Scott  brown


Coach 

Your Team

There are a host of terms associated with addressing Training and Development Needs.  They include Appraisal, Performance Review, Performance Management and Personal Development Review.  This manual uses the term Performance Review for the interviews involved in the performance management process.
If you wish to discuss anything in this manual, please contact David Brown, at:-
scott  brown

North Kilworth, Lutterworth, Leicestershire LE17 6HD

Tel: 01858 880780  Email: davidbrown@scott-brown.co.uk

The Outputs of This Workshop

________________________________

As a result of this workshop, delegates should:-

· Understand what coaching is, and how it fits in with other development activity.

· Understand the part that Coaching plays in the performance management process.

· Understand that most learning takes place on the job, and that Coaching is crucial in this area.

· Be aware of the importance of making people development a way of life rather than a series of tools to be used occasionally.

· Be aware of how to cater for different learning styles.

· Have designed and delivered a practical coaching session and received feedback on it’s effectiveness.

Meeting Development Needs

_________________________________________________________________

	· Attachments (shadowing)
	· Mentoring

	· Brainstorming
	· Multi-tasking

	· Bringing in Experts
	· Networking

	· Case Studies
	· On the job

	· Coaching
	· Pairing/Shadowing/Sitting with Nellie

	· Counselling
	· Presentations

	· Committee Assignments
	· Projects

	· Conferences
	· Reading/Reviewing

	· Delegating
	· Research Assignment

	· Distance Learning
	· Role Playing

	· Expanded Job
	· Secondments

	· Exposure to Senior Management
	· Self Development & Analysis

	· Feedback
	· Seminars/Briefings

	· Films/Videos
	· Simulations

	· Internet
	· Task Forces

	· Job Enrichment
	· Team Building

	· Learning Logs
	· Training Course

	· Learning Groups
	· Visits


We can only choose the right vehicle for meeting someone’s development needs if we understand whether performance can be improved through increased knowledge, developing skill, or addressing attitudes/behaviour.  The chosen activity is at the core of any Personal Development Plan and the subsequent improvement in performance.
What is Coaching?

· An appropriate combination of Direction, Discussion and Activity that allows a colleague to solve a problem or 
perform a task more effectively.
Preferred Learning Styles

____________________________________________________________

We all tend to learn different things in different ways.

We learn by using four learning styles:-

· Doing Something

· Reviewing an event, or reflecting on it

· Developing ideas and theories

· Planning the next step to suit our situation

You and the people you coach will tend to learn more easily in some styles than others.  There is no right or wrong – just differences!

The good coach uses people’s preferred learning style, but also helps people develop other styles to become a balanced learner.

Kolb’s Learning Cycle

___________________________________________________

People with certain learning styles learn best at certain stages in the learning cycle.






The challenge for you is to:-

1. Cater for individual learning styles as you develop your people.

2. Design a variety of different activities that allows everybody to learn effectively.

3. Recognise where a different approach may be needed.  For example, if someone cannot grasp a theory, start by having them do something.

Tips for the Coaching Manager

___________________________________________________

Here are a few Do’s and Don’ts for each preferred learning style.

	Preferred Learning Style
	Do’s
	Don’ts (unless you are consciously stretching them)

	Activists/Do’ers
	Design Role Plays

Design Skills Tests

Design Team Tasks

Coach Them
	Talk too much

Give lots of data

Ask them to read a lot

	Reflectors/Reviewers
	Let them stand back and observe

Give them time to prepare

Give them time to reflect
	Make them take the lead

Give them no warning

Rush them

	Theorists
	Give them ideas in a complete package or model

Give them time to explore links

Give them reading time

Give them a clear purpose
	Be unstructured

Skim over issues

Say anything you are not sure of

	Pragmatists/Planners
	Link Coaching to their job

Allow practise, coaching and feedback

Allow them to tackle real problems

Allow time for action plans
	Cover things with no obvious relevance

Overdo the theory


How does Coaching link with other Development?

___________________________________________________

Most development activity will need reinforcement – learning is not so simple that telling someone makes it happen.

There is a thread – all the following can develop Attitudes, Skills and Knowledge, but usually:-

	Activity
	Group Size
	Audience Involvement
	Usually Develops

	Lectures
	Large
	Low
	Knowledge

	Training
	Small
	Medium to High
	Introduces new Attitudes/Behaviour, Skills and Knowledge

	Coaching
	One-on-One or Small
	High
	Develops specific Attitudes/Behaviour, Skills and Knowledge

	Counselling
	One-on-One
	Massive
	Tackles deeper problems, especially Attitude/Behaviour.  Helps someone recognise a problem, then take ownership of the solution.

	Performance Review Interviews
	One-on-One
	Massive
	Links them all together – helps you decide on best development activity.


They all have a place in your repertoire as an effective manager.

The range of Coaching Styles

____________________________________________________________

Non Directive



                                                                                                                                               PULL


                PUSH

Directive

	tell 

them
	solve their problem
	give

advice
	offer

guidance
	ask questions
	help them solve their problems


‘Pull’ may help people to remember more than ‘Push’
Will you Push or Pull?

____________________________________________________________

	Advantages of Push
	Advantages of Pull



	Quick
	With practise can be as quick as Push



	Easily controlled
	The learning is more readily absorbed



	Demonstrates the expertise of the Coach


	Understanding/Skill is cemented in place

Less need for session to be repeated

Improves motivation and morale

Improves confidence


Your Coaching Style should be driven not by you but by the situation  -  Tailor it!

Coaching Models

____________________________________
We will use one of two coaching models:-

Model One - STEER

S pot the opportunity to improve skills.

T ailor coaching to suit the person and situation.

E xplain and demonstrate how it may be done and the context in which it is done.

E encourage the person as they do it themselves.

R eview progress.  Measure the result.

Model Two – GROW

G oal 


- What is the goal?

R eality

- What is the current state of play?

O ptions

- What ideas were identified as the most appropriate to work on?

W rap Up

- What action will now be taken?

COACHING CHECKLIST

How well did the Coach …………..?

____________________________________

Identify opportunities to match individual needs?

Confirm the individual’s existing level of knowledge and skill?

Prepare?

Put the Coaching into context in terms of the individual’s development?  Clarify objectives?

Get the balance right between push and pull?

Ask questions?  Eg  to confirm the problem, or to check understanding.

Actively listen?  Eg  seek their ideas on improvements before making suggestions;  help them build on their ideas before making a suggestion.

Motivate the individual?  Show them what is in it for them?

Gauge what motivates the individual?  Eg  praise, criticism, success, competition.

Agree roles.  Define who was to participate, who was to observe and when?

Coach for results rather than impose a rigid style?

Adjust the coaching to suit the needs of the individual?

Control without dominating?  Allow for experiment?

Divide the Learning experience into digestible chunks?

Organise the session in a logical order?

Give clear explanations and demonstrations?  Was there enough demonstration?

Highlight key points?

Monitor the individual’s progress?  
Check understanding?
Provide constructive feedback?  
Consolidate the learning experience by reviewing the Learning in detail?  Eg  objectives of the session, difficulties encountered, lessons learned.

Secure constructive feedback about the coach’s performance?

End the session on a high?

Look ahead to the next step?
Was it fun?

Coaching Activities

____________________________________
Coach one of your team in any one of the following activities:-

· Juggle tennis balls

· Bounce a football on the knee, instep or head

· Separate egg whites from yolks using only an egg and the bowl

· Build a structure from playing cards

· Perform a card trick

· A PC skill  eg Excel

· A computer game

· Neatly wrap a box in gift paper

· Putting, with a golf ball

· Golf, using air balls.

· Make a paper aeroplane (from one sheet of paper) that flies effectively

The activity should be organised as follows:-

	1
	Choose an activity, and plan your coaching session.
	(10 mins)

	2
	Coach one of your team in the chosen activity with another member of the team observing.
	(approx 5 mins)

	3
	The other member of the team, and the coached person, provide feedback regarding your coaching style – what you did well, what you could improve.
	(approx 10 mins)

	4
	If you use the Checklist, don’t check every issue, focus on the priority ones for each individual.
	

	5
	Return the coaching equipment to source for other groups to use.
	

	6
	Rotate so that each person coaches someone, and receives feedback.  Adjust the ‘running order’ to suit availability of equipment
	(15 mins each)

	7
	If you have time, try another coaching activity.
	

	8
	What did you learn?  Share learning in your team.
	(10 mins)

	Re-convene as a large group to share ideas and learning.
	


Have an experience





(suits Do-ers)





Review the experience





(suits Reflectors/Reviewers





Plan the next practical step





(suits Pragmatists)





Draw Conclusions





(suits Theorists)
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