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  PREFACE TO THE SECOND EDITION


  Since the first edition of Coaching Essentials was published in 2009, we have seen the development of a range of new themes in coaching which have become widely adopted
  and part of many coaches practice. Our intention in this new edition is to highlight some of the most popular themes and to help readers become more aware of how to incorporate them into
  their own coaching.


  As with all the tools, techniques and insights in Coaching Essentials, we aim to bring to your attention areas of coaching which might be useful and helpful, and to then give you the
  information you need to be able to follow up in more detail those which appeal. We also link each of the new topics to the tools and techniques in the rest of the book, as well as suggesting a few
  new ones.


  As coaching develops and moves towards increasing levels of professionalism, many different models of practice and application come to our attention. As we develop as coaches ourselves, it is
  important to keep abreast of new thinking and developments while, at the same time, always keeping a core sense of who we are as coaches. It is always our personal stance and style which makes us
  the coach we are. New understanding, tools, techniques and models are all extremely valuable, equally important is how we incorporate them into our individual approach to coaching. These themes of
  continuing development and self-awareness are probably the most important of all. Coaching supervision is the one topic which we would encourage everyone engaging with coaching
   whether formally or informally  to build into their practice.


  Some general themes we are noticing at the moment include:


  
    [image: ]organisations are adopting coaching as a core management approach, and bringing coaching for individuals
    in-house. At the very top of organisations, the executive level, external coaches are still being used. As the use of coaching cascades down to other levels in
    organisations, there is an increasing requirement for coaching skills to be part of a managers repertoire, in order to meet demand. This then opens up a whole new range of challenges
    around the boundaries between line management and coaching. Again, the provision of coaching supervision within organisations is an essential way to support managers working their way through
    this minefield.


    [image: ]Team coaching, often using an external coach. This is becoming better understood and more
    widely used.


    [image: ]The re-emergence of mentoring as a formal intervention within organisations. The
    development of coaching skills for mentors is another area of development.


    [image: ]More formal research is being done in the field of coaching. In particular, there are a
    number of large-scale studies being carried out to try and gain more understanding of what makes for an effective coaching relationship, with the emphasis on the relationship.

  


  The new themes we have chosen to develop further in this book are in Part 4. Before then, as in the first edition, we look at the commonly presented, and more difficult,
  challenges coaches can be faced with. We have collected these issues from our experience of working with over 800 coaches and managers involved in our coaching skills development programmes, so our
  information and insights are very much practitioner-based.


  We hope you find the new edition stimulating and useful  you may want to take ideas from it and develop them much further for yourself, or you may just want to dip into it during your
  everyday coaching. Either way, we wish you every success in your vital, valuable work as a coach.


  


  
    PART ONE

  


  SUCCEEDING AS A COACH


  


  CHAPTER 1


  THE CASE FOR COACHING


  The popularity and impact of coaching continues to develop and grow all over the world. It is, perhaps, entirely appropriate that an activity that helps individuals to develop
  their skills, achieve their potential and succeed is itself developing, achieving and succeeding. Despite its perennial popularity and success, however, theres no room for complacency. The
  early years of the 21st century continue to be a time of accelerating change, with major opportunities (resulting, for example, from technology and globalisation) as well as significant, sudden
  pressures on leaders in general and businesses in particular. In these circumstances, its worth asking: why work with a coach?


  First, we should explain that our area of expertise is coaching people within organisations. In this role, weve worked with hundreds of individuals not only as coaches, but also as
  teachers, helping others to develop their own coaching skills. Our case for coaching, presented in this book, is based on our personal experience and practical observations. These are based largely
  on observing people who are actually coaching, but our thinking is also influenced by those who employ coaches on behalf of their organisations.


  In our experience, coaching enables individuals to step back from their day-to-day pressures, with the dedicated support of a skilled professional. This can help individuals (whom we refer to as
  clients or coachees) focus on resolving the challenges they face and, ultimately, enhance their performance and that of their organisation. Individuals whove worked with an
  executive coach typically report that doing so played a valuable role in enabling them to achieve their business and personal objectives.


  We find that a quantitative, bottom-line justification of the return on investment for executive coaching is a challenge frequently posed to the providers of such services. The real answer
  always has to be the somewhat frustrating It depends.... However, studies such as those by Malcolm Higgs and Victor Dulewicz at Henley Business School show that the most statistically
  significant factors contributing to the successful career progression of individuals, following their MBA studies, were neither attributable to factors of traditional intelligence (IQ) nor factors
  of management competency frameworks (MQ) but to factors of emotional intelligence (EQ).


  Also, within the range of emotional intelligence, Higgs and Dulewicz found that the most statistically significant factors contributing to career success (as measured by increases in job
  position and salary) were self-awareness and emotional resilience. We would certainly argue that the best way to help people to develop their self-awareness and emotional resilience
  (two longstanding and widely recognised attributes of great leaders) would be to include coaching alongside other development activities, such as 360-degree feedback and experiential
  development.


  The coaching relationship is unique in comparison with the variety of other relationships we might have in our lives. Its probably the only non-therapeutic relationship where we can have
  a conversation with another person with the attention solely upon us  the coachees. Its not reciprocal: we dont have to listen to their issues in return for them listening to
  us. Perhaps most importantly, we dont have to worry about taking care of the personal relationship as well as having the conversation. We dont need to edit how we say something or the
  content of what we say to preserve any relationship other than the one of coach-coachee.


  A good coaching conversation is non-directive, non-judgemental and full of what the influential American psychologist Carl Rogers would have called unconditional positive regard
  (see, for example, his books On Becoming a Person, Client-Centered Therapy and Freedom to Learn). This is something that we generally have far too little of and upon which
  everyones psychological well-being often depends.


  Recent research by Diane Coutu and Carol Kauffman (see What Can Coaches Do For You? published in the Harvard Business Review, January 2009) surveyed 140 leading coaches,
  with five experts commenting on the findings. This work shows the lack of unanimity about coaching, with the article highlighting that: The coaching field is filled with contradictions.
  Coaches themselves disagree over why theyre hired, what they do and how to measure success.


  It seems to us that, while coaching continues to produce great results for individuals and organisations, the reasons why companies engage coaches have altered. In the past, most companies
  engaged a coach to deal with destructive behaviour at senior levels. Today, most coaching is undertaken to help develop the capabilities of high-potential performers. For example, Coutu and
  Kauffman found that three quarters of the people who buy coaching do so for three reasons: to develop high-potential executives, to facilitate a transition to a new role or to act as a sounding
  board. Only 12 per cent of respondents use coaching to address derailing behaviour. This view is supported by our own experience. Weve certainly seen this shift from coaching being viewed as
  a remedial activity, when performance is suffering, to an aspirational activity. Simply put, executives know their company values them if theyre provided with a coach.


  The research highlights several other interesting aspects about the current state of executive coaching. For example, 29 per cent of research respondents view professional certification as
  very necessary  a view that we would certainly support. In such a popular, significant, influential and potentially lucrative area of activity as executive coaching, its
  vital that minimum standards are maintained and some level of formal quality control is exercised. The issue is one of professionalism and quality: executive coaches need formal certification and
  companies buying coaching should demand it. Furthermore, the issue of certification dovetails with the need for coaches to be professionally supervised.


  Research also reveals that coaching assignments are typically between seven and 12 months in duration, and the median hourly cost of coaching is US$500. Finally, while only 3 per cent of coaches
  are hired to address personal issues, 76 per cent of coaches report assisting executives with personal matters. Again, this is a revealing point: coaching requires that, as professionals, we relate
  to the whole individual. The skills, issues and behaviours that coaches seek to address or enhance with their clients are influenced by numerous factors, over a long period. In fact, 76 per cent
  seems a surprisingly low figure.


  So, for us and the clients we work with, the benefits are clear. One-to-one coaching complements other types of leadership development and helps individuals:


  
    [image: ]lead people as productively as possible;


    [image: ]devise a programme of self-development based on day-to-day issues;


    [image: ]create a plan or strategy for improving skills;


    [image: ]prepare and implement plans for their personal, professional and career
    development;


    [image: ]review progress to ensure that the maximum learning is taken from each situation or
    experience.

  


  Executives work in pressurised environments where time is precious. A personalised development programme geared to an individuals own agenda, pace and timescale is one of
  the key advantages. Using an experienced executive coach, especially one who has a personal understanding of how business and commerce operate at the highest levels, can be a highly effective means
  of learning and benefiting the bottom line.


  

  [image: ]


  
    
  ABOUT THIS BOOK


  In the pages that follow, were aiming simply to share our practical experiences of working with many people involved in the executive coaching world. This refers mainly
  to the three main stakeholders in the business coaching relationship: the coach, the coachee (or client) and the organisation (or employer)  that is, those
  who are commissioning, sanctioning and paying for the coaching.


  The tools, techniques and applications of coaching we consider here arent given as prescriptive advice. Indeed, we hope that weve presented it very much in a coaching frame,
  offering knowledge and information, getting you to think about your own specific circumstances, and giving you the support you need while you come up with your own solutions.


  The book is divided into five parts.

  
  

  [image: ]Part 1 explains how to succeed as a coach. As well as setting out the case for coaching, we
  highlight (in the next chapter) the essential skills that coaches need.


  [image: ]Part 2 is concerned with difficult challenges for coaches: what they are, the issues to
  consider and possible solutions. These challenges can be particularly daunting or problematic and while some are commonplace others are, thankfully, quite rare.


  [image: ]Part 3 addresses some of the typical challenges that coaches encounter. A few may seem
  complex while others are quite simple, but they are all important, and adopting the right approach when handling these issues is essential. As well as explaining these issues, this section also
  provides possible questions for coaches in each circumstance, as well as suggesting techniques that might help.


  [image: ]Part 4 gives an overview of some of the emerging themes in executive coaching at the time
  this second edition went to press. A brief summary of each area is given with suggestions for further follow up if desired.


  [image: ]Part 5 provides a varied range of proven coaching tools and techniques. Some, such as the
  Myers-Briggs type indicator, are firmly established favourites, while others may be a little less well known. All of these techniques, however, are proven and have achieved results. Each idea is
  briefly summarised, with guidance provided about the type of technique and when to use it. Most useful and important, however
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