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     1. Introduction 
in the changing face of the post-covid environment, business coaching has become more significant as it involves developing an individual’s career and effectiveness in various business including care homes for the elderly (Bennett & Mc Whorter, 2021). Contrary to other service offerings, which are categorized as learning intervention like training sessions, coaching empowers people by helping them assume the responsibility for personal change. From my recent peer-coaching activity using the OSCAR Model, I was privileged to evaluate my strengths, weaknesses and developing needs as a coach within a safe environment.
[bookmark: _Int_ILcRawcK][bookmark: _Int_whfTMMwB][bookmark: _Int_LJ487Thi]This reflection focuses on the evaluation of the coaching activities done and draw out the specific advantages of coaching in my working environment as well as the given guidelines that look into the core competencies to be employed in the coaching blueprint and the learning how I performed in or the skills that I required to cultivate. In addition, I will contrast the OSCAR Model with the pay  off coaching Model as well as describe how the various components of each impact coaching in the context. From these insights, I will formulate a personal development plan (PDP) that will improve my coaching skills and provide for the care home’s 
[bookmark: _Int_g2ke92yB]                  2. Important of Coaching, Relative to other Forms of Learning Interventions 
                  2.2. importance of Coaching in the Post-COVID Workplace
[bookmark: _Int_ps26J7JM]Covid-19 has forced a new organizational change mindset in the workplace that is flexible, and resilient and locates employee health and wellbeing at the center (Raghavan et al, 2021). In this changed context, coaching is recognized as a significant developmental practice which is developing more conventional learning solutions like mentoring and training. Coaching, on the other hand, is a developmental process structured with a focus on ownership for change by application of a self-reflection tool, the ‘plan-Do-Review’ process and the development of personal and professional competence all of which are critical 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_z9jwQQLt][bookmark: _Int_nWStPSsM][bookmark: _Int_e02gwk7e][bookmark: _Int_NAbmCQIe][bookmark: _Int_NjPR6n9t][bookmark: _Int_0MZlYRhP]In my workplace, a residential care home, the emphasis of staff training up to now has been on a task-based type of training directed towards the acquisition of rote experience and expertise. However, this says little about the emotional and mental toughness that is needed within the care environments (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_UcJok8un][bookmark: _Int_CDLpV9U0][bookmark: _Int_vb5IMJMJ]Although mentoring provides the process of knowledge transfer and general guidelines based on the mentor’s experience, it is a quite hierarchical form of training and does not usually offer such a deep and personal approach as coaching does. While mentoring is more didactic, where the mentor provides solutions, coaching, on the other hand, supports the coachee to come up with their solutions by use of reflective conversation and questioning techniques (Jones & Smith, 2022). In contrast, while mentoring in residential care homes 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).
[bookmark: _Int_qCqPjsWt][bookmark: _Int_legUIWMH]Moreover, coaching differs from traditional training which is dominantly skill-focused and didactic, instruction in care settings largely 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 staff subscribe to proactively work on their personal development plans, coaching sessions intend to manage motivation internally (Scandiffio et al ., 2024). Coaching is thus helpful in today’s post-COVID world where flexibility and the ability to strong are of paramount importance and help employees meet the challenges that are anticipated and those that are unanticipated.
              3. Skills Required for Effective Coaching 
[bookmark: _Int_byV8ga4O][bookmark: _Int_GkUSAXZf][bookmark: _Int_ztNBFreE]coaching involves several competencies that create an appropriate 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_Q7MhqnON][bookmark: _Int_l8dHcSqy]Arguably, 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 (Bakhshandel, 2020). Most of the coacheees 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 shifted and I had no idea what was happening, which perhaps affected our communication. From this experience, I learned that I need to be attentive to my capacity and level of listening to make myself available for the needs of the clients during different sessions.
Empathy and Emotional Intelligence (EI)
[bookmark: _Int_hrHhB0Jz]The starting point of empathy in coaching allows the coach to connect on the emotional level with the coachee, to feel with us- trust Empathy allodes to the capacity to accurately perceive an individual’s own and other people’s emotions and has a leading role in EI (Diller et al., 2021). Coaches with various levels of EI would also be able to respond to the multi-dimensional emotional process 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, a coach has to be able to respond emotionally as well. Despite that. I identified aspects of micro-affirmation 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 ascertain the view of others, which contributes to their learning process (Rogers, 2024). During my session, I realized that by employing open-ended questions, Schema fit into the OSCAR Model and got Joy to explain her goals and explore her challenges better. However, I realise that there is room for improvement in how I initiate the feedback-given 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_2Mn3CYYt]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 required to attain 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 relatively easy to assist 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 his self-coaching process and focus on any modifications reconfirming her on the coaching process (Lobo et al., 2021).
[bookmark: _Int_dQSAYoDV][bookmark: _Int_wOrMxBpH][bookmark: _Int_bogNRZ8x][bookmark: _Int_cR0dIip2][bookmark: _Int_98ehMJzj]In contrast, the Pay-Off Coaching Model pays more attention to identifying incentives or desired benefits accruing from the goal, which compels the coachee to embark on the process of achieving their goals (Toterhi &Recardo, 2016). Based on the foregoing, this model prompts the coachee to think about the ‘payoffs’ he/she has to gain by doing the anticipated activities for a given objective hence developing an emotional bond with the objective. This model is especially suited when the coachee may be demotivated at one point or the other or lacks a clear vision of what the ultimate vision is all about because it assists them to discover tangible and interesting factors that would spur them. Unlike the OSCAR Model, the payoff Model is heavily based on an analysis of motivators and as such, more than the OSCAR Model, it provides the coachee with purpose and motivation for completing the tasks that have to be done during a given assignment or project (Toterhi & Recardo, 2016). Still, compared to the several steps structured approaches of the OSCAR Model, which was helpful to set clear actions with Joy, using components of the pay Off Model perhaps would have helped to amplify her interest by connecting goals to the personal benefit. The literature on the subject of coaching models shows that the mixture of motivational aspects with action-contred paradigms improves coachee satisfaction and loyalty to a greater extent (De Haan & Gannon, 2017). As the coachees move to the implementation phase of their goals, I will ask them questions that will enforce the factors that are associated with the motivational pay Off Model for future session.
               5. Personal development plan (PDP)
Based on the above assessment below is a 12-personal development plan for enhancing my coaching skills:
	Objective 
	Reason (why?)
	Support/(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 



               6. conclusion 
[bookmark: _Int_CJLAbIaW]Overall, my consideration of peer-coaching section underscores the importance of coaching as a developmental paradigm, especially in context residential practice. Analyzing OSCAR and pay Off coaching model side by side, I have been able to determine aspects to improve coachee participation and match coaching intervention to the coachees 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 in designing a conducive environment that enhances personal and professional staff care, employees experience care within the care home. 
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