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| Introduction |
To begin, coaching in the workplace, as defined in the book ‘Brilliant Coaching’, is the series of conversations held between a coach and a coachee that are specific to aiding the coachee in improving their skills and achieving their goals[footnoteRef:2339].  A common learning intervention found within the workplace is mentoring which is significantly different from coaching. Mentors are experienced individuals within companies who provide help based on their own work experiences in that career[footnoteRef:149]. This can offer valuable insight into how a role should be fulfilled to the highest standard which is specific to a certain workplace. In comparison, coaching involves an external figure which sometimes has little experience in the coachee’s work field[footnoteRef:4391]. They provide the basis for motivating the coachee to find their own solutions and answers, rather than handing them down to them. The importance of coaching, relative to this, is that it increases self-awareness, highlighting to the coachee their personal motivations and areas of improvement. As a result, this provokes personal growth[footnoteRef:2346].   [2339:  Starr, J. (2008). Brilliant Coaching: How to be a brilliant coach in your workplace. [online] Pearson Education Limited, pp.1–195. Available at: https://ptgmedia.pearsoncmg.com/images/9780273762423/samplepages/0273762427.pdf.  [Accessed 17 Nov. 2024].
]  [149:  Zust, C. (2017). Know the Difference Between Coaching and Mentoring | The Center for Corporate and Professional Development | Kent State University. [online] Kent.edu. Available at: https://www.kent.edu/yourtrainingpartner/know-difference-between-coaching-and-mentoring [Accessed 17 Nov. 2024].
]  [4391:  Viera, C.A. (2021). A Comparison of Mentoring and Coaching: What’s the Difference? Performance Improvement, [online] 60(7), pp.13–20. doi:https://doi.org/10.1002/pfi.21993.
]  [2346:  Weinberg, F.J. and Scandura, T. (2024). Advancing the future of workplace development: integrative approaches to mentoring and coaching. Journal of Managerial Psychology, [online] 39(6), pp.832–843. doi:https://doi.org/10.1108/jmp-08-2024-717.
] 

Mainly in post-Covid workplaces, coaching is even more important due to employees facing higher levels of stress and isolation[footnoteRef:29361]. Coaching provides these individuals with personalised support that aids in restoring a healthy work-life balance.  [29361:  Adisa, T.A., Antonacopoulou, E., Beauregard, T.A., Dickmann, M. and Adekoya, O.D. (2022). Exploring the Impact of COVID‐19 on Employees’ Boundary Management and Work–Life Balance. British Journal of Management, 33(4), pp.1694–1709. doi:https://doi.org/10.1111/1467-8551.12643.
] 

[bookmark: _Int_OfqXzLM1]I am an employee at Tesco Warehouse where I work as a picker. My workplace is very broad, and my role requires a variety of skills which I learnt from mentors. Within my induction, learning how to operate the machinery and understanding how to stack the produce, I had a mentor which explained the process to me. Coaching in Tesco Warehouse is often done by managers which discuss employee performance relative to their percentage efficiency at the end of their shift. During this process, feedback is provided from the coach to address skill issues and improve the employee workforce. In this way, any confusion is eliminated, and work ethic is maximised. 




| Gibb’s Reflective Cycle |

Reflection is an important process which allows people to analyse their performance when responding to different tasks[footnoteRef:9326]. Reflective models, as shown on the left, are structures which aid in breaking down the process of ’reflection’.  [9326:  Thurner, V. ( 1 ), Hammer, S. ( 1 ), Ottinger, S. ( 1 ) and Waldleitner, M. ( 2 ) (2020). Development and evaluation of an assessment tool for self-reflection. [online] EBSCOhost. doi:https://doi.org/10.1109/EDUCON45650.2020.9125185.
] 


[image: ]For my reflective framework, I have used the Gibbs Reflective Cycle[footnoteRef:29823] due to its simplistic structure. Each step in the cycle requires me to state the most important elements of the coaching task which leaves room to identify my weaknesses and how to improve them. [29823:  Gibbs G. (1988), Learning by Doing: A Guide to Teaching and Learning Methods. Oxford: Further Educational Unit, Oxford Polytechnic.  ] 

1. Description
The task given was to pretend to be a coach and have a coachee which you could develop a conversation with to aid in achieving their workplace goals. My coachee was Diana and her target was to climb the ranks, from a delivery driver to becoming a manager in her company with my help. 
The skills required to be an effective coach, firstly, is communication. Active listening is needed to understand the personal situation of the coachee, then verbal expression is required to respond to the comments made [footnoteRef:24990].  I have demonstrated this by providing Diana with enough time to express her responses until I developed another question to ask her.   [24990:  Nurumbekova , Y. (2023) “SKILLS ENSURING COACHING EFFECTIVENESS”, Development of pedagogical technologies in modern sciences, 2(11), pp. 34–39. Available at: https://econferences.ru/index.php/dptms/article/view/9571 (Accessed: 17 November 2024).
] 

 In addition, adaptability is essential to a good coach because no two people are the same, therefore, the same solution does not always work for more than one person. This means that coaches must have an understanding of the coachee’s requirements. I gained this from Diana by asking her, at the beginning, what her key goals are in her workplace. This highlighted her needs in terms of the skills she needed to develop.  
Lastly, the most important skill is planning the structure of sessions. This is because it improves time management, which avoids wasting time on unnecessary elements, and it contributes to providing the coachee with a better experience; it will be easier for them to retain the advice given[footnoteRef:25751].  [25751:  Steiner, G.A. (2024). Strategic Planning. [online] Google Books. Available at: https://books.google.co.uk/books?id=EXoPC22vb4oC&dq=strategic+planning+in+management&lr=&source=gbs_navlinks_s# [Accessed 17 Nov. 2024].
] 


Based on this, I decided to use the GROW model[footnoteRef:18999] to plan and document the coaching session. The four sections of the model highlight Diana’s current standpoint and the steps she will need to take to achieve her goal. The simplicity of the model makes it easy to understand and not time consuming to complete.            [image: ] [18999:  Whitmore J. (2009) The Growth Model 
] 

Two other renowned coaching models are OSCAR [footnoteRef:12428] and ELECTRIC [footnoteRef:7679].  [12428:  Gilbert, A., & Whittleworth, K. (2009) The OSCAR coaching model ]  [7679: Williamson, B. (2015). The ELECTRIC model of learning] 

Firstly, comparing them to the GROW model. These structures have more complex formats and include more factors, especially the ELECTRIC model. Both models, OSCAR and ELECTRIC, have a reflection/review section where the coachee has the opportunity to analyse the progress made. This means they become aware of the challenges they may face. Another similarity between these models is the emphasis put on the achievement of goals, constantly incorporating clear focus in order to complete this[footnoteRef:3350]. The GROW model is simple and easy to implement as a coach and it also heavily focuses the coachee on their goal, creating a structured action plan.[footnoteRef:11905].  [3350:  Cox, E., Bachkirova, T. and Clutterbuck, D., A. (2014). The Complete Handbook of Coaching. [online] Google Books. Available at: https://books.google.co.uk/books?hl=en&lr=&id=6qyHAwAAQBAJ&oi=fnd&pg=PA228&dq=clear+coaching+model+hawkins&ots=uGGRdG0H94&sig=MFT2mbU7BnuRdXJACcJTriYTZlA&redir_esc=y#v=onepage&q=clear%20coaching%20model%20hawkins&f=false [Accessed 18 Nov. 2024].
]  [11905:  Gilbert, A. and Whittleworth , K. (2024). The OSCAR Coaching Model. [online] Google Books. Available at: https://books.google.co.uk/books?hl=en&lr=&id=RvBCAgAAQBAJ&oi=fnd&pg=PA1&dq=oscar+coaching+model&ots=eE2AH7Rbyg&sig=-l5DY6ICCSRelzOsh0w-DTpQPQg&redir_esc=y#v=onepage&q=oscar%20coaching%20model&f=false [Accessed 18 Nov. 2024].
] 

A similarity between all models is the importance of highlighting a clear focus which the coach can help the coachee achieve. In addition, all three coaching models require the coachee’s collaboration and commitment in following the steps set for them in achieving their overall goals. Although the GROW model puts a lot of emphasis on this, even including an ‘Options’ section to provide the coachee with an alternative next step, all models revolve around a desired ‘Outcome’ but include more steps. 



2. Feelings 
This exercise was very new to me as I have never taken on the role of a coach in a professional setting. I believe this was a valuable experience because it highlighted the ways coaches think: the importance of understanding personal weaknesses and discussing ways to work on improving them. 
During the exercise, I felt confident with what I was saying because, before the exercise, me and my group had rehearsed our discussion. This gave me the opportunity to see any weaknesses in my questions which I could work on and made me comfortable with the flow of the discussion. Therefore, I was able to remain calm, controlling my speech. 
After the exercise, I felt content with my performance because I felt like I had delivered my questions in an effective manner, potentially the way a coach would with an employee. Mainly, I think the lack of doubt in my communication abilities allowed me to perform better than I anticipated.

3. Evaluation 
The conversation went generally very well, I was able to maintain the flow of it with Diana. My preparation beforehand allowed me to smoothly deliver the points I made as Diana’s coach. My strengths were my ability to remain composed, responding and asking questions throughout. I was able to come up with solutions to Diana’s dilemmas actively, which is very important for a coach because they need to think on their feet [footnoteRef:28715]. [28715:  Shamsiya, A. (2023). HR MANAGEMENT AND COACHING IN THE INNOVATIVE ECONOMY AS A METHOD OF BUSINESS MANAGEMENT. Modern Science and Research, 2(10), 712–717. Retrieved from https://inlibrary.uz/index.php/science-research/article/view/25809] 

Although, my main weakness was potentially being too broad with the solutions I gave Diana. For example, when talking about her weakness in leadership, we settled on a ‘leadership course’ which was not very specific. This, in an actual scenario, could form an obstacle for the coachee, negatively impacting the coach- coachee relationship [footnoteRef:124].  [124:  Rajasinghe, D. and Garvey, B. (2023). How experiencing executive coaching helps coachees’ to feel they are independent learners and self-coaches: an Interpretative Phenomenological Analysis (IPA). International Journal of Evidence Based Coaching and Mentoring, [online] 21(2), pp.162–178. doi:https://doi.org/10.24384/ev3j-jn98.
] 

4. Analysis 
As mentioned previously, I believe that I have demonstrated some of the skills a coach has. Although, considering my inexperience in the field, my knowledge of the way a coach approaches a situation with a coachee was very limited. Therefore, I think that I wasn’t fully representative of a professional coach whose ability to foster growth is much more heightened [footnoteRef:19707].  As a result, I think I performed relatively well compared to a normal coach.  [19707:  Côté, J. (2006). The Development of Coaching Knowledge. International Journal of Sports Science & Coaching, 1(3), pp.217–222. doi:https://doi.org/10.1260/174795406778604609.
] 

The Instant Payoff Model best represents my coaching experience because it focused on highlighting Diana’s weaknesses and accumulating ways for her to overcome this in the short term [footnoteRef:31320]. This is different to the GROW model, for example, because that model focuses more heavily on highlighting long term goals and how to achieve them. In addition to this, the structure of the GROW model is more formal, containing distinct steps that the coachee should take. However, the Instant Payoff Model is more spontaneous and can be flexible to the coachee at any moment.  [31320:  Horvath, Z., Wilder, R.S. and Guthmiller, J.M. (2024). The power of coaching: Developing leaders and beyond. Journal of dental education, 88(S1), pp.671–677. doi:https://doi.org/10.1002/jdd.13535.
] 


5. Conclusion 
This experience taught me the importance of a coach in business settings. It is so easy for employees to be stumped in their workplace, unable to advance and achieve their goals. The importance of goals is that they keep people motivated, giving them a reason to strive for better[footnoteRef:27433]. A coach is the bridge between dreams and reality which I don’t think I was very effective in bringing across. If I was to do this exercise again, I would focus on providing my coachee with a large variety of manageable steps that they could take to achieve their goals: providing resources like courses and programs for their specific needs. To do this, I would use the ELECTRIC model instead of the GROW as this has more elements that the coachee can use: the C for collaboration puts emphasis on the relationship between the coachee and coach which enhances engagement throughout the session. I feel that the GROW model was potentially too vague, and that relationship was not developed.  [27433:  Brandtstadter, J. and Lerner, R., M. (2024). Action and Self-Development. [online] Google Books. Available at: https://books.google.co.uk/books?hl=en&lr=&id=xrR1AwAAQBAJ&oi=fnd&pg=PA169&dq=why+are+goals+important+to+people&ots=FrQQaDrM-q&sig=n1eYlMz97f_7Nj4sX0WKmFxuzdQ&redir_esc=y#v=onepage&q=why%20are%20goals%20important%20to%20people&f=false [Accessed 23 Nov. 2024].
] 









6. Action Plan 

	What do I want/need to learn?
	What will I do to achieve this?
	What resources will I use?
	What are the success criteria?
	Target dates for review and completion 

	I need to learn to be more adaptable as I am not prepared enough to respond to my coachee’s specific needs with resources. Adaptability will allow me to respond to changing circumstances that can impact my coachee in the future ( Seibert, et al. 2016)
	I will read The Coaching Habit by Michael Bungay Stanier which will aid in asking the coachee powerful questions, improving my ability to adapt to their specific needs. 

I will watch a YouTube video by TED (https://www.youtube.com/watch?v=xJM_CQN8-ns) and analyse how to apply this to my coaching experience. 
	A computer, a pen, and pen 
	My coachee will tell/show me how I have helped them achieve their goals effectively. For example, they could show me the courses that they have taken part in that has helped them polish their skills. 

I will feel less anxious approaching new challenges. 
	Review – 15th December 
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Currently, Diana s stilla
delivery driver and
doesn't yet possess the
skills needed to advance
in her workplace

Highlight what Diana needs
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