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5 different levels of coaching culture within an organisation
1. Artefacts
2. Behaviours
3. Mindsets
4. Emotional ground
5. Motivational roots

Elaine Cox, Tatiana Bachkriova, David Clutterbuck (2018)  - The Complete Handbook of Coaching, 3rd Edition. -   

Chapter 16 – Transformational Coaching – Nick Smith and Peter Hawkins
In this chapter we set out the salient features of transformational coaching by:

· Exploring the distinctive features of transformational coaching and its foundational theories
· Illustrating how transformational coaching focuses on creating a shift in the thinking, feelings and behaviour of the coachee at each stage of the CLEAR process (Contracting, Listening, Exploring, Action, Review) and
· We end by showing how it differs from other coaching approaches and evaluate its use.


Chapter 17 - Jon Stokes and Richard Jolly 
Executive coaching is a professional and confidential partnership relationship between a senior executive and coach involving:
· Ongoing confidential meetings (lasting between one hour and a full day) organized on a regular basis for a period of six months or longer.
· The primary goal of helping the individual understand how they take up their role in a more effective way
· Helping to improve the executive’s leadership skills
· Some assessment of the individual’s current effectiveness in the leadership role.
·  Very often the use of data from psychometric and other assessment and feedback tools
· A relationship of challenge and support
· Building on strengths as well as how to manage or change weaknesses
· An objective of both behavioural change and increased personal maturity and wisdom.



The transactional analysis approach:
The parent-adult-child perspective of transactional analysis sheds light on the way in which scripts and games are played out in organizations between managers and staff; how a leader may be experienced as ‘parental’, and thereby provoke manipulative ‘child’ behavioural response in the behaviour of the followers.  The concept of ‘life-script’ or repetitive patterns in relationships of dependency is key.

The Future of Coaching as a Profession – Chapter 27 – David Lane, Reinhard Stelter and Sunny Stout-Rostron.:

Coaching is still at a state of emerging maturity worldwide, and coaches are sometimes unaware of what influences them in terms of ethics, standards, continuing professional education and legislation in their corner of the world....... Coaching as a form of practice is now widely adopted, although recognition as a profession remains contentious and patchy...... A growing awareness of the potential benefits to the industry of professional status has led to participation in international dialogues, such as the Global Convention on Coaching (GCC) and the International Coaching Research Forum (ICRF), now the Institute of Coaching at Harvard McLean Annual Research Conference.  These dialogues have in turn helped to motivate initiatives on the definition of standards for coaching by various organizations, including the Worldwide Association of Business Coaches (WABC), and a working group of Australian stakeholder organizations coordinated by Standards Australia.  In 2012 an alliance of three organizations, the European Mentoring and Coaching Council (EMCC), the International Coaching Federation (ICF) and the Association of Coaching (AC), were formed and they opened an invitation for others to join.

Chapter 27 – The Future of Coaching as a Profession – David Lane, Reinhard Stelter and Sunny Stout-Rostron
However, there is a long way to go before coaching can be identified as a profession in the narrowest sense.  In the list of criteria above none of these is fully realized in the professional field of coaching, either nationally or internationally.  Bennet (2006: ) 242 highlighted the following critical gaps between the criteria listed above for a profession and the current practice of coaching:

· There are currently no generally accepted, identifiable and distinct skills for coaches
· Training/and or education are not required before a person can practice as a coach, although various coach training programmes are available.
· The general public and related professions do not recognize coaching as a profession.
· There is not an established community of practitioners – for example, less than half the estimated coaches in the world belong to representative bodies such as the International Coach Federation (ICF).
· There is a lack of defined theory on which coaches base their practice.





Chapter 28 – Peter Hawkins
The CLEAR model in coaching supervision:
	Performance Coaching
	Transformational Coaching

	C – What do you want to focus on?
	C – What would success look like from this session?

	L – Tell me about the situation?
	L – What I am sesing from your story is …

	E – What else might you try?
	E – What is the wildest thing you could do?

	A – So what are you going to do and when?
	A – Imagine that I am that person and rehearse your opening line

	R – When will we meet to review it?
	R – My appreciation is …
       My encouragement is ….




Building and Sustaining a Coaching Culture – David Clutterbuck, David Megginson and Agnieszka Bajer (2016)

Definitions of a coaching culture:
	Hart (2003)
	‘An organisational setting in which not only formal coaching occurs, but also, most or a large segment of individuals in the organisation practice coaching behaviours as a means of relating to, influencing and supporting each other’.

	Hardingham (2004)
	‘A culture where people coach each other all the time as a natural part of meetings, reviews, and one-to-one discussions of all kind.

	Clutterbuck and Megginson (2005)
	‘Coaching is the predominant style of managing and working together, and where a commitment to grow the organisation is embedded in a parallel commitment to grow the people in the organisation’

	Blessingwhite (2009)
	A coaching culture is built on organizational and leadership beliefs, and practices that reflect coaching as a strategic business driver and critical talent management tool.

	Keddy & Johnson (2011)
	‘Supporting each other’s development and quality of thinking is at the forefront....everyone who wants to be coached, and when it is appropriate and practical , is offered coaching’.

	Hawkins (2012)
	‘A coaching culture exists in an organisation when a coaching approach is a key aspect of how the leaders, managers and staff engage and develop all their people and engage their stakeholders, in ways that create increased individual, team, and organisational performance and shared value for stakeholders’.

	Jones & Gorell (2014)
	‘....... people are empowered and where coaching happens at every level, .. It adds to the bottom-line performance.  It is the recognised tool that touches every part of the employee life-cycle'.






Drivers and Barriers towards creating a coaching culture:
	Drivers
	Barriers

	Coaching is well integrated with other HR systems, such as talent and performance management
	Coaching is not integrated with other HR systems

	There are strong coaching champions among senior executives
	Senior executives haven't bought in to coaching

	There is a well-established and high-quality pool of internal and external coaches.
	Well-qualified internal or external coaches are not readily available.

	Coaching is considered as something desirable, or even as a reward.
	Coaching is seen as a remedial activity to correct poor performance.

	There is a good understanding of what coaching is and how it works.
	People are not clear on what coaching is or how it works.

	There are resources available to develop coaching skills among internal and managers and leaders
	Resources are scarce or unknown.

	People are willing to try new ways of working and relating with others.
	People are set in their ways of working and operating in the work environment.

	There is a climate of trust and people generally feel they can have open conversations.
	People mistrust each other or the management.

	People understand the potential benefits of coaching.
	People are not clear on the benefits of coaching.

	People are encouraged to take initiative.
	Taking initiative is limited and leadership style is highly controlling.

	Diversity and constructive challenge are valued.
	People are unanimity and harmony above innovation or excellence.

	There is a widely held expectation that people will continuously grow and develop.
	Growth and development are not perceived to be a top priority.




Making Coaching Work – D. Clutterbuck and D.Megginson (2012)

Five levels of listening:
1. Listening to argue – I know better
2. Listening to respond – to frame a question
3. Listening to understand – analysis and logic come in to play
4. Listening to help them understand - coachee/mentee self-awareness
5. Listening without intent – becoming aware of things in periphery such as tone, mood of the session etc.


David Clutterbuck – Youtube Clip (2014)
PRAIRIE model for questioning:
P – personal to that individual
R – resonant, because it has emotion
A – Acute as it gets to the heart of the issue
I – Incisive – cuts to the point
R – reverberant, the coachee keeps coming back to it, it pops up in their subconscious.
I – Innocent, so there is no hidden agenda
E – explicit, it can be expressed very simply

Coaching for Performance, Growing Human Potential and Purpose – John Whitemore (2012)

Transpersonal Coaching
A business person may be focused on personal achievement and success in the material world and may have become a well-integrated person, a good parent, and a respected member of society, without ever having asked themselves a meaningful question about life.  This is the tendency of western people, which has resulted in great material progress and innovation.  The business person might regard the opposite type, the one that follows as lazy, disorganized, a sponger, a dilettante.
Actually this is the mystical type who leads a contemplative and ascetic life …... this is the more Eastern path; although given the economic growth of the East of late, these geographic distinctions are liable to be confusing, or even contradictory.  
If social pressures, business imperatives or blind determination to achieve override the tension that is attempting to pull us back on track, we are all liable eventually to run into a wake-up wall.  This wall is known as the crisis of meaning.  When we hit the crisis wall, we tend to bounce back in shock into temporary confusion and even performance regression for a while, but at the same time we are likely eventually to be pulled upward toward the ideal to discover a more balanced path.  We may become more introspective, paint or write poetry, and want to spend more quality time with the kids.

…... It represents our higher self or soul, which could be seen as the source of our purpose and of wisdom.  It exerts a gentle pull on us to “get back on track”, one that is easily overridden by our more earthbound desires and ambitions.  In the past such a notion could easily be dismissed by rational scientific minds as fanciful speculation.  However, recent advances in neurobiology have revealed what is called the “God Spot” in the temporal lobes of the brain, that to quote Donah Zobac, could be “a crucial component of our larger spiritual intelligence”.
Business rightly recognizes that many systems in the world are shifting from push to pull, from prescription to choice.  This can be described as the shift from push for success to the pull from the soul.

… more and more concern is being expressed about healthcare and its inhuman technological bias.  The family doctor’s bedside manner, which used to be so healing, is being systemized and dehumanized.  While the media berates the UK NHS, most people are very satisfied when asked about their personal experience.  The US health system, on the other hand, is a disgrace, with huge amounts of money spent and made in some quarters and the less well-off falling through the health net altogether.  The US spends more on health per capita than any other country in the world and yet it is rated around 20th in terms of the health quality is delivers. ….. The health benefits of educating people and patients alike to take greater responsibility for their own health would be far greater than the pharma industry can deliver.
