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[bookmark: _Toc223024853]Introduction
The reflection is a critical analysis of my performance within a 15 minutes session of peer coaching with Lavinia. She was in need of help to get rid of her fear of speaking in front of people. This reflection aims at analysing my strengths and weaknesses, considering coaching model applied, considering skills needed to be a good coach. This also include a critical evaluation of significance of coaching to other learning interventions including mentoring and training. The reflection is organised in the Reflective Cycle developed by Gibbs so that the reflection would be systematic. Relevant coaching and learning theories have as well been incorporated in the argument to encourage a critical analysis.
[bookmark: _Toc223024854]Application of Gibb’s reflective cycle 
[bookmark: _Toc223024855]Description of the Coaching Session
The coaching session was organised in the form of the set of open questions aimed at discussing the current issues, desired results, perceived barriers, and future steps of Lavinia. It was very similar to the GROW model which is aimed at the identification of goals, researching the present reality, creating options, and settling on what to do. At the start of the session, I offered Lavinia to share her fear of speaking in public and give examples of such cases when she felt not comfortable. She told me that she felt more nervous when she was in front of an audience since her main worry was being evaluated. I then requested her to visualise giving a successful presentation and explain how it will feel like. This assisted in changing her mindset and thinking towards probability or not.
We then touched on the barriers that are stopping her attaining that result such as emotional agitations and circumstantial compulsions. Lastly, we talked about practical actions that she can perform to gain confidence, including practising brief presentations in the presence of friends and requesting their positive criticism. It was agreed at the end of the session that she would be followed up in two weeks to assess her progress. The general outline was based on the principles of GROW model that is commonly used in the sphere of coaching due to its clarity and goal orientation (Uçaş and Yıldırım, 2025).
[bookmark: _Toc223024856]Feelings during the session
At the beginning of the session, I was well-prepared and was fairly confident since I had prepared my questions. The session revealed that I was a little anxious about time management as the session went on. I was aware that this session would last at most fifteen minutes, and I needed to make sure that we went through all phases of the conversation. Through the dialogue, I understood that I was largely focusing on staying on the laid out structure and neglecting to pay complete attention to the emotional reactions of Lavinia. This awareness was taking place in the session itself, which is indicative of the concept of reflection-in-action that is explained in the reflective practise theory (Mohamed et al., 2022). Though I was acting professionally, I realised that I might have been more present and paying attention at some points.
[bookmark: _Toc223024857]Evaluation and analysis of strengths
Open-ended questions were also my primary strength in the session. Instead of giving advice, I helped Lavinia to focus on her mind and find her solutions. This is the philosophy of coaching that is consistent with the non-directive philosophy of coaching. This is because it does not emphasise on providing answers but helped people uncover them on their own (Hansen and Świderska, 2024). I tried to provide an encouraging and non judgmental atmosphere as well. Lavinia seemed to be okay with talking about her fears, which indicates that a minimum level of trust was formed. The establishment of psychological safety is a necessary part of coaching relationships as it will enable people to feel vulnerable without being mocked (Taylor et al., 2022). The other strength was the ability to be structured throughout the conversation. The rational flow of outlining the problem until some consensus was achieved on the course of action made the session purposeful and focused. It is known that clear goal orientation increases motivational commitment to change (Sagheem et al., 2024). I also did not make the session a mentoring session. I did not give personal advice and solutions that rely on my personal experiences. Rather, I paid attention to facilitating the thinking of Lavinia. Coaching is also different in the sense that it embraces autonomy and self-efficacy as opposed to being directed by a more experienced person as in mentoring.
[bookmark: _Toc223024858]Evaluation and analysis of weaknesses 
Irrespective of these advantages, there were a number of aspects in which I could not perform well. The greatest weakness was the listening skills. Though I used open questions, I failed to paraphrase and reflect emotional statements of Lavinia. Good coaching involves listening which is participatory in nature and takes note of both the content and the emotion (Lavee and Itzchakov, 2023). At times I had been too eager to proceed to the next question, before I had exhausted her reply. Asking a series of questions was also another weakness. This could have complicated the way Lavinia could react. Good questioning is to be simple and precise, to avoid a cognitive overload (Margolis, 2023). The next time that I will engage in a session, I should go slower and pose one question at a time.
There was also an issue with time management. Since I knew that there was a time limit, I took the action stage in a hurry. Although we both concurred on what to do practically, we did not go into details and find out much about what she was afraid of. Because the anxiety around speaking publicly is mostly associated with negative self-talk and unrealistic beliefs, the incorporation of the aspects of cognitive behavioural coaching would have been more comprehensive (Williams et al., 2023). Moreover, I failed to incorporate the objective indicators of improvement. Scaling methods could have been used, including having Lavinia rank her confidence on a 1-10 scale, to give a better understanding on how to be improved. The model of solution-focused coaching is based on the significance of scaling to track the progress of change.
[bookmark: _Toc223024859]The overall necessity of coaching compared to other learning interventions
Coaching is very different to other development strategies like training and mentoring. Training is usually aimed at imparting knowledge and attaining technical skill, but coaching aims at great potential release, as well as behaviour change (Li et al., 2025). It was not a deficiency in presentation knowledge but emotional anxiety on the part of Lavinia. This shows how coaching may be suitable instead of training in handling psychological obstacles. Mentoring comes with a more experienced person and can have some advice and career guidance (Sanfilippo, 2025). Although mentoring may be useful in the development of a profession, coaching enables one to come up with his or her solutions. Coaching improves self-regulation and changes of behaviour in the long-term due to internal motivation.
Workshops and informal mentoring are the primary forms of development in my work place. Structured coaching is not extensively practised. Nevertheless, organisations are gaining advantages by developing the cultures of coaching that can be used to facilitate engagement, flexibility, and leadership growth (Bose, 2024). In my opinion, my employer might implement peer coaching sessions in order to make employees communicative and better-confident. This said, coaching must not take the place of other learning interventions. Rather, organisations ought to take a mixed strategy that combines training, mentoring and coaching situations.
[bookmark: _Toc223024860]Skills required to be an effective coach
The skills necessary in effective coaching include interpersonal and cognitive skills. Listening involves active listening. Showing sympathy and displaying emotions enables coachees to feel appreciated and heard (Backman et al., 2024). Improvement of more listening skills is thus necessary in my practise in the future. Another important competency is emotional intelligence. Self-awareness and emotion management is a way of improving interpersonal effectiveness and trust (Kakarla, 2025). Throughout the session, I was aware of Lavinia being anxious but could have further investigated her emotional life.
The skills of questioning are also essential. Strong questions will make one think and reflect (Dewey, 2022). I also exhibited simple skills in questioning but should work on being clear and paced. Psychological safety and rapport building are also the key to successful coaching. People would be more inclined to get interacting in an environment where they feel secure and honoured (Uskul et al., 2023). Lastly, it requires flexibility and the ability to reflect. It requires coaches to adapt their strategy on a live basis depending on the requirements of the coachee (O’Connell and Taylor, 2025). I was partially aware during the session although I have to practise more in being flexible and capable of changing on the spot.
[bookmark: _Toc223024861]Comparison of the GROW model with other coaching models
A great number of people employ the GROW model due to its simplicity and ability to organise conversations based on goals (Rahman, 2023). It gave a clear structure in this session that ensured that one made progress in a restricted period. Nevertheless, there are other models with other advantages. The CLEAR model emphasises more on contracting and listening, and then proceeding to action whereas this can bring about a more in-depth emotional exploration (Khalijian et al., 2024). OSKAR model is based on strengths and scaling, and should have served to measure Lavinia more effectively in terms of confidence (Lee et al., 2022). Cognitive behavioural coaching deals with the manner of underlying thoughts and irrational beliefs, which are very critical in the case of fear and anxiety. Such techniques should have been combined to reinforce the session. Successful coaching practise is a flexible process and not necessarily following a single framework (Martens and Vealey, 2023). Looking at my performance, I can admit that GROW was a framework, and I would supplement it with other models to make it deeper and effective.
[bookmark: _Toc223024862]Personal development plan
After this reflection, I have been able to come up with some specific and quantifiable development objectives to enhance my competence in coaching. Properly improving my ability to listen proactively will be my major concern in the coming three months. I will also get into the art of paraphrasing and summarising in daily conversations so that I can effectively understand the message as well as the tone of voice. I will also seek structured feedback among peers following practise coaching sessions in order to determine whether I practise empathy and attentiveness effectively or not. The issue of active listening is also an area that I need to develop better by asking deeper questions rather than just the superficial ones. Moreover, I will make a point of training myself to make use of silence during conversations. I will not be responding instantly but I will provide pauses to promote reflection and ownership. This will make me more at ease when there is silence and lower the chances of being hurry up to close the dialogue. In order to expand on my theoretical circle I will explore other coaching models such as the CLEAR and cognitive behavioural models, and compare the models with GROW. My value addition of knowledge will help me become more flexible in my practise. Lastly, I will schedule a follow-up meeting with Lavinia after two weeks where I will implement these changes and assess the progress. This is a supportive process through action and reflection which helps in learning and development in a career.
[bookmark: _Toc223024863]Conclusion
This reflection has critically assessed my peer coaching performance based on Gibbs Reflective Cycle. I also exhibited strengths in organised questioning, facilitation of goals and supportive environment in accordance with the GROW framework. Active listening, emotional exploration, questioning clarity, and time management, are the areas that I established as areas of improvement. Coaching is a unique and important practise as compared to mentoring and training especially in matters that deal with psychological obstacles to performance. Coaching is one of the aspects that can help organisations, such as my workplace, to stipulate in their development strategies. A comparison of GROW to other models which included CLEAR, OSKAR and cognitive behavioural coaching demonstrated the relevance of flexibility in the coaching practise. The experience has successfully underpinned the significance of reflective practise and lifelong learning as a way of becoming an effective coach. By applying the personal development plan, I will accomplish achieving better listening skills, emotional intelligence, and flexibility in future coaching sessions.
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