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1. Introduction
In this reflection, I evaluate my performance during a peer coaching exercise within a group, utilizing the GROW (Grow, Reality, Obstacles and Will) model as the foundation of this exercise.
[bookmark: _Int_UWCqpzFR]The relevance of coaching as a learning intervention has significantly increased in organizational development following the COVID-19 pandemic, particularly in comparison to other learning methods such as mentoring (Tzavara & Davalas,2022). In a stressful place of work like the nursing home, coaching depicts an individual approach which focus on the enchantment of the competencies of the staff, their effective coping strategies, and their adaptability. Although in a nursing home certain amount of conventional training, the application of structured coaching is still quite sparing, even though this kind of training can open a great potential for employee’s growth and the organization's encouraging culture of constant improvement.
In this reflective commentary, an emphasis will be placed on the toolkit of the effective coach such as listening and empathic skills in setting goals, all of which enhance the development of the coachee (Llewellyn,2017). I will also compare the GROW model, and the Instant Payoff model, as regards the approach to the achievement of goals, the inconveniences, and how to address them, as well as how the GROW model builds the self-awareness of a coachee.

2. Important of Coaching in Post- COVID Workplaces

[bookmark: _Int_RDs5MXSq]Due to COVID-19, organisations have experienced new changes and dynamic, especially in the nursing home, leading to higher stress levels. Coaching has emerged as a solution for these capacities’ demand as it is a personalised solution to organisational learning that differentiates itself from other types of learning interventions, including mentorship or course training. One of the main sources of the strength of coaching overtraining is its ability to focus on organisational individuals by encouraging the identification of personal issues, concrete objectives, and strengths (Marano et al., 2021). For example, in the nursing home, the previous days or present day’s challenges, in the face of high patient turnover and emotionally taxing environments, can benefits from coaching. Fainstad et al. (2022) depicted that interventions like coaching can be effective in decreasing burnout because it improves coping capacity, empathy, and patient-focused care; all factors are relevant when facilities are recovering from the impact of COVID-19.
In contrast to the directive approach of mentoring, which is more often an exchange of ideas with a more experienced professional, coaching is a more uniform produce, where the coach helps the coachee find an answer within himself (Jones & Smith,2022). This distinction is especially important in a nursing care where professional clinicians are supposed to be autonomous in managing group manners, patient relations as well as their emotional state. Coaching foster goal self-talk and improves identification and meaningfulness in occupations that are often characterised by physical and emotional strain (Cutton & Hochstetler, 2021). 
For example, the nursing home where I work uses mandated training and coaching for skill enchantment. Nonetheless, the blend of a structured coaching programme could meet broader individual and organisational development concerns encountered by the healthcare staff. Using coaching   sessions like my session with Tekle (my coachee) could help develop the staff’s communication skills which are crucial for staff members who encounter clients with emotional and psychological issues and work in a high-stress environment (Garvey et al., 2021). Coaching can enhance the organisational culture of learning and encourage a formal coaching system into the care home, which has perspectives of creating stable positive effects such as a decrease in the turnover rate fluctuation, improve cooperation, and last but not least- better outcomes for the patients. In this regard, Azriddin et al. (2024) agree that staff who are coached reveal higher job contentment that enhances jobs resilience in such daunting nursing care environments and decreases stress and burnout. As my nursing care home progresses in tackling the impacts of COVID-19, it becomes imperative that coaching investment would not only ensure the right care for the staff but would also build a lasting workforce that can handle future shocks. Also, coaching is relevant to modern trends such as patient-centred care and support for the workforce (Landsberg, 2015).

3. Skills required for Effective Coaching

Interpersonal, communicative, and emotional intelligence (EI) competencies are vital within healthcare settings, and it is imperative for coaches to possess these attributes to exhibit what can be termed ‘effective coaching behaviour’ (Becker, 2013). Such competencies play a crucial role in building rapport, nurturing a shared vision, and empowering coachees in their personal development. In healthcare environments, coaching necessitates that coaches adeptly apply empathy and active listening, as these skills facilitate a compressive understanding of the unique challenges faced by healthcare professionals (Connor & Pokora, 2017). This approach is particularly significant in fostering a productive coaching relationship, as it helps ensure that the coachee feels valued and supported. For instance, during a coaching session with Tekle (my coachee), attentiveness and a welcoming demeanour were employed, alongside the transmission of positive nonverbal cues, such as smiling, to enhance the coaching experience. This is important for my case as it will help me to oversee the coachee’s experience making the overall coaching relationship a fulfilling one and making the coachee feel appreciated. For example, when I was coaching Tekle for the coaching exercise, I was very attentive and friendly when listening to him and I passed a lot of positive signals to him (e.g., a gentle smile during the discussion); hence, he felt comfortable to proceed further and come out with an excellent output.
According to my lecturer feedback, during the reflection practise  I only tend to say “okay "showing sign that I was paying attention to the coachee .However, as I reflect  on my practical in class ,I think rather than moving on quickly by saying “okay” I could have spent more time asking probing  question with the coachee to build rapport in more depth, like  using  a  variety  of open –ended  questions to encourage self-reflection, insight and growth in the coachee. Questions like how will you know when you have reached your goal? What are the biggest obstacles you are facing? What are some ways to approach this challenge? What strength can you leverage to move on? What will you do differently next time?
Empathy is helpful instrument to eliminate burnout and create a secure environment that enables personal development (Altmann &Roth,2021). 
[bookmark: _Int_Scg0Uqpp]An equally important component when it comes to coaching is goal setting, a major concentration of the GROW model. Besides creating direction, goal –setting in coaching also ensures that the target or focus the coachee possesses is attainable and applied pressure on the coachee to deliver progress on set goal. According to Latham (2023), specific and difficult goals generate higher performance than broad goals as targets clear and areas for improvement.
Throughout the session I had with Tekele, he could relate to specific goal which could be achieved regarding patience communication and management of time to enhance his confidence to handle complex situations. In other words, I let Tekle do most of the talking on solutions and listened to him actively which gave him confidence. Goal setting also fits in the session since it directs the coachee on what to do, how to go about it, and where to find the information or resources needed to complete tasks within a short time( Gaudine et al., 2013).
According to the feedback, I tend to maintain good eye contact but ask different question to probe what my coachee said. Asking good question is another important skill of a coach as far as the coaching process is concerned. These questions help the coachee think more profoundly and bring the coachee to an area that would have never been thought of such questioning assists in working through effective models of beliefs, assumptions, and behaviours that constrain the development of the coachee. Indeed, the practice of open questions effective and useful when the purpose is critical thinking and self- reflection (Plack & Driscoll, 2024). When working with Tekle, I realised that by asking open- ended questions, he can re-evaluate his personality, as well as learn areas of his emotional strength.
Another key skill is flexibility where coach needs to   show that they can bend to situations that may be arising in an organization when working with the employees. This flexibility helps the coach to tailor the drive, and the contingent nature of the interaction enables the coach to respond to the coachee rhythm, pace, or ease of processing information. As per Baron and Boies (2023), the flexibility of the coaching process keeps the coachee interested and solution-seeking process relevant and timely is important.

4. Comparison of GROW and Instant Payoff Model
The GROW model by Whitmore (1996) has been strongly associated with business coaching and has been applied at various stages of coaching. It consists of four sequential stages. Goal, Reality, Options, and Will. Since this is a model that breaks the development process of the strategy into four fundamental steps, the coachee and the coach get the chance to set goals, make an analysis of the present state, identify solutions, and choose the one for implementation. This makes the model particularly helpful in fast-paced, such as the healthcare industry because the workers required brief recommendations on how they can better themselves at work while enjoying their work (Grannt,2022). The GROW model fits perfectly in my nursing care home as most of the employees work under pressure and they would require quick and practical changes to their working environment.
Alternatively, the Instant Payoff Coaching Model ensures instant and tangible benefits in coaching and so works extremely well in dynamic and high-pressure situations like nursing care homes. This model revolves around three interconnected blocks: the Coachee, the Others, and the Situation.


                   [image: ]
                         Figure 1: Instant Payoff Model
                       Adapted from Landsberg (2003)


Coachee
The Instant Payoff Model can be applied directly to the coachee. This block is around the individual's challenges, motivation, blind spots, goals, and growth. The coachee is guided by the coach to discover what they can start doing right now, to make a difference to their work or personal life. For example, towards the end of my coaching session with Tekle, I guided him by asking open-ended questions to get him to realise the areas he need to improve, like listening more actively. He found these insights actionable, giving him the confidence to be able to tackle challenges. This focuses on realising that as a coachee he can impact his work environment and make improvements right away (Landberg,2015).

Other
This block comprises understanding the person in relation with other people, i.e. colleagues, and supervisors. The coaching within this framework aims to improve relationships and teamwork. For example, I had a look at Tekle’s relationship with his coworkers when it comes to collaborative efforts that could boost his confidence. Thinking through specific strategies like site leaders holding brief daily huddles to coordinate task, Tekle found ways of encouraging a more collaborative environment. Focusing on others help to make sure that coaching outcomes are greater than the performance of individuals and can enhance team morale and collaboration (Landsberg,2011).
 

 Situation
The situation block highlights the environment surrounding the coachee which impacts his results. This might be emotional strain, or time constraints his daily activities. In my session with Tekle, I told him to start delegating the things that were not urgent and to priorities the urgent matters in stressful situations. Addressing the situational factors helped Tekle get some clarity and confidence to manage complex situations (Landsberg,2011).

5. My Personal Development Plan (PDP)
	Objectives
	Justifications 
	How will I do it?
	Time needed
	KPI

	Improve questioning techniques
	Encourage deeper reflection
	 . Attend workshops.
. Read 
Coaching
Questions
	3 months
	Effective open-ended questions, positive feedback

	Enhance empathy & listening 
	Build trust and rapport
	. Emotional intelligence courses
. Peer feedback
	6 months
	Improve relationship-building, coachee feedback

	Develop coaching flexibility
	Adapt to individual coachee needs
	. Study the Instant Payoff Model
. Consult a mentor, role-play
	6 months
	Use of GROW & Instant Payoff Model, adaptability feedback

	Strengthen goal setting
	Increase accountability and motivation
	. Goal-setting workshop 
. Read SMART
Goals
Made 
Simple
	3 months
	Clear goals, improved coachee outcomes

	Gain confidence in feedback
	-Provide constructive feedback effectively
	. Feedback skills course
. Role-play, observation techniques
	4 months
	Frequent, effective feedback, coachee progress

	Build emotional resilience
	. Manage stress in high-emotion situations
	. Resilience workshops
. Mindfulness, mentor check-ins
	12 months
	Improved self-regulation, and stability in reviews

	Healthcare coaching 
	Support specific healthcare challenges
	Read healthcare coaching literature.
. Join the network
	12 months
	Use of healthcare strategies, positive feedback


        





6. Conclusion
Reflection on the overall experience of coaching Tekle has helped me realise the importance of coaching in the professional learning and developing my skills as a coach. Applying the GROW model enabled me to organise the sessions successfully and ensure that my coachee received practical improvements in his behavioural patterns and emotional conditions. 
Nevertheless, mapping to the Instant Payoff Coaching Model highlighted what could be achieved by a more flexible approach which might better suit longer-term and focused coaching requirements. This reflection made me realise my strength and weak areas to work on including empathy, improvement on questions used, and the ability to change the model of coaching (i.e., flexibility). Through these enhancements, I want to enhance my coaching skills and, therefore, create a positive and developmental organisational environment in coaching settings.

References
Altmann, T., & Roth, M. (2021) ‘The risk of empathy: longitudinal associations between empathy and burnout’. Psychology & Health, 36(12), pp. 1441-1460.

Azriddin, A. L., Ahmad, N.N., Haron. M.D.H., Zaghlol, A. K., & Kub, T.M.N.B. T (20204) Exploring the Impact of Managerial Coaching, Emotional Intelligence and Social Support on Employee Resilience: The Mediating Role of Employee resilience in Malaysian Public Healthcare. Information Management Business Review,16(3) pp. 317-321.

Baron, L., & Boies, K. (2023) ‘Workplace coaching to develop leadership flexibility: the impact of after-event review’. Leadership & Organization Development Jornal, 44(3) pp.317-329.

Barr, J.A., & Tsi, L.P (2021) Health coaching provided by registered nurses described: a systematic review and narrative synthesis. BMC Nursing, 20, pp.1-18.

Beck, U. C (2018) Psychodynamic coaching: Focus and depth. Routledge.

Becker, A. J. (2013) Quality coaching behaviors. In Routledge handbook of sports coaching (pp.184-195). Routledge.

Connor, M., & Pokora, J. (2017) Coaching and mentoring at work: Developing effective practice: Developing effective practice McGraw-Hill Education (UK).

Cutton, D., & Hochstetler, D. R. (2021) The use of self-talk: Teacher and coaches help foster a student’s true self. Journal of Physical Education, Recreation & Dance, 92(4), pp42-47.
De Queiroz, F. S., & Andersen, M. B. (2020) Psychodynamic approaches. In Applied Sport, Exercise, and Performance Psychology (pp. 12-30). Routledge.

Fainstad, T., Mann, A., Suresh, K., Shah, P., Dieujuste, N., Thurmon, K., & Jones, C.D. (2022) Effect of a novel online group- coaching program to reduce burnout in female resident physicians; a randomized clinical trial. JAMA Network Open, 5(5), pp.2210752-2210752.

Garvey, B., Garvey, R., & Stokes, P. (2021) Coaching and mentoring: Theory and practice. Sage.

Gaudine, A., Saks, A. M., Dawe, D., & Beaton, M. (2013) Effects of absenteeism feedback and goal-setting interventions on nurses’ fairness perceptions, discomfort feelings and absenteeism. Journal of Nursing Management, 21(3). Pp.591-602.

Grant, A. M. (2022) Is it time to REGROW the GROW model? Issues related to teaching coaching session structures In Coaching Practiced, pp. 29-40.

Jones, J., & Smith, H. A. (2022) A comparative study of formal coaching and mentoring programs in higher education. International Journal of Mentoring and Coaching in Education, 11(2), pp.213-231.

Landsberg, M. (20215) The Tao coaching: Boost your effectiveness at work by inspiring and developing those around you. Profile Books.

Latham, G. P. (2023) Motivate employee performance of Organizational Behavior: The handbook of Evidence- Based Management 3rd Edition, pp.83-111.

Llewellyn, T. (2017) The Team Coaching Toolkit: 55 Tools and Techniques for building Brilliant Teams. Practical Inspiration Publishing.

Marano, G., Traversi, G., Gesualdi, A., Biffi, A., Gaetani, E., Sani, G., & Mazza, M. (2021) Mental health and coaching challenges facing the COVID-19 outbreak. Psychiatria Danubina, 33(1), pp. 124-126.

Plack, M. M., & Driscoll, M. (2024) Reflection and Question: Critical Thinking for Continuous Improvement in Practice. In Teaching and Learning in Physical Therapy (pp.29-56). Routledge.

Rahman, M. A. (2023) Professional development in an institution through the GROW model. Assyfa Learning Journal, 1(2), 112-121.

Tzavaras, P., & Davalas, A. (2022) Mentoring and Coaching in The Digital Era and How Has Been Affected by Covid-19. Future of Business Administration, 1(2), pp. 1-14.

Whitmore, J. (1996) Coaching for performance. N. Brealey Pub.

image1.png
Instant Payoff Coaching

dentiy

Describe.

+ Background
+ Examples

I

1. Inthe Player
*+ Lackof resources.
(mawkdge, skils, ime)
- Attiude
2.InOthers
* Lackof resources.
(mowkdge, ki, me)
- Atltude.
3. Inthe Situation
+ Lackof resources.
(money, equipment,
people)
+ Tough deadines

Desired
Outcome

+ Detailed
picture of what
success would
look like





