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            Coaching and mentoring within an organisation 
1. Introduction
Coaching and mentoring help people to grow at work, but are two different concepts. Coaching is a structured, collaborative process, aimed to enhance an individual’s performance skills and confidence in the workplace (Dexter, J., Dexter, G. & Irvin,2010). Unlike other learning interventions such as formal training or mentoring, coaching focuses on specific goals In a short term,  outcome driven context, meanwhile mentoring tends to be longer-term, emphasising career progression and personal growth (CIPD,2025).
In the post-COVID workplace, coaching has gained increased importance (Graf &Dionne,2021). Organisations are recognising its value in providing personalised support, building emotional wellbeing, particularly as employees reassess their career priorities and faces constant change (Chandler, 2024). 
The benefits of coaching includes improvements in task performance, achieve specific objectives and skills development (Smith, Boniwell & Green, 2021). On personal level enhance motivation, confidence and interpersonal skills (Turner, 2023).
In my childcare setting coaching is not yet formally embedded within workplace development. Most stuff development relies on observational feedback or group training sessions. While these approaches can be useful , they do not always address individual needs or encourage deeper reflection . If coaching will be incorporated, It could improve staff confidence and improving leadership skills and reflective practise then the quality of childcare provided it could be improved (Jimenez-Gomez, 2019). 
Modern workplace tends to highlight the value of coaching for individual development, we're learning is tailored to the unique goals and challenges of each staff member (Grant, 2021).  Coaching could also promote well-being and work life balance, which is particularly important in child care roles that can be emotionally and physically demanding (Chandler,2011). 
Conscious coaching emphasises the importance of self-awareness and presence, allowing coaches to adapt the coachee’s needs and foster deeper reflective practise (Lyall, 2021).
Structure coaching approaches enhance performance and leadership skills, providing managers with tools to support employees’ growth(Canaday, 2023).
The introduction of Internal coaching programmes could further enhance this by enabling stuff to practise coaching with colleagues, developing leadership and communication skills (Bhavika Patel & van Nieuwerburgh, 2021). 
If my organisation would adopt one to one or one to many coaching approaches then it could be enhanced team cohesion, improve staff engagement and help the nursery achieve better development outcomes for children (Baron&Boise, 2023). 
2.Description 
The coaching session exercise involved using the Instant Payoff model to guide a coachee, my colleague Ciprian, through a structured coaching session. The model follows five-step process: Identifying the current issue call mom clarifying the desired outcome call mom listing obstacles or blocks, jointly brainstorming possible next steps and agreeing on action with timing (Williamson, 2022). The purpose of my coaching session was to help Ciprian to explore the issue and to identify himself realistic actions which will help him to find a work-personal life balance. In the same time it provided me the opportunity to practise and to demonstrate my leadership and management skills. 
My coaching session lasted 10 minutes and 40 seconds, slightly shorter than the recommended 15 minutes. I welcome cyprian and they began the session by thanking him for attending. I stated that the conversation was confidential which helped to build his trust and feel safe. However, even if previously our meeting I had the intention to bring with me a coaching contract, at the moment of the session I totally forgot. I used open and closed questions To explore his challenges on desired outcome with pauses to allow reflection (Rogers, 2023), but could have further categorise them. 
Observers noted that I correctly followed the Instant Payoff model’s steps, although I could have incorporated more report- building techniques. As well, I did not fully explain the model which may have reduced clarity about roles and expectations. Actions and follow-ups were discussed at the session’s  conclusion. 
 3. Feelings
During the exercise, I initially felt a combination of nervousness and anticipation call mom proposing myself to be the first one being assessed. Being observed heightened my self-awareness and I was conscious of maintaining professionalism and following the model correctly. As the session progressed, my confidence increased and I tried to follow up the conversation without watching my notes and I felt relieved seeing that Ciprian  actively engaged and explored potential solutions. After the session, experience a sense of satisfaction recognising the importance of structured questions and active listening. 
Reflecting on observers’ feedback I appreciate the constructive insights, in particular the need to improve rapport -building , more strategic pauses and to allow coachee space to come up with own solutions (Rogers, 2022).
4. Evaluation
Several aspects of the session went well and help the conversation feel useful and productive. I followed the instant payoff model, asking questions that thing encouraged Ciprian to articulate his challenges and desired outcomes (Williamson, T., et al, 2021).
My use of open and probing questions supported coachee’s  autonomy, allowing him to think for himself, explore and reflect on potential strategies rather than waiting for me to give answers (Tee, D. & Passmore, J.,2022).
The observers also pointed out that my body language and tone were positive and encouraging. I tried to show that I was listening carefully, nodding, giving short responses and repeating some of his words to show understanding. This helped Ciprian feel comfortable and supported, which is important in any coaching session (Rogers, 2022). 
Certain areas were less effective. I relied on notes at times which disrupted the natural flow of conversation. Limited eye contact and insufficient pauses may  have restricted Ciprian’s reflective thinking. Observers also noted that while I sought permission before providing solutions, allowing Ciprian more time to generate solution on his own would have been beneficial. Finally, categorising obstacles more systematically, as recommended in best practise, would have provided clearer analyse this of the coachee’s situation (Parsloe & Leedham, 2022).

5. Analysis 
The Instant Payoff model is designed to deliver rapid clarity and movement by identifying the issue, clarifying the desired outcome, exploring obstacles, generating options and agreeing immediate next steps. Its strength lies in its ability to create quick progress in short sessions ( Starr,2021). 
Comparing my performance to established coaching frameworks, the Instant  Payoff model provided me a clear structure for the coaching session. It aligned well with time-limited classroom session, as I was able to guide Ciprian efficiently through the stages and retain a clear structure (Williamson, 2022). 
Integrating GROW and OSCAR  models could have strengthened the coaching process with deeper reflection.
5.1 GROW model is a simple coaching tool that helps people move from where their current state to where they want to be. It has four steps: goal, reality, opsions and will. Goal is the step where individuals make clear what they want to achieve. The reality step looks at what is happening at the moment and what it might be getting in the way. Opsions step is about thinking on different ways to achieve the goal and will step is about what the individual will actually going to do next. Panchal and Riddell (2020) explain that this model is helpful because it helps people thinking clear, making choices and taking actions to change their behaviour. 
During my coaching session I asked ciprian about his desired outcome, which aligned with the Goal stage. 
The Reality  stage in GROW encourages a  more detailed assessment of the coachee’s current situation, including strenghts, challenges and constraints, which could have deepened his self-awarness and understanding of the problem (Whitmore, 2021).
The Options stage promote creative problem-solving through encouraging multiple potential solutions (Baron &Boise,2023). If I would integrated this stage in my coaching session it could helped Ciprian to come up with more innovative solutions. Finally, the Will stage emphasis commitment to actionable steps and timelines (Graf & Dionne,2021). I asked Ciprian about possible actions and discussed follow-up arrangements at the end of the session, which aligns with the Will stage’s focus on commitment to actionable steps and timelines ensuring that Ciprian leaves the session with clarity on what to do next, when he will start doing it and how the process will be monitored (Rogers,2024). 
5.2 OSCAR
The OSCAR model places a stronger emphasis on reflection and review(Baron&Boise, 2023). It is a concise, solution-focused coaching framework that guides conversations towards measurable results. It was designed to deepen coaching conversations through encouraging more detailed self-assessment and identification of behavioural patterns (Gilbert &Whittleworth,2009). This differs from the more solutions-focused Instant Payoff model, which tends to prioritise momentum over introspective analysis. OSCAR stands for Outcome, Situation, Choices, Actions and Review. 
Although I structured my coaching session using the Instant Payoff model, reflecting on the process suggest that using the OSCAR model might have produced different dynamic, especially exploring deeper the options. If i would had applied the OSCAR  model, the session may have unfolded more emphasis or reflection, relational development and the slower exploration of options.
 One area that would have changed if I would apply OSCAR  is the exploration of Ciprian’s situation.  In the instant payoff model, I focus mainly on identifying blocks. My observers noted that I could have broken down the obstacles further which suggests that OSCAR’s more expensive Situation stage might have helped me slow the process down and generate deeper understanding before moving to solutions. OSCAR encourages coaches to invite the coachee to explore what is already working and where their strengths lie, which is consistent with  strength  based coaching principles (Smith, Boniwell &Green). 
 Observers feedback highlighting my strengths, including maintaining  Structure, positive language and focus on achievements. Weaknesses included reliance on notes, limited eye contact and insufficient reflective pauses.  Using GROW’s Reality and Will stages alongside OSCAR’s Review stage could have superate  these limitations, fostering a more reflective session (Passmore, 2021). 
6. Conclusion
 Reflecting on the coaching exercise has strengthened my understanding of how structured coaching models contribute to effective leadership and workplace development. Using the Instant  Payoff model enabled me to maintain direction and ensure that the limited time available was used productively. This model helped Ciprian clarify his desired outcome, explore obstacles and identify manageable actions within a short, focused session.
 The exercise also revealed key areas for improvement that would allow me to evolve from simply following a model to demonstrating coaching fluency. The feedback from observers was especially valuable here. They notice that although the structure of the session was strong, there were missed opportunities to deepen Ciprian’s thinking hrough more strategic pausing, increased eye contact and reduce reliance or notes. This highlights a gap in my ability to balance structure with presence. While I succeed in guiding the session logically and professionally, I did not always demonstrate the level of active listening or emotional attachment associated with hight effective coaching practise. 
 Comparing the instant payoff model with grow and Oscar reinforced my understanding of what could be enhanced. Grow places greater emphasis on exploring the coaches current reality and generating multiple options before agreeing on a commitment, while Oscar encourages deeper situational analysis and stronger accountability through its review component. If I had incorporate elements from these models the session may have offered ciprian more reflective space and supported longer term behavioural change. These models highlights the importance of balancing task focus with reflective exploration, something I intend to develop further in my coaching practises. The session also strengthened my  recognition of coaching as a valuable developmental tool within my nursery workplace.  Currently, staff development relies heavily on observations and group training. Introducing coaching would offer personalised, ongoing support that intense confidence, builds leadership capability and strengthnes eflective practise.  Coaching is particularly relevant in post COVID workplaces, where employees often need emotional support, help with resilience and clear guidance when navigating changes (Graft & Dionne, 2021). 
 This exercise helped me understand my strengths while making me aware of development areas including rapport- building, deep listening, reducing dependence on notes and promoting coachee-led  problem-solving.  Through conscious practise and targeted learning, I can integrate these skills into future coaching sessions. This will not only improve my coaching ability but also support my growth as an leader in the earlier sector. My next step is to undertake  developmental actions that strengthened my reflective capacity, deepen my coaching presence and allow me to apply coaching models more flexibly and confidentially within my organisation.
7. Personal development plan
	What do I need to learn
	What will I do to achieve it?
	What resources I need
	What will my success criteria be?
	Review

	I need to improve my active listening, communication skills and make more strategic pauses. This was highlighted in the feedback given by my observers. 
	I will use online resources as the following video to understand better how a coaching session should be. https://youtu.be/TGOQShqfaOA?si=kSTg9oUfPBI1NS0N
 I will read “Concious coaching” book by Lyall, Denise(2021) and “Coaching essentials for managers” by Sara Canaday(2023)

	The books, acces to internet and support from colleagues to simulate a coaching session.  
	Good grades on peers coaching exercises, confidence on coaching new staff members and confidence on my communication skills when give feedback to parents. 
	Review in 3 months after my regular work review and feedback from managers. 
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