Some resources to support 
Coaching Approaches 
Coaching & Mentoring

Coaching
· Primarily refers to performance improvement
· Often short term

· Learner has ownership of goal – it’s at the suggestion/with support from coach

· Most cases involve (extrinsic) direct feedback (i.e. coach reports to coachee what he/she has observed)

Mentoring
· Identification and nurturing of whole person
· Long term and off line

· Goals set by learner

· Mentor helps them to develop insight through intrinsic observation (i.e. become more aware of their own experiences)

Skills required overlap and include:

· Relationship Building

· Trust

· Objectivity

· Questioning

· Listening

· Feedback

· Goal Setting

· Analysing

(Megginson & Clutterbuck 2007)

There is a lack of agreement amongst professionals what precise definition is – generally agreed characteristics:
Coaching
· Non directive form of development

· Focus on improving performance and skills development

· Emphasis is on work performance

· Focus on organisational and individual goals

· Provides feedback on strengths and areas for development

· Skilled activity

Mentoring
· Uses coaching skills
· Long term relationship

· Not necessarily directive

(CIPD.co.uk HR Resources Factsheet 2011)
Key Factors/Episodes in Coaching
· Establishing and managing the relationship/building rapport

· Establishing, agreeing and clarifying ground rules (contract) and expectations
· Setting goals – essential to take time and gain clarity

· Clarifying and understanding situations

· Building self knowledge (values; beliefs)

· Understanding other people’s behaviour (empathy)

· Dealing with roadblocks (what can people change and what can’t they change)

· Stimulative creative thinking

· Deciding what to do:

· change the situation

· move out of situation

· change ourselves

· put up with the situation
· Committing to action (challenging beliefs and making action plan)

· Managing learner’s (coachee’s) own behaviour

· Building support, influence and learning (building networks) and keeping a log
· Ending the relationship – defining success
· Developing your own techniques

(Megginson & Clutterbuck 2007)

Grow Model

Sets goals; explores current reality; develops options – best in 1:1’s

	Acronym
	Description
	Example Questions

	Goal
	Coachee is asked to clarify what they want to achieve – determines the focus of coaching
	What do you want to achieve in this session?
How would you like to feel afterwards?

What would be the best use of this time?

	Reality
	Raise awareness of present realities  - examine how current situation  is impacting coachee’s goals
	How have things gone in the past week?
How have you handled any problems?

What worked?

What didn’t work?

	Options
	Identify and assess available options – encourage solutions focused on thinking and brainstorming
	What possible options do you have?

What has worked for you in the past?

What else could you try?

	Way Forward
	Assist coachee to determining next steps – develop an action plan and build motivation
	What is the most important thing to do next?

What might get in the way?

Who will be able to support you?

How will you feel when this is done?


(Whitmore, J 2002
Spence & Grant 2007)

Grow Model
Not a linear process – each session finishes with clearly defined action steps to be completed before the next session.  Subsequent sessions begin by reviewing the action steps before setting new steps.

GROUP Model
Similar to GROW but in a group setting.  Differentiation comes in 4th phase (understanding others).

	Acronym
	Description
	Example Questions

	Goal
	Group is asked to clarify what they want to achieve from session – determines focus
	What do you want to achieve this session?
How would you like to feel afterwards?

What would be the best use of this time?

	Reality
	Raise awareness of the present reality – examine how the current situation is impacting on the group’s goals
	How have things gone in the past week?

How have you handled any problems?

What worked?

What didn’t work?

	Options
	Identify and assess available options – encourage solution focused think time and brainstorming
	What possible options do you have?

What has worked for you in the past?

What else could you try?

	Understanding Others
	Group observes and notices their internal responses to what is being said and makes meaning both of what they hear and their internal response – group connects to emerging best future
	What is your review of the best options?

What do you understand by his/her view?

What were you thinking when you listened to that?

Generally, what are we all saying?

	Perform
	Assists group to determine next steps and test out options – develop individual and group action plans; build motivation and ensure accountability
	What is the most important thing to do next?

What can be learnt from testing out?

What might get in the way?

Who will be able to support you?

How will you feel when this is done?


(Otto Scharma 2007)

Solutions Focused Approach (OSKAR)
OSKAR is a framework for solution focused coaching.

Outcome

Scaling

Knowhow and resources

Affirm and action

Review

Starting from a premise of happiness and focus on solutions rather than problems.  Origins in therapy.

(Megginson & Clutterbuck 2007)

	Acronym
	Description
	Example Questions

	Outcome
	Coachee is asked to clarify what they want to achieve
	What is the objective of this coaching?

What do you want to achieve today?

What do you want to achieve in the long term?

How will you know if this coaching has been useful?

	Scaling
	Coachee is asked to decide where they are on the scale – gives a sense of objectivity if they state a number – discussion is about how they got that high and how they might take  a step higher which can then initiate a discussion about progress
	On a scale of 0-10 with 10 being future perfect, and 0 the worst you have ever been, where are you on the scale today?
How did you get this far?

	Knowhow & Resources
	Discover what the coachee already knows, what the coach may know and what others can add – in order to remain motivated it’s helpful to the coachee to find knowhow for themselves even if it means asking the coach/someone else – the coach asks questions to create a sense of possibility and capability
	What helps you perform at this number rather than 0?

When does the desired outcome happen, even for a little?

What do you do to make that happen?

How did you do that?

What did you do differently?

	Affirm & Action
	The coach listens out for examples of what is going well, and what the coachee already has as a resource – the best of these can be used in the conversation
	What’s gone really well?
What is the next step?

What would you like to do personally straight away?

What would it take to get to the next number?

When will you start?

	Review
	Refer to the start of the next session, or the beginning of any subsequent session – brings the cycle back to the start
	What’s better?

What did you do to make it happen?

What effects have the changes had?

What do you think will change next?


Building Self Knowledge
4 D Model

Prioritise Your Life!

Work On Your Priorities

The 4 D solution (The Power of Focus) helps separate urgent tasks from your most important priorities.

4 D Focus helps you to prioritise:

Dump it – learn to say “no, I choose not to do this” Be Firm
Delegate it – hand some tasks over to others

Defer it – defer the issue to a later time and schedule a later time to do it in

Do it – do it now if it’s an important project – don’t make excuses – give yourself a reward for completing these projects

(Megginson & Clutterbuck 2007)

Building Self Knowledge
Johari Window Model
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(Alan Chapman 2003)

Helps when trying to understand self and understand others.

Understanding Others
Reframing
· Taking a negative word and putting a more positive meaning to it

· Suggesting new and different ways of behaving, different ways of behaving, freeing the client to alter behaviour and making it positive to make changes

	Label
	Reframed

	Distracted

Impatient

Uncaring

Aggressive

Nagging

Stubborn

Talks too much

Dyslexic


	Interested in lots of things

Action orientated, has high standards

Detached

Forceful

Shows concern, trying to bring out the best

Determined, self willed

Communicator, expressive

Has different ways of learning


(Megginson & Clutterbuck 2005)

Deciding What to Do
Stability vs. Impact of Choice

	What will 

happen ……….


	If I do it:
	If I don’t do it:

	What will not happen ……….
	If I do it:
	If I don’t do it:

	
	………. If I do it
	………. If I don’t do it


(Megginson & Clutterbuck 2005)
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Tell





1





Feedback Solicitation





2





Blind Area





Unknown by Others





Self Disclosure/Exposure





3





Hidden Area





Shared Discovery





4





Others Observation





Unknown Area





Self Discovery








Coaching and Mentoring Resources LL March 2019 

