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[bookmark: _Toc216623060]Introduction
Coaching has become an essential developmental tool in the post COVID work environment, as both individuals and organisations face uncertainty, shifting expectations, and significant emotional challenges. Unlike mentoring, which typically involves an expert providing advice based on personal experience, coaching is centred around reflective questioning, active listening, and collaborative understanding. This approach enables the coachee to explore their own perspectives and generate their own solutions, rather than depending on external instruction (Whitmore, 2017; Clutterbuck et al., 2019; Clutterbuck, 2014).
Training, in contrast, focuses on technical or procedural skills and often fails to address the deeper behavioural, emotional, or interpersonal challenges that arise in real practice (Hawkins and Smith, 2023). This distinction emphasises coaching as particularly relevant in post COVID environments, where it can support psychological safety, adaptability, and reflective learning within rapidly changing organisational contexts (Terblanche, 2022). As organisations work to rebuild cultures and strengthen relationships, coaching stands out as a vital tool for promoting personal growth.
My coachee Alina, works in early years education, where coaching is still developing. Staff development mostly relies on mandatory training, lacking opportunities for reflective dialogue and leadership growth. The sector faces challenges post COVID, including staffing shortages and managing a diverse workforce. Coaching can effectively address needs like communication skills, cultural confidence, wellbeing, and leadership identity (Jones et al., 2022).
By contrast, in my sector, the beauty industry, specialising in nail technology, the absence of structured coaching is significant. The beauty industry is characterised by intense client interaction, emotional labour, aesthetic judgement, and the need to manage a wide range of personalities and expectations (Toerien and Kitzinger, 2007; Sharma and Black, 2001; Çelik, 2020). Many beauty professionals, including nail technicians, operate as freelancers, sole traders or small business owners, which increases the emotional and commercial pressures they experience (British Beauty Council, 2021; Baines and Wheelock, 2000). Research suggests that practitioners in this sector often face high levels of stress associated with maintaining client satisfaction, social media visibility, customer service demands and self presentation requirements (Page, et al., 2024). These pressures underline how external coaching can support confidence building, communication skills, boundary setting, emotional resilience, and effective learning, all vital for long term wellbeing and career development in beauty work.
[bookmark: _Toc216623061]This reflection critically evaluates my performance during a peer coaching session with my colleague Alina, in which I used the Instant Payoff Model (Landsberg, 2015) as the primary framework. I applied Gibbs’ Reflective Cycle (1988) as recommended in the assignment guidance, incorporating the coaching transcript, my lecture Rhiannon Akers’ feedback and wider theoretical literature. The reflection explores the strengths and weaknesses of my coaching practice, the relevance of coaching in my sector, the application of relevant skills and the comparative effectiveness of coaching models, before concluding with key learning points. The associated Personal Development Plan follows separately in the appendix. 

Background
I conducted a structured fifteen minute coaching session with my peer, Alina, focusing on her leadership confidence and communication in English as a second language in her nursery workplace. I followed the Instant Payoff Model, which includes stages such as identifying the issue, defining the desired outcome, exploring blocks, generating actions, and agreeing on an implementation plan(Hudson, 1999). My lecturer noted that I effectively applied the model and maintained a coherent flow throughout the session.
I began by building rapport with Alina, referencing our shared ability to speak Spanish, and then I explained the coaching contract, including confidentiality and the collaborative nature of the session. This approach aligned with recommended best practices, ensuring psychological safety and clarity of expectations (Cox et al., 2018; Sadana, 2024). However, my lecturer noted that I did not explicitly explain the Instant Payoff Model, which could have strengthened transparency and helped Alina understand the reasoning behind each stage.
In the session, I used open questions, active listening, and reflective inquiry to explore Alina’s confidence, addressing her linguistic concerns, cultural expectations, and past staff meeting experiences. We identified how her confidence fluctuates and concluded with her creating a realistic action plan to prepare key phrases and practice tone and language softening for improved confidence. The session wrapped up with a summarised action agreement.
[bookmark: _Toc216623062]Feelings
Before the session, I felt significant nervousness and pressure. Despite thorough preparation, my struggles with anxiety and depression undermined my confidence, especially with the session being assessed. Frustration from my dyslexia affected my memory and recall under pressure. Although I rehearsed my introduction and model structure multiple times, medication side effects further hampered my fluency. I worried my anxiety would be visible. While I was reasonably confident in building rapport and listening actively due to previous informal experience (The Open University, 2016), the pressure to adhere to a specific model and strict time limit made it hard to balance authenticity and structure.
During the session, my emotional state shifted as I concentrated on Alina’s experience, which helped ground me and guide my empathy. Despite battling intrusive thoughts about the next step and my place in the conversation, this tension made it difficult to remain fully present. Coaching literature highlights the necessity of calm presence and attentiveness (Rogers, 2024). While I projected composure externally, I was internally managing anxiety.
I felt connected to Alina’s challenge, particularly regarding the role of language in confidence and leadership identity, which enhanced my empathy but required self monitoring to avoid projecting my experiences onto hers. Coaching theory emphasises the need to remain neutral and curious rather than interpreting through one’s lens (Rogers, 2024). Therefore, I focused on asking open, probing questions instead of giving advice.
After the session, I felt both relief and disappointment. While I was glad my nervousness did not hinder Alina’s progress boosting her confidence from four to six. I was frustrated that the session ended early, and my communication was not as fluid as I had hoped. This experience reinforced that coaching confidence grows with practice, similar to how technical skills in nail technology become intuitive (Kilpatrick, 2022; Leftheriotis, 2025). I realised I focused too much on internal factors and overlooked the impact of organisational culture and team dynamics. Feedback highlighted this missed opportunity, and I noted we finished early, indicating that I could have prolonged the reflective space. With more practice, I hope coaching conversations will become less cognitively taxing and more naturally structured.


[bookmark: _Toc216623063]Evaluation
Evaluating my performance reveals several strengths, particularly in rapport building. I successfully established a warm, safe and friendly atmosphere that allowed Alina to open up, despite my internal anxiety. By employing encouraging language, humour, and shared cultural reference points. I fostered trust and psychological safety, which are crucial in effective coaching relationships (Ghosh and Ellinger, 2024; Tschannen-Moran and Tschannen-Moran, 2017). Feedback indicated that my use of active listening, empathy, and positive body language helped the coachee relax and engage openly. These behaviours align strongly with the humanistic values central to effective coaching, including unconditional positive regard and genuine engagement (Stober and Grant, 2021).
My questioning was a key strength during the session, noted by my lecturer for effectively probing Alina’s confidence fluctuations and linguistic concerns. This ability facilitated meaningful reflection despite my anxiety and dyslexia. I encourage Alina to find her own solutions, aligning with the non directive ethos of coaching (Whitmore, 2017). Utilising open, probing, and clarifying questions allowed for deeper exploration of her internal experience, crucial in inquiry focused coaching (Star, 2021). I also demonstrated active listening through nodding, eye contact, and paraphrasing, reflecting emphatic engagement consistent with the Rogerian tradition (Rogers, 1961).
My nervousness and memory challenges highlighted areas for improvement during the coaching session. The pressure to recall the model structure led to an early conclusion, and difficulties with rehearsed lines disrupted transitions. Their anxiety limited my ability to challenge effectively, as successful coaching requires balancing empathy with constructive feedback (Hawkins and Smith, 2023). I also overlooked external blocks in exploring Alina’s insights and failed to clearly explain the instant Payoff Model, limiting her understanding. My focus on internal factors oversimplified the complexities of leadership confidence. The early reflects how novice coaches often rush into answers, missing opportunities for reflection (Flower, 2021).

[bookmark: _Toc216623064]Analysis
Coaching has gained significant relevance in the post Covid landscape across various sectors, notably in early years education Lloyd et al., 2021). Beauty professionals often navigate challenges such as emotional labour, managing client relationships, self presentation pressures, and the demands of sustaining a freelance business (Passmore et al., 2023). These intense pressures underscore the importance of coaching as highly effective intervention to enhance confidence, decision making, customer communication, and resilience. Research indicates that beauty practitioners are expected to excel in friendliness, emotional regulation, and client satisfaction, all areas that can greatly benefit from coaching support (Kravchuk and Krupskyi, 2025; Connor, 2017).
Additionally, the role of coaching within the post Covid workplace has expanded as organisations increasingly prioritise person centred, reflective, and wellbeing oriented developmental interventions (Schermuly et al., 2022; Grosse and Bauer, 2024). In sectors like early years education, where professionals face diverse challenges, emotional strain, and often limited resources, coaching proves invaluable for fostering resilience, communication confidence, and leadership development (Twigg et al., 2023; Boyle et al., 2021; Gasper and Walker, 2020). The disruption caused by the pandemic has further necessitated relational learning approaches, making coaching an essential support system in navigating the evolving demands of these industries.
The coaching process closely aligns with entrepreneurial learning, which is vital for self employed beauty professionals. Kelliher and Reini (2009) argue that coaching enhances both business and interpersonal competencies in small business owners, while Harrison and Leicht (2008) highlight the importance of reflective learning for entrepreneurs. These insights demonstrate that coaching can strengthen professional confidence, emotional intelligence, and client facing communication skills among nail technicians (Leftheriotis, 2025).
In my coaching practice, I observed strengths in relational connection and empathy when assessing my skills against theoretical coaching competencies. However, I faced cognitive and emotional strain that affected my ability to provide balance challenges and create reflective space. BBachkirova et al., (2021) emphasise that effective coaching requires an understanding of both the coachee’s and coach’s internal process, which illustrated how my anxiety and dyslexia influenced my information processing during the session.
While aligned with many core coaching competencies, such as presence, active listening, and rapport building, I realised I did not fully explore Alina’s beliefs about language and cultural communication styles. More assertive yet supportive questioning could have deepened my understanding of her perceptions. Core competencies include empathy, powerful questioning, ethical contracting, and reflective summarising (Stober and Grant, 2021; Rogers, 2021; Parsole, 2022; Fazel, 2024). My feedback indicated effective demonstration of many behaviours, especially in rapport and engagement. However, effective coaching also requires sensitively challenging assumptions and raising awareness of internal narratives, while I offered gentle challenges, I recognise I missed the chance to explore Alina’s beliefs about language, politeness norms, and cultural styles further. More assertive questioning could have provided deeper insights into her interpretations.
The Instant Payoff Model (Murphy and Griffin, 2018) provided a clear structure during my session with Alina, resulting in an action plan. However, its fast pace and brevity created some pressure and limited depth compared to models like GROW (Whitmore, 2017) and OSCAR (Gilbert and Whittleworth, 2009). While effective for short coaching conversations, the Instant Payoff Model lacks the thorough review offered by OSCAR, which promotes deeper reflection on insight and progress. Although I asked Alina to rescore her confidence at the end, I did not facilitate a deeper exploration. GROW emphasises a detailed examination of the ‘Reality’ stage, encouraging exploration of broader contexts like organisational expectations. Ultimately, while the Instant Payoff Model served its purpose for a brief exercise, integrating aspects of OSCAR or GROW in future coaching could enhance development and insight.

[bookmark: _Toc216623065]Conclusion
Reflecting through Gibbs’ framework has deepened my understanding of my strengths and weaknesses as a developing coach. I have recognised my strong relational skills, empathy, and effective questioning, which have facilitated progress for my coachee. However, my experiences with anxiety, depression, dyslexia, and medication have affected my confidence and memory, posing challenges in delivering fluent coaching sessions.
This reflection highlights that, much like technical skills in nail artistry, coaching becomes more intuitive with practice. As I familiarise myself with coaching models, I expect them to feel less mentally demanding, allowing for more confident conversations. The critical role coaching plays in my sector, especially regarding emotional labour and client communication, has also been reinforced.
My Personal Development Plan outlines actionable steps for the next six months to expand my coaching performance, recognising strengths in rapport building, active listening, and structured questioning that fostered a productive conversation with my coachee. The Instant Payoff Model helped maintain clarity and direction, resulting in a motivating action plan for Alina.
However, this reflection also identifies areas for growth. I aim to explore potential blocks more deeply, avoid rushing into solutions, enhance my ability to offer constructive challenges, and explain coaching models more clearly to empower my coachee. Ultimately, these insights will inform my Personal Development Plan, guiding my efforts to strengthen my coaching skills and support a diverse early years workforce in a post Covid context that demands resilience and adaptability.
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[bookmark: _Toc216623068]PDP
	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

	
	How to consistently explore all categories of blocks during coaching conversations

	

	

	

	

	



	
Practise using the Instant Payoff Model with peers and deliberately prompt exploration of internal, external and situational blocks during each session
	
Hudson (2020) The Handbook of Coaching Models; peer coaching practice group meeting twice monthly
	
Written reflections from at least three practice sessions demonstrating balanced exploration of self, others and situational blocks
	
Review at the end of Month 1; completion by the end of Month 2

	
How to hold reflective space without moving too quickly into solution generation

	
Apply the extended review stage of the OSCAR model in practice coaching sessions to deepen exploration before identifying actions
	
Cox, Bachkirova and Clutterbuck (2021) The Complete Handbook of Coaching; OSCAR model video lectures (Open University coaching series) 

	
Peer feedback indicates increased depth of reflection before solutions are discussed
	
Review at end of Month 2; completion by end of Month 3

	
How to use constructive challenge confidently and appropriately

	
Learn and practise challenge techniques using Starr’s questioning frameworks and the ladder of inference during role-play coaching sessions

	Starr (2021) The Coaching Manual; FutureLearn MOOC Constructive Conversations; peer role-play feedback
	
Review of two recorded practice sessions noting effective and well-timed use of constructive challenge

	
Review at end of Month 3; completion by end of Month 4

	
How to clearly explain coaching models to coachees at the start of sessions

	
Develop and rehearse concise verbal explanations for the Instant Payoff, OSCAR and GROW models prior to coaching conversations
	Whitmore (2017); Passmore (2021); self-created cue cards or scripts
	
Reflective logs from at least five coaching sessions evidencing clear explanation and the coachee's understanding of the model

	Review at the end of Month 1; completion by the end of Month 2

	
How to increase cultural and linguistic sensitivity in coaching conversations

	
Study intercultural communication frameworks and practise incorporating culturally informed questioning into coaching sessions
	
Linder (2021); TED Talk The Power of Culture in Communication; Meyer (2014) The Culture Map
	
Reflection logs demonstrating the use of culturally sensitive inquiry and increased coachee insight
	
Review at the end of Month 4; completion by the end of Month 5

	
How to embed a long-term reflective coaching practice beyond this module

	
Maintain a monthly reflective journal using Gibbs’ Reflective Cycle and schedule quarterly self-reviews of coaching development
	
Bachkirova et al. (2021); coaching journal prompts; digital reflective journal template

	
Six months of reflective entries were reviewed and discussed with a peer coach
	
Review at the end of Month 3; completion by the end of Month 6



Bachkirova, T., Cox, E. and Clutterbuck, D. (2021) The Complete Handbook of Coaching. 4th edn. London: Sage.
Cox, E., Bachkirova, T. and Clutterbuck, D. (2021) The Complete Handbook of Coaching. 4th edn. London: Sage.
Hudson, F. (2020) The Handbook of Coaching Models. New York: McGraw-Hill.
Linder, C. (2021) Adaptive Coaching and Cultural Sensitivity. London: Kogan Page.
Livermore, D. (2013) The power of cultural intelligence. TEDx talk. [online] Available at: https://www.ted.com (Accessed: 13 December 2025).
Meyer, E. (2014) The Culture Map. New York: PublicAffairs.
Passmore, J. (2021) Becoming a Coach: The Essential ICF Guide. 2nd edn. London: Kogan Page.
Starr, J. (2021) The Coaching Manual. 4th edn. Harlow: Pearson.
Whitmore, J. (2017) Coaching for Performance. 5th edn. London: Nicholas Brealey.
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Coaching Alina Orbecci
Issue: Leadership Confidence & Communication in a Second Language

E (Engaging)
E: Hi Alina! Good to see you. My name is Elena Ravelo Barreto, and today I'll be coaching you. ¿Cómo estás? I've heard you speak Spanish. How come?
A: Yes, I studied it at the University, back in my home country. I've always loved to learn languages, and I really love speaking Spanish.
E: Oh, That’s great. Maybe some other time we can practice a bit, would you like that?
A: That would be great.
E: Ok, Before we dive in, I'd like to briefly remind us of our coaching contract. Have a look at it.
E: Our work together is a collaborative, solution focused partnership to support your personal and professional growth, your performance, wellbeing, and your ability to navigate organisational change. I’ll provide a safe, respectful, and confidential space, stay within professional ethics, and be fully present with you. In turn, you’ll engage openly and honestly, set clear goals, and take responsibility for any actions we agree on today. As per our agreement, everything we discuss is confidential unless there’s a risk of harm or a legal obligation to disclose. If you agree and are happy with everything I've said and you have read, please date and sign it.
A: Yes, all looks fine.
E: Ok, so you mentioned that you would like to work on your leadership confidence today, especially around how you come across in English at the nursery.
A: Yes, that’s right.
E: In the next 10 minutes, what would you like to walk away with?
A: I'd like to understand why I'm doubting myself so much as a leader and leave with a plan to feel more confident speaking up, even though English isn’t my first language.
E: Great, so our focus today will be understanding what's going on with your confidence, particularly linked to the language barrier and cultural differences, and ending with a few practical actions you can take. Does that sound right?
A: Yes, that’s exactly what I need.
L & E (Listening & Explore)
E: On a scale of 1 to 10, where 1 is ‘no confidence at all’ and 10 is ‘very confident’, where would you place your leadership confidence right now?
A: Probably a 4.
E: Ok, what makes it a 4 and not a 2?
A: Well, I do get things done, and my team generally likes me. I’m organised, I really care about the children, and I have a lot of experience from Romania. But when it comes to speaking up in staff meetings, talking to managers, or explaining things to parents in English, I second guess myself a lot. I’m worried I sound blunt or even rude because I don’t always find the right words.
E: Can you give me an example of a recent situation where you clearly felt your confidence drop as a leader because of the language barrier?
A: Last week, we had a staff meeting about changes in routines. I had concerns, but I didn’t say anything. I was trying to translate in my head how to say it politely, and by the time I found the words, the topic had moved on. Afterwards, one colleague said I looked a bit cold in the meeting. I didn’t mean to be; I was just concentrating on English.
E: What was going through your mind in that moment, when you chose not to speak up?
A: I was thinking, what if I say it wrong? What if my sentence sounds too direct and people think I’m rude? Sometimes in Romanian, we are more direct, and I worry that in English it sounds too harsh. So I just stayed quiet.
E: So part of the doubt is not just ‘Am I a good leader?’ but ‘How do I sound in this language and culture’?
A: Yes, exactly.
C & T (Challenge & Target)
E: When you picture a ‘confident leader’ in the nursery environment, what do you imagine?
A: Someone who speaks clearly in English, uses the right polite phrases, doesn’t hesitate, explains things to parents smoothly, and doesn’t worry about making grammar mistakes.
E: And when you compare yourself to that image, what story do you tell yourself?
A: That I’m too slow, my English isn’t good enough, and that people might think I’m unfriendly or not very warm, even though I care a lot.
E: Has there been a recent moment at the nursery when you did feel confident in your leadership, even in English?
A: Yes, 2 weeks ago, I had a 1 to 1 with a new staff member from abroad. I explained the routines, showed her how we do things, and checked her understanding. I spoke simply and clearly, and she said it was very helpful. I felt really good about that.
E: What does that tell you about your strengths as a leader?
A: That I can be supportive and clear. I’m good at listening, and I can adapt my English when I have time to think. I really care about people and about doing things properly for the children.
E: So there is real leadership there, especially in 1 to 1 situations and when you can slow down. What if confidence for you is not about sounding like a perfect native speaker, but about using your strengths, clarity, care, and structure, and finding simple ways to soften your language so it doesn’t feel blunt?
A: That actually feels more realistic, and more me.
E: Let’s look ahead a bit. Imagine that in about 3 months, your leadership confidence has gone from a 4 to a 7, even with English as your second language. What would be different?
A: I would speak up more in staff meetings and with managers. I’d share my views on routines, safety, and children’s needs instead of keeping quiet. I’d feel less afraid of sounding rude. I would also feel more relaxed when speaking to parents, using a few phrases I feel comfortable with.
E: Of those changes, which one would make the biggest difference right now?
A: Speaking up in staff meetings. That’s where I feel most insecure and where I worry I sound too direct or too quiet.
E: Ok, let’s make that very practical. What is one small, specific action you could take in the next staff meeting to move one step closer to that more confident version of Alina?
A: I could prepare one or two key sentences in advance, with polite phrases in English, and commit to saying at least one of them out loud, even if it feels uncomfortable.
E: I like that. What would that look like in practice?
A: Before the meeting, I would write down:
· One point I want to make about the children’s routines or safety, and…
· A simple, polite opening phrase, like ‘From my experience…’ or ‘Can I share a concern I have about…’?
Then, during the meeting, I will wait for the right moment and use that phrase to introduce my point.
E: Nice and concrete, well done. On a scale of 1 to 10, how likely are you to follow through on this plan?
A: Maybe an 8.
E: What would make it a 9 or a 10?
A: If I practise the sentences out loud once or twice before the meeting, so I don’t feel stuck searching for words.
E: What could that practice look like?
A: I could practice a few softener sentences like ‘I hope this makes sense’ or ‘I don’t mean to criticise, just to share a different view’. And maybe smile more and make eye contact, so people see my intention is positive. Rehearsing this before meetings to make it more familiar to me.
R,I & C (Review, Insight & Conclude)
E: That sounds perfect. Let’s recap your plan:
1. Before your next staff meeting, you will write down one clear point you want to share about routines, safety, or children’s needs, plus a polite opening phrase.
2. You’ll practise saying these sentences out loud at least once before the meeting.
3. In the meeting, you will intentionally share that point, even if it feels uncomfortable.
4. You will try to let your warmth show by using a gentle tone, eye contact, and smiling, to match your real intention.
Does that sound accurate?
A: Yes, that’s it.
E: Great. What’s your biggest insight from these 10 minutes?
A: That my problem isn’t that I’m a bad leader. A lot of my doubt comes from speaking in a second language and from cultural differences. I already have confidence in some situations; I just need to adapt my English a bit and bring this version of me into bigger meetings. One step at a time.
E: Beautiful. If you think again about that confidence scale from 1 to 10, where are you right now, at the end of this conversation?
A: I think I’m at a 6 now.
E: What makes it a 6 and not a 4 anymore?
A: Because I see the problem more clearly now. It’s not just me, it’s the language and culture too, and I have a plan to prepare my English and show my warmth. It feels more doable.
E: Excellent. I’m looking forward to hearing how that next meeting goes and how it feels to use those prepared phrases. Thanks.
A: Thanks.
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Feedback 

[image: Discover University of Wales Trinity Saint David] Name: Elena Ravelo Barreto
Feedback by Rhiannon Akers

	1. Engagement with Literature Skills 

	Have they followed the Instant Payoff model in the correct order?    YES
· 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 provided a clear introduction and built rapport from the start. It incorporated a clear explanation of the coaching contract and what was included, as well as confidentiality. It could have been useful to explain the instant pay off model. 
You followed the majority of the steps of the model well overall. You explored the current issue in detail and asked the coachee to picture their ideal outcome.
You established some of the obstacles in the coachee but it would have been beneficial to break blocks down into groups including those that exist in others and blocks in the situation. 
Good focus on solutions and next steps. 




	

	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:
Good use of a variety of questioning styles. Probing questions used, for example when discussing confidence probed to understand the coachee’s perspective and asked for examples. 
You made a suggestion to the coachee which felt appropriate based on the conversation. 


	

	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:
The structure was logical and conversation flowed well. You utilised your notes effectively and maintained eye contact with the coachee to show you were listening. 
It was useful to come back to confidence levels at the end of the session to highlight the progress. 






	

	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:
Displayed active listening through nods and showed empathy for the coachee. 
You smiled and utilised humour at the start to help the coachee to feel relaxed. 
You focused on positive experiences such as “tell me about a time you have felt confident”. 




	

	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)? Yes – 11 minutes 20 seconds
Comments and examples:
You managed time well but the session was less than 15 minutes. Further exploration of the different types of blocks could have led to the time being closer to the 15 minutes.
You summarised well and allowed the coachee to do most of the talking.
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Coach:

Coachee (Client):
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Purpose of Coaching

The coaching relationship is a collaborative, solution-focused partnership aimed at
supporting the Coachee's personal and professional growth, work performance,

wellbeing, and capacity to manage organisational change. Coaching is not therapy
or counselling.

Scope and Responsibilities
« Coach Commitments:

+ Maintain competence and engage in ongoing professional
development.

« Provide a safe, respectful, and confidential environment.

» Adhere to professional ethics and boundaries as established by the
ICF/EMCC Code of Ethics.

» Be clear about coaching goals, processes, and limits.

» Maintain agreed-upon confidentiality, except where there is a risk of
harm or legal obligation to disclose.

« Facilitate sessions prepared, on time, and fully present.

« Refer the Coachee to other professionals if issues arise beyond
coaching scope (e.g., mental health concems).

« Coachee Commitments:

» Engage openly, honestly, and with commitment to the coaching
process.

- Setclear goals and take responsibility forimplementing agreed actions.
« Maintain confidentiality of the coaching relationship.
« Provide feedback to the Coach on progress and experience.

« Communicate any changes in circumstances affecting the coaching
engagement.
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Confidentiality

All coaching conversations and materials will be held confidential between Coach
and Coachee. Exceptions include:

« Riskof harm to the Coachee or others.
« Evidence of unethical, illegal, or discriminatory behaviour.

+ Where agreed disclosure to sponsors, HR, or supervisors is required (with
prior Coachee consent).

Sessions and Fees

« Number, frequency, and duration of coaching sessions will be agreed in
advance:

e.g., Six sessions, one hour each, held weekly via [in-
person/virtual/telephone]

+ Cancellation and rescheduling policies: [Specify notice period and fees if
applicable].

Termination

Either party may terminate coaching with reasonable notice if the relationship is not
productive, commitments are unmet, or other professional reasons arise.

Agreement

By signing below, both Coach and Coachee agree to the terms above and commit to
uphold ethical behaviours throughout the coaching engagement.

Coach Signature: @// %< Date: Q.V/l [ /25_‘

Coachee Signature: % Date: 2 4 [4/425
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