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Introduction 
I assess my role as a coach for the 15-minute peer-coaching activity presented in Part One of this reflection piece. I worked with my coachee, David, applying an instant payoff approach, Landsberg’s model guidelines for quick clarity, accountability and immediate action. To reflect on my practice, I use Gibbs’ (1988) reflective cycle where I consider what happened, how I felt about it, what was positive and negative in the experience.
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Figure: Gibbs Cycle. Source: (Gibbs, 1988).
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The peer-coaching triad involved each of the participants in a coaching role, as well as a coachee and observer role, for 15 min, respectively. When it was my turn to be the coach, David brought me a real business problem as his project team had been regularly failing to deliver on weekly commitments. I took him through 5 steps using Landsberg’s Instant Payoff model: clarifying the outcome, uncovering obstacles, assigning ownership, generating immediate actions and confirming commitment (Birknerova, et al., 2022). Through dialogue, David articulated a short-term outcome, ensuring two unsettled tasks actually got done on Friday. We looked at barriers like fuzzy accountability and chin-dragging morale. Applying the ownership principle of that model, David pinpointed who could affect each side. I then inquired what one action would represent the most urgent forward movement at that moment, which led him to choose a ten-minute team huddle later that afternoon to clarify assignments. Our observer later remarked that my session was well-planned, targeted, and time-wise, although at times I seemed more prone to problem-solving than stimulating reflection.
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When the coaching began, I felt a slight anxiety about keeping up the energy level in such a short time. It is this tension that probably prompted me to jump in with suggestions too early. But I had been feeling confident, and I knew Landsberg’s technique and had practised the time discipline (Mohamed, et al., 2022). I was happy to see David get more active in his step the moment he had something to work towards. He seemed pretty relieved.
And when I finished, I felt a mixture of satisfaction and self-scolding. The framework was successful, I believed, a deeply ingrained tendency to hunt and fix the problem, something which contradicts the coaching principle of provoking enquiry (Nash, et al., 2022). Knowing that has enabled me to be more conscious of what works well and what does not when I shift from managerial directing to actually being a helpful coach.
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What Went Well
Contracting and structure: I began with defined boundaries and outcomes, the first stage of Landsberg. Not only did the time constraints help with focus and accountability.
Active listening: Active listening is considered one of the core coaching competencies (ICF, 2021). Saying back what David is saying during the coaching conversation for verification and alignment. 
Outcomes-Oriented: The learner created a one-time action of his own. This emphasises the model’s capability for rapid response.
Professional Presence: Throughout my interaction, I maintained good eye contact, a calm voice and a supportive stance, contributing to the trust and rapport built.
What Could Have Been Better
Over-Directiveness: This is a larger issue for managers who need to play the role of coach and are exposed (Biswas-Diener, 2023). I would make firmer suggestions about where we should go, what to do, rather than wait for David’s perspective and dilute his ownership.
Usefulness: I kept it more on the operational and not as much about motivational or, really, the cultural things that were going down in their team. A greater curiosity could have exposed underlying attitudes or beliefs that tempered action (Whitmore, 2009).
Silences: I caught myself filling the silence with thought and room for David to think. The masterful coach uses silence to “produce sound”, help the coachee to understand themselves and their situation better.
In sum, while the Instant Payoff model worked well in short, focused coaching on outcomes, it was not effective for more deep-rooted behavioural development. Structure and rhythm are two of my strengths, but I would like to develop more patience in the process, deepen the questioning skill that someone has the intelligence within themselves to find their way.
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[bookmark: _Toc212681294]4.1 The Instant Payoff Model
Landsberg's (2015) model offers a quick and practical way to “micro-coach” in fast-paced organisations. The simplicity of the model encourages psychological ownership as the coachee recognises both barriers and the immediate actions of volition (Ingle, 2021). It resembles aspects of solution-focused brief coaching, in which doing takes precedence over reflection. This one matched well in my session, and the method’s short form was a fit with David’s operational struggle. But the model is too concise to allow us to deeply consider what underlies such a key in sustainable behaviour change (Lai, 2023).




[bookmark: _Toc212681295]4.2 Comparison with Other Models
GROW Model
[image: How the GROW Model Transforms Workplace Coaching]
Figure: GROW Model. Source: (Rothwell & Bakhshandeh, 2022).
The Goal, Reality, Options, Will (GROW) is the most common developmental model used. It promotes iterative investigation by questioning, “What is going on exactly? “What options exist?” (Schön, 1983). GROW enables deeper reflection and is a good fit where more long-term leadership development is desired, as opposed to the Instant Payoff. If I had used GROW, then perhaps I would have found out why David was not confronting issues of accountability within his team, rather than simply giving him a task to do.
OSCAR Model
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Figure: OSCAR Model. Source: (Revolution Learning, 2021).
Outcome, Situation, Choices, Actions, Review (OSCAR) is also used as a basis, but prompts the coach to consider review and reflection. It directly relates to performance management systems in organisations. By contrast, Instant Payoff lacks a formal review process, so it depends on follow-up by the coachee (van Nieuwerburgh, 2013). Incorporating an OSCAR-type review would add to future rounds.
CLEAR Framework 
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Figure: CLEAR Framework. Source: (Hawkins & Smith, 2013).
CLEAR (Contracting, Listening, Exploring, Action, Review) emphasises depth of relationship and empathy. While Instant Payoff is linear and task-oriented, CLEAR encourages emotional insight (The Open University, 2021). This comparison is why my session felt efficient but also slightly transactional.
In brief, Instant Payoff is very good for immediate operational problems, but these models offer broader developmental opportunities. A good coach will pick and choose from either form, as needed.


[bookmark: _Toc212681296]4.3 Skills Required to Mentor the Performance 
Research identifies several core competencies:
1. Active listening is paying attention to what the coachee is saying and not saying.
2. Questioning session, some tough questions to express the confusion.
3. Empathy and rapport-building.
4. Non-judgemental presence.
5. Facilitation of responsibility and commitment.
6. Ethical awareness and confidentiality.
My strengths are extended questioning and being able to listen, but I need to work on power question techniques and also patience for silence. Research indicates that insight often emerges following gaps in excess of five seconds (Clutterbuck, 2022). However, I can increase my effectiveness with practice.
[bookmark: _Toc212681297]4.4 Coaching in Organisational Contexts 
Coaching vs Mentoring
Though both have a development focus, generally coaching is non-directive and targeted for performance, compared to mentoring, which is experience-based and advisory in nature. Mentoring communicates tacit organisational knowledge while coaching gives birth to self-generated insight and accountability (Wang, et al., 2022). In my own organisation, a local government outsourcer, mentoring is mostly from senior managers imparting their experience. In contrast, formal coaching is both underutilised and largely informal.
Significance of Coaching and Other Learning Resources
Learning literature acknowledges coaching as a pivotal tool for adaptive capacity in complex contexts. Coaching is more of an individualised, contextual teaching tool rather than the content-based approach to much traditional training (Hernandez, 2023). Mentoring helps prepare for job advancement, but it can also substantiate current standards. In contrast, coaching focuses on the development of reflective practitioners to enable self-directed learning (Kolb, 1984). However, organisations with coaching cultures show improved engagement and performance measures.
In my company, driving coaching into performance reviews might improve ownership and morale. The Instant Payoff model is well-suited for supervisors with no time to spare who need the behaviours to change quickly (Armstorng, 2021). But for strategic leadership development, it needs much longer GROW-type programmes. 
[bookmark: _Toc212681298]5. Conclusion
Thinking with Gibbs can guide one to the following realisations about reflection:
1. Outcome: I got actual change in action, and shifted David to both clarity and motivation.
2. Process Awareness: My use of the Instant Payoff kept me organised, but it had some more restrictive limitations.
3. Self-Insight: I realised that my control and advice behaviours were contrasting with the coach's ethos. Recognising this bias is my first step to greater proficiency.
4. Professionalism: Effective coaching depends on a model accompanied by openness to mind, patience and faith in the coachee’s resourcefulness (ICF, 2021).
I have also realised that reflection makes experience academic knowledge. In the absence of reflection, learning potential is wasted on coaching exercises. It is the primary substance of academic and personal growth.


[bookmark: _Toc212681299]6. Personal Development Plan (PDP)
Goal 1: Increase Nondirective Questioning Techniques.
Objective: To learn how to ask coach-like open-ended questions, thus fostering awareness as opposed to giving problem-solving advice.
Actions:
· Use three new open-ended questions in each coaching session.
· Review and record at least one session monthly.
· Take a micro-course that is accredited by the International Coaching Federation (ICF) and is dedicated to powerful questioning.
Measurement: at least half of the advice-giving should be based on open-ended questions, according to the feedback of the observers.
Timeframe: Review after three months and re-review after six months.
Goal 2: Learn to be at Ease with Silence and Reflecting, Pausing.
Objective: To minimise verbal talk and, hence, enjoy more thoughtful consideration.
Actions:
· Take at least a five-second gap between significant questions.
· Ask the observers to comment on the quality of pauses to be reflected on later.
· Include meditation or other mindfulness interventions.
Measurement: More depth of thought and patience on the part of the observer and coachee.
Timeline: Continuous, with a review of six months.
Goal 3: Combine Several Coaching Models.
Objectives: To incorporate the immediate preemptive courses and the teaching models, such as GROW, OSCAR, into the model developed by Landsberg.
Actions:
· Construct and deliver at least 4 hybrid coaching sessions with the elements of the previous models.
· A reflective technique might be using the Gibbs reflection cycle, post-sessions.
Measurement: As reflected and feedback, which demonstrates improvement in one ‘unit’ of adaptability, incorporation of the model.
Timeline: Within six months.
Goal 4: To formalise the practice and accreditation of coaching.
Objectives: Achieve official and professional recognition with a global certification.
Actions:
· Join an ILM Level 5, or equivalent, approved ICF-accredited coaching and/ or mentoring programme.
· Complete at least 20 hours of observed and logged practice coaching hours for certification.
Measurement: Evidence of successful progression (Completion Certificate and supervisor's evaluation).
Timeline: Enrol by March 2026; earn certification by December 2026.
Goal 5: Integrate Coaching in the Working Environment.
Objective: Drive the adoption of coaching as a learning and development 'touch' in my organisation.
Actions:
· Instant Payoff” micro-coaching check-ins in team meetings.
· Report results and gains to upper management.
Measure: Higher colleague engagement and need for coaching help.
Timeline: Pilot within three months.

Conclusion 
I used to think coaching was a formulaic or scripted conversation; instead, it is a way of approaching the world with curiosity, empathy and an appreciation for people’s ability to change. By using the Instant Payoff approach, I have found that even short, focused coachee-led discussions can be as practical and inspiring. I will consider myself successful when team members reach out unsolicited for coaching because they know, understand and trust that help is available. Structured processes, self-reflection and beneficial feedback are now the main pillars of my continued development as a developing PLC coach.
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