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(1)  Introduction
                           
Coaching has become increasingly important in many organisations, especially post-Covid workplaces where employee wellbeing, confidence and adaptability are now central to organisations to succeed. Coaching is something I have understood quite simply; helping someone become better by guiding them, offering support and looking for solutions with them. In practice, coaching is different from just showing someone how to do a task or giving them advice. It focuses on encouraging the person to reflect, explore options and make them their own decisions. In contrast, mentoring usually involves guidance from someone more experienced and training tends to be instruction based. Coaching, however, is more about supporting someone’s thinking, helping them grow in confidence and encouraging them to take control of their development (CIPD, 2025). 
Because coaching is centred around leaning from experience, reflection is an essential part of it. Without reflection, I would not know what went well or what went wrong, or whether I had actually done a good job. Reflective frameworks help structure this thinking and they tend to be based on a continuous cycle of planning and reviewing that learning for future situations (Gibbs, 1988; Norton and Campbell, 2007). They also prevent reflection from becoming vague and guide the practitioner to evaluate actions, emotions and outcomes consistently (Ashwin, 2020; Nationalcollege, n.d.). For this reason, I chose Gibbs reflective cycle (1988). Its clear steps, which makes it useful for someone like who is still learning to coach confidently.  
In my workplace, which is in a hotel in the housekeeping department, learning is mostly done by being shown tasks. Staff rarely receive formal coaching, and new employees tend to learn through shadowing or having tasks demonstrated. This means there is little space for deeper conversations about confidence, communication and personal challenges. Coaching could fill that gap by supporting emotional and skill development in a way that task focused training does not.
This reflection evaluates a coaching session I had with Mohammed, who wanted support with building confidence in job interviews. Although the practical task asked us to use the Instant Payoff model, I unintentionally used the GROW model. This was partly due to nerves and partly because I found GROW easier to recall under pressure. Through this reflection, I will analyse the strengths and weaknesses of my coaching approach, compare models of coaching and discuss the importance of coaching. 























(2) Main findings

(2.1) Description
When the coaching session began, Mohammed and I say facing each other in a quiet study room, which helped in creating a calm atmosphere. I introduced the purpose of the session briefly and checked that he felt comfortable proceeding. Mohammed has shared previously that he struggles with confidence during interviews, especially when he feels puts on the spot, so that was my topic to coach him about. He explained that he tends to overthink his answers, that he feels overwhelmed and anxious, and that when the interviewer is asking him questions, his mind seems to stop. Hearing this helped me understand just how important this issue was for him. 
As he spoke, I found myself asking questions naturally but also ones that I prepared by following the GROW model, even though I had meant to use the Instant payoff model at some point. This is quite common because GROW is widely known for being simple and intuitive for new coaches to fall back on (Grant, 2011; Whitmore, 2024). For example, I have asked him what his goal was for future interviews and he said he simply wanted to “feel confident enough to answer without feeling nervous”. We then discussed the reality of his past experiences, where he gave a specific example of an interview that went wrong because he felt overwhelmed. Reflecting on past experiences is a core element of GROW’s reality stage (Grant, 2011), and this helped him explore what had triggered his anxiety. 
We then moved to identifying options. I had shared some some useful ideas, such as practising interview questions aloud or with a friend. They found coaching improves confidence, emotional self-efficacy and self-belief (Grover and Furnham, 2016). I added questions to help him think wider, like what small steps might help him feel calmer before entering an interview. By the end of the conversation, we reached the Will stage, where he chose one action, he was ready to commit to. He said the session made him feel more hopeful and slightly more confident about improving his interview performance, which aligns with findings that coaching can improve confidence and reduce anxiety (Jones, Woods and Guillaume, 2016). 
(2.2) Feelings 
Before the session, I felt a strong sense of anxiety because this was my first time formally coaching someone. I kept thinking, “What if I forget everything I prepared?”. This reflects what Passmore and Sinclair (2020) describes was performance anxiety among new coaches who are still building confidence. I was especially worried about using the wrong coaching model, because I knew the Instant Payoff model was required for the assessment. Physically, I felt tense, like there was a knot in my stomach, and my hands felt slightly shaky when I first sat down. I also felt nervous about whether Mohammed would engage with me and my questions or whether the silence would become awkward. 
As soon as the session started, my nerves began to reduce, as Mohammed opened easily about his interview struggles. It reassured me that the conversation would flow more naturally that I feared. As he spoke, I become more focused and less self-conscious. I found myself listening intently to what he was saying and concentrating on helping him, rather than worrying about how I sounded. There were still moments where the anxiety returned, especially when I realised, I didn’t know what question to ask next, but the overall feeling during the session was calmed than I expected.
After the session, I felt genuinely relieved. It felt like a weight had lifted because I had done something I didn’t think I could do. I also felt proud that Mohammed said the session helped him feel a bit more confident. That sense of increased self-belief is common once novice coaches experience positive feedback (Passmore and Sinclair,2020). It made me believe that I could improve and grow as a coach with time and practice. 




(2.3) Evaluation 
When I evaluated the session, I could see several things that went well. One of my biggest strengths was the way I built rapport, I maintained eye contact, nodded to show I was listening and kept my tone warm and encouraging. These are important coaching skills, which Rogers (1975) highlights that it can help the coachee’s feel understood and valued. This aligns with Ellinger, Beattie and Hamlin’s (2018) view that coaching relationships depend on trust and openness, and by showing warmth and listening carefully, I helped Mohammed feel safe enough to share his anxieties. The ICF (2025) also identifies active listening and powerful questioning as essential coaching competencies, which reassures me that these strengths align with recognised professional standards. 
Another strength was the way I encouraged Mohammed to explore his options, even though I drifted into being directive at giving advice at times. And according to Passmore, Jones and Carden (2022), encouraging independent reflection is important because it supports long-term learning and self-directed change. I felt I kept the conversation engaging and supportive, and I didn’t rush him when he paused to think at times. Overall, I think my natural friendliness helped the session flow smoothly. 
However, there were also weaknesses, The biggest issues was that I accidentally used the GROW model instead of the requested Instant Payoff model. This showed that under pressure, I relied on what felt familiar instead of what I had planned. Grant (2011) suggests that newer coaches often default to more familiar structures during stressful moments, which explains my behaviour. I also slipped into being too directive, giving suggestions instead of letting Mohammed come up with thus own ideas. Cox et al. (2023) argues that being overly directive turns coaching into mentoring and reduces the coachee’s control of the solution. Another weakness was running out of questions. When Mohammed answered two questions in one go, I felt stuck and it made me panic slightly because I didn’t know what else to ask. This disrupted the flow and reminded me that I need to prepare a wider range of open questions in the future. Finally, my nerves occasionally affected the pacing of the session, and it made me doubt myself.  

(2.4) Analysis
Reflecting through theory helps me understand why these things happened. Effective coaching relies on active listening, strong questioning skills and the ability to hold back from giving advice (Passmore, Jones and Carden 2022). I demonstrated empathy and listening, which aligns with the first two stages of the LEAD model, listen and empathise, described by Tschnnen-Moran (2018) as essential components of a supportive coaching conversation. However, when I became nervous, my instinct was to help my offering solutions. This is understandable because in my normal job as a supervisor, staff often come to me expecting answers, not questions. Popa (2021) notes that coaching requires a shift from directive habits to non-directive assists, which explains why I struggle to step back. 
My default use of GROW reveals something important about my learning preferences. GROW is simple, linear and predictable, which made it a comforting structure in a stressful situation (Grant, 2011). In that sense, it makes sense that I turned to it subconsciously. However, the Instant Payoff model, which was I meant to use, is more demanding. It pushes for fast insight and immediate behavioural shifts, requiring sharper and more targeted questions. My inability to recall it under pressure suggests I need more exposure and repeated practice. Coaching requires a shift in mindset to help someone think, not think for them.  
When comparing models, I can see that OSCAR would have helped Mohammed explore his choices in more depth, and CLEAR might have supported deeper emotional reflection. OSCAR encourages wider exploration of options (Gilbert & Whittleworth, 2009; Businessballs, n.d.), while CLEAR supports emotional exploration and meaning making (Hawkins, 2021). Coaching theory also states that confidence comes from practice, not just reading about techniques, and (Bird and Gornall, 2016) argues that coaching competence develops through repeated real-world experience. The experience of running out of questions showed me that coaching requires flexibility and resilience, especially when the coachee’s responses don’t follow a predictable pattern. 
Finally, Mohammed’s positive response supports research showing that coaching can genuinely boost confidence and reduce anxiety. Even tough the session wasn’t perfect per se, it still had value, which reassures me that developing my coaching skills are worthwhile. 
(3) Conclusion and Action Plan
Overall, this coaching experience has been a valuable learning opportunity. Using Gibbs’ reflective cycle has allowed me to move beyond simply asking “Did it go well?” to examining exactly what I did, how it felt and how this links to theory and best practice. I have learned that I am naturally empathetic, encouraging and able to build rapport, which are important foundations for coaching. I have also recognised that my nerves can affect the structure I use and limit my willingness to challenge coachees or experiment with less familiar models. 
If I were to repeat the session, I would prepare more thoroughly for the Instant Payoff model, perhaps by practicing it with a friend beforehand so that it feels more familiar under pressure. I would also plan a wider range of open questions and remind myself that silence can be useful, rather than something to be filled immediately. In addition, I would aim to introduce a little more challenge, for example by gently questioning limiting beliefs and encouraging the coachee to consider alternative explanations. 
This reflection has also made me think about how coaching could be used in my workplace. Even without a formal coaching, supervisors like me could integrate coaching-style conversations into everyday interactions asking staff what support they need, what goals they have and how they want to develop. In the longer term, I would like to build my skills so that I can use coaching not only with coworkers but also in other roles in my life, such as supporting friends or, one day, members of my own team as a manager. 
By identifying both my strengths and my development needs, and by linking them to academic theory, I feel like I have taken an important step towards becoming a more reflective and effective coach. The next step will be to act on this insight through a clear personal development plan. 
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(5) Appendices 
	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 

	1. Improve my questioning skills so I can rely less on giving advice and be less directive. 
	Watch a coaching demonstration video focused on open and reflective questions. 

Create a list of 15 to 20 open questions I can use in coaching. 

Practice using these questions in a short role-plat with a friend or classmate. 

	Access to videos online. 

Support from a friend or classmate willing to role-play. 
	I will ask more open questions and non-leading questions during coaching. 

My coachee will comment that I allowed them more space to think. 
	Practice session by 1st January. 

Review progress on 15th January. 

	2. Become confident using the Instant Payoff model. 
	Re-read the Instant Payoff model notes and summarise the steps in my own words. 

Practice using the model in two short mock coaching sessions. 

Create a simple card with the steps to revise before sessions. 
	Access to lecture materials. 

A friend or classmate willing to practice with me. 
	I can confidently explain the model without notes. 

I can follow the steps independently in a brief coaching exercise. 
	Model summary completed by 5th January. 

Practice complete by 20th January. 


	3. Develop more confidence in holding structured coaching conversations. 
	Practice grounding techniques, such as breathing and pause before speaking, before coaching to manage my nerves. 

Prepare a short checklist to guide the structure of the sessions. 

Ask informal feedback from the coachee or friends after each conversation. 
	Quiet space to practice calming techniques. 

Feedback from friends or coachee. 
	I will feel calmer when beginning coaching sessions. 

I will rely less on notes to keep structure. 
	Checklist ready by 10th January. 

Review confidence on 25th January.
 



