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                                      PART 2: WRITING REFLECTION
     1. Introduction
[bookmark: _Int_8pI15Hwf]Business coaching has grown in value in the post-COVID context since it helps people to grow in their careers and become more productive in a variety of business, including elderly care facilities (Bennett & McWhorter, 2021). Coaching empowers individuals by enabling them in taking control of their own transformation, in contrast to other service offerings that fall under the category of learning interventions, such as training sessions. In my recent peer-coaching exercise with Joy, utilising the OSCAR Model, I was privileged to evaluate my strengths, weaknesses and developing needs as a coach within a safe environment.
[bookmark: _Int_Z8XXe8px]This reflection focuses on the evaluation of the coaching activities completed and the specific benefit of coaching in my working environment as well as the given guidelines that examine the core competencies to be used in the coaching blueprint as well as the learning how I performed in or the skills that I needed to develop are the main topics of this reflection. In addition, I will compare the OSCAR Model with the pay  off coaching Model as well as explaining how each model’s different element affects coaching in the context. From these insights, I will formulate a personal development plan (PDP) that will help me become a better coach and meet the requirements of the care home’s workforce need.
[bookmark: _Int_MdulJa1z]        2. Important of Coaching, Relative to other Forms of Learning Interventions 
                  2.1. I mportance of Coaching in the Post-COVID Workplace
[bookmark: _Int_U5wUQYlQ]A new organisational attitude that prioritises employee health and wellbeing and robust and adaptable has been by COVID-19 (Raghavan et al., 2021). The emergence of more traditional learning methods, such as training and mentoring, has led to the recognition of coaching as an important developmental technique. Conversely, coaching is a developmental process that emphasises  taking responsibility for change through the use of self- reflection instrument the ‘plan-Do-Review’ process and the development of process as well as the growth of personal and professional skills, all of which are essential to managing change (Talan et al., 2023). Specifically, as the shortage of workforce and burnout become stable threats for many workplace contexts, including residential care homes, coaching helps develop a more sustainable and engaging work environment from the individual’s perspective (Terblanche, 2022).
[bookmark: _Int_ZSwmrCot][bookmark: _Int_nKWdNyR4][bookmark: _Int_413uDacN]Up until now, the focus of staff training at my place of employment, a residential care facility, has been on task-based training aimed at gaining rote experience and ability. But this does not really find the mental and emotional resilience needed in a care setting. (Jarosz, 2021). I think that the launching of a more coherent introduction to coaching could help to address this issue, by offering a more structured reflection prompting, decision support environment that helps staff to cope with the challenge of care work. For example, weekly coaching may facilitate staff to consider stress management, and work on emotions and communication- skills that are valuable in any context, especially a residential care home. Findings have demonstrated that coaching interventions in high-stress posts, for example in health facilities or in cases where individuals are caregivers, reduce burnout and increase job satisfaction (Chahbounia & Gantare, 2023) which could play a crucial role in increasing staff retention and in addition the quality of care provided to patients. Having worked in a residential care home as a registered care manager, I understand how coaching can overcome the problems of traditional training approaches. The major weakness of procedural training is that it fails to inform employees of their human and emotional side, which is vital in any caregiving occupation. As Le and Hoang (2024) point out, in human-related healthcare establishments, the use of coaching interventions is proven to correlate with a decrease in burnout effects and an increase in employee engagement, therefore, it is known that coaching can help with the gap by implementing the principles of emotional resources. It therefore could improve the degree of person-centred care that is delivered in our care home as staff can be coached to work in a way that meets the values and requirements of their job.
              2.2. comparing Coaching with Mentoring and Training in Care Settings
[bookmark: _Int_POqfrO8e][bookmark: _Int_HVp3f4ID]While coaching offers a deeper and individualised approach, mentoring is a more hierarchical training method that gives the process of information transfer basic principles based on the mentor’s experience. In contrast to mentoring, which is more didactic and involves the mentor offering ideas, coaching uses reflective discourse and questioning strategies to help the coachee come up with their own solution (Jones & Smith, 2022). On the other hand, when mentoring in residential care facilities may be confined to just training and passing of behavioral procedures, coaching can foster the kind of individual transformation which in terms of personal growth is required to sustain long-term care workers’ motivation (Viera, 2021).
Moreover, coaching differs from traditional training which is dominantly skill-focused and didactic, instruction in care settings involves preparation on clinical competencies, procedural measure, and handling of emergencies that are relevant for organizational performance yet unhelpful in building the psychological strength required for person-focused care (Landsberg, 2015). In contrast, coaching is an individualized approach where staff subscribe to proactively work on their personal development plan, coaching sessions intend to manage motivation internally (Scandiffio et al., 2024). 
  3. Skills Required for Effective Coaching 
[bookmark: _Int_N1eoVI64]coaching involves several competencies that create a suitable mannerism for the coaches to overcome their difficulties in fulfilling their objectives. From the lens of great coaching behaviour, the competencies of an effective coach performance involve listening, empathy, intelligence, questions, and feedback skills (Champman et al 2020).
Active listening  
[bookmark: _Int_IFgzOtPP]The most fundamental practice in coaching is listening. The practices also entail active listening with the coach only listening not only to what the coachee is saying but also how they are being said. It enables the coach to understand the coachee’s issues and goals without projecting bias or superimposing it onto her (Bakhshandeh, 2023). Most of the coachees value active listening because it makes them feel valued and understood therefore improving the engagement level (Kluger & Itzchakov, 2022). When considering my session with Joy (my Coachee), I found that often my focus was on listening to what Joy was saying, which, perhaps, affected our communication positively. From this experience, I need to be attentive to my ability and level of listening to make myself available for the needs of the clients during different sessions.
Empathy and Emotional Intelligence (EI)
[bookmark: _Int_KJ5VnHcP]Empathy in coaching allows the coach to the emotional level with the coachee, feel with us-trust. During the session with Joy (my coachee). I also depicted this skill by offering solutions when the coachee seemed to be struggling with her answer. Empathy alludes to the ability to accurately perceive an individual’s own and other people’s emotions and has a significant role in EI (Diller et al., 2021). Coaches with distinct levels of EI would also be able to respond to the multi-dimensional emotional processes of the sessions, in the best interest of the coachee (Sinclair et al., 2021). In the context of residential care of course, where all the employees are exposed to emotionally challenging situations, as a coach, I must be able to respond emotionally as well which I tried to do during the session with Joy by using encouraging words like “that’s brilliant” and “that is a good one”. Despite that I showed aspects of micro-affirmations and empathy in the session with Joy, I sometimes control my own emotions and try to improve this aspect in the future via training. 
Questioning and feedback
Questioning and feedback are the most important techniques functional in coaching. Open questions make coachees, search for ideas with other options and find the view of others, which contributes to their learning process (Rogers, 2024). During my session, I realized that by employing open-ended questions, it fits into the OSCAR Model and compelled Joy to explain her goals and explore her challenge better. However, I realised that there is room for improvement in how I start the feedback-giving process. It must be noted that the process of feedback that is most effective in making the coachee change must be liberating rather than directive (Norman, 2022).
4. Comparing the OSCAR Model and the Pay Off Coaching Model 
[bookmark: _Int_FVlkj0GS]The OSCAR Model (outcome, situation, Choices Action, Review) by Gilbert and Whittleworthy (2009) is a structured solution-focused approach that enables a coachee to set tangible goals and map out specific strategies to get there. Organizations, where there is a need for order and clear steps needed to reach the goals, are best suited by this model since they provide a clear map of the coachee from the beginning right down to the action plan. In my case, using the OSCAR Model, it was easy to help Joy in defining the goals and understanding what must be done to achieve them. Most especially the Review phase played a vital role in enabling Joy to evaluate her self-coaching process and focus on any modifications reconfirming her on the coaching process (Lobo et al., 2021). 
The Instant payoff Coaching model inspires the coach by linking it to something doubled and tangible which the coachee can achieve and is motivated to reach. In short, it is about three blocks, Coachee, Other and Situation, each of which is intended to generate action purposeful and targeted. 
Coachee 
[bookmark: _Int_I6lJGEIb]The “Coachee” blocks underline the personal gain and reward going with the fulfilment of goal. The model is rife with self-reflection and understanding of what drives the coachee. One example in my coaching session with Joy, I applied this principle by helping her to notice for herself how she would feel a sense of personal satisfaction when she met her professional development goal. Certainly, Joy showed extrinsic motivators, but also intrinsic ones such as increased confidence, job satisfaction and skill enhancement, which emotionally firmed her up towards achieving her objectives. This enabled her to see exactly where what she was doing fit with her long-term goals, and it made her self-motivated (Toterhi & Recardo, 2016).
Others 
The ‘Others’ block is how your actions and achievements will help the people that surround you. This dimension helps the coachee begin to think of the consequences of their goals beyond just a target financial number such as improved teamwork, bettered relationship, peer, and supervision recognition, etc. Story element that worked very effectively in the sense of understanding that showed to Joy how her growth would be valuable not only to her but her colleagues and to the residents that she was looking after. Joy took responsibility and purpose when she knew her own development was going to make a difference in the well-being of others, by showing that if she could make it, this would lead to a more supportive and efficient workplace (Landsberg, 2003)
Situation 
[bookmark: _Int_YImIRXz7][bookmark: _Int_nP7YXVB7]The “Situation” block considers the current circumstances under which the desired change will be reflected achieved and explains how achieving the goal resolves or improves problems. This block tends to show to the coachee at least what they should have with effort, if not immediately, at least practically. In my session, I talked to Joy about the challenges she was facing and how she could overcome these challenges, e.g., stress management and the barriers that were causing communication problem to see how achieving these things would make a better work environment. Joy was able to connect her goal to situation improvements so she could see how that would produce practical and immediate payoffs thereby motivating her to still be committed and consistent with her plan (Toterhi & Recardo, 2016).
	[image: ]


                                            
                                                   Figure 1: Instant Payoff Coaching Model 
                                        Source: (The Tao of Coaching –Max Landsberg (2003) p.49
[bookmark: _Int_K8mWDQx5][bookmark: _Int_nXTEBZoh]Still, compared to the several step structured approaches of the OSCAR Model, which was helpful to set clear actions with Joy, using components of the Instant Pay Off Model perhaps would have helped to amplify her interest by connecting her goals to the personal benefit. The literature about coaching models shows that the mixture of motivational aspects with action-centred paradigms improves coachee satisfaction and loyalty to a greater extent (De Haan & Gannon, 2017). As the coachees move to the implementation phase of their goal, I will ask them questions that will enforce the factors that are associated with the Instant Pay Off Model for future sessions. 
5. Personal development plan (PDP)
Based on the above assessment, below is a 12-month personal plan for enhancing my coaching 

	Objective 
	Reason (why?)
	Support/Resources (How)
	Review Date
	Achievement Indicators 

	Improve active listening skills
	Enhance engagement and understanding in sessions 
	-Active listening workshop
-Daily mindfulness practice

-Review session recordings 

	3 moths 
	Positive coachee feedback and improved focus session recordings

	Develop emotional intelligence and regulation
	Manage emotions, and build trust in sessions 
	-Emotional intelligence course
-journal and self-reflection post-sessions
	6 months
	Consistent emotional responses and positive peer/coachee feedback 

	Refine questioning and feedback techniques 
	Encourage coachee self-reflection
	-Advanced coaching course 
-Practice the (Situation-Behavior-Impact) SBI
Model 
-Mentor feedback
	6 months
	Effective use of the SBI model and increased coachee self-reflection 

	Improve non-directive feedback 
	Create a support coaching environment 
	-Workshop on feedback
-Use SBI model templets 
-Observation experienced coach 
	9 months
	Coachee feedback reflects supportive, non-prescriptive feedback

	Increase cultural awareness in coaching 
	Coach diverse individuals inclusively 
	-Cultural competency training 
-Engage with diverse communication 
-Self-reflection on biases
	12 months 
	Positive feedback on inclusivity from diverse coachees 



     5.  Conclusion 
Overall, my consideration of the peer-coaching session underscores the importance of coaching as a developmental paradigm, especially in the context of residential care practice. Analysing the OSCAR and Instant Pay Off Coaching Models side by side, I have been able to figure out aspects to improve coachee participation and match coaching interventions to the coachee’s desire. My goal over the next year, as set out in my PDP, is to build up the core competencies of successful coaching: listening, EI, and feedback this plan will help me in designing a conductive environment that enhances personal and professional staff care employees’ experience care within the care home. 
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