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[bookmark: _heading=h.4i1m7e95htur]Introduction
As Brockbank and McGill (2006) argued, reflective writing carries significant importance in facilitating the development of individuals psychologically, emotionally, and intellectually while furthering their behavioural goals. In this assignment, I reflect on my experience on the 15-minute peer coaching session I carried out during the 24th November 2025 session. There I used the Instant Payoff coaching paradigm developed by Landsberg (2015) to offer coaching to my coachee, Jarsolav. I have used the Gibbs’ Reflective Cycle, which offers a structurally strategic, step-by-step framework allowing critical analysis of actions and reactions, positive and negative aspects involving a learning experience (van Nieuwerburgh and Love, 2024). During this reflection, I have also compared the coaching model I used with other evidence-based coaching models, evaluated coaching in relation to other forms of learning interventions, and the skills required to be an effective coach. 
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Figure 1: Gibbs Reflective Cycle
(Source: Gibbs, 1988)
[bookmark: _heading=h.ec7qw7sgplbo]Description
My Coachee, Jaroslav, presented a genuine live issue, and I guided him using the Instant Payoff model. According to Landsberg (2015), the Instant Payoff model is an outcome-oriented coaching technique which offers coachees immediate feedback and rewards following each session. The framework produces tangible and immediate developmental outcomes for a coachee through brief, guided sessions, understanding the problem, evaluating the blocks (i.e., the causes leading to the problem), and desired outcomes that can be achieved through short and actionable steps which can be implemented immediately. While I demonstrated some coaching skills effectively, I also struggled in some areas, which I reflect on through this assignment. 
[bookmark: _heading=h.ogb4r0qgqcgp]Feelings
When I commenced the session, I was both excited and anxious. The anxiety arose due to the requirement of using a new coaching model for the first time, especially in a limited 15-minute exercise, against which I would be evaluated as well. However, the opportunity to learn something new and help a peer also caused excitement, while I was still self-conscious about my unfamiliarity and lack of experience. I started to feel more at ease as the session progressed and hearing Jaroslav discuss the problem and desired outcomes made me eager to assist him in pursuing personal development. After the session, I felt a sense of relief, given that I managed to implement most of the stages of the Instant Payoff model and the associated actions in those stages. But in retrospect, I also feel frustrated due to not utilising the full 15-minutes, which could have allowed me to complete the session more effectively and produce greater results. 
[bookmark: _heading=h.811atefd6p9y]Evaluation
When the session began, I greeted Jaroslav warmly, and throughout the session, I used active listening to show understanding and build rapport. This aligns with the suggestions of Deveraeaux (2025) on the importance of building rapport and presence as crucial coaching skills. As Williams (2021) argued, the coach-coachee relationship is one of the most essential building blocks of achieving successful or positive outcomes from coaching sessions, while Meade (2024) suggested that actively listening to the issues faced by the coachee, and encouraging them to express their thought are considered essential for a thorough understanding. According to Tustonja et al. (2024), in helping professions (such as coaching), active listening is pivotal in promoting meaningful, positive interactions and outcomes, standing out as a key enabler of effective interpersonal communication. Coaches that demonstrate active listening help create a safe and stimulating environment, allowing coachees to express their needs, thoughts and feelings openly while ensuring full involvement, understanding their perspectives, and respond empathetically (van der Baan et al., 2022). During the session, my active listening skills enabled me to effectively summarise the thoughts of the coachee. 
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Figure 2: Feedback 1
One negative aspect, however, was the fact that I failed to supplement active listening through non-verbal communication modalities such as frequent eye-contact or body language properly, which might have made me come across as disinterested or led Jaroslav to discuss his issues in lesser depth which he would have otherwise. As Schütz and Kaul (2022) indicated, non-verbal communication such as body language, eye contact, and facial expressions offer validation to the problems or statements (shared by the coachee) or to clarify their own statements for easier understanding (of the coachee). Careful and intentional use of body language allows clarifying or intensifying the coaching experience which, in conjunction with verbal communication, can effectively improve sensitisation to coachee’s own strengths, weaknesses, desires, feelings, and motivations. 
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Figure 3: Feedback 2
Another important coaching skill is positive feedback responses (Active Constructive Responding or ACR) which can demonstrate empathy and foster positive self-regard among coachees (Passmore and Oades, 2014). I demonstrated this ability to some extent by thanking Jaroslav for sharing the initial problem but based on the feedback, my ability to use positive language throughout the session was limited. As Passmore and Oades (2014) argued, instead of simply acknowledging the coachee’s statements, it is an essential and evidence-based positive psychology approach to respond to the excitement in the voice tone or body language by offering positive feedback, sharing the excitement with the coachees, attaching emotional content to the statements, and make the feedback sound affirming and authentic, leading to a sense of success in that moment. However, it may be stated in this context that the nature of ACR aligns with long-term coaching approaches rather than short-term approaches like the Instant Payoff model, as Passmore and Oades (2014) suggests coaches try to move coachee back towards the session’s agenda, leading to the loss of that experience of perceived success, which I think would be necessary for a short 15-minute session. 
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Figure 4: Feedback 3
At certain points, I responded by thanking him for sharing the problem, and summarised the points he raised, which likely helped him feel heard, and clarified his thoughts at the same time. In line with Diller et al. (2021), this shows the application of empathy, which is pivotal for achieving coaching effectiveness, and helps coachees to think deeply about their own motivations, feelings, wishes, and share them with the coach, leading in turn to effective self-change or desired improvement. Diller et al. (2021) also found that practicing empathy in coaching led to a significant positive influence on coaching satisfaction, recommending such coaches to other coachees, and more positive self-change results. Practicing empathy led to the successful completion of the session. Even though there were some limitations, we completed all steps of the Instant Payoff model in the correct order successfully. 
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Figure 5: Feedback 4
As I asked Jaroslav a variety of questions like “what are you looking to achieve”, the coachee gradually opened up, demonstrated through him freely speaking of the issue and appearing engaged. This is another critical coaching skills as they must be able to alter their questioning styles between open, probing and closed questions depending on the circumstances. As Kutru et al. (2025) indicated, the coach-coachee support process is reliant upon a trust-based relationship which is encouraged and fostered through listening, questioning, learning, and acting about the coachee’s issues, blocks, and desired outcomes rather than being directive or judgmental. From the semi-structured interview with sixteen coaches, Kutru et al. (2025) found high agreement frequencies in open-ended, thought-provoking, and prompt questions to be powerful questioning techniques which raise awareness, evoke and trigger interest, participation, trust, and lead to greater coach-coachee bonding. 
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Figure 6: Feedback 5
My time management, on the other hand, was poor, leading the session to be completed in 6 minutes rather than utilising the full 15-minute slot, which can also be attributed to some of the negative feedback I received such as “limitations in discussing and exploring the blocks, building report”. 
[bookmark: _heading=h.k9tja1opwry5]Analysis
Primarily, the limitations I faced stemmed from my own inexperience with the Instant Payoff model (or any form of coaching, in general), my nervousness, and inability to implement non-verbal communication techniques, time management, and lack of knowledge on exploratory, probing questions. In hindsight, this could be linked with the pacing of the Instant Payoff model which is a short-cycle, and extremely solution-focused model offering speed, brevity, and clarity in one short, single session. 
As Landsberg (2015) opined, in organisational contexts, it may be challenging for coaches to have the time to complete a full coaching discussion sometimes and actually assist in building an individual’s skills, and in such situations, it might be effective to just “help someone who is stuck to complete the task in question”. In comparison, models like GROW and OSCAR are both suitable for coaching engagements that focus on longer-term outcomes with the coaching being most effectively only when ran as separate sessions (Pearce, 2021). The OSCAR model, in particular, contains a focused review stage, involving review checkpoints between the coach and coachee, which may prove essential for tracking the progress of individuals towards set goals, and offer them additional guidance or feedback, if necessary, through multiple sessions (Gilbert and Whittleworth, 2009) This can be also applicable for other forms of learning interventions than coaching. 
For instance, while coaching tends to be focused on specific skills and goals (and short or long-term depending on the nature of the goal), CIPD (2025) describes mentoring as a longer-term engagement where the mentee is not looking merely for feedback, but rather proactive guidance from an experienced colleague sharing their greater knowledge for the development of the inexperienced individual. For example, Unilever has implemented the Future Leaders Programme (UFLP) which assigns dedicated career sponsors and mentors throughout the entirety of the 36-48-months’ time range, who help the participants craft career goals, and pursue personalised development aligning with both business needs and individual aspirations (Bouttell, 2025) This reveals several important insights. Firstly, coaching tends to be more formal whereas, mentoring encompasses both formal and informal contexts, coaching is more applicable in short-term development contexts whereas mentoring targets long-term, sometimes life-long learning (Huang, 2022), and where coaching is used for long-term development, models such as OSCAR can be a better choice compared to the Instant Payoff model due to the long-term orientation. This also rightly supports the idea that coaches must choose frameworks based on the context of development (Slabbert and Hoole, 2021). For rapid on-the-job training (such as learning how to use a certain tool), the Instant Payoff model may be effective, but for development-based coaching (such as leadership development), long-term engagement (like the OSCAR model) could be more effective. 
Moreover, the type of relationship between the coach and coachee, and the mentor and mentee also differ significantly with coaching involving creating a partnering relationship with coachees in a creative and thought-provoking manner which nudges them towards optimising their personal and professional potential whereas, mentorship involves actively participating in the development of the mentee’s knowledge and skills through sharing own experiences, learning, making direct suggestions, and dedicated personal and professional development (Wefald et al., 2021). In hindsight, I now realise the importance of asking more open and exploratory questions to Jaroslav to strengthen the thought-provoking and creative nature of coaching further. ‌Preterit (2024) recommends questions such as “and what else”, or “what is the real challenge for you”, pushing coachees to move beyond superficial responses to uncover deeper reflection, and underlying issues needing their attention or the most effective solutions for fruitful results, which would have resulted in more clearer actions for Jaroslav, in this case.  
[bookmark: _heading=h.8kx23sf6ay8u]Conclusion
During the session, my application of rapport building, empathy, and active listening fostered a trustful coach-coachee relationship, allowing Jaroslav to discuss the issues faced by him openly, which align consistently with key coaching skills suggested in academic literature. Nevertheless, the session was not without limitations, particularly due to my inability to use non-verbal communication (body language and eye contact) appropriately, ask more open-ended, probing, and exploratory questions to understand the coachee’s blocks in depth, and manage time effectively to ensure that the session lasted the full 15 minutes, potentially allowing me to understand Jaroslav’s thoughts and problems deeper and leading to more fruitful outcomes.  
[bookmark: _heading=h.s0pnqcg45ujt]Action Plan
To enhance my ability to coach, I will implement the following personal development plan based on the insights gained:
	Action
	Method
	Resources Needed
	Success Indicator
	Review Date

	1. Improve time management in coaching sessions
	Run timed mock 15-minute coaching sessions with peers
	Peer partners, timer app, note-taking app
	Completing at least 3 timed sessions within 4 weeks with each session covering all model stages (Instant Payoff), and continuing at least 2 mock sessions a month thereafter
	1st April 2026

	2. Develop powerful questioning skills
	Study powerful questioning techniques, and prepare a bank of at least 30 questions for each category
	Short online course, textbooks, secondary research materials, free online tutorials
	Asking at least 3 open questions, and 4 probing questions by the 3rd session
	1st May 2026

	3. Improve non-verbal presence
	Video-record practice sessions; Practicing in front of mirror before sessions
	Smartphone/webcam, short online non-verbal communication exercise tutorials for coaches
	Measuring improvement through peer feedback, with a separate indicator for non-verbal presence, observable increase in eye-contact
	1st May 2026

	4. Gather structured feedback after sessions
	Ask peers to feel a short feedback form across items like listening skills, communication skills, usefulness of questions, satisfaction scores and offer one actionable suggestion
	Google form, peer support
	Observable increase of at least 20% across all scores
	1st June 2026


Table 1: PDP
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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, for the most part
Good time management (kept to 15 minutes)? No — 6 minutes

Comments and examples:

Your session was very short considering you had 15 minutes available. Further exploration of the blocks
and building rapport would have helped with this.

You summarised well overall.
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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 referred to GDPR straight away but did not explain it in any detail. It would also have been useful to
explain the model and refer to a coaching contract.

You asked the coachee what they are looking to achieve and establish what is getting in their way when
trying to delegate. It would have been useful to the discuss the blocks in more detail.

You arranged to follow up but specific actions could have been clearer.
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2. Knowledge and Understanding Skills

Have they shown an understanding of the Instant Payoff Model? No
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. Open questions asked such as “what are you looking to
achieve?” and “what steps could be taken?”.

Further discussion of the blocks would have been beneficial.
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3. Cognitive and Intellectual Skills

Have they retained focus throughout, not reading notes, not fiddling with pen or looking distracted? No
Have they responded appropriately to questions? YES

Have they followed a logical structure? YES

Does the conversation flow well? YES

Comments and examples:

Overall, there could have been less focus on notes and more focus on the coachee to allow the
conversation to feel more natural.

You did make occasional eye contact with the coachee when they were talking but this was limited.
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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 some active listening by summarising the coachee’s responses but it would have been useful to
display more open body language to engage the coachee.

You thanked the coachee for sharing theil

tial problem. Further use of positive language throughout
could have helped.





