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Coaching 17

e \Why coaching
rather than
some other
Intervention?
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Coaching 2?

e \What Is an
appropriate
subject for

coaching? l
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Coaching 3?

 Who decides
who should
be coached?

 Who hires the
coach?
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Coaching 4?

e What do you
want/expect
from the

coach? "
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Coaching 5?

e What do you
want/expect
from the

person you .
are coaching?
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Coaching 67

« How do you
measure Its
success?
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Old school approach?

People are like
teabags.

You find out how
strong they are
when you put them
In hot water!

Anon
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Coaching —today’s
approach?

Coaching is unlocking a person’s potential
to maximise their performance.

It is helping them to learn rather than
teaching them.

Timothy Gallwey
Author: Inner game of tennis
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Some generally agreed characteristics
of coaching Iin organisations (CIPD)

Although there is a lack of agreement about precise definitions,
there are some core characteristics of coaching activities that
are generally agreed on by most coaching professionals:

* It consists of one-to-one developmental discussions.

* It provides people with feedback on both their strengths and
weaknesses.

* It is aimed at specific issues/areas.

* It is a relatively short-term activity, except in executive coaching,
which tends to have a longer timeframe.

* It is essentially a non-directive form of development.
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Corporate Coaching @ac 1004)

 Small scale in most organisations; directors largest group
19%)

e 4-7 sessions over 3-6 months

* Line managers usually decide (60%)

» Also senior individuals (50%)

« Purchasers say proven effectiveness & personal knowledge
main factors in choosing coaches

» Coach matched to coachee by business experience & skills
» 88% of coaching is face to face

» Objective is usually about business performance (72%)

» Judged on feedback from coachees & their managers

 Coaching re-engages individuals & increases productivity
(38%)
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Corporate Coaching i, 2000)

* In Achieving Management Excellence the CMI found that:

 The number of managers receiving coaching had increased
from 58% in 1996 to 77% in 2000 ie 3 out of 4 managers were
receiving coaching of some kind

* 85% of managers identified it as enhancing team morale
 80% said it generated responsibility in learners
« 80% of executives said they would benefit from coaching

* 96% thought that coaching should be available for all
employees
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Coaching

Coaching is helping your staff to help
themselves through structured experience
and learning provided on the job.
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Coaching

Coaching is helping your staff to help
themselves through structured experience
and learning provided on the job.
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Coaching v mentoring

Mentoring may include coaching but it is
usually provided by someone who has
experience of your role and/or organisation
(and who knows the ropes)
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Coaching v counselling

Coaching is helping your staff to close the
gap between where they are and where
they want to be

Counselling addresses emotional issues
and may try to resolve issues from the past
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Personal/Life
coaching?
Work-place or
corporate/business
coaching?
Executive
coaching?

Group Coaching?

© M S Guttridge 2006

A,
wWe



Life coaching?

Clare in the commumty

of making musel
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Executive coaching?

ARRESTED DEVELOPMENT by

Fran Orfard
| To IDENTIFY AMY CHARACTER

MY TOB AS AN EXECUTIVE TRATTS OR BEHAVIOURS THAT
R el MIGHT STOPyOU BECOMINS ||| WELL THAT SIVES

|| THE SwoESS, THE LEADER OF

ME A CLUEI
TMBUSTRY YO ASFIRE TOBE
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Executive & work-place
coaching has more actors
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Differentiatin J (Cavanagh & Grant)
Life Work Executive

Context Whole of life Employment Leadership

management

Content Client’s Job task & Career issues

agenda performance & performance
focus - Org

Key Personal Personal/ team | Organisational
satisfaction performance — | performance &

outcomes Org agenda career dev't

Client Individual Employee & Exec &

Organisation

Organisation
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Coaching topics

Strategy
Determining priorities
Performance
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Performance issues

High Performance = Potential — Interference
or

Performance = (Ability x Motivation) - Interference

© M S Guttridge 2006

\

=

!



Coaching topics

Helping manage anxiety
about role - the first 100 days?
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Coaching topics
OFFice TROLLEY (59

NOTE To SELF:
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Leadership style
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Coaching for Leadership

 Clarifying the task for people
 Encouraging delegation
 Encouraging accountability

* Planning and checking progress

e He
e En
e RO

ping people to speak up
nancing performance

e clarity

e Training & development
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Coaching topics

Developing
relationships

OFFice TROLLEY

Fo, A5 | wdd TAYING,
J'f LIKE Te KEEF THiS
{TRICTLY PAPReFESSjaMAL .
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Coaching topics

Work-life balance
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Coaching topics

Work-life overlap? EOIdildIGl-INT37
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To BE wen RETNG LATE
AT THE oFFICE BECAVIE

It’s all life coaching | bon'T LIKE You ANYMORE
after the 3" session!
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Key success factors

(A4C research 2006)

1. Organisation specific understanding

A systematic approach

Choosing adequate level of coaching
Involving the top level in organisation
Marketing and branding coaching as positive &
developmental

Creating win-win for everyone

. Achieving consistency with strategy
Ensuring transparency of concept

. Evaluating effectively

0. Ensuring high integrity & quality at all levels

abkow
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Characteristics of successful

coaches

nterested in people

|_ooks for strengths to develop

KNows Interests & ambitions of people
Considers the person & the organisation
Demonstrates confidence in their abilities
Encourages freedom of thought & action
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To beregarded as a good
executive coach (es 2o

Personal credibility

Ability to give feedback constructively

Core skills eg listening, summarising

Trained in range of diagnostic tools
Understanding of individual TNAs

Knowledge of training delivery methods
Detachment from immediate work environment
Respect for confidentiality

Broad understanding of the organisation & how things get done
Broad understanding of management context

Alertness to culture & dynamics

Chemistry or “fit” with the executive
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Ten coach attributes (cutterbuck)

Self-awareness
Communicating

Sense of proportion/humour
Interest in developing others
Goal clarity

Behavioural awareness
Conceptualising
Business/professional savvy
. Committed to own learning
O Relationship management
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Coaching by acronym!

« LIE

« GROW

e T-GROW
« ABCDE

e LASER

« SOLVE

« SPACE

« STEPPA

« ACHIEVE
« POSITIVE
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Domain mapping

1. How iIs it now?

2. How will it be if |
do nothing?

3. Whatdo |l wantit
to be?

4. Whatdoldoto
make It so?

© M S Guttridge 2006



Coaching psychology @&ps)

* Is for enhancing well-being and
performance In personal life and work
domains underpinned by models of
coaching grounded in established adult
learning or psychological approaches
eg behavioural, psychodynamic,
cognitive, person-centred.
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Coaching with psychometrics

Personality measures
including

MBTI Step 1 & 2
Hogan measures
FIRO-B

Emotional Intelligence
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Generic model of emotional
Intelligence




Coaching with NLP

 How will you know
when you have
achieved X?

« How does it look?
« How does it sound?
« How does it feel?

e How does it taste?
e How does it smell?
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What level are you operating
atf) (Robert Dilts)

AR

Belief \ Can't

Skills Do

Behaviour That

Environment Here
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Personal values

If | know what my personal values are or
what my company priorities are, | know
what NOT to do, and | know what NOT to
worry about.

| can focus on what my task is.
Alvin Hoffler

© M S Guttridge 2006



Values & Beliefs...

Behaviours

Attitude




Coaching with backbone and
heart

 Backbone — state your position clearly

 Heart — tune Iin to the problem with
understanding and compassion

 Mary Beth O'Neill
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Books on coaching

 “The Inner Game of Work” by W Timothy Gallwey (2002), Texere

« “Coaching for improved work performance” by Ferdinand F Fournies (2000),
McGraw Hill

« “Executive Coaching with Backbone and Heart” by Mary Beth O’Neill (2000),
Jossey-Bass

« “Coaching for Performance” by John Whitmore (2001), Nicholas Brearley
« “Effective Coaching” by Myles Downey 2003) Thomson Texere
 “The Solutions Focus” by Jackson & McKergow (2002) Nicholas Brearley

 “The Psychology of Executive Coaching” by Bruce Peltier (2001), Brunner
Routledge

« “Executive Coaching” by Richard R Kilburg (2000), APA
* “Cognitive Behavioural Coaching” by

« “Life Coaching A Cognitive Behavioural Approach” by Neenan & Dryden
(2002), Brunner Routledge

« “Mastering Mentoring & Coaching with Emotional Intelligence” by Merlevede &
Bridoux (2003) Crown House

« “The NLP Coach” by McDermott & Jago (2001), Piatkus
« “The Coach’s Coach” by Alison Hardingham et al (2004), CIPD
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