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Understanding Gibbs’ Reflective Cycle
Reflection is important as it helps to indicate an individual’s personal learning journey and evaluate personal strength and weaknesses. The Reflective Cycle by Gibbs (1988) is among the most popular models of reflection in the professional and educational setting. It allows you to analyse experiences in a systematic manner by using six steps: description, feelings, evaluation, analysis, conclusion and action plan (Galli & New, 2022). This model is useful in workplace learning and coaching because it links thoughts with behaviours through reflection (Sow, Rasiah, and Er, 2024) Therefore, applying the Gibbs model to discuss the peer coaching experience contributes to both my personal growth and is in line with the recommendations of reflective learning.
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                                                             Figure 1: Gibbs Reflective Cycle





INTRODUCTION
Coaching enables individuals to discover their potential by way of self-awareness, reflection, and guided conversation (Ebrahimi, 2024). Unlike the traditional method of learning, such as mentoring or classroom training, coaching is adapted to help the client to come up with their own insights as well as solutions, besides the instructor giving them direct advice. The strategy promotes independence and accountability, which is highly essential in the current dynamic workplaces (Holmes, 2023).
The recent conditions, including remote work, mental health issues, and changing employee expectations are new issues that many organisations have encountered following COVID-19. Coaching is, therefore, a crucial intervention in post-COVID times since it facilitates the flexibility, well-being, and performance enhancement of shifting workplaces (Aridi, 2024). Danner, Ahns and Amesberger (2024) indicate that coaching interventions also help to enhance a hybrid team through its stronger communication, psychological safety, and employee engagement. In contrast to mentoring that frequently relies on seniority and giving feedback, coaching is a reflective and ad hoc collaboration that helps the coachees to examine their outlooks and create some realistic goals (Hashim et al., 2023).
In my current place of work, which is the beauty retail sector, coaching is not formally practised. The store uses training and mentoring a lot, where older employees or managers teach the new employees how to sell and give good customer service, as well as the products. Although such techniques boost technical skills, they do not promote self-reflection, independence, and problem-solving. Introducing coaching into my workplace would be ideal as it encourages people to take ownership, step into leadership roles, and talk more openly as a team. According to Galli and New (2022), the use of reflection-based coaching models enhances emotional intelligence and interpersonal effectiveness, resulting in professional relationships.




DESCRIPTION
The Instant Payoff Model is a brief, task-focused model of coaching that is aimed at assisting individuals to get quick results. It usually consists of five steps, namely defining the current problem, defining what you want to see, identifying barriers, brainstorming, and lastly making decisions on courses of action and dates (Golden et al., 2021). This type of structure helps achieve faster results but also allows the coachee to reflect more on their problems.
In this practice, I used my colleague Ioana as a coachee who was interested in talking about a work problem concerning time management. I pre-planned several open and probing questions, including, what does success look like to you in this situation? and What is preventing you from achieving your goals? These questions are in line with the best practices of coaching since they promote reflection and self-generated solutions as suggested by Passmore (2020).
The expected time to be spent in a short coaching session was 15 minutes and I spent about 12 minutes. I started the session in a friendly manner mentioning the coaching contract, stating the purpose of the session and the model I will be using. The conversation flowed very well, and I helped my coachee to figure out the problem, what they wanted to get out of it, internal and external obstacles, and settled on an action plan at the end of the conversation.
I later realised that I had not clarified the coaching contract completely, such as confidentiality, boundaries and voluntariness of participation, before starting the session. It is an important moral aspect emphasised by the International Coaching Federation (Gavin, 2021). Overall, the session went well and felt structured, but missing this step showed a professionalism gap that I’ll make sure to improve on in the future.



FEELINGS
I was nervous and excited before the start of the session. My main concern was if I was following the model’s stages in order and keeping the discussion natural and letting the coachee do all the talking. Being a new coach, I was told that I was going to be watched and recorded which made me anxious at first. These emotions are in line with the initial parts of skill acquisition, where people feel pressure to perform and doubt themselves (Masharipova, 2025).
However, after the session began, I immediately felt better. My concerns disappeared and I didn’t feel like I was being watched as I really got into the role of coach. I had drawn a list of guiding questions, and this helped me to be organised and focused. I was also interested and emphatic, listening to my coachee and reacting accordingly. According to Ahmadpour, Shariati and Moghadam (2025), emotional involvement is the main factor in the coaching process as it increases trust and creates an inclusive learning atmosphere.
As the conversation continued, I realised that there was a change from nervousness to pure curiosity and interest. I was glad the coachee did most of the talking, as coaching principles suggest they should speak about 80 percent of the time and this was also my main concern. This was a strength of my ability to listen actively, which is closely connected to efficient coaching results.
After the session I felt slightly frustrated that I did not explain the contents of the coaching contract and missed building some more rapport before beginning the session. I realised this step helps create a safe space, set boundaries, and show respect for the coachees freedom to make personal decisions. Although it did not have a negative influence on the session, I realised that neglecting such an aspect could damage credibility in future work.
Having said that, I was greatly pleased with the fact that I was able to complete the session successfully. It helped me believe that I can become a coach due to the already existing empathy and listening skills, I recognise the need to further develop my knowledge of ethical standards and non-directive practices. A post reflection helped me realise the need to balance confidence in strengths with awareness of improvements. Successful reflection, as Galli and New (2022) claim, combines emotion and cognition and allows for gaining more profound knowledge about the profession.




EVALUATION
[bookmark: _Int_rIw8FG2L]The analysis of my peer coaching session showed that I have some strengths and weaknesses. I have achieved success on my positive side by demonstrating good listening and questioning skills that made my coachee open up and find their own solutions. It is consistent with Seemann et al. (2024), who believe that coaching results in critical thinking and accountability in case coaches are facilitative and not directive in their personas. I made sure the environment felt safe by being open and supportive, so the coachee could share ideas without worrying about being judged.
The application of the Instant Payoff Model was especially effective in terms of focus and getting results with the limited amount of time. The design of the model allowed the coachee to transition fast to action steps after identifying the problem, which is the best in the workplace environment where efficiency is always a necessity (Čigarska, 2022). My observer also provided feedback that I displayed empathy, encouraged language and praise, while being attentive, which are also major factors in the creation of trust and engagement in coaching relationships.
The major weakness that I have found are the absence of a clear coaching contract at the beginning of the session and to spend more time on building rapport before the session. By skipping confidentiality, consent, and expectations, I risked the ethical grounding of the session. It showed me I need to grow in coaching professionalism. Richardson et al. (2024) point out that ethical contracting helps create shared understanding and accountability, which makes the coaching relationship stronger. Building rapport with the coachee will help them feel safe and respected which ensures a more natural flowing conversation and a productive session.




ANALYSIS
In my self-performance analysis, I compared my approach with established coaching theories and practices to deepen my knowledge. The ability of the coach to integrate a combination of self-awareness, active listening, and non-directive questioning is closely connected to coaching effectiveness (Somia, Lechner, and Pittaway, 2024). I applied those principles during the session. However, I recognised a weakness in balancing empathy with restraint, listening without the impulse to fix.
The Instant Payoff Model was found to be a powerful tool in giving insight and commitment to change in a short time. Its focus on activity and goal corresponds to the contemporary tendencies within the field of the solution-focused coaching, where the priority is put on the rapid development and the objective achievements (Goker, 2021). Although the Instant Payoff Model is useful in time-limited situations, it could not offer the same exploration as other models, such as the GROW (Goal, Reality, Options, Will) or OSCAR (Outcome, Situation, Choices, Actions, Review). These models encourage prolonged thought and transformations (Kotte et al., 2021).
Comparing the two models, I have noticed that the Instant Payoff Model can be particularly applied to the beauty retailing industry, where employees often experience time pressure and require real-life and result-oriented conversations. However, to introduce coaching into the organisational culture, models like GROW can be included in creating leadership and personal growth in the long run.
The other beneficial thing I learnt was that I had emotional self-awareness throughout the process. This helped me stay balanced, avoid reacting impulsively, and remain focused on the coachee’s needs. Emotional reflection has been demonstrated to make coaches more authentic and flexible and allow them to be more connected with their clients (Van Coller-Peter and Olinger, 2022). My nervousness had decreased because I was engaged in the conversation, which would imply that, preparation and practise may decrease performance anxiety. It is also a process that proves what Hägglund et al. (2024) describe as mindful self-reflection, the ability to be in the moment, manage emotions, and remain focused in a tense situation.
Ethics are the basis of coaching practice. Decolonising reflective practice models note that coaching ethics is not confined by confidentiality but entails critical self-awareness, inclusion, and power-sensitive practices (Roche, 2022). The fact that I failed to form a formal contract shows that I should make this ethical awareness a more solid part of my future, so the next time I engage in a coaching session, there is no misunderstanding and no disrespect.


CONCLUSION
By considering my experience as a coach based on the Gibbs model, I have gained a thorough insight into my strengths, weaknesses, and areas of professional development. I have strengths such as empathy, active listening, and the capacity to facilitate conversations. These competencies can be matched to what Van Nieuwerburgh et al. (2020) define as the key relational qualities of the successful coach, who is supposed to establish trust, demonstrate curiosity, and be aware of non-judgment.
I’ve noticed my main weaknesses are not setting an ethical contract, absence of rapport building, and wanting to jump in with solutions. I know I need to focus on being a facilitator instead of an advisor. I’ve also learned that using reflection frameworks like Gibbs can boost both my skills and emotional intelligence, helping me keep growing professionally.
Instant Payoff Model was handy and helped in solving problems in the short run but would certainly be improved with more long-term problem-solving reflective models like GROW or OSCAR in the future. This combination can be useful in maintaining behavioural change, especially in the workplace, such as in retail, where performance and communication are crucial.
Finally, this practice has given me a better understanding of coaching reflection and the importance of lifelong learning for coaches, who continuously improve their capabilities through practice, feedback, and ethical self-awareness.




Personal Development Plan
	Development Need
	Actions to Achieve This
	Resources/Support Required
	Success Criteria
	Target Date

	Strengthen understanding of ethical coaching contracts.
	Study the Royal College of Physicians Coaching Model (Richardson et al., 2024) and ICF ethical standards. practice introducing contracts in peer sessions.
	Access to the ICF website and academic journals
	Confidently explain and apply coaching contracts at the start of each session.
	January 2026

	Improve the non-directive coaching approach.
	Engage in role-play exercises using the “Big 5 Reflective Practice” tool (Collins & Collins, 2021) observe professional coaches online.
	Peer partners, Internet and recorded examples
	The coachee generates 90% of the solutions independently
	February 2026

	Spend more time building rapport at beginning of session
	Watch coaching sessions online, practice with peers
	Access to internet and coaching partners
	Increased confidence and calmness during sessions
	March 2026

	Learn and apply alternative coaching models (GROW, OSCAR)
	Read Entrepreneurial Coaching Framework (Kotte et al., 2021). apply models in two new peer coaching sessions
	Coaching manual and feedback forms
	Demonstrate flexibility and accurate model use
	April 2026

	Explore introducing coaching in beauty retail.
	Propose a pilot staff coaching initiative, present evidence from Seemann et al. (2024) on communication and performance.
	Support from management and HR
	Positive feedback and observed improvement in staff engagement
	June 2026







APPENDICES
Coaching contract and Feedback from coaching session.
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3. Cognitive and Intellectual Skills

Have they retained focus throughout, not reading notes, not fiddling with pen
or looking distracted? YES

Have they responded appropriately to questions? YES
Have they followed a logical structure? YES

Does the conversation flow well? YES

Comments and examples:

Good eye contact with the coachee throughout

Displayed empathy, showed that you care by nodding an using non-
verbal cues

4. Practical Application Skills

Have they used encouraging language, warm and open body language,
nods of the head, murmurs of encouragement, appropriate energy levels to
match and mirror the coachee? YES

Is there evidence of building rapport? YES
Comments and examples:
Encouraging language and praise, made the coachee feel comfortable.

Displayed active listening.

5. Transferable Skills for Life and Professional Practice

Overall, have they performed well and managed the conversation? YES

Did the coachee do most of the talking and come up with their own solution?
YES

Good time management (kept to 15 minutes)? 12 minutes
Comments and examples:

The session lasted slightly less than 15 minutes but the conversation
flowed well and followed an appropriate structure.

The coachee did the majority of the talking and the onus was put on
them. You did well to also clarify support needs and agree follow up.
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Workplace Casehing Contract

This agreement dsfines the. rotat and.
ot growth, pe and
development.

‘Confidentialty: Coaching conversations remain confidential.

Informationis shared only withthe coaches's consent, unless required by lawor
rzanisatianat poiicy.

Rolas: Goashwil facltate efletion and growth, not acting 3s managr, advisor, or
therapist.

Caschaa il angage sctvely,take respansibily for spplying insights.
Organisation il provide resources and respact confidentisiy.

Boundaries: Coashing i or professional development,not performance appraisalor
herapy.

The coach guides discoveryrather than providn direct solutons.
‘Sessions: Frequency: .. monthy]

Duration:e.2.,60 minstes]

Format:[e 2. in-person/oriine]

Review: Progress checked after(e 5.3 manth],

Ethics & Consent: Soth arties commit o respect, ntegy, and accountabily.

The coach follows professionatstandards.

The coachee consents o the process withfllunderstandingof scope and imits.
Termination: ther party my end the elatonship with notice e .. o weeks].

The organisstion may conclude coaching once objectves re met.
Raflection & Feedback: Both parties agree o provide feedback and raflec on progress.
Themes may be shared with theorganisation without breaching confidentiaiy.
Agreament

By signin. al parties confirm understanding and acoeptance of this conract

‘Coach Signature: Dote: ___Coschae Signsture:
Date: ___Organisation Representative: ___Date:
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1. Engagement with Literature Skills

Have they followed the Instant Payoff model in the correct order? YES

o Current issue or problem

* Desired outcome

« List obstacles/blocks (existing in coachee, existing in others, blocks in
the situation)

« Jointly brainstorm possible next steps

* Agree an approach, actions and timing

Have they incorporated appropriate elements of other models(e.g. E for
engage from ELECTRIC)? YES

Comments and examples:

You opened the session in a friendly, open manner and explained
model you would be using. You talked about the coachee’s role
straight away but it could have been useful to build some rapport
before this.

You clarified the problem, asked what the coachee’s ideal outcome
would be and asked about blocks.

You revisited each of the blocks when referring back to solutions and
agreed on actions with timings.

2. Knowledge and Understanding Skills

Have they shown an understanding of the Instant Payoff Model? YES
Correct interpretation of each part of the model, including blocks? YES

Appropriate Use of Open, Probing and Closed Questions, appropriate use of
pauses, asks permission to make suggestions to the coachee if the coachee
is struggling with solutions? YES

Comments and examples:

You mentioned a coaching contract at the start but it would have been
useful to briefly explain the contents as well as confidentiality.

You utilised a variety of open questions such as “what does success
look like to you?”, “how would you feel?” and “how would it benefit
you?”. This demonstrated your ability to probe appropriately.

You broke the blocks down into categories and followed the model
appropriately.
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