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Today, coaching gained its importance in workplace as being a managing relief for stress and overwhelm. Unlike other methods, some as mentorship or training, coaching has another tailored approach which make people face their own specific situation and obstacle in an easier way (Passmore & Sinclaire, 2021). Post-COVID, many businesses took in consideration coaching sessions as they seen an increased benefits in it, they seen changes as resilience, adaptability, and problem-solving, mostly because people confused the boundaries of personal and professional lives (Hoffman, 2021). Coaching is built and focus on things like self-awareness, problem-solving, and adaptability, training on the other hand is made for giving people specific skills, while e-learning give people ready structured digital materials. Mentoring is when someone with experience support someone else, coaching is when you give someone the tools to solve their own problems (Starr,2021). 
In this reflection I am gone critically analyse my 15-minutes coaching I had with Luciana, the coaching session was about how she is feeling overwhelmed in her workplace. I am gone use as Reflective Cycle, Gibbs’ (1988), with the help of this cycle I am gone have a look at what went well and what don’t, I will also point out my strengths and weaknesses, and also the lesson that I learned. In the session we had I used the Instant Payoff Model, this coaching method is used to give you immediate and practical answers (Landberg, 2015). The Instant Payoff Model is in good use when the time is constrained, for more in-depth analysis Grow and Oscar model can be used (Whitmore, 2021; Starr, 2021). In this report will also be included Johari Window to show how coaching foster self-awareness. This reflection will end with a Personal Development Plan.
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The coaching session was made to give Luciana the help needed to understand and deal with feeling of overwhelming because she felt that her responsibilities were growing, and she couldn’t see how she can fix them as her goals wasn’t clear. As we follow the Instant Payoff Model, Luciana started explaining her current situation as how she is feeling that her manager wasn’t so clear about the tasks provided, the over-working she need to do because of staff shortages, the lack of resources at the workplace and also aggressive people. We talk through few things she desired as an outcome such as: a faire workload, better task-shares from her manager, more help from her colleagues and a clearer line between work and her personal life.
Using the Instant Payoff Model I divide the problems in three groups.
1.Internal Blocks: Luciana lack of confidence and insecurity who blocks her ability to manage tasks.
2. External Blocks: Her manager who has high expectations and low communication skills and also the aggressive people she has to deal with.
3. Situational Blocks: They don’t provide her with the tools needed to her job properly.
After we had the conversation, Me and Luciana brainstormed few strategies and we agree that we should break down big jobs into smaller one, we said that the steps should be more manageable by trying to have more frequent meetings with her manager and making her boundaries clearer. At the end of the coaching session, Luciana mentioned to put those ideas into practice and agreed to have a follow-up session to see how her progress is developing.
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At the beginning of coaching session, I was very confident in myself that I can use properly the Instant Payoff Model, but along the way I started to realise how hard is to keep a balance between depth and the actionable outcomes in the short time we had. Luciana was so open and involved in our conversation, but I felt few times that I wasn’t properly following up or lessening properly to her emotional causes and the broader problems she had at work. I felt a sensation of guilt which it followed me after the session finished. I was happy with the immediate outcome, but I was also aware that I missed few opportunities for exploration.
In order to build trust and a relation of confidence this coaching session, showed me how important is to understand others listen to them actively. Tschannen-Moran & Tschannen-Moran (2021) mentioned that coachees will participate more in a meaningful way if they feel heard and respected. There been few good points but most of the time I felt limited by time, fact that stopped me to fully understand Luciana’s larger situation.
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Strengths:
Building a connection: I feel like Luciana was comfortable around me and she felt confident and safe, so she opens up about her problems. Ellinger et al., (2021) stated that trust and openness are very important for coaching to succeed. 
Clarity and Structure: With the help of Instant Payoff Model the structure was clear which helped Luciana find and combine the problems (Grant, 2021).
Actionable results: When we finished our session, we set up a quick and clear action plan which Luciana believed to be very helpful. From this we realised that this model is good at dealing with current problems (Landsberg, 2015).
Weaknesses:
[bookmark: _Hlk183552061]Insufficient exploration: The session was to short and I couldn’t have the chance to speak about Luciana’s problems and feelings more in details, this would have led to greater insight (Whitmore,2021).
Style of coaching: I felt like I could ask more questions and by doing so I could have helped Luciana improved her ideas, also I could have changed the way I talked as I felt I did spoke very strongly which may have made Luciana feel less independent on coming up with better solutions (Passmore,2020).
Time-management: I could have spent much more time finding a balance between exploring and finding a solution. That being said, it left me the impression that it supposed to be better organised as a session (Bluckert, 2021).
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Johari Window is built as a tool to understand cases as Luciana’s where self-awareness and how to interact with each other need to be in depth understood. Johari Window is split into 4 section – Open, Hidden, Blind and Unknown – they all show in them own way how they can be helpful and the way to get rid of the things who stop them developing (Luft & Ingham, 1961).
1. Open Area: While in coaching session, Luciana recognised that she was stressed, and she didn’t have enough confidence in most of the circumstances to handle challenging situations. Here the coach and the coachee talk about problems they acknowledge as it is part of the idea of “open self”.
2. Hidden Area: At the first moments, Luciana was feeling a little anxious to speak freely about how she felt being inadequate. During the coaching session she started expressing few of her worries, by doing so it was highlighted how important is the psychological safety in helping someone opening (Rogers et al., 2022). 
3. Blind Area: Until today, Luciana don’t realise that she had a tendency to take on to many unnecessary tasks which they wasn’t assigned for her, after the coaching session we feedback each other and according to the feedback she had this tendency. According to this “blind area” she starts having more in-depth conversations with the care home management so they can help her be clearer with the tasks she need to do (Grant,2021).
4. Unknown Area: Luciana’s overwhelm problems are caused because of her work as: how work was distributed and the management support given, but those wasn’t exactly the biggest issue. Having future coaching sessions can determine those “unknown factors”, and with the help of reflective coaching techniques they can be examined (Starr, 2021).
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The Instant Payoff Model it is different from GROW and OSCAR as the Instant Payoff Model provides quick and immediate solutions. Whitmore (2021) stated that GROW model stand more for goal setting, exploring reality, co-creating solutions also it is promoting self-awareness and long-term-growth. OSCAR Model is perfect for people with continuing difficulties as is good in reflective practice and progress review (Starr, 2021).
If the time was in our favour, I would have used GROW Model as it would have helped me explore Luciana’s aims and issues more in depth. Going more in depth into her reality probably would have helped me find any organisational stressors as unclear role expectations. In the other way OSCAR Model’s would have find customised solutions to her specific needs.
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Coaching is very important tool for people and organisations. Workplaces as care homes, coaching can be a very beneficial strategy as it helps the employees be resilient, have better communication skills and avoid emotional exhaustion, all of those can improve the health and work performance (Garvey et al., 2022). Coaching is well known for helping businesses develop a continuous culture of improving.
Johari’s Window reflects well by showing us how coaching improves team relations. As an example, in Luciana’s case finding her blind sport was very helpful as it will help her being more open and have a better relationship with her coworkers and managers, by doing all this her stress levels will lower, and it will improve her morale (Grant,2021).
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After the coaching session with Luciana, I understand how helpful models like The Instant Payoff and few other can be. In principle The Instant Payoff Model showed me how helpful it can be on sorting and dealing with immediate problems. This method also gives Luciana helpful answers which were perfect for her job in a care home. It also gives her ideas on what tasks she needs to focus and fulfil her communication gaps. However, the coaching session developed an awareness in terms of limits of depth and reflection. 
Coaching is very important and helpful mostly in places as where Luciana work, because coaching offers a lot of benefits. Also, Johari Window was very useful as it uncovers important blind spots and hidden factors.
In the future, coaching sessions must include steps like short-term problem-solving and long-term strategies for a better life development.
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	What do I want / need to learn?
	What would I do to achieve this?
	What resources or support will I need?
	What will success criteria will be?
	Target dates for review and completion

	To work on my active listening skills. According to Starr (2021):, Rogers et al., (2022) active listening build trust and credibility.
	Read Coaching for Performance by Whitmore (2021), this will help me on active listening and reflective questioning.
	Books, Journals 

	Get positive feedback from other coaches on how my listening skills and engagement improved.
	Active Listening Skills: by March 2025.

	Create useful methods on asking better reflective questions. This will be a good idea who is gone align well with coachee autonomy (Whitmore,2021).
	The Harvard Business Review made an article called “The Art of Active Listening” which it will be beneficial for me to watch as it’s good in role-play teaching (Harvard Business Review, 2022).
	Guidance from an experienced coach.
	Use the questioning techniques in an effective way.
	Build good questioning techniques: by May 2025.

	Understand better coaching models as GROW and OSCAR. This model offers frameworks for goal-oriented and reflective coaching (Landsberg, 2015; Passmore &Sinclaire, 2021).
	Register for an online course as 
“Emotional Intelligence at Work” which is gone help me learn to teach people who are emotional (Goleman, 2020).
	Access to online learning platforms.
	Build the confidence in applying GROW and OSCAR in real coaching sessions.
	Build knowledge in coaching models: by February 2025.

	Get better improvement of my emotional intelligence. This is a skill useful in high-stress situations (Goleman, 2020).
	Read in depth “ The Tao of Coaching” by Landsberg (2015).
	Peer feedback groups for practising.
	Learn how to deal with emotions effectively.
	Strengthen Emotional Intelligence: by June 2025.

	Learn how to manage stress in workplace. Jones et al., (2022) says that the most common reason why employees are unhealthy is dealing with stress.
	Make some research on few of the Journals as The Leadership Quarterly (Baron & Morin, 2021), and the Journal of Organisational Behaviour ( Jones et al., 2022).
	Subscription to academic Journals.
	Involve stress management strategies into coaching session.
	Deal with things in stress management: by May 2025.
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