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[bookmark: _Toc192244998]Chapter 1: INTRODUCTION 
Coaching has known become one of the most powerful learning solutions in post-COVID working environments as it focuses on specific needs in individual and organisational contexts (Vlados,2021). In a post pandemic working environment, where people shifted to work from home, everyone has adapted technologies, and employees are increasingly experiencing burnout, coaching provides change readiness, self-assurance, and advancement( Epler,2022) All those organisations that make use of coaching successfully, ensure that they employees can rise to those challenges and transform into better liked thriving organisations. This paper aims to explicate the concept of coaching and differentiate it from other related intervention such as mentoring, with relevance to its application in the workforce.

[bookmark: _Toc192238985][bookmark: _Toc192243276][bookmark: _Toc192244999] Chapter 2. The importance of Coaching in Post-Covid Workplaces
With the onset of COVID the culture work was shifting dramatically, changing expectations, and providing new concerns for workers and employees. Being physically present at work has made employees more stressed due to the shift to the new hybrid working models, and constant training has required the use of unique learning solutions for each employee through the use of coaching (Palmuci and Santoro,2024) coaching is another form of learning intervention that is sensitive, learned centred and medicinal in that it endeavours to fix psychological and emotional it`s that affect individual`s performance in a given job(Grant, 2017)
[bookmark: _Toc192238986][bookmark: _Toc192243277][bookmark: _Toc192245000] Chapter 3: Main findings
While working as a delivery driver at Domino's, I did not receive any formal coaching training. Nevertheless, I frequently encountered demanding situations that necessitated careful attention and prompt decision-making. In situations requiring the identification of critical issues, I embraced a more commanding approach, which yielded positive results in numerous instances. This experience has led me to appreciate the significance of coaching in a professional setting. According to Passmore (2016), coaching has the potential to improve an employee's performance, particularly in positions that necessitate substantial interpersonal engagement. For instance, informal mentoring sessions with seasoned colleagues helped me cultivate essential skills in customer service and conflict resolution. Furthermore, I have realized that hands-on learning plays a vital role in my position as a delivery driver.  Participating in practical situations has enhanced my decision-making and communication skills, reflecting the principles of Kolb's Experiential Learning Theory (1948). Workshops and training programs cantered on soft skills like emotional intelligence and public speaking would have been especially advantageous, as they encompass not just technical skills but also the nuances of interpersonal relationships(Ramo et all, 2022)
Mentoring and coaching work seamlessly together to promote professional growth. Through my reflective practices, I came to understand that having a mentor could have significantly enhanced my development and boosted my confidence in managing a variety of responsibilities. This relationship would have offered support, oversight, and a secure environment to navigate my struggles and successes. By emphasizing these initiatives, organizations can enable their employees to perform their roles more efficiently, resulting in increased success (Sir J, 2014).
[bookmark: _Toc192238988][bookmark: _Toc192243279][bookmark: _Toc192245001]Chapter 4: Reflection 
Reflection is an essential practice in both personal and professional realms, promoting ongoing growth and heightened self-awareness. Bassot (2020) defines "reflection in action" as the ability to think quickly and adaptively while engaged in the moment. 
We were tasked with organizing and facilitating a coaching session within our team of three members. Luciana, Livia, and I. The objective of this initiative was to improve our competencies and facilitate enhanced collaboration among team members. The content of the sessions was thoroughly analysed, and specific objectives were established. Responsibilities were effectively assigned to facilitate a seamless execution of the outlined goals. We identified the principal inquiries to be posed, drawing upon the framework of the "Instant Payoff" coaching model.
[bookmark: _Toc192243280][bookmark: _Toc192245002]Chapter 5: Instant payoff model 
Is a coaching model that aligns with immediate, measurable outcomes. As opposed to other coaching models that rely on incremental growth, the instant payoff models create results immediately in the areas of performance and decision-making. It is most effective where dynamic environments support short-term goals (Landsberg, 2015) however the model is immediately productive, it might not necessarily lead to profundo learning on long-term development. To achieve its full potential, it must be blended with reflective coaching methods that allow long term professional growth. This coaching model is most effectively utilized in brief sessions, as it enables the coach to identify and delineate a specific issue. The coach will inquire about the challenges encountered by the coaches, thereby facilitating the identification of specific skills that require enhancement(Stanier, 2020)



[bookmark: _Toc192238987][bookmark: _Toc192243278][bookmark: _Toc192245003]Chapter 6: The Gibbs Reflective Cycle, created by Graham Gibbs in 1988, serves as a structured framework for reflective practice. It is utilized across diverse domains such as education, healthcare, and coaching to facilitate enhanced learning and comprehension through systematic reflection. The process is comprised of six stages: descriptions, feelings, evaluation, analysis, conclusion, and action plan. By reflecting on one's claim work, qualities and shortcomings, people can pick up more profound bits of knowledge, move forward decision-making, and improve individual and proficient development (Mantello, 2028). this reflection is based on Gibbs's reflective cycle.
Feelings 
Initially, I felt excited about the opportunity to lead coaching session. However, I also experienced anxiety about whether I could effectively engage in the group and meet their needs I had to coach Luciana almost her fear of open talking, it was genuine challenge since I discover it troublesome to define the address in such way that I would make her realize that her fear can be overseen effectively. Once the subject was chosen my colleagues and I began to apply the hypothesis we had to examined and construct the list of questions. I felt superior after I wrap up the questions and begun practicing. It was exceptionally valuable to dissect these sentiments since it gave me a clear picture of what my coaches were attending to go through.
Evaluation 
The coaching session was good, Luciana was very emotional at the beginning, but I had a friendly attitude. I smiled, I keep eye contact with her, and I helped her find her words when she was too emotional. 
The session endured 11 minutes; The mentor was pleased with my coaching session.
Analysis
I started the coaching session by building rapport with Luciana, I asked her how she is and if she understands what coaching is. I then explained the coaching contract to ensure Luciana is aware of what expect and to clarify her experience as coach. Establishing this understanding is crucial, especially for someone new to coaching, as it sets the foundation for productive relationship.
During our conversation, I discovered that Luciana is particularly interested in overcoming her fear of public speaking.
This fear can often hinder professional growth and limit opportunities for advancement. By addressing this concern early in our sessions, we can create a tailored approach that focuses on building her confidence and skills in this area. 
According to Garver (2021), to receive guidance, as the session's success depends on it. If the coaches lack confidence in the coach, they are unlikely to engage fully in the process.

[bookmark: _Toc192238989][bookmark: _Toc192243281][bookmark: _Toc192245004]Chapter 7. ELECTRIC Coaching Model 
The ELECTRIC model, crafted by Alice Williamson, is a systematic coaching framework that encompasses several essential strategies. Each phase is strategically crafted to enhance the coaching journey: engage, listen, explore, challenge, target, review, and integrate. Utilizing the ELECTRIC model can elevate the coaching experience by offering a structured framework that promotes growth and success.
Engage 
As the coaching session began, I focused on the “engage” stage for ELECTRIC model to establish a strong communication. I welcomed her warmly and created an inviting atmosphere, ensuring she felt comfortable and safe to express her thoughts.
LISTEN 
After establishing trust with Luciana during the “engage” stage I moved on “Listen” step for ELECTRIC model, in this stage, I encouraged her to express her thoughts, feelings, and fears. I crafted an environment where she felt free to talk about her experiences without fear of judgment. I began by asking her to share the challenges she faces regarding public speaking. As Luciana shared her concerns, I practiced active listening, showing her that I was present and genuinely interested.
I used open-ended questions to encourage her to delve deeper into a topic, such as, “what specifically makes you feel uncomfortable when speaking in front of a group”? Or” can you tell me a previous experience where you felt anxious”?
Through active listening. I was able to identify not only her issues related to public speaking but also the factors contributing to her anxiety. I reflected on her emotions and validated her feelings, ensuring that Luciana felt heard and understood.
EXPLORE 
The "explore" phase is essential for delving into her anxieties and ambitions concerning public speaking. I prompted Luciana to consider her previous encounters with public speaking by asking questions such as, "Which external factors support or discourage you from speaking in public" and "What do you believe to be the root cause of your fear in public speaking. This approach helped her express her emotions and pinpoint the specific factors that fuelled her anxiety.
I encouraged Luciana to reflect on her past experiences with public speaking, asking question like, “Which external factors support or discourage you from speaking in public”? or “what do you believe to be the root cause of your fear in public speaking”? This allowed her to articulate her feelings and identify specific triggers that contributed to her anxiety.
Additionally, I guided her to explore the potential impact of overcoming her to fear. We discussed what successful public speaking would look like for her and how it could enhance her professional and personal life. I asked, “what would success look like if you got comfortable speaking”? and “If you had no fear and you are going to public speaking:  how much would your confidence boost and communication skills improved”?
Challenge 
This stage is aimed at motivating her to confront and scrutinize the restrictive beliefs and assumptions that were fuelling Luciana's anxiety. I began by encouraging Luciana to consider the insights that emerged from our earlier conversations. I asked questions such as, "“what you think is preventing you from reaching your comfort zone when you are speaking in public. By challenging her perspectives, my goal was to help Luciana take control of her story and realize that her fears, although legitimate, can be addressed and managed. 
TARGET 
I began by asking Luciana to articulate what she wanted to achieve in her public speaking journey. Together, we identified clear targets, such as delivering a short presentation to a small group. I emphasized the importance of making these goals SMART: specific, measurable, achievable, relevant, and time bound.
In our 11-minute coaching sessions, I began the conversation by asking Luciana about her progress with her SMART goals. I prompted her to consider her experiences in public speaking and how they corresponded with the objectives she had established. This introspection not only enabled her to evaluate her progress but also strengthened her dedication to the objectives we had set. By regularly assessing and modifying her SMART goals, Luciana could stay motivated and persistently progress towards her ultimate objective of becoming a more confident speaker.
REVIEW 
 During our session, I initiated the discussion by inquiring about Luciana's perceptions and feelings regarding her recent experiences with public speaking. I urged her to articulate her reflections on the presentation she delivered, as well as to discuss any challenges she faced during the process. “Which resources would support you in overcoming this fear of public speaking”? or “can you identify the skills or knowledge required to overcome the fear of public speaking”? served to facilitate a constructive dialogue concerning her performance.
INTEGRATE 
I encouraged Luciana to reflect on the potential applications of her acquired knowledge beyond the context of our coaching sessions. We explored various strategies to facilitate the ongoing development of her public speaking skills, including the identification of opportunities for practice within the workplace. This encompassed techniques such as diaphragmatic breathing exercises, positive visualization, and the use of affirmations. I advised her to develop a straightforward checklist of strategies that she could consult prior to any speaking engagement, thereby enhancing her sense of preparedness and stability. To enhance the depth of her understanding, we engaged in a discourse regarding the significance of self-reflection. I recommended that Luciana maintain a journal in which she could record her experiences, emotions, and the strategies that proved most effective for her. This practice would not only facilitate the monitoring of her progress but also strengthen her dedication to ongoing development. The incorporation of these practices facilitated a durable developmental process, thereby equipping her to approach forthcoming speaking opportunities with a heightened sense of confidence.
During the coaching session, I utilized dynamic tuning in aptitudes and adjusted my questions to Luciana`s answers. Dynamic tuning in is critical not as it were for precision, but too for recognizing the certainty or delay within the coacher’s voice. As before long as the coaches answers a question, the coach should translate the reaction and at the same time, choose what another address would be. Whereas stopping to reflect is acknowledged, inquiring for redundancy since of need of consideration will harm believe and viability (Withmore,2020). Whereas our coaching session was staged, in genuine life coaching sessions I would ought to utilize this skill continually, to form beyond any doubt I utilize the time with my coaches as effectively as conceivable. Whereas it isn't  suggested to have long list of questions lined up, since the coach ought to be continually tuning in to the coaches and the questions ought to stream appropriately (Passmore,2016), I required to be arranged for our coaching work out, and I did have a list prepared. In a real-life situation, I would still have a list arranged, but I would not depend on it solely.
I concluded the session by establishing three SMART objectives that Luciana needs to focus on before our next meeting. A coach is most likely to achieve goals when there is clarity around expectations. According to Hawkins (2020), when clients get specific goals and receive constructive feedback, their motivation and performance can significantly improve. The more challenging the goal, the higher the potential performance, provided that the coach accepts the challenge.
In post Covid reality, SMART objectives have faced criticism, however they remain vital tools for effective coaching. If clients, like Luciana, feel more confident about their abilities to address their fear of public speaking, they can achieve their goals and enhance their performance (Manktelow, 2018)
[bookmark: _Toc192238990][bookmark: _Toc192243282][bookmark: _Toc192245005]Chapter 8, Conclusion 
I previously noted that the coaching session went well, and I got positive feedback from my tutor. (see in appendix 1) Studying various coaching models has enriched my understanding, enabling me to effectively plan and facilitate coaching sessions in a systematic manner with the right resources.
[bookmark: _Toc192243283][bookmark: _Toc192245006]Chapter 9: Post-Covid Conclusion
After the pandemic, coaching has shown its value in overcoming the difficulties associated with remote work, mental health struggles, and the necessity for adaptable leadership. It encourages responsibility, flexibility, and self-reflection, all of which are crucial for enhancing motivation and productivity. Working as a delivery driver at Domino's has provided me with essential skills in time management and effective communication, particularly in high-pressure situations. This experience has fostered my ability to solve problems and cultivated a mindset focused on finding solutions. This is evident in my coaching style. I have developed the skill of actively listening and posing thought-provoking questions that encourage creative thinking, enabling clients to discover their own solutions to professional obstacles.
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	1. Engagement with Literature Skills 

	
Follows model in correct order.
Incorporates appropriate elements of other models (e.g. engagement). 

The structure of your coaching session was good and followed the Instant Payoff model. It had a clear beginning, middle and end. You incorporated elements of other models and best practice such as introducing yourself and building rapport. You could have used the language of the Instant Payoff model, however, such as using ‘blocks’ rather than barriers. 


	
	

	2. Knowledge and Understanding Skills 
	

	
Understands model – correct interpretation of each part, including blocks.
Appropriate Use of Open, Probing and Closed Questions, appropriate use of pauses, asks permission to make suggestions to the coaches if the coachee is struggling with solutions.

You correctly applied the model. You used plenty of open questions that encouraged Luciana to think about her problem and produce solutions. You clearly understood that it was important for Luciana to identify all the barriers and produce a solution herself. 

	

	
	

	3. Cognitive and Intellectual Skills

	

	
Retains focus throughout, not reading notes, not fiddling with pen, or looking distracted; responds appropriately to questions; structure is logical; conversation flows well.

You were very focussed and controlled the conversation. You maintained good eye contact throughout and only occasionally used your notes. You responded appropriately to Luciana’s questions and used good follow-up questions. The structure of the conversation was logical and flowed well, though ended fairly abruptly. You could have helped Luciana produce a SMART objective at the end as you had time to spare. 

	

	
	

	4. Practical Application Skills 
	

	
Encouraging language, warm and open body language, nods of the head, murmurs of encouragement, appropriate energy levels to match and mirror the coaches, evidence of building rapport.

You used encouraging language such as ‘Don’t worry, you are very good.’ You were sympathetic and your body language was very good. You used Luciana’s name, which was also good. Generally, your practical application skills were excellent. 

	

	
	

	5. Transferable Skills for Life and Professional Practice
	

	
Overall, a good performance, good conversation management, the coaches doing most of the talking and the coaches comes up with their own solutions, good time management.

The conversation lasted 11 minutes, but was of a high quality, though more time could have been spent producing an action plan at the end. Luciana did most of the talking and you were very effective in helping her devise solutions. Well, done.
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