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[bookmark: _Toc192102938]Introduction
This reflection uses the Instant Payoff Coaching Model to critically assess how well I performed in a peer training exercise. The coaching consultation's objective was to help my coaches, Halima, deal with situations that required her to use her presentation skills. The consultation gave me the chance to consider my areas of strength and growth and to put training theories into practice. 
This essay will analyze how I performed in relation to educational literature, emphasizing the value of training, necessary skills, comparison to different coaching approaches, and a personal development plan (Jackson, 2004).
[bookmark: _Toc192102939]Performance in the Peer Coaching Exercise
To adhere to the Instant Payoff Coaching Model, I helped Halima identify problems, visualize success, identify obstacles, and come up with solutions during the training consultation. Instead of encouraging Halima to come up with her own answers, I took a more direct approach, which is when I veered off course. The middle component of coaching is self-discovery, which I did not fully facilitate even though I effectively summed up her concerns. 
Rather of focusing on cooperatively recognizing and classifying constraints, I tended to take on the role of a trainer (Rowden & Conine, 2005). I should have helped the coaches better by using strategic thinking and reflection techniques, as the Instant Payoff Model places a strong emphasis on helping them express their own difficult circumstances and ability responses. As a result of my method, Halima began to rely more on my advice rather than creating her own plans to deal with her challenging circumstances. The coaching session's usefulness was limited by this omission, which also shows where my future education practice must be improved (Hampson, 2020). 
Moreover, my capacity to offer helpful criticism in a non-directive way has become another obstacle. Instead of serving as a marketing consultant, the instructor must serve as a facilitator to deliver effective training (Luo et al., 2019). By applying my approach in destiny education programs, I may enable the coaches to take greater responsibility for their own development, which is a principle that is emphasized. Furthermore, I found that occasionally my answers lacked dedication, therefore I might have wanted to encourage Halima to provide more detailed thoughts to help her identify the root causes of her difficult circumstances (Sager et al., 2014).
[bookmark: _Toc192102940]Reflection on the Instant Payoff Coaching Model
The Instant Payoff Model is suited for short-term problem-solving because it places an emphasis on immediate, actionable results. It has four stages: problem definition, desired result visualization, obstacle identification, and solution brainstorming. Although I was aware of the version’s structure, my execution did not entirely conform to its principles. I gave direct instruction on presentation techniques rather than working with others to explore constraints. This limited Halima’s ability to reflect on herself and take responsibility for her responses, which is essential for training to be effective (Raman, 2023).
[bookmark: _Toc192102941]Gibbs Reflective Cycle
One methodical approach to reflect that enables people to review reports and make plans for improvements is Gibbs' Reflective Cycle (1988). It has the following six stages:
· Description – Describe the event or activity.
· Feelings – Analyzing feelings and responses.
· Evaluation – Finding the advantageous aspects and undesirable aspects.
· Analysis – Examining the reasons behind the way things transpired.
· Conclusion – A summary of the main findings.
· Action Plan – Making defined plans for future practice improvements.
I will be able to assess my overall coaching effectiveness and pinpoint areas for improvement with the aid of this model.
[bookmark: _Toc192102942]1. Description:
In the coaching consultation, I guided Halima through problem identification, envisioning achievement, identifying hurdles, and brainstorming solutions in accordance with the Instant Payoff Coaching Model. Nevertheless, I departed from the version by utilizing a directive approach, emphasizing recommendations above aiding in self-discovery. I did not give her enough authority to come up with her own solutions, even though I did a good job of summarizing her problems (Landsberg, 2015).
[bookmark: _Toc192102943]2. Feelings:
I was confident in my training skills at first because I had done my homework. As the session progressed, though, I became aware that I was controlling the conversations too closely. I realized that training should be more about facilitating than teaching, so I was only mildly irritated by this. In my opinion, Halima's level of engagement also decreased, which led me to question the success of the consultation.
[bookmark: _Toc192102944]3. Evaluation:
My coaching has been effective in certain ways. My ability to actively listen helped me establish rapport and foster a positive environment. I also made sure that the session was coherent and clear by establishing it methodically. I did not, however, effectively employ open-ended questions, which limited Halima's capacity to come up with her own answers. Additionally, I spent too much time giving explanations instead of encouraging reflected image, which reduced the effectiveness of the session.
[bookmark: _Toc192102945]4. Analysis:
A major contributing factor to my focused method is my lack of confidence in my cognitive abilities. Asking thoughtful questions that promote introspection is essential to effective training. My inability to accomplish this limited Halima's capacity to consider her demanding circumstances with seriousness. I also had trouble adapting to her comments in a dynamic way, which is a crucial skill in teaching. These difficulties imply that I require additional instruction in adaptive education techniques along with effective questions.
[bookmark: _Toc192102946]5. Conclusion:
This encounter brought to light both my coaching abilities and shortcomings. I need to improve my questioning techniques and become more flexible, even if I passed the listening test and conducted the discussion well. Additionally, it is my goal to allow the coachee greater control over their learning system.
[bookmark: _Toc192102947]6. Action Plan:
I will make sure that I assist rather than teach by practicing asking more open-ended questions. I am going to seek feedback from colleagues regarding my coaching style and make necessary adjustments. To help colleagues develop their skills in a supportive setting, I will arrange peer training workshops.
[image: ]
At my workplace, coaching is natural, and staff members mostly conduct research through mentorship and educational courses. But training can significantly enhance employee development, especially in a post-COVID hybrid environment. Teamwork, problem-solving skills, and leadership abilities can all be enhanced by implementing dependent training programs.
[bookmark: _Toc192102948]Strengths and Weaknesses
[bookmark: _Toc192102949]Strengths:
· [bookmark: _Toc192102950]Active Listening 
By engaging in Halima's worries and outlining her main difficulties, I developed strong listening skills. Because it fosters agreement and promotes candid communication, active listening is essential in coaching (Clutterbuck, 2020).
· [bookmark: _Toc192102951]Encouragement and Support 
By developing trust and acknowledgment, my body language and vocal affirmations produced a beneficial learning environment. Throughout the session, encouragement gave Halima a sense of security and support (Landsberg, 2015).
· [bookmark: _Toc192102952]Logical Structure
The session had a logical flow, ensuring that Halima's concerns could be read, and that the communication was organized and goal oriented (Landsberg, 2015).
· [bookmark: _Toc192102953]Empathy
During the technique, I was able to recognize Halima's difficulties and demonstrate genuine concern, which helped her feel appreciated (Passmore, 2010).
· [bookmark: _Toc192102954]Clarity in Summarization
I helped Halima better understand her current situation and identify specific answers by providing concise but effective summaries of our conversations (Passmore, 2010).
[bookmark: _Toc192102955]Weaknesses:
· [bookmark: _Toc192102956]Overly Directive Approach
I helped Halima better understand her current situation and identify specific answers by providing concise but effective summaries of our conversations (Landsberg, 2015).
· [bookmark: _Toc192102957]Questioning Techniques
My use of open-ended questioning became constrained, which hindered Halima's ability to examine herself and solve problems. It highlights that coaches can engage in deeper self-reflection using effective questioning techniques (Clutterbuck, 2020).
· [bookmark: _Toc192102958]Time Management
Instead of helping Halima with self-reflection, I spent too much time on clarification, which reduced the session's effectiveness. In the classroom, organized time management is crucial (Landsberg, 2015).
· [bookmark: _Toc192102959]Adaptability
I had trouble dynamically changing my approach in response to Halima's answers. Flexibility is essential for effective coaching, allowing the coaches to direct the conversation while the educator provides dependent guidance (Passmore, 2010).
· [bookmark: _Toc192102960]Confidence in Handling Difficult Topics
Another thing I needed to work on was my confidence in handling sudden changes in the verbal exchange. Adaptability is necessary for effective training because the cache’s responses may also take the session in an unexpected direction. I found it difficult to handle these situations, which hindered the session's flow (Cox & Bach Kirova, 2007).
[bookmark: _Toc192102961]Future Goals for Development
In order to enhance my coaching abilities, I've even determined a few main goals:
· Use more open-ended and insightful questions to hone my questioning strategies.
· Improve my flexibility so that I can respond to coaches’ comments more swiftly.
· Enhance my ability to guide coaches toward self-generated responses rather than giving them instructions.
· Prioritize higher-level responses and assist in subsequent lessons.
[bookmark: _Toc192102962]Importance of Coaching in Post-COVID Workplaces
The COVID-19 pandemic increased the demand for training in the workplace, especially for remote and hybrid work arrangements. Coaching helps staff members adjust to new problems by providing tailored growth. Education provides a customized approach that improves employee engagement and retention as compared to standard education. Dependent education tasks should help my organization guide employee growth and performance (Haque, 2023).
If we compare mentoring with coaching, mentoring focuses on immediate needs and skill acquisition. It provides broader career support while coaching is designed to address specific roles such as improving leadership and managing stress (Smith & Gray, 2022). 
As more workplaces become digital, coaching has become more important in helping workers manage stress, maintain productivity, and enhance their professional growth. Instead, then depending entirely on administrative assistance, a well-established training structure can enable staff members to expand their troubleshooting skills on their own. My administrative center's staff would become more self-reliant, involved, and proactive if an education lifestyle were implemented (Shiri et al., 2023).
In a post COVID world, mentoring has helped in fostering a workplace belonging and offering career advice to employees navigating the changed professional landscape (Peters & Lawler, 2021). 
[bookmark: _Toc192102963]Skills Required to be an Effective Coach
Together with active listening, emotional intelligence, goal setting, and flexibility, these skills are essential for effective education. I tried encouraging and listening with energy, but I still need to work on my thought processes and ability to help people reflect on themselves. My efficacy as a trainer in both personal and professional contexts will be enhanced by honing those abilities (Gupta, 2023).
It is imperative for coaches to possess the capacity to adapt their conversational style to suit their unique coaches. While a more open-ended exploration conversation may be beneficial for some, others may require a more established, directed approach. By improving my adaptability in communication styles, I can ensure that, based on the cache needs, I can offer the best guidance (Ikar, 2023). 
Patience is another essential skill. A patient and nonjudgmental approach is necessary for coaching, allowing the coachee to find answers at their own speed. I need to be more patient and give the coache time to practice and mirror their thoughts without feeling pressured (Wood, 2014).
In my workplace, I have seen that some managers act as informal coaches, but they lack formal training in these essential skills which limits the effectiveness of their coaching. I believe that investing in formal coaching training could help the managers guide their teams better.
If my workplace was to adopt a formal coaching program, I think it would help to increase employee engagement and productivity. Coaching provides us with an individualized approach to learning and offers help which traditional training or mentoring does not provide (Kim and Berson, 2020). If we focus on specific performance issues, coaching can help employees achieve their goals more efficiently, leading to overall organizational success.
The balance between coaching and mentoring can help with a comprehensive development plan for the employees. Board coaching, short term performance goals, while mentoring works with long-term growth and career progression (Lynch & Bennet, 2022).
[bookmark: _Toc192102964]Comparison of Coaching Models
The GROW model and Solution-Focused Coaching are two models that are different from the Instant Payoff Coaching Model. The Instant Payoff Model concentrates on short-term fixes, whereas GROW provides a foundational structure for long-term improvement. On the other hand, solution-focused coaching stresses practical solutions but does not use the Instant Payoff Model's methodology. Knowing these differences can make it easier to adapt coaching methods to various situations (Blackburn, 2023).
In my workplace, if structured coaching programs were introduced, I think GROW model might be an excellent start due to its clear nature and ease of use. It can help the employees through improvements in specific performance by enhancing their productivity and managing their time effectively. Solution-Focused coaching might also be a better way as it would help people find solutions quickly to improve situations.
[bookmark: _Toc192102965]Personal Development Plan
	Area for Improvement
	Action Plan
	Success Criteria
	Review Date

	Improve questioning techniques
	Practice open-ended questioning
	More reflective responses from coaches
	Dec 14, 2024

	Develop a non-directive approach
	Role-play coaching scenarios
	Encouraging coaches to generate their own solutions
	Dec 21, 2024

	Enhance time management skills
	Set time limits for each coaching stage
	Balanced session flow with self-reflection time
	Dec 28, 2024


[bookmark: _Toc192102966]Conclusion
This reflection shows that, even though I have strengths in encouraging others and active listening, I would like to improve my questioning techniques and pursue more facilitative teaching methods.
If we focus on specific performance issues, coaching can help employees achieve their goals more efficiently leading to overall organizational success.
Enhancing my skills will help me succeed both professionally and in the public sector, as coaching is a crucial role in post-COVID workplaces. Going forward, I will focus on improving my adherence to training models and encouraging coaches to discover themselves to maximize their potential for improvement.
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