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The following reflective report presents a critical assessment of my performance as a coach following a recent 15-minute session with colleagues, using the Instant Pay-off model. This assessment will use various tools to go through the process in depth. These include the Gibbs reflective cycle, a personal development plan, and the recognition of strengths and weaknesses.
The second part of this report will examine changes in coaching in the organisational context in the post-COVID era, as well as how my workplace uses coaching within its culture. It will also assess the importance of a coach's skills for effectiveness. 
Finally, the report will conclude with an analysis of two well-known coaching models, evaluate their effectiveness and adaptability. 
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· I held a 15-minute coaching session to my colleague Lavinia focused on her fear of public speaking.
· I used the Instant Payoff coaching model, who focus on immediate action and solutions (Landsberg, 2015).
· The Instant Pay-off coaching model targets a desired outcome and, through questions, helps individuals discover the blocks that limit their access to it and how to overcome them with immediate actions.
· I forgot to mention the contract and confidentiality terms that will apply throughout our meeting.
· We established with Lavinia the problem she was having and the desired outcome: fear of public speaking.  I let her know the coaching model we would be working with.
· I asked her to describe what a desirable outcome would look like and how she would feel about it. At this point, I believe she did not understand my question correctly, as her answer focused on how she feels because of her fear of public speaking. I tried to move on to the next question instead of asking her a more meaningful one that would have helped her understand how she would feel if she overcame her fear.
· There were also some questions during the Blocks stage of our session, and because I didn't mention that we were at that point, she did not know how to answer. At that moment, I had a tough time finding concrete ways to help her understand my questions. 
· I also think I should have been more prepared to ask more detailed questions.
· The outcome of the session was the desired one; Lavinia agreed that immediate action would help overcome this fear. 
· There were noticeable difficulties during the session, resulting in an early end. The session lasted half the time allocated.
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Reflection is an effective way to boost your learning, support your personal growth, and deepen your self-awareness through your experiences (The University of Edinburgh, 2024a).
Reflection on your performance is a tool that shapes your clarity about future actions by confronting mistakes, feedback, and, at times, the discomfort they bring (Michael Tabirade, 2025).
The Gibbs Reflective Cycle was introduced by Graham Gibbs in 1988 as a six-stage framework, primarily intended for both personal and professional development through reflection on performance (University of Hull, 2024).
[image: Gibbs' Reflective Cycle - Paving the Way]
Figure: Gibbs’ Reflective Cycle
(Source: Harrington-Atkinson, 2022)


Description: 
The coaching session focused on the fear of public speaking, and the Instant Payoff model was used to structure the conversation. The participant identified the actions needed to achieve the desired outcome. There were more difficult moments, especially when the participant seemed confused by some questions, and the overall interaction felt rushed.
Feelings: 
During the session, I felt focused but anxious as the coach struggled to express some of the answers. I felt pressured to keep the conversation on track. I felt rushed. After the session, I was disappointed that I had not managed my time effectively. I was not sure about her satisfaction at the end of the session. 
Evaluation: 
The good part was that I prepared questions that followed the Instant Payoff model exactly. 
 I was focused on the related content.
The bad part was that I did not manage my time well. I did not prepare follow-up questions, and I went too fast. I did not expect the person who participated in the coaching to say that they did not know how to answer one of my questions.
I missed the model's main structure before moving to each section. For example, I did not mention to Lavinia after we established her desirable outcome and her feelings. The next step is to identify the blocks and then start asking questions.
Analysis: My difficulty in generating options stemmed from the fact that I did not use open-ended exploratory questions, which, according to theory, limit the creative thinking of the person receiving the coaching. Also, my anxiety about misapplying the model's steps due to the coachee's answers. 
Conclusion: I learned that I need to focus on closed and additional questions to move the conversation forward. I noticed that it is essential to present the model's main body before the questions. I also learned how important it is to speak clearly and in a way that others can understand. 
Action plan:  to do a personal development plan.
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My strengths are/were:
Knowledge of the theory
I knew the model structure. 
I follow every step of the model
I maintain visual contact with Lavinia all the time
I was focused on the content 
I had a straightforward approach
I maintained a calm and focused attitude

My weaknesses are/were:
I did not split the model structure to make it clear 
I forgot to mention the confidentiality policy of our session
I move faster from one question to another
I rushed the process
Powerful questioning.
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	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

	I want to learn how to improve my coaching skills.
I need to explain the model's steps and structure more clearly. 
I want to communicate effectively to enhance the flow of sessions.

	I will read the latest blogs on core coaching skills on website: https://www.animascoaching.com/ by Pickford, (2024).

I will read articles about the importance of following the coaching model and its effects on https://coachcampus.com/
written by Bergenroth (2021).


I will practice more often, coaching sessions with my coachee, once a week for a month, on Teams or WhatsApp.
	 Access to a laptop and phone.
Access to Teams and What’s Up.
Support from my coachee and my teacher.


	Positive feedback from my teacher and participant about the coaching session and my skills.

I will feel more confident when a conversation flows with engagement and efficiency.
	Review on 5th January, following the role-play session with my coachee, when we return to university.
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[bookmark: _Toc216475648]The importance of coaching and mentoring in post-COVID workplaces
Coaching has always been an essential part of organisational and personal development.
Post-COVID, it became crucial as organisational structures went through unexpected changes and challenges. 
In addition, coaching can provide support during times of crisis, helping employees overcome fears, see a new perspective, and develop an action plan for new opportunities (Terblanche, 2022).
Post-COVID workplaces have integrated coaching into their cultures to help employees adapt to the new work system. It has also been introduced to maintain focus on their personal and organisational performance.
Coaching during difficult times can help increase self-awareness and self-efficacy, adaptability, and a growth mindset.
I work as a carer in a private care home, where coaching has been used consistently since COVID and is now part of our organisational culture. Coaching is primarily used in our field to support staff to reconfigure their overwhelming situations, help them stay focused on what they can change, and lead to improved performance. It also improves communication, increases staff retention, and empowers them to find solutions.
Some organisations struggled to remain functional and adopted various strategies that put pressure on employees, such as hybrid working. In this scenario, coaching has made a significant difference by helping human resources regain its power (Passmore et al., 2023).

Mentoring is a long-term relationship that aims to guide a career development pathway. During the COVID-19 pandemic, this was limited by several factors, including time, stress, and pressure on the mentor. 
Mentoring is also another vital element of organisational development, as specific fields need experienced staff to help newcomers match their skills to the desired outcome. It is a collaborative process with a particular purpose (The University of Edinburgh, 2024).

Post-COVID mentoring has faced challenges and requires adaptability as traditional methods have shifted to a hybrid environment. This must focus on new strategies to maintain an authentic, skills-focused mentor-mentee relationship (Bothe, 2018).









[bookmark: _Toc216475649]The skills required to be an effective coach
Coaching skills are qualities, behaviours, competencies, and methods that help individuals face challenges and unlock their own potential. Those are adaptable, broad, and diverse (ICF, 2025).
The skills of an effective coach depend on their field of activity.
An effective coach must hold the following skills:
Communication- an effective coach should communicate clearly, highlight the insights, and do so concisely. Communication skills enable the coach to interact with participants from diverse fields through his knowledge (GreggU, 2023).
Listening – a good coach listens to the person being coached, their feelings, and their vision of the problem they are facing. It should be active.
Empathy- this skill allows the coach to assist the person receiving coaching in exploring their feelings related to worry and how to overcome them.
Trust- this skill allows the coachee to deepen their concern with confidentiality (Bruns, 2023)
Emotional intelligence- the coach can assist the coachee in managing his emotions. 
Right questions-asking open-ended questions that rely on problem-solving (Amatullah, 2023).
Goal setting and planning - the coachee is assisted in defining a clear, achievable goal.
Flexibility and Adaptability- those skills allow the coach to fit his framework to various areas.
Curiosity-being open to new.
Accountability-the steps are made constantly.
Encouragement and Feedback - help the coachee follow the process.
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The Instant Pay-off coaching model
The Instant Pay-off coaching model is a framework that aims to deliver immediate results by shifting the focus from problems to solutions (SnapTale Audiobook Summaries, 2024).
The Instant Pay-off coaching model is an easy way to fix a direction quickly. It is easy to follow and focused on tasks. Moreover, it is a time-saving model because its framework stimulates motivation, leading to rapid problem-solving. This also makes the coachee feel in control of their own concerns. It is a short-term process.
Additionally, the Instant Payoff coaching model leads to a stronger organisational culture that values professional and personal development, due to its effectiveness. This leads to better time management.
 The GROW coaching model
The GROW model is a classic framework developed by Sir John Whitmore and his colleague in 1980 that focuses on four easy-to-follow steps: growth, reality, opportunity, and a way to follow (Test, 2023).
It focuses on SMART goals and is typically a long-term developmental process (Hancock, 2025). 
Encourages self-assessment, in-depth perspectives, and exploration of options.
This model is structured to guide the candidate towards a concrete, actionable plan and to ensure they engage in the coaching process.
In conclusion, both models are efficient and applicable across a wide range of fields.
The key differences between these are that the instant pay off model is a direct one as a tactical plan while the GROW model is one based on professional development and sustainability.
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In conclusion, I learned from this experience that correctly applying the coaching model and possessing the necessary skills are crucial for it to be effective and yield positive results. Also, the model approach must be clear and well-structured. This reflection will help me to frame my future coaching practice.
Another conclusion is that the strategic integration of coaching can be the key to organisational development and success. Moreover, the appropriate skills and coaching model for organisational or personal needs represents a mutually beneficial advantage that leads to success.
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