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Check in

Coaching is unlocking people’s potential to maximise

their own performance. It is more often helping them

to learn rather than teaching them.
John Whitmore, 1999




Our contract today

| am here

To create a safe developmental
space to develop a complex skill

To input wisely but then allow lots of
practice

To support the indicative ethical and
professional coaching and mentoring
standards

@AREMA o

“the state of readiness for unguarded interaction with someone or something.”

A Construct of Trust, Susan M Heathfield — Adventures in Education Internet search 01.02.2021.
www.adventures-in-education.com/OnlinePed/ModuleD2websites.htm

I will

Ask you, to practice on real stuff
today — real play not role play

Include some demonstration

Finish within the 2 hours

| need

You to experiment and be OK with
not being perfect

Allocate post session practice

Your permission to record input
element only

Is there anything else we need to agree today? |lm
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Understanding the Skills, Principles and Practice of Effective Coaching and Mentoring within an
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COACHING COMPETENCIES START TO DE-CONSTRUCT:
LISTENING
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- 1.2 Understanding Coaching
Sel Capabilities

Understanding the Skill:

Coaching and Mg

1.2 EMCC Competence Framework

1.2 ICF Core Competencies

1.2 White Paper Active Listening

1.2 Coaching and Mentoring Master Record and Log-Word

The 7 Masterclasses for 1.2 Coaching Session Record and Log Template - Excel Version

1.2 The Leader as a Coach Article

1.2 White Paper - How the Organisational Context Affects Coaching and Mentoring

1.2 City and Guilds Research (2018) - Employers Not Offering Coaching Risk Future Performance and Productivity

= 1.2 CIPD Paper - Coaching Climate

1.2 Coaching Capabilities - Slide Deck




¥ The knowledge,
skills and
behaviours
required to be an
effective coach or

mentor
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E MCC

Understanding Self

Commitment to Self-Development
Managing the Contract

Building the Relationship

Enabling Insight and Learning
Outcome and Action Orientation
Use of Models and Techniques

Evaluation

Pperforming better

CF

International Coach Federation

A. Setting the foundation

* Meeting ethical guidelines and
professional standards

* Establishing the coaching agreement
B. Co-creating the Relationship

* Establishing trust and intimacy
* Coaching presence

C. Communicating effectively

* Active listening

* Powerful questioning

* Direct communication

D. Facilitating learning & results
* Creating awareness

* Designing actions

* Planning and goal setting

* Managing progress and accountability

ilm
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Core Coaching Capabilities

(Based on combined ICF EMCC competencies)

O Enabling awareness

(J Levels of trust and data

Powerful Coaching

& learning

O Understanding
and managing self

EMCC Global EQA
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Setting the
Foundation
0 Managing the
contract
(formal/informal)

Questioning presence

Co

&P rrmvia

O Building
the relationship

L Use of models,
and techniques to facilitate
outcomes

performing better
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Active Listening: Levels of listening in effective coaching %}AREMA e

Listening to me (Mind clutter)

Paying more intention to own judgements, opinions and thinking. In coaching this is often trying to work out the
next response even before your coachee has finished speaking. Here, shut up and listen to their data not yours!

2. Listening to you (Empathic listening)

Paying meticulous awareness (100%) of what they are they are saying and how they are saying it....

Descriptive: “l heard you say ‘new stuff’ Use their actual words

Focused on cognition: “It sounds like you are reviewing your situation in your mind”

Highlighting key words: “You said ‘blocked’ 4 times

Echo back the words used: “I notice you slow your voice” Play back what you see without judgement

3. Listening to us (Global listening)

The nuances of the space between the coach and coachee — beyond words — including all the unspoken energy and emotion

Focused on energy and emotion: “| sense your getting some energy to act”

“| get a feeling you are frustrated with this”
Seek permission: “May | tell you the gut feeling | have”
Notice the space between you: “I sense as if we are both stuck”

Source: Based on work by Whitworth, Kimsey-House & Sandahl, 1998, Co-active Coaching




Levels of listening practice

COACHING
QUESTION

What do you want to achieve?

What modifications or changes are required?

B wnNPRE

What support do you need?

| HEAR

What are your main priorities looking forward in the next 3 weeks?

Anything else

@ARBMA
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Levels of listening practice

COACHING
QUESTION

What are your main priorities looking forward in the next 3 weeks?
What do you want to achieve?

What modifications or changes are required?

B wnNPRE

What support do you need?

| SEE

Anything else

@AREMA
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Levels of listening practice

COACHING
QUESTION

What are your main priorities looking forward in the next 3 weeks?
What do you want to achieve?

What modifications or changes are required?

B whNPRE

What support do you need?

Anything else

@AREMA

| SENSE
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Levels of listening practice @ARBMA EEE

LEVEL 2b

!
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COACHING | HEAR | SEE | SENSE
QUESTION

Anything else

What are your main priorities looking forward in the next 3 weeks?
What do you want to achieve?

What modifications or changes are required?

B whNPRE

What support do you need?

eeeeee
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Listening matters in effective coaching & mentoring

* Self determination is the biggest motivational human driver
e Self determination theory (Deci & Ryan, 1985,2000)

 WAIT (what am | talking) — there is always more data!
* Silence creates space for new thinking — system 2
* One pebble at a time

EMCC Global EQA
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Sufficiency descriptors
e (Typical standards that, if replicated across the whole submission, would produce a referral or
Assessment Criteria -
borderline pass) Assessor feedback on AC

(AC)

Learning Outcome 1 Understand the purpose of coaching and mentoring within an organisational context

Ceoaching and mentaring is not Correct and sufficiently

defined, or the definitions are detailed definifions of both

Define what incorrect, deficient or coaching and mentaoring

coaching and inappropriate for an within an organisational

mentoring is within organisafional confext context are provided

an crganisational Twao similarities and two Both the similanties and Pass /
context, explaining differences betwesn coaching differences betwesen

the similaritiss and and mentoring are not provided coaching and mentoring are
differences correctly provided

between coochiog inappropriate s At lzast two similarities

and mentoring s The organiECTIoNal ComTER T — between coaching and
included in the definition of mentornng o

coaching and mentoring differences are pmm ¢ The organisational culture
The effects of organisational A comect evaluation is
factors on coaching or mentoring provided of how )
Evaluate how the are not evaluated or are meraly crganisational factors affects coaching

organisational exploined or described rather coaching or mentoring ¢ Not seen as a priority for the business
context affects than evaluated The evaluation includes three
coaching or The evaluation includes less than or more factors of how ) ) o
mentoring three factors of how organisational context * Low levels of skills and experience within
organisational factors affects affects coaching or the organization

coaching or mentaring mentoring

AC 1.1

Refermral

AC 1.2 e Lack of understanding of the value of

¢ Resistance from senior management

e Lack of time and resources

Personnel Development (CIPD)
Coaching Climate survey report
(2011)

FPage 2 of 10 Lewvel 5 Certificate and Diploma in Effective Coaching and Mentoring [5585)
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Assignment 1 Unit 500

b’eatilg a Coaching Climate

by David Clutterbuck, 2018, Copyright Clutterbuck Associates 2003

Assessment Terminology Guide
CESESEMERT Terminoiosy buice Every significant study of effective managers concludes that those managers, who get the most out

of their teams, spend 2 high proportion of their time and energy coaching others. Effective
manzgerizl coaches are able to delegate more, to create a stronger sense of purpose within the

Resources for Assignment 1 t=am and to mativate the performance of others. Even mare impartant, perhaps, thay free up time
so that they can focus on the most important tasks, instead of fire-fighting or doing jobs that could

be dene by their direct reports.

The stark rezlity, howawer, is that mast managers put very little effort into coaching. Even though

the company may have provided coaching training for them, unless there is a robust coaching
climate, there will be very little overall impact on the performance of the business, on retention of
talent, or on the achievement of strategic goals.

What 15 CoaChl ng? 5o what exactly is a coaching climate? You will know you have a coaching climate when:

Personal growth, team development and organizational learning are integrated and the links clearly

(CORCHING understood

People are abls to engage in constructive and positive confrontation

People welcome feadback (sven 2t the top) 2nd actively sesk it

Coaching iz seen as a joint responszibility of managers and their direct reparts

There is good understanding at all levels about what effective developers and developees do
Coaching is seen primarily 35 3 opportunity rather than as 2 remedial intervention

People are recognised and rewsarded for their activity in sharing knowledge

Time for reflection is valued

There are effective mechanisms for identifying and addressing barriers to lezrning

People look first inside the organisztion for their next job (2 typical average would be that
only one in five does sal)

There are strong role models for good coaching practice

S0 how do you create a coaching climate? At Clutterbuck Associates, which has been ressarching
this topic for nearly two decades, some of the answers are:

By ensuring that all managers have at least the basic skills of coaching
By equipping all employees with the skills to be coached effectively

By providing an Advanced Cozsching Skills programme for senior managers and HR staff
By developing a cadre of mastercoaches — people with a natural talent for developing
others, who are willing to take on the additionzl tasks of being a role model, coaching less

sble peer managers in coaching skillz and, in some cases, being an upward coach to more
SEnior Managers

By providing opportunities to review good coaching practice
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Tasking

2 -3 coaching practices consciously experimenting with using levels of
listening

e Start your coaching log with some structured reflections

T
Y AREMA
Coach: Supervisor: Andy Maggs Period of activity: From: To:
Mode Reflective ion ti
Client (Codify)  Session Record: Context, goal(s) for the session and outcomes achieved (Face to Evidence m;"‘:‘m]’"“'
facefvirtual) (Client number)
Surname intialks in Informal coaching session: Fracticing levels of istening.  What did you notice about you Virtual Only use for
170223 and your coach?.............._ So what & your thinking about your coaching?........... What assignment 2 05
reverse - :
next dojyou take forward?............ . .
(Formal coaching)

EMCC Global EQA
Quality Award - 1
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Tasking

* 2 -3 coaching practices consciously
experimenting with using levels of
listening

e Start your coaching log with some structured
reflections

e Draft up answer to question 1.2

ilm

Effective Coaching
and Mentoring
8588-21







