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® Coaching definitions

g HRINZOO T hneethod of directing, instructing and training a person or
group of people, with the aim to achieve some goal or develop specific
skills. There are many ways to coach, types of coaching and methods to
coaching. Direction may include motivational speaking and training may
l nclude seminars, workshops, and suf

# ICFAoProfessional Coaching is an ongoing professional relationship that
helps people produce extraordinary results in their lives, careers,
businesses or organizations. Through the process of coaching, clients
deepen their learning, improve their performance, and enhance their
quality of life . 6

o Sherpa Executive Coaching Survey-0r egul ar meetings b
business leader and a trained facilitator, designed to produce positive _
changes 1in business behavior in a |i

# NZCMQunder review
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Psychological coaching
definitions

o IGCP, APSodraws on and develops established psychological
approaches €€ the systematic applicat
enhancement of life experience, work performance and well being for
individuals, groups and organisations who do not have clinically
significant ment al heal th |1 ssues or

g SGCP,BP80 [ e n h an danmg dnd peddrnhance in personal life
and work domains underpinned by models of coaching grounded in
established |l earning theory or psyct

g IOSIG- oart and science of psychology to support clients in leading
happier, more successful or satisfying lives within a coaching
rel ationshipo6 i ncl dbabedagproaches, and gbjeaiwei d e
measures to identify issues and to evaluate progress 0

# CPSI&to be defined
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o6eo Shared elements of coaching definitions

In a professional or personal context

1 Collaborative process

Purposeful/goal -oriented
Creative/maximising potential

Time limited/ systematic

Evidence based

Measurable (evaluation)

Psychological approaches

For the oclinically well o
Important to consider a systems perspective
Motivated client!

enhane
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¢ When coaching goes bad
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When coaching can go bad

Following initial contact

1 Whilst meeting with the organisation

and/or coachee (e.g. around terms, inc.
goals/ evaluation)

1 As part of the reporting back process
t During coaching sessions
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¢ Bad &8 for whom?

# Coaching professionowhich one?!
B The coach

1 The sponsoring organisation

1 The coachee

(All of the above)
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oce Asking the right question

OThe most commorf
of mistakes in management
decisions is the emphasis on
finding the right answer
rather than the right
guestions. The most serious
mistakes are not being made
as a result of wrong
answers, but of asking the
wrong question. (&5

Peter Drucker

enhane
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¢ Crucial to good coaching

i Listening, understanding and encouragement

n Approachability, attentiveness, availability

(Relational Coaching, de Haan, 2008)
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L Features of Good Coaching

Good coaching requires the
successful identification and

negotiation of critical moments
(de Haan, 2008)

# Thin-skinned dsensitivity to
relevant emotions or thoughts

t hat are critic
process

# Thick -skinned drobustness
of coach to handle clients
these critical thoughts/
emotions

14 May 2009



o060 Straitght fron
The Coacheeds
UDhanee
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¢ 11 questions

A What is coaching
The coaching process
Bad coaching
Good coaching

A What qualifications are expected of a
coach

enhane
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¢ The coaching process: Start

# oOutline formulation of the s
| ssues and root causes, draft

# 0Get to know you sessionod6, o0CcC
rapportao

# OAssurance that | would be ab

g# oBui |l d r app @establishrcahfidéntialitysand
safety

# oSome idea of the coachos par
[t heir] goal so

# oLogidptriocsess, times, costs et

enhane



®| The coaching process: Ongoing

# OReview of goal s, rei nf orceme
# OoORel ationship é built on conf

# OFocused sessions € what the
each session has clear objective and a review based on

t hat o

# oSometi mes coachee will Dbring
| ssue, and é will detour é <co
about moving intuitivelybo

# oLots of questionsao

enhane



The coaching process: End

# OReview of progress [using] O
affirmation of capabillities for future challenges, review of

what coach did well, could ha
# oDi scussion about where the r
# OA summary of whatos been cov
# oé what wil/l be reported back
accountability e yet preserve
# O0A | ot [of] positivity and en

g8 oBottl e of wine and a box of
of how f ar we have both c¢come!

enhane



oce Bad coaching

‘She’s agoo coach. an te kids seem io
like her. ut | still think someone should at
least run a background check.™

enhanee
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Features of bad coaching
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Ineffective approaches
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¢oce Good coaching
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Good coaching

# oTake time to really under st a
# oUnderstand the environment t
# 0Get a supervisor, and a peer
# oKeep it lshvourself amd t he sessi on
B 0Give coachees the opportuni:t
they do/did well. Allow your coachees to identify
| mprovement areas and produce
reinforce € iIincremental steps
# oKnow what kind of coach you
# oYour greatest tool will be vy
about the | ayers of meaningo
# oUse intuition éeéTake a few |

enhane



i Rapport

n Right question
n Regular reviews
i Reinforce
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