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My involvement E ~group

eOver 25 years of coaching, formally and informally.

e[ eader of a team of expert associates.

eSpecialist in sustainable executive coaching, and ‘champion development.’
eMentor at the highest corporate level

eAuthor of coaching materials.

eAuthor of “"Coaching Skills for Managers” CCH Australia 2001
eAuthor of "Introducing Mentoring into your Organisation”
eDeveloper of multi-media coaching tools.

eTrainer of coaches and mentors.

ePublic speaking advocacy of coaching benefits.

eMentor with NSW Department of State & Regional Development.

eHigh profile media commentator with exposure to television, radio, newspaper
and magazines.

eCoach & Mentor within Australian Naval Command.

eDirector of ICFA with special responsibility for professional standards and
development
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Definitions E group

“Coaching is a dialogue between coach and client where they work together to define the issues and

jointly construct a solution.
(Greene & Grant, 2003)

“Coaching is a positive, thought provoking process of two minds working together with one aim in
mind — to advance the client in their chosen field of endeavor. It is collaborative, challenging and
hugely rewarding for the client, as it is for the coach.”

Margaret Stolmack

“A solution-focused, results-oriented, systematic and collaborative process in which the coach
facilitates the enhancement of work performance, learning and personal growth of the subject.”
James Flaherty
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Who should be coached

New entrants to an organisation!
(Assimilation coaching)

Newly promoted staff!

(Give them the opportunity to succeed
not fail)

Pivotal Groups!

(Core groups of an organisation; the
informal powerbase and the heart of
your organisation)

The under-achievers!
(It is cheaper than replacing)

The identified potentials for succession!

(Nurture them, challenge them or lose
them)

Who should be mentored

New Senior Executives

“C” Suite
(It is lonely and tough at the top...help
them)

Senior Executive Team!

(The core group; the formal
powerbase)

The under-achievers!
(It is much cheaper than replacing)

The identified potentials for
succession!

(Nurture them, challenge them or lose
them)
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What are the similarities? What are the differences?

" Mentoring is more likely to be career
\ ritical n for advan Ok
Both roles have a critical need for advanced focused whereas coaching is about

InlrpsEeiel el L exploring the future from the individual’s
Both require advanced motivational inherent possibilities

skills...not the ‘rah-rah’ type.

Een fgcilitate Lz aQuIt Iear.nin.g.process. Mentors usually have experience of tenure
Both aim at enhancing the individual’s or position and understand the formal and
performance and  productivity. informal dynamics (read politics) of an
Both encourage the individual to ‘step out of organisation.

the square’ and stretch.

Both are ‘unfailingly on the team" with the Mentors are free to offer advice and
individual. opinions Coaches are more constrained and
Both provide support. need to evoke answers and opinions from
Both require organisational know-how the individual

Both foster personal development and
growth Mentors wield considerable power and
Both are role models influence to advance the career of the
individual, the Coach stimulates the
ambition in the individual

Mentors pass the company line and
standards, Coaches explore the individual’s
values and standards and find areas of
compatibility
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The Six Golden Rules

RULE #1

RULE#2

RULE #3

RULE #4

RULE #5

RULE #6

Don’t coach when you should mentor and don’t mentor when you
should coach!

A good coach is not necessarily a good mentor and vice-versa.

Plan your programmes to deliver key results that can be monitored
and measured. What is measured improves what isn’t, doesn’t!

Select your coaches/mentors as carefully as you would a new
employee!

Train your mentors/mentorees to the task.

Recognise when the coaching/mentoring task is at an end.
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Stages of Change 5 forms 7 steps
of Coaching/Mentoring of coaching /mentoring process

REFLECTIVE COACHING/MENTORING EDUCATION | EDUCATION

PREPARATION SKILLS COACHING DATA COLLECTION

REHEARSAL COACHING PLANNING
(target, goals; action plans)

BEHAVIORAL CHANGE
ACTION PERFORMANCE MENTORING MEASUREMENT
EVALUATION
MAINTENANCE SELF-DEVELOPMENT MAINTENANCE
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Balance of personal and professional goals.

Balance of ‘work and play.’

Increased discretionary effort.

Improved personal performance equals improved corporate performance.
‘Waking up the executive!

Understanding self means greater understanding of subordinates.
Acting with emotional intelligence permits colleagues to act similarly.
Developing leadership and management skills.

Nurturing ‘champions- in- the- making.’

Knowledge retention within an organisation.

Unleashing the power of teamwork .

Addressing addictions & tolerations.

A recent ACCENTURE study of 80% of global business leaders revealed that they
believe that people issues are more important today than three years ago.

The same study revealed that 68% of the global business leaders believe that
retaining talent is far more important than acquiring new staff.
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Who might assist you? What styles are on offer?

A ‘peer’ from a non-competing Business mentoring
enterprise Executive mentoring
Executive coaching

A ‘confidant” with whom you have . :
Resilience coaching

rapport and lots of mutual trust and

respect Pivotal Group coaching

Leadership development
A professional coach or mentor with Motivational coaching
skill-sets and experience that might

Lif | hi
add-value ife style coaching

Business style coaching

Remedial coachin
Note — 1 & 2 may not bring the rigour J

needed to the relationship or have
the ability & experience to take
you safely to the edge and back.
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Where else are
coach/mentors used?

Sports
Entertainment
Politics
Education
Fashion
Lifestyle
Health

So why do less than 20% of
executives use neither and 90%
have to be pushed into the
relationship?

Because we ...

Think we should know it all

Are embarrassed by what others
may think

Are concerned at what the media
might make of it

Don’t have enough in the budget for
it

Cannot access the level of expertise
we need

Cannot spare the time
Think it is ‘too new’ and untested

Avoidancé




What hinders success”?

Participant's

Commitment

13%

Communication Issues

25%

Organisational Support

25%

Participant's
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Availability

44%
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What makes it work?
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Quality of Feedback
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Superior’'s Support
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Why would staff work for an
organisation, that ...

Stunts individual growth

Thinks learning and development is
done to others, by others

Will not invest in its people

Hang on!

Ask —am | involved in such an
organisation — as the leader or a
director?

Does not want improvement, and ...

Can you perform better with a
coach/mentor?

Possibly — there is no certainty
Indications are that you will

The improvement will be noticed
It will take time

It is participative and hard work

Applying what is useful and doing
this in your own way is a key factor

You need to be open to being
challenged

It may change you

The risk is that you don’t try!
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The Coach

The Mentor

Primary Role and
Objectives

Enhancing performance,
potential and level of contribution

Developing political astuteness, providing
wise counsel, being a source of inspiration
and acting as a champion

Field of Play

Focused on enhancing skills and
capabilities relevant to the
immediate career path

Longer-term career and/or broader
horizons in both personal and professional
endeavours

Typical Credentials

Professionally accredited with
proven experience in coaching
techniques

A seasoned and successful individual with
deep insights to the organisation and the
‘lifetime journey’

Influence and
Credibility

Role legitimised by company
appointment and credibility
enhanced by credentials

Influence may stem from hierarchical
power and credibility through reputation

Method and Style

Generally follows a well planned
program using adult education
principles and motivational
techniques

Informal approach depending on need and
opportunity acting as a facilitator using
gentle persuasion




There is no ‘how to’ manual

A corporate role is dynamic due to
the influence of others

The role is customised because of
unique influences

The occupant is at the vortex of four
competing demands — up, down,
reports and personal life

Uncertainty, risk, ethics and
governance colour your perspective

Everyone depends on you for
progress, guidance, direction and
security

‘Challenges are what make life
interesting; overcoming them is
what makes life meaningful.’

J. J. Marine
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What an executive probably
needs?

A mirror to attitude, approach and
actions — reality check

A sounding board that carries no
internal baggage or politics — trust
and safety

An understanding of the drivers,
pressures and loneliness — respect
and equality

Openness, honesty and truth — high
value

Debate & deep analysis - challenge

Validation — confidence and
renewal




What is the ROI? 37 B

A study of 100 executives by Manchester Inc of Fortune 1000 companies
revealed an average ROI of almost six times the investment in coaching in
direct improvements in productivity, quality, organisational strength,
customer service and shareholder value.

Specifically, the programs that lasted six to twelve months were a mix of
behavioural change and skills sharpening for their roles.

Specific Company benefits of the study Specific executive benefits of the study
Productivity (reported by 53% of executives) Improved working relationships with direct reports(77%)
Quality(48%) Improved working relationships with supervisors(71%)
Organisational strength(48%) Teamwork(67%)

Customer Service(39%) Improved working relationships with peers(63%)
Reducing customer complaints(34%) Job satisfaction(61%)

Retaining executives that received coaching(32%) | | Conflict reduction(52%)

Cost reductions(32%) Organisational commitment(44%)

Bottom-line profitability(22%) Working relationships with clients(37%)
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The purpose of coaching: b2  group

For the client:
Help the employee by providing direction, guidance and clarity
Confront and overcome obstacles to employee’s success
Set realistic goals to achieve desired performance levels
Encourage and motivate the employee to perform at an optimum level
Provide open and honest feedback on employee’s performance

For the Manager:
Deliver a more effective team member
Facilitate improved communication and inter-personal relationship
|dentify and address real and imagined barriers to effective outcomes
Provide open and honest feedback on identified issues

For the Organisation:
Improved discretionary effort
Improved focus on business outcomes
Improved morale
Provide open and honest feedback on identified issues.




The benefits of coaching:
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For the client:
Improved performance
Developed potential
Increased self-confidence
Enhanced job satisfaction

For the Manager:
Improved communication as a manager
Increased satisfaction with the management role
Improved inter-personal skills of team members
Improved peer group performance

For the Organisation:
Improved customer service
Improved manager/employee relationships
Reduce ‘churn’ of key staff
Improved profit potential
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The ‘GROW’ model E ~ group

‘Goals’ - refers to the subject matter of the coaching. Issues may be raised by either the
coach or coachee. The coach aims to increase the coachee’s awareness and
responsibility, so the coach toils towards the coachee recognizing and ‘owning
the goal.

- refers to the investigation of the current situation, looking beyond symptoms of
behavior for causes (internal & external), and examining what it will take to attain
the goals identified in the previous step. The coach uses questioning techniques
to engage the coachee in this exercise.

‘Options’ - refers to the exploration of alternatives and choices, again using questions to
encourage the coachee to be responsible and active in the pursuit. The aim is for
the coachee to see the scope of what is possible, then see the time and
commitment necessary to ‘make the shift.’

- refers to the coachee making the choice and the pursuing the goal; with the
coach’s support (what will you do?). The role of the coach at this point is to get
the coachee to see and commit to the practical steps that need to be taken to
achieve the goal, and be aware of the pitfalls along the way
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The ‘LADIR’  model E ~ group

‘Listen’ -it is an old but valuable ‘truism’ for coaches to keep
uppermost...we were given two ears and one mouth for a
reason. With smart questioning techniques use active listening
skills to find out what the critical issues are.

‘Analyze’ - with the active participation of the coachee investigate the
facts and feelings surrounding the issues, and look for the
underlying motivations and the ‘Eureka moments.” At the heart
of this element is being able to grasp the not only what is being
said and seen, but what is being left unsaid or unexplored.

‘Determine - jointly consider the priorities and options, set goals and plans

on how to proceed.

‘Implement’ - Actively coach, set standards, monitor actions and
progress, provide support and guidance, facilitate learning

‘Reflect’ - Review and revise the process




Transitional Approach
...from neediness to independence

COACH/MENTOR

R

X

~
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Coach/Mentor
Leads, guides and
gives feedback

Coach/Mentor
Initiates, informs
and explains

Coach/Mentor
&
Client
Collaborate

Client problem
solves
Coach/Mentor
confirms

Client
Initiates,
challenges as
goals achieved

An effective coaching process will see the coach/mentor adapt and adopt different
styles of intervention as the Client grows in awareness and confidence.
So much coaching/mentoring reverses this transition so that the client gradually
becomes more and more needy until a ‘paralysis’ sets in and the executive becomes
totally ineffective.




The stages of personal change
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REFLECTIVE

Individuals are not intending to change their
behavior in the near future, for many
reasons, e.g. uninformed about the
consequences of their behavior, fear,
lacking confidence.

Appropriate action: provide person with
information to encourage them to recognize
the issues.

ACTIVE

Behavioral changes are put into place and
they are measured and evaluated.
Appropriate action: provide feedback,
support and encouragement. Advise on
pitfalls. Address both rational and emotional
responses with calm authority.

PREPARATORY

Individuals intend to take action in the near
future. They have goals and an action plan
and have rehearsed skills and strategies to
put in to place.

Appropriate action: provide encouragement,
support and guidance

MAINTENANCE

This stage could extend for several months
from when behavior was changed, and
could involve regression and
disappointments.

Appropriate action: use tools and
techniques to prevent further regression
and build the person’s strength until the
problematic behavior or habit is no longer
an issue.




Types of coaching behavior
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TYPES OF COACHING BEHAVIOR

Learner’s level of
maturity

Types of coach
behavior

Coach relationship
to learner

Perception if coach does not match
learner’s level of maturity

Low

Directive,
Persuasive,
Guide,
Advisor,
Prompter

Distant.
Recognizes
Acknowledges
Sustains

Coach seen as ‘permissive’, vague, unprepared.
Role ambiguity will develop.

Medium

Consults,

Seeks information,
Helps/assists,
Releases

Responds,
Sensitive,
Encourages,

Withdraws where
appropriate

Coach seen as remote, insensitive, lacking
commitment, idealistic, 'playing games’.

Provides resources
Allows
Participatory
Collaborative

Respects,
Shows esteem,

Shows warmth,
affection,

Treats as ‘equal’

Coach seen as autocratic, ‘ego-tripping’,
patronizing, manipulative, interfering.




Self-observation b

Rooted in the remarkable teachings of G.l. Gurdjieff is the premise that no change (in a person) is
possible without that person first recognizing the need for change and that primarily comes from self-

observation.
As a coaching technique, keeping a self-observation journal is a remarkable tool for ‘shifting’ the

client from unconscious to conscious awareness.

We need to get at the underlying
motivations to be effective

as a coach

Words
Visible

manifestations

Actions Body language

Underlying

Attitudes 1Tl
motivations
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A person with high self-esteem
Generally relaxed, self-composed manner
Rewarding and balanced lifestyle
Well-nourished and well-exercised body
Enjoy productive activities and believe in their own ability to contribute
Communicate directly and expressively
Comfortable in their own company and capable of self-direction
Harmonious social relations and can work collaboratively
Sound sense of values and lives a life that reflects those values
Proactive and assertive in relation to own needs
Welcome constructive criticism and keen to learn from mistakes
Reflective, and eager to develop own potential
Willing to give encouragement and support to others

Personal growth boosts self-esteem
Take control of yourself
Clarify your needs and values
Determine personal goals to pursue that are in accord with your current situation and
values
Put honest effort into achieving these goals
Be aware of your progress towards your goals




group

Self-esteem Y- stolmack

Self-esteem can be raised by:

Achievement or mastery POWGI’, influence or autonomy

Being valued, respected, loved | Acting in accord with values & beliefs

Ten stepping stones
1. Make peace with the past.
2. Choose to be aware of issues.
3. Deal constructively with things you are now tolerating.
4. Base your life on integrity and accountability.
5. ldentify your values and live according to them.
6. Respect the world be prepared to learn its lessons.
7. Set boundaries on your conduct which are automatic and clear.
8. Be committed to raising your standards.
9. Have a supportive group (family or close friends) which nurtures you.
10. Orient your life fully around your values.
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Summary

Independently of each other Coaching and Mentoring are extremely useful tools for the
individual and the organisation.

In alliance, as discussed, they are a powerful and positive generator of change.

This is because the recipient is being given previously unknown information concerning
the machinations of the organisation in which they work and additional skills with which
to operate.

Bringing the two processes to bear on the individual and organisation in a concerted
manner is a lightning rod for professional and personal development for key executives
in a commercial world that is facing ever increasing and demanding change.
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Thank you!




