge
	Enroll in coaching workshop; read academic coaching research
	Online courses, academic texts
	6 months
	Workshop completion and evidence of applying new knowledge

	Regular feedback and review
	Conduct bi-monthly reviews with a mentor
	Peer coach, review forms
	Ongoing
	Documented improvements and actionable insights from mentor feedback

	Practice in real settings
	Apply coaching with colleagues and junior agents
	Coaching materials, scheduling
	3 months
	Positive feedback from participants and successful implementation of coaching goals



I have benefited from this reflective process as part of my professional development. With the identification of the areas of strength and those of concern, I can make improvements in my style of coaching thus increasing my effectiveness in the growth of organizations that I support.
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