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1. Introduction
In the realm of professional development and leadership enhancement, coaching models serve as invaluable tools, providing structured frameworks for guiding individuals toward personal and organizational success (Hawkins and Smith, 2013). This essay delves into an exploration of three prominent coaching models—GROW, OSKAR, and CLEAR—each offering distinct methodologies rooted in psychological theories and empirical evidence (Hawkins and Smith, 2013). By meticulously defining these models with reference to academic literature, the essay lays the groundwork for a comprehensive understanding of their underlying principles and applications.
Transitioning to the practical domain, the second section of the essay examines the intersection of coaching models with the leadership challenges within the British Army. Drawing from my personal experiences of coaching soldiers grappling with issues such as behavioural concerns, conflicts of interest, and instances of disrespect, the essay elucidates the efficacy of GROW, OSKAR, and CLEAR models in addressing these complex scenarios. Demonstrating the relevance of these models in conflict resolution and mental resilience development, the discussion unfolds into a narrative of enhanced leadership capabilities among military personnel.
The third segment takes a forward-looking stance, proposing the implementation of a coaching-oriented leadership development plan. This section explores the strategic integration of coaching principles to navigate challenges related to soldier development, emphasizing the transformative potential of coaching in fostering leadership growth.
Finally, the fourth and concluding part scrutinizes the ethical considerations inherent in deploying coaching models within the context of the British Army's leadership development. Delving into the nuanced ethical dimensions, the essay underscores the importance of maintaining integrity, confidentiality, and respect within the coaching relationship, while simultaneously achieving organizational goals. Through this comprehensive exploration, the essay aims to illuminate the multifaceted impact of coaching models on leadership development, addressing not only the practical applications but also the ethical imperatives that underpin this transformative process.



2. [bookmark: _Hlk159361158]Section A: Critical analysis of 3 coaching models, which may be suitable for the organisational development through a coaching culture.
2.1 GROW Model:
Developed by Sir John Whitmore, the GROW model is a foundational coaching framework known for its simplicity and effectiveness (Performance Consultants, n.d.). The acronym GROW stands for Goal, Reality, Options, and Will (or Way Forward), representing the four stages of the coaching process. The model begins with establishing specific and measurable goals (Goal), followed by a candid exploration of the client's current situation (Reality). The Options stage encourages creative thinking to generate potential strategies, and the Will (Way forward) stage solidifies commitment to concrete action plans. Its accessibility and versatility make the GROW model a widely utilized tool in coaching, providing a clear structure for goal-setting and achievement in various contexts (Sir John Whitmore, 2014). 
[image: ]
Figure 1: GROW model - credit to ManageMentors website (ManageMentors.co.uk, 2023)
· Goal: This stage involves identifying and clarifying the client's specific, measurable, achievable, relevant, and time-bound (SMART) goals. Coaches work with clients to articulate their desired outcomes, providing a clear direction for the coaching journey.
· Reality: In this phase, the coach and client jointly assess the current situation. It involves an honest and objective exploration of the client's current reality, allowing for a realistic understanding of the challenges and opportunities that may impact goal attainment.
· Options: Coaches and clients collaborate to generate a range of potential strategies and solutions. This stage encourages creativity and exploration, enabling clients to consider various alternatives and select the most suitable options aligned with their goals and current reality.
· Will (or Way Forward): The final stage of GROW involves creating a commitment to action. Coaches support clients in formulating specific action plans, fostering accountability, and ensuring a concrete path toward achieving the established goals.

2.2 OSKAR Model:
The OSKAR model, crafted by Mark McKergow and Paul Z. Jackson, revolutionizes coaching by emphasizing a positive and solution-oriented approach. OSKAR, an acronym for Outcome, Scaling, Know-how, Affirm & Action, and Review, guides clients through a transformative journey. Beginning with the Outcome stage, clients identify desired positive outcomes, setting the tone for a forward-looking perspective (Mind Tools, n.d.). Scaling provides a measurable representation of progress, and the Know-how stage explores clients' strengths and resources. Affirm and Action foster positive reinforcement and commitment to specific actions, creating a cycle of continuous improvement by regular Reviews. OSKAR is particularly effective in reframing challenges into opportunities, fostering optimism, and promoting actionable steps toward success (McKergow and Jackson, 2007).
· Outcome: The coaching process begins by identifying the desired outcome. Unlike traditional problem-solving approaches, OSKAR encourages a positive framing of the client's aspirations, fostering a solutions-focused mindset from the outset.
· Scaling: This stage involves assessing the client's current position on a scale from 1 to 10 regarding their progress toward the desired outcome. Scaling provides a tangible and visual representation of progress, allowing clients to recognize improvements and set realistic expectations.
· Know-how: Coaches collaborate with clients to explore their strengths, skills, and resources. By acknowledging and building upon existing knowledge and capabilities, clients gain confidence and a clearer understanding of how to overcome challenges.
· Affirm and Action: Affirmation is a crucial aspect of the OSKAR model, focusing on positive reinforcement and acknowledging achievements. Clients are encouraged to affirm their progress and commit to specific actions, reinforcing a positive cycle of continuous improvement.
· Review: The final stage involves evaluating the effectiveness of the coaching process. Coaches and clients reflect on the journey, celebrate successes, and identify opportunities for further growth and development.
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Figure 2:: OSKAR model - credit to ShiftBase website (Bonifacio, 2024)

2.3 CLEAR Model:
Developed by Peter Hawkins and Nick Smith, the CLEAR coaching model prioritizes a holistic and comprehensive coaching experience. The model is structured around five stages: Contracting, Listening, Exploring, Action, and Review (Williams, 2021). Contracting establishes a solid foundation by defining the coaching relationship, goals, and expectations. Listening, a fundamental component, encourages coaches to engage actively and empathetically with clients' perspectives. The Exploring stage involves a thorough examination of thoughts and feelings, fostering deep self-awareness. Action translates insights into concrete plans, while Review allows for reflection and celebration of achievements. CLEAR's strength lies in its ability to address not only immediate goals but also the broader context of the client's personal and professional development, making it a valuable model for coaches seeking a holistic coaching approach.
· Contracting: The CLEAR model begins with a comprehensive contracting phase. Coaches and clients collaboratively establish the coaching relationship, defining goals, expectations, and the scope of the coaching engagement. Clear contracting lays the foundation for a trusting and effective coaching partnership.
· Listening: Listening is a fundamental component of effective coaching. The second stage of the CLEAR model emphasizes active and empathetic listening. Coaches strive to understand the client's perspectives, concerns, and aspirations, fostering a supportive and non-judgmental environment.
· Exploring: This stage involves a thorough exploration of the client's thoughts, feelings, and experiences. Coaches use powerful questioning techniques to delve into deeper layers, helping clients gain insights, discover patterns, and broaden their self-awareness.
· Action: The Action stage focuses on co-creating and implementing specific action plans. Coaches support clients in translating insights gained during exploration into concrete steps, fostering accountability and progress toward established goals.
· Review: The final stage involves a comprehensive review of the coaching journey. Coaches and clients assess the effectiveness of the coaching process, celebrate achievements, and identify opportunities for further growth and development.
[image: ]
Figure 3: CLEAR model - credit to ShiftBase website (Bonifacio, 2024)

2.4 Comparison and Integration:
Examining the GROW, OSKAR, and CLEAR coaching models reveals both differences and synergies that can enrich the coaching experience. One common thread among these models is their commitment to guiding individuals towards positive change. The GROW model excels in its simplicity and clarity, making it a versatile tool applicable across various coaching contexts (Performance Consultants, n.d.). In contrast, OSKAR's emphasis on positive framing and solution-oriented thinking makes it particularly effective when clients are facing challenges or seeking a fresh perspective (McKergow and Jackson, 2007).
The CLEAR model, with its comprehensive contracting and exploration stages, complements GROW and OSKAR by providing a more holistic approach. Where GROW and OSKAR may lean towards goal-setting and solution-focused strategies, CLEAR ensures a robust foundation through meticulous contracting and deep exploration, fostering a nuanced understanding of the client's context (Stout-Rostron, 2014).
Integrating these models involves recognizing the strengths of each and leveraging them strategically. For instance, a coaching session might commence with the contracting phase from the CLEAR model to establish a strong foundation and clarify expectations. Following this, the GROW model could be employed to set specific and measurable goals, while the OSKAR model could be woven into the process to maintain a positive and solution-oriented focus (Bonifacio, 2024).
Moreover, the Scaling stage in OSKAR can be seamlessly integrated into the Reality phase of GROW, providing a numerical representation of the client's current situation. This allows for a more quantifiable assessment of progress and a visual reference point for clients to gauge their development.
The Exploring stage in CLEAR can enhance the Options phase in GROW by providing a more in-depth analysis of potential strategies. Similarly, the CLEAR model's emphasis on listening and exploration aligns with the active listening and questioning techniques inherent in both GROW and OSKAR.
Ultimately, the integration of these models offers a comprehensive approach that capitalizes on their collective strengths. By judiciously selecting elements from GROW, OSKAR, and CLEAR, coaches can tailor their interventions to meet the unique needs and preferences of their clients.
In summary the dynamic landscape of coaching, the GROW, OSKAR, and CLEAR models represent invaluable tools that empower coaches to facilitate transformative experiences. The comparison and integration of these models underscore the versatility and adaptability required in effective coaching practices. Coaches are encouraged to view these models not as mutually exclusive but as complementary frameworks that can be strategically combined to address the multifaceted nature of individual development.
The GROW model's simplicity and focus on goal attainment provide a strong foundation for coaching relationships. OSKAR's emphasis on positive outcomes and solution-focused thinking adds a dynamic and optimistic dimension to the coaching process. Meanwhile, CLEAR's attention to contracting and comprehensive exploration ensures a holistic understanding of the client's context.
By blending these models, coaches can create a nuanced and tailored approach, offering clients a more personalised and effective coaching experience. This integration allows for a holistic journey that encompasses goal-setting, positive reinforcement, exploration, and thoughtful reflection (Deiorio et.al., 2022).
As the coaching profession continues to evolve, the flexibility to draw from various models becomes a critical skill for coaches. The GROW, OSKAR, and CLEAR models, with their distinct contributions, stand as pillars in the ever-expanding landscape of coaching methodologies, guiding both coaches and clients towards meaningful and sustainable growth (Deiorio et.al., 2022). In essence, the synthesis of these models reflects the evolving nature of coaching, where adaptability and a diversified toolkit are key to navigating the complexities of individual development and organizational success.
[bookmark: _Hlk159361719]






3. Section B: Exploring Coaching Models for Addressing Behavioural Challenges and Promoting Mental Resilience
This section explores the alignment of coaching models with leadership challenges in the British Army, citing personal experiences of coaching soldiers facing issues like behaviour, conflicts, and disrespect. GROW, OSKAR, and CLEAR models are discussed for their effectiveness in resolving these challenges, emphasizing their relevance in conflict resolution and mental resilience development, contributing to heightened leadership capabilities in the military.
In the dynamic and demanding environment of the military, leadership plays a pivotal role in maintaining discipline, fostering teamwork, and ensuring the overall success of missions. Over the past 2-3 years, my focus as a military officer has shifted towards coaching-oriented leadership, particularly in addressing workplace conflicts, disrespect among soldiers, and fostering behavioural improvements. This shift has come about as I have come across many individuals who have approached me for guidance and coaching due to these issues. This essay explores real-life scenarios where soldiers approached me with their challenges and how coaching and mentoring strategies were employed to enhance their leadership development.
3.1 Workplace Conflicts: In my experience of leading Army soldiers, I've found that the operational effectiveness of the military very much depends on teamwork and team cohesion. In military settings, managing interpersonal conflicts among peers is a critical aspect of leadership. As a coach, I have encountered instances where soldiers within a unit experienced discord over differing opinions on mission approaches, thereby compromising the overall effectiveness of the team. 
Utilizing active listening skills, I created a platform for the conflicting soldiers to articulate their concerns. This open communication allowed them to understand each other's perspectives, breaking down barriers and establishing a foundation for resolution. Through a series of guided questions (Annex B), the soldiers not only identified common goals but also collaboratively devised solutions that took into account the diverse viewpoints within the unit.
Applying a coaching-oriented leadership approach proved instrumental in resolving these conflicts. In my opinion and experience, coaching empowers individuals to take ownership of their actions and decisions. By encouraging team members to find solutions themselves, we foster a sense of responsibility and accountability. This not only resolves the immediate conflicts but also equips the soldiers with skills they can apply in future situations. After the first session, I noticed that the soldiers had started to openly discuss their conflicts, seeking feedback, and actively listening to one another. To me, it was a sign that the coaching approach had worked.
This coaching intervention went beyond merely addressing the surface-level conflict; it contributed to the development of a more cohesive and resilient team. By fostering an environment of trust and mutual understanding, the soldiers not only resolved their differences but also gained valuable insights into each other's strengths and capabilities, further developing insight into team work. The collaborative problem-solving approach enhanced their ability to work together efficiently, ultimately improving mission outcomes.
In support of this coaching-oriented leadership strategy, academic research highlights the significance of effective communication and conflict resolution in team dynamics (Jones & Bodie, 2019). This approach not only resolves immediate conflicts but also builds a foundation for long-term collaboration and success within military units.
[bookmark: _Hlk159361839]
3.2 Disrespect between Soldiers and Peers: Disrespect among soldiers in a military unit poses a significant challenge to the hierarchical structure and overall cohesion. Instances of insubordination towards superiors or disregard for peers can disrupt the chain of command and erode the effectiveness of the unit. Employing a coaching approach, I have addressed such issues through one-on-one sessions, utilizing the GROW model to structure constructive conversations and foster positive behavioural changes.
In these coaching sessions, the GROW model served as a framework for addressing disrespect within the military ranks. Beginning with setting clear Goals, soldiers were encouraged to articulate their expectations and aspirations regarding professional conduct. This initial step allowed for a shared understanding of the desired behavioural outcomes, providing a foundation for the coaching process.
Exploring the current Reality of their interactions involved an honest assessment of the disrespectful behaviour and its impact on the unit. Through open dialogue, soldiers gained insights into the consequences of their actions, fostering self-awareness and a recognition of the need for change.
Generating Options for improvement involved collaborative brainstorming to identify alternative, respectful approaches to communication and collaboration. By involving soldiers in the decision-making process, they felt a sense of ownership in finding solutions to the underlying issues.
Finally, establishing a plan for Willingness to change ensured that soldiers committed to concrete actions to address and rectify their disrespectful behaviour. This step not only solidified their commitment but also created accountability for sustained positive change.
Research by Johnson and Anderson (2015) underscores the importance of addressing disrespectful behaviour in military units, emphasizing the positive impact of coaching interventions on enhancing interpersonal relationships and overall unit cohesion.

3.3 Bad Behaviour Towards Juniors: Addressing inappropriate behaviour towards junior soldiers is crucial for maintaining a healthy and respectful military culture. For instance, a senior soldier may exhibit bullying behaviour towards a junior, impacting morale and team cohesion. A coaching-oriented leadership approach involves employing the OSKAR model – a Solution-Focused Coaching framework. By focusing on the Outcome desired, exploring the current Situation, identifying the Know-How and Resources available, setting specific Action steps, and reviewing progress, soldiers were guided towards behavioural changes that positively impacted their relationships with juniors.

3.4 Mental Resilience Development: In the military, the cultivation of mental resilience is essential for soldiers to effectively navigate and cope with the numerous challenges and stressors inherent in their roles. Coaching and mentoring sessions play a pivotal role in fostering mental resilience among military personnel. As a coach, I have employed various models to guide soldiers through the development of mental resilience, such as the CLEAR model, which I have explained in detail in section A of this essay. 
I worked closely with a soldier who faced challenges with self-confidence, especially in voicing her opinions during meetings with higher-ranking officials. Past experiences of disrespect when she spoke up had left her hesitant and unsure. Using strategies from the CLEAR model, I focused on building her mental resilience and confidence.
Over the course of two years, I witnessed a remarkable transformation. She gradually gained the courage to speak up, to propose ideas, and to voice her concerns when necessary. Her newfound assertiveness not only earned her respect among her peers but also garnered attention from senior leadership. This soldier's journey exemplifies the power of perseverance and growth through tailored coaching and dedication.
Research by Southwick et al. (2014) emphasizes the significance of resilience training in military contexts, highlighting the positive impact on mental well-being and performance. Through targeted interventions, such as cognitive-behavioural techniques and stress inoculation training, resilience programs equip service members with adaptive coping strategies to navigate adversity effectively. By fostering psychological hardiness and emotional regulation, these initiatives enhance resilience, bolstering individuals' capacity to thrive amidst the unique challenges of military life.
The CLEAR model serves as a comprehensive framework for addressing psychological challenges faced by soldiers. The collaborative aspect involves setting goals together, ensuring that soldiers actively participate in the process and have a sense of control over their mental well-being. By establishing clear and achievable objectives, soldiers are empowered to take charge of their mental resilience development.
Limiting negative self-talk is a crucial component of the model. Soldiers are guided to recognize and challenge self-defeating thoughts, fostering a more positive and resilient mindset. This step is particularly significant in enhancing soldiers' ability to cope with stressors and maintain mental well-being in demanding situations.
Addressing emotional responses is another dimension of the CLEAR model. Soldiers are encouraged to acknowledge and manage their emotions effectively, preventing emotional distress from impeding their performance and overall mental resilience. This emotional awareness contributes to a more balanced and adaptive response to stressors. Appreciating strengths is integrated into the model to reinforce soldiers' confidence and self-efficacy. Recognizing and leveraging individual strengths enhances soldiers' ability to face challenges with resilience, drawing upon their positive attributes.
Reframing challenges into opportunities for growth is the final component of the CLEAR model. This aspect encourages soldiers to view difficulties as chances for personal and professional development, fostering a mindset that sees adversities as stepping stones to resilience rather than insurmountable obstacles.


[bookmark: _Hlk159363522]3.5 Comparative Analysis of GROW, OSKAR, and CLEAR Models in Military Leadership Development:
GROW Model: The GROW model is particularly well-suited for scenarios in military leadership where a systematic and step-by-step approach is crucial. For example, in resolving conflicts or improving team dynamics, the GROW model aids leaders in guiding their subordinates through the process of setting clear goals, assessing the current reality of the situation, brainstorming viable options, and instilling the willingness to act. The GROW model's structured nature ensures that coaching sessions are focused and methodical, aligning with the disciplined and strategic mindset often required in military operations.
OSKAR Model: In military contexts, especially during intense training or combat situations, the need for quick, effective solutions is paramount. The OSKAR model, with its emphasis on Outcome, Scaling, Know-How, Affirmation, and Review, provides a framework for solution-focused coaching. It is particularly beneficial when addressing immediate challenges, fostering a positive mindset, and encouraging soldiers to leverage existing knowledge and resources. For instance, resolving disputes or adapting to unexpected challenges during a mission requires a solution-focused approach, making OSKAR a valuable tool in the military leadership toolkit.
CLEAR Model: The CLEAR model, with its focus on Collaborative goal setting, Limited negative self-talk, addressing Emotional responses, appreciating strengths, and Reframing challenges, aligns well with the unique demands of military leadership development. The collaborative nature of CLEAR suits the team-oriented structure of the military, fostering a sense of unity and shared purpose. Moreover, in high-stress environments, addressing emotional responses and limiting negative self-talk becomes crucial for maintaining mental resilience, an essential aspect of effective military leadership.

[bookmark: _Hlk159362288]3.6 Choosing the CLEAR Model in Military Leadership Development:
In the dynamic and challenging environment of the British Army, the CLEAR model emerges as the most applicable framework for coaching-oriented leadership development. Military operations demand not only strategic goal setting and solution-focused approaches but also a comprehensive understanding of the emotional and psychological aspects of soldiers' experiences.
The collaborative nature of the CLEAR model is particularly crucial in a military context where teamwork is paramount. The model encourages soldiers to work together in setting goals, addressing challenges collectively, and appreciating each other's strengths. Additionally, in high-pressure situations, the CLEAR model's emphasis on addressing emotional responses and limiting negative self-talk aligns with the need for mental resilience in military personnel.
By choosing the CLEAR model, military leaders can create a coaching-oriented leadership culture that goes beyond task-oriented objectives. It addresses the holistic development of soldiers, fostering a resilient, cohesive, and high-performing team within the British Army.
In summary, the GROW, OSKAR, and CLEAR models each offer valuable frameworks for coaching-oriented leadership development in military settings. While GROW provides a structured approach, OSKAR focuses on rapid solution-finding, and CLEAR emphasizes a collaborative and holistic perspective. In the context of the British Army, the CLEAR model stands out as the most applicable, aligning with the collaborative and emotionally resilient nature required for effective military leadership. By implementing CLEAR, military officers can cultivate a leadership culture that not only achieves operational goals but also prioritizes the mental well-being and cohesive development of soldiers (Smith, 2022).

[bookmark: _Hlk159362335]3.7 Developing the coaching oriented leadership development plan: 
The British Army, as a dynamic and complex organization, recognizes the need for a targeted leadership development plan to enhance the skills of its soldiers in conflict resolution and mental resilience. We propose the introduction of a coaching-oriented approach based on the CLEAR model - a framework designed to cultivate growth and transformation in individuals. The goal is to foster a positive organizational culture by empowering soldiers with the tools and mindset needed to navigate conflicts and build mental resilience effectively.

Objectives:
Enhance Conflict Resolution Skills:
· Contracting: Establish clear objectives and expectations for conflict resolution training.
· Listening: Develop active listening skills to understand perspectives and emotions.
· Exploring: Analyse various conflict resolution strategies and apply them in real-world scenarios.
· Action: Implement learned strategies in simulated and actual conflict situations.
· Review: Reflect on experiences, identify areas for improvement, and adjust strategies accordingly.

Build Mental Resilience:
· Contracting: Set goals for mental resilience development, acknowledging individual strengths and challenges.
· Listening: Understand personal stressors and triggers affecting mental resilience.
· Exploring: Introduce coping mechanisms, mindfulness, and stress management techniques.
· Action: Practice resilience-building exercises in controlled environments.
· Review: Assess the effectiveness of implemented strategies, making adjustments as needed.

Implementation Plan:
· Needs Assessment: Conduct a thorough assessment to identify specific challenges and strengths related to conflict resolution and mental resilience within the British Army.
· Customized Training Modules: Design training modules based on the CLEAR model, integrating relevant conflict resolution and mental resilience strategies tailored to the army's unique requirements.
· Coaching Workshops: Conduct interactive coaching workshops to introduce the CLEAR model, emphasizing its application in conflict resolution and mental resilience.
· Simulated Exercises: Create realistic scenarios to simulate conflict situations, allowing soldiers to practice and apply the CLEAR model in a controlled environment.
· One-on-One Coaching Sessions: Provide individual coaching sessions to soldiers, focusing on personal development plans, goal-setting, and addressing specific challenges.
· Continuous Evaluation: Regularly assess the effectiveness of the coaching-oriented program through feedback, surveys, and performance evaluations.

Expected Outcomes:
· Improved Conflict Resolution Skills: Soldiers will demonstrate enhanced abilities to navigate conflicts through effective communication, active listening, and the application of various conflict resolution strategies.
· Enhanced Mental Resilience: Increased mental resilience will be observed through soldiers' improved ability to manage stress, adapt to challenging situations, and maintain peak performance.
· Positive Organizational Culture: The cumulative impact of individual growth will contribute to an overall positive shift in the organizational culture of the British Army, fostering a more collaborative, resilient, and adaptive environment.
As demonstrated above while coaching the soldier with low self-confidence and also supported by Smith, 2022, I believe that by implementing a coaching-oriented leadership development plan grounded in the CLEAR model, the British Army can empower its soldiers with the essential skills needed for conflict resolution and mental resilience. This initiative aligns with the overarching goal of improving the organizational culture, ensuring the army remains adaptable, resilient, and cohesive in the face of evolving challenges.












4. [bookmark: _Hlk159362400]Section C: Implementation Plan for Coaching-Oriented Leadership Development Program.
The proposed coaching-oriented leadership development plan for conflict resolution and mental resilience in the British Army, rooted in the CLEAR model, emphasizes continuous improvement. The plan integrates ongoing assessment, adaptation, and refinement to ensure its efficacy. Continuous evaluation, stakeholder engagement, and a final impact assessment contribute to a culture of growth. As Grant (2017) contends, this iterative approach aligns with the principles of coaching, fostering adaptability, resilience, and organizational enhancement over time. Ultimately, it cultivates leaders capable of guiding their teams through dynamic and demanding military environments.
1) Needs Assessment (Timeline: Month 1 - Month 2):
a) Objective: Identify specific challenges and strengths related to conflict resolution and mental resilience within the British Army.
b) Evidence: Conduct surveys, interviews, and focus groups to gather feedback from soldiers, leaders, and relevant stakeholders.
2) Customized Training Modules (Timeline: Month 3 - Month 4):
a) Objective: Design training modules based on the CLEAR model, integrating relevant conflict resolution and mental resilience strategies tailored to the army's unique requirements.
b) Evidence: Develop detailed curriculum outlines, incorporating input from subject matter experts and relevant academic literature.
3) Coaching Workshops (Timeline: Month 5 - Month 6):
a) Objective: Conduct interactive coaching workshops to introduce the CLEAR model, emphasizing its application in conflict resolution and mental resilience.
b) Evidence: Provide attendance records, participant feedback, and pre/post-assessment results to measure the effectiveness of the workshops.
4) Simulated Exercises (Timeline: Month 7 - Month 9):
a) Objective: Create realistic scenarios to simulate conflict situations, allowing soldiers to practice and apply the CLEAR model in a controlled environment.
b) Evidence: Document the design of simulated exercises, track participation, and gather feedback from participants and facilitators.
5) One-on-One Coaching Sessions (Timeline: Month 10 - Month 12):
a) Objective: Provide individual coaching sessions to soldiers, focusing on personal development plans, goal setting, and addressing specific challenges.
b) Evidence: Maintain records of coaching sessions, including individual development plans, goals, and progress assessments.
6) Continuous Evaluation:
a) Objective: Regularly assess the effectiveness of the coaching-oriented program through feedback, surveys, and performance evaluations.
b) Evidence: Collect and analyse data from ongoing assessments, surveys, and performance metrics to measure the impact of the program.
7) Adaptation and Refinement:
a) Objective: Continuously adapt and refine the program based on feedback and evaluation results to ensure its relevance and effectiveness.
b) Evidence: Document changes made to the program based on feedback, outlining the rationale for adjustments and improvements.
8) Documentation and Reporting:
a) Objective: Maintain comprehensive documentation of all program activities, outcomes, and lessons learned.
b) Evidence: Create regular reports summarizing progress, challenges, and achievements, supported by quantitative and qualitative data.
9) Communication and Stakeholder Engagement:
a) Objective: Communicate program updates, successes, and challenges to key stakeholders, fostering a sense of transparency and collaboration.
b) Evidence: Maintain records of communication strategies, stakeholder engagement activities, and feedback received from leaders, participants, and other relevant parties.
10) Final Evaluation and Impact Assessment (Timeline: Month 12+):
a) Objective: Conduct a final evaluation to assess the overall impact of the program on conflict resolution skills, mental resilience, and organizational culture.
b) Evidence: Utilize comprehensive data collected throughout the program to produce a final report highlighting key achievements, areas for improvement, and recommendations for future initiatives.
Smith (2022) explores coaching-oriented leadership development in the British Army using the CLEAR model. Smith discusses in depth about, empowering soldiers with conflict resolution and resilience skills for organizational adaptability and cohesion amid challenges. By following this implementation plan and providing evidence at each step, the British Army can ensure the successful execution and continuous improvement of the coaching-oriented leadership development program focused on conflict resolution and mental resilience.

5. Section D: Exploring Ethical Considerations in Coaching and Mentoring of British Army Soldiers
In this section, we will explore ethical concerns that may arise when offering coaching and mentoring to soldiers in the British Army. Additionally, we will formulate an ethical framework to align with the previously mentioned implementation plan.
Coaching and mentoring have become integral components of leadership development plans in the British Army, aiming to enhance organizational culture by fostering conflict resolution skills and mental resilience among soldiers (Goleman 2000 and Lash 2023). The CLEAR model (Contracting, Listening, Exploring, Action, and Review) is a widely recognized framework for coaching, providing a structured approach to facilitate personal and professional growth. However, the implementation of coaching in a military context raises various ethical issues that demand careful consideration.

[bookmark: _Hlk159362574]5.1 Confidentiality: Balancing Trust and Security in Military Coaching
Confidentiality is a cornerstone of effective coaching relationships, fostering trust and openness between the coach and the soldier. In the CLEAR model, the emphasis on creating a safe and confidential space for individuals to explore their challenges is paramount (Grant, 2017). However, the military context introduces unique challenges to maintaining confidentiality due to security concerns and the duty to report potential threats.
As a British Army Medical Officer, in my clinical practice, I have come across soldiers who may grapple with personal and sensitive issues such as mental health struggles, interpersonal conflicts, or ethical dilemmas. For coaching to be effective, soldiers must feel confident that the information shared will not be used against them and that the coaching space is a supportive and non-judgmental environment (Cavanagh et al., 2018). Breaching confidentiality can erode trust, hinder openness, and compromise the effectiveness of the coaching process.
On the other hand, the military has a responsibility to ensure the safety and security of its personnel and the overall mission. Coaches must navigate the delicate balance between maintaining confidentiality and fulfilling their duty to report information that may pose a threat to the individual or the organization. This ethical dilemma is particularly pronounced in a military setting, where the stakes are high, and the consequences of not reporting critical information could be severe (Grant, 2017).
To address this ethical challenge, coaches in the military must be transparent about the limits of confidentiality from the outset. Establishing clear expectations regarding the circumstances under which information may be disclosed is essential for building trust while ensuring compliance with military regulations (Cavanagh et al., 2018). Coaches should educate soldiers about the boundaries of confidentiality and the specific scenarios that may require breach, emphasizing the primary focus on safety and security.
Moreover, it is imperative for military coaching programs to integrate training for coaches on handling confidential information ethically. This includes understanding the nuances of military regulations, recognizing situations that warrant reporting, and developing the skills to communicate effectively with soldiers about the limits of confidentiality (Grant, 2017).
In instances where confidentiality must be breached, coaches should follow established protocols, ensuring that the disclosure is made responsibly, ethically, and with a clear understanding of the potential consequences. This includes involving appropriate authorities and taking steps to minimize any negative impact on the soldier's trust in the coaching process (Cavanagh et al., 2018).
In conclusion, maintaining confidentiality in military coaching within the CLEAR model requires a delicate balance between building trust and ensuring the safety and security of individuals and the organization. Coaches must be transparent about the limits of confidentiality, provide education to soldiers, and receive specialized training to navigate the ethical challenges unique to the military context. By addressing these concerns, military coaching programs can establish a foundation of trust while fulfilling their duty to prioritize the well-being and security of soldiers and the organization as a whole.

[bookmark: _Hlk159362598]5.2 Power Dynamics: Navigating Hierarchies in Military Coaching
Power dynamics play a pivotal role in coaching relationships, influencing the effectiveness of communication and the development of trust. The CLEAR model underscores the importance of coaches adopting a facilitative rather than authoritative role (Passmore, 2015). However, in the inherently hierarchical structure of the military, negotiating power dynamics becomes a nuanced ethical challenge.
Military organizations are characterized by a strict chain of command, where soldiers are accustomed to following orders without question. This established power structure can create a coaching environment where soldiers may feel compelled to conform to expectations, inhibiting open and honest communication essential for effective coaching (Palmer et al., 2017). Coaches must be acutely aware of these power differentials and actively work to mitigate their impact on the coaching relationship.
To address power dynamics, coaches within the military must consciously foster an atmosphere of psychological safety, encouraging soldiers to express their thoughts and concerns without fear of retribution. Emphasizing the confidential and non-judgmental nature of coaching sessions helps level the playing field, empowering soldiers to voice their challenges and contributing to the development of a more open and collaborative coaching relationship (Garmston & Wellman, 2013).
Moreover, coaches should leverage the CLEAR model's principles, particularly active listening and exploring, to understand the soldier's perspective and concerns. By adopting a humble and empathetic approach, coaches can bridge the power gap, facilitating a more equal partnership that aligns with the coaching philosophy while respecting military hierarchies (Passmore, 2015).
In conclusion, addressing power dynamics in military coaching involves creating an environment where soldiers feel empowered to communicate openly despite the hierarchical military structure. Coaches must consciously counterbalance the authority inherent in the military context, fostering psychological safety, active listening, and collaborative exploration to ensure the coaching relationship is conducive to personal and professional development. This approach contributes to building a culture of trust and openness within the military organization, aligning with the overarching goal of the coaching-oriented leadership development plan.

[bookmark: _Hlk159362635]5.3 Evaluation and Accountability: Navigating Performance Expectations in Military Coaching
In military coaching, the CLEAR model's emphasis on evaluation introduces ethical considerations tied to the organizational culture's focus on performance and accountability. The traditional military environment places a premium on adherence to standards and accomplishing mission objectives. Coaches must delicately balance the need for constructive evaluation with the potential pressure soldiers might feel to meet stringent performance expectations (Cox et al., 2014).
The CLEAR model encourages coaches to provide feedback on progress, a practice crucial for development. However, in the military context, this feedback can inadvertently be perceived as a form of judgment, potentially affecting a soldier's morale and well-being. Coaches must be adept at framing evaluations in a manner that emphasizes growth, learning, and improvement rather than punitive measures. This requires a nuanced understanding of military performance expectations and the ability to integrate coaching principles into a framework that aligns with the military's results-oriented culture (Palmer et al., 2017).
Moreover, coaches should collaborate with military leadership to establish clear and realistic performance expectations, ensuring that coaching interventions contribute positively to overall organizational objectives. This collaboration helps mitigate potential conflicts arising from misaligned expectations, fostering an environment where coaching is seen as a tool for enhancing individual and collective effectiveness rather than a mechanism for disciplinary action (Cox et al., 2014).
In conclusion, the ethical dimensions of evaluation and accountability in military coaching demand a careful balancing act. Coaches must be adept at providing constructive feedback that promotes growth while aligning with the military's performance-driven culture. Collaboration with military leadership is crucial to establishing realistic expectations and ensuring that coaching interventions contribute positively to individual and organizational effectiveness, thereby fostering a coaching-oriented leadership development plan that enhances the overall culture of the British Army.

[bookmark: _Hlk159362662]5.4 Dual Relationships: Navigating Professional Boundaries in Military Coaching
In military coaching, the CLEAR model's emphasis on establishing clear boundaries becomes particularly challenging due to the potential for dual relationships. Military coaches often find themselves occupying multiple roles within the organization, such as being a supervisor, mentor, or even a peer, in addition to their coaching responsibilities (Garmston & Wellman, 2013). This multiplicity of roles introduces complexities that require a nuanced approach to maintain the integrity of the coaching relationship.
The CLEAR model stresses the importance of maintaining a professional distance to ensure objectivity and trust in the coaching process (Whitmore, 2009). However, in the military context, coaches may face situations where their coaching role intersects with other professional responsibilities. This intersection can create conflicts of interest, compromise objectivity, and challenge the coach's ability to provide unbiased support.
To address these challenges, coaches must be vigilant in recognizing and delineating the boundaries between their coaching role and other responsibilities. Clearly defining the scope of the coaching relationship at the outset is essential, explicitly communicating the coach's role, limitations, and potential conflicts that may arise due to dual relationships (Garmston & Wellman, 2013). This transparency helps manage expectations and establishes a foundation of trust within the coaching relationship.
Additionally, military coaching programs should incorporate training to equip coaches with the skills to navigate dual relationships effectively. This training should focus on strategies for maintaining objectivity, handling potential conflicts, and seeking external guidance when necessary to ensure the coaching process remains focused on the soldier's development (Bachkirova, 2019).
In conclusion, the ethical considerations of dual relationships in military coaching demand a proactive and transparent approach. Coaches must navigate the complexities of their multiple roles within the organization, establish clear boundaries, and communicate effectively to maintain the integrity of the coaching relationship. Integrating specialized training on managing dual relationships will further enhance coaches' ability to navigate these ethical challenges, contributing to the success of the coaching-oriented leadership development plan within the British Army.

[bookmark: _Hlk159362739]5.5 Cultural Sensitivity: The CLEAR model's emphasis on understanding individual perspectives and values is particularly pertinent in a military context characterized by diverse backgrounds and cultures. Cultural sensitivity is crucial in military coaching to ensure that coaching interventions respect and encompass the unique perspectives of soldiers from various ethnic, religious, and social backgrounds (Bachkirova, 2019).
Military organizations, including the British Army, are microcosms of diversity, and coaches must be attuned to the potential impact of cultural differences on coaching dynamics. Without cultural sensitivity, coaches may inadvertently bring biases into their coaching interactions, hindering the establishment of a trusting relationship (Bachkirova, 2019). Recognizing and appreciating cultural diversity within the military is fundamental to fostering an inclusive coaching environment.
To address these challenges, military coaches should undergo cultural sensitivity training as an integral component of their coaching education. This training should equip coaches with the skills to navigate cross-cultural interactions, fostering an awareness of their own biases and promoting a genuine understanding of diverse perspectives (Bachkirova, 2019). Additionally, coaches must actively seek to create a coaching environment that is inclusive, respectful, and free from cultural stereotypes.
By integrating cultural sensitivity into coaching practices, the British Army can ensure that coaching interventions contribute positively to the development of all soldiers, irrespective of their cultural backgrounds. This approach not only aligns with the CLEAR model's principles of exploration and understanding but also enhances the overall organizational culture by promoting diversity and inclusion in the coaching-oriented leadership development plan.

[bookmark: _Hlk159362786]5.6 Building a Cohesive Military Coaching Culture
In summary, the ethical considerations within military coaching, analysed through the lens of the CLEAR model, underscore the importance of a nuanced and context-specific approach. The British Army's coaching-oriented leadership development plan, aimed at enhancing conflict resolution and mental resilience, necessitates a delicate balance between maintaining confidentiality, navigating power dynamics, managing dual relationships, and fostering cultural sensitivity. Coaches must proactively address these ethical challenges to establish a coaching culture that contributes positively to individual soldier development and, consequently, the overall organizational culture. By prioritizing transparency, clear communication, and specialized training, the British Army can ensure that its coaching program aligns with ethical standards, promoting trust, inclusivity, and growth. The success of the coaching-oriented leadership development plan lies in its ability to navigate these ethical considerations, fostering a resilient and adaptive military culture that benefits both soldiers and the organization.











6. Final Conclusion: 

British Army's Coaching-Oriented Leadership Development with the CLEAR Model
From the above discussion in Sections A-D, it has become clear that in the realm of British Army leadership development, the choice of coaching models can significantly impact the effectiveness of training programs. Through a comparative analysis of the GROW, OSKAR, and CLEAR models, it becomes evident that each offers unique strengths for coaching-oriented leadership development in military settings. As mentioned above, the GROW model provides a structured approach (Sir John Whitmore, 2014), OSKAR emphasizes rapid solution-finding (McKergow and Jackson, 2007), and the CLEAR model focuses on collaboration, emotional resilience, and holistic development (Williams, 2021).

After careful consideration, the CLEAR model emerges as the most fitting framework for coaching-oriented leadership development in the British Army. This decision is rooted in its alignment with the collaborative and emotionally resilient nature required for effective military leadership. As discussed above with reference to Smith (2022), the CLEAR model's emphasis on collaborative goal-setting, addressing emotional responses, limiting negative self-talk, appreciating strengths, and reframing challenges resonates well with the demands of the dynamic and challenging environment of military operations (Smith, 2022).


The Path Ahead: Implementing a Coaching-Oriented Leadership Development Plan

Drawing from the CLEAR model, the proposed coaching-oriented leadership development plan for conflict resolution and mental resilience in the British Army is poised to empower soldiers with essential skills. This plan outlines a systematic approach to enhancing conflict resolution skills and building mental resilience through tailored training modules, workshops, simulated exercises, and one-on-one coaching sessions (Grant, 2017 and Smith, 2022).

To ensure the success of this initiative, an implementation plan has been meticulously crafted. It includes a needs assessment phase, customized training modules, interactive coaching workshops, simulated exercises, one-on-one coaching sessions, continuous evaluation, adaptation and refinement, documentation, communication with stakeholders, and a final impact assessment.

Through this plan, the British Army should aim to achieve several outcomes. These include improved conflict resolution skills, enhanced mental resilience, and a positive shift in the organizational culture towards collaboration, resilience, and adaptability. By prioritizing the holistic development of soldiers, the plan not only enhances operational effectiveness but also fosters a supportive and cohesive military environment.


Ethical Considerations: Navigating the Ethical Terrain of Military Coaching

The journey towards implementing a coaching-oriented leadership development plan in the British Army is not without its ethical challenges. The ethical considerations within military coaching, analysed through the lens of the CLEAR model, highlight the need for a nuanced and context-specific approach.

Confidentiality emerges as a cornerstone, balancing trust and security. Coaches must navigate the delicate balance between maintaining confidentiality and fulfilling their duty to report information that may pose a threat to individuals or the organization (Grant, 2017 and Cavanagh et al., 2018).

Power dynamics present a challenge, particularly in the hierarchical structure of the military. Coaches must foster psychological safety, encouraging open communication despite the established chain of command (Passmore, 2015 and Garmston & Wellman, 2013).

Evaluation and accountability require coaches to provide constructive feedback while aligning with the military's results-driven culture, ensuring that coaching interventions contribute positively to organizational objectives (Cox et al., 2014).

Dual relationships demand a proactive approach to maintaining professional boundaries, transparently communicating roles, limitations, and potential conflicts arising from multiple roles within the organization (Bachkirova, 2019).

Cultural sensitivity is crucial in a diverse military environment, requiring coaches to navigate cross-cultural interactions, recognize biases, and promote inclusivity and respect (Bachkirova, 2019).



A Cohesive Military Coaching Culture: Nurturing Growth and Resilience

In conclusion, the success of the coaching-oriented leadership development plan hinges on the British Army's ability to navigate these ethical considerations. By prioritizing transparency, clear communication, specialized training, and a nuanced approach to coaching, the Army can establish a coaching culture that fosters trust, inclusivity, and growth.

The CLEAR model serves as a guiding beacon, illuminating the path towards a resilient and adaptive military culture. Through collaboration, emotional resilience, and holistic development, the coaching-oriented leadership development plan aims to empower soldiers with the skills needed to navigate the challenges of military operations.

As the British Army embarks on this journey, it is poised to cultivate a new generation of leaders who embody the principles of collaboration, resilience, and adaptability. By nurturing a coaching culture grounded in ethics, the Army not only enhances operational effectiveness but also ensures the well-being and cohesion of its soldiers, laying a strong foundation for the challenges ahead.
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8. Annexes
Annex A
Table comparison of models:
	
	Focus
	Strengths
	Weakness
	Application

	GROW
	Goal-setting

Reality exploration

Options generation

Willingness to change

	Structured and systematic

Emphasizes clarity in goal-setting

Encourages self-reflection and individual responsibility


	May lack emphasis on positive reinforcement

Limited in addressing emotional aspects

	Effective for addressing conflicts and interpersonal issues

Suitable for goal-oriented coaching and individual development


	OSKAR
	Outcome desired

Situation exploration

Know-How and Resources identification

Action steps

Review progress

	Solution-focused and forward-looking

Collaborative and inclusive

Encourages resourcefulness and creativity

	May overlook deeper emotional aspects

Less structured in comparison to some other models

	Effective for addressing specific challenges and performance issues

Suitable for promoting a positive and solution-oriented mindset


	CLEAR
	Collaborative goal setting

Limiting negative self-talk

Addressing emotional responses

Appreciating strengths

Reframing challenges

	Holistic approach covering various dimensions

Emphasizes collaboration and emotional intelligence

Addresses mental resilience and fosters a positive mindset

	Requires a high level of engagement and time commitment

May be overwhelming for individuals resistant to change

	Effective for mental resilience development

Suitable for fostering positive behaviour and team cohesion

Promotes a growth mindset and adaptability in challenging situations



















						Annex B
Question set example
1. Outcome
· What would ideal teamwork and collaboration look like during our operations?
· How can we align our individual goals with the mission objectives for greater operational success?
· In what ways do our current conflicts hinder our effectiveness in completing missions?
2. Scale
· On a scale of 1 to 10, how much impact do our disagreements have on our unit's operational effectiveness?
· How might our conflicts affect the morale and cohesion of our team during critical operations?
· Can you describe a situation where our conflicts have directly impacted a mission's success or failure?
3. Know-how
· What strategies have we used successfully in the past to overcome differences and enhance operational performance?
· Are there specific skills or training we can acquire to better navigate conflicts during high-pressure situations?
· How can we leverage each other's strengths to improve our collective operational effectiveness?
4. Affirm and Action
· What positive aspects of our team dynamics can we build upon to enhance our operational effectiveness?
· How can we acknowledge and appreciate each other's contributions to our missions despite our conflicts?
· What concrete steps can we take today to improve communication and collaboration for better operational outcomes?
5. Review
· When will we reconvene to assess the progress, we've made in resolving our conflicts and its impact on operational effectiveness?
· How can we establish a feedback loop to continuously improve our teamwork and address conflicts swiftly?
· What lessons have we learned from past conflicts that we can apply to future situations to maintain our operational edge?
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