	



Really Making A Difference: Insights From Coaching Implementation Experience
Context
· Contextual research to support further development of a coaching and mentoring toolkit concept, extended to understand lessons from experience and enable knowledge share for participants
· Focus on understanding effective strategies and learnings for successfully implementing coaching and mentoring cultures and skills outside the top team (both in formal scenarios and everyday conversations) 
· Some feedback specifically related to evaluation of toolkit concept – presented hypotheses developed from the earlier research (e.g. aligning coaching and learning models); virtually all organisations interviews participated in this evaluation.

· Interview scope: 

· 30 organisations in private, public and not-for-profit sectors, most > 1,000 employees, though also several smaller organisations (120-500 employees)
· Broad industry sectors represented: national and local government; emergency services; NHS trusts; private healthcare; utilities; charities; museums; transportation; financial services; retail; entertainment and broadcasting media; management consultancy; insurance; motor industry and others
· 80% of organisations had experience introducing a level of coaching and/or coaching training, 40% of these with at least 18 months’ experience (includes follow-up to 8 case studies featured in ‘Coaching at Work’/’The Case for Coaching
’).
Objectives for coaching/mentoring:

· Variable objectives for coaching exist: some use as a core development aid or to support change, some see that objectives should be strictly aligned with a business need or be solution focused, others just to provide an additional skill for managers to use at their discretion, a few just to allow the coachee to work through virtually any objective they wish
· The coaching needs of executives aren’t seen by most as being different to other management or staff levels:  using external coaches at this level usually relates more to concerns about confidentiality

· Stated objectives for coaching include:

· Talent management

· Instilling self belief/confidence 
· Concerns about being unpopular or how to present unpopular ideas

· Influencing peers
· Crystallising decision making

· Addressing (a manager’s perception of their) limitations

· Moving on in a career 

· Self growth

· Dealing with a people problem

· Grooming future managers (at any level)

· Influencing another department
· Changing role
· Embodying company values

· Supporting a new business following an acquisition 
· Maximising performance – some selective (e.g. just for high flyers but not poor performers or vice versa)

· Productivity
· Inducting new staff
· Competencies development (very common & important)
· Staff retention.

· Most of these might be summarised as:

· Responding to change 

· Making behavioural or mindset change

· Competency development.

· Most of the above address a ‘How to…?’, ‘What should I do…?’ or ‘What do I need to do?...’ question in the mind of the coachee, potentially needing input from the coach if the coachee doesn’t know the answer.   
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· The summarised objectives also align closely to learning objectives.  This implies that through interventions including coaching and mentoring, managers can play a key role in facilitating learning and development outside of formal classroom/e-learning training contexts.  L&D specialists may have a key role to play in facilitating and supporting this
· Freedom for a coachee to seek answers to a question which addresses their particular interest or need appear to be most common in 1:1 meetings (‘academy’ model), however business-relevant objectives appear to be more likely to be considered in ad hoc ‘coffee bar’ discussions or where an academy programme is tied to a broader business initiative

· Most said that coaching should be aligned with business objectives (this tended to happen naturally where coaching is tied to a broader programme such as induction)

· Some commented that they were concerned that managers didn’t regularly stop to question why they coach when they do –when coaching was an appropriate style to use and what & whose end objectives were being considered
· Conflicts of objectives may exist between the coach, coachee, team and organisation according to which implementation approach is taken (see diagram below).
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Qualifying the benefits of coaching:
· Few organisations can really quantify the direct bottom line results of coaching –programmes are still at an early stage, effectiveness data may be difficult to collect and specific business objectives for coaching aren’t always set

· Notable success stories are reported for ad-hoc use, e.g. in terms of staff retention and mystery shopper scores; anecdotal comment also suggests that initiatives facilitated by coaching in one function have achieved a smoother implementation over similar initiatives implemented without a coaching element

· An increase in questioning styles by managers has generally been easier to spot, though the nature (power and relevance) of questions being asked has been less easy to observe

· ‘Coal-face’ applications of coaching aren’t necessarily known by those involved in implementing coaching.  The focus by some has been solely on affecting behavioural change and giving the core skills for coaching, leaving the manager to put these into practise
· Some noted that they were aware that other organisations have been able to demonstrate quantified benefits from coaching, and these (along with solution/application-focused coaching) are beginning to gain publicity – this may begin to apply some pressure to do likewise

· Organisations which were aware of the types of issues coaches face and invite feedback from them were amongst those which reported the most success with their coaching programmes.  These had also typically acted to help address the specific questions and concerns which were raised, e.g. via informal counselling for coaches.
Implementation approaches:

· 3 main approaches have been followed for implementing coaching (or in several cases a mix of these):

1. ‘Academy’
· High level of training, on-going support & supervision for a cadré of in-house coaches, typically operating mini coaching practises alongside other responsibilities

· Focus is typically to support specific applications of coaching, relating to a programme such as staff induction, a specific business need (e.g. supporting a new team following an organisation merger) or specific individual need (e.g. grooming a manager for senior leadership).  The approach has also been used for encouraging a cross-company coaching culture

· Both large and smaller organisations have established academies

· Coaching is mainly provided by an individual outside of the coachee’s line management, usually deliberately

· Some organisations have distinguished supervision for coaches with an occupational psychology background from those without this knowledge
· Many have implemented accrediting schemes, most aligned to external accreditation (especially ILM & ICF)
· Most participants have volunteered to be trained: demand both to be a coach and be coached typically exceeding the capacity to supply (some organisations reported that it was unlikely that budgets would be available to extend the academy model much beyond its current focus);  volunteers may be inclined to be individuals who are naturally more supportive of collaboration and genuinely helping others to grow, though there is no real data to quantify this
· Most organisations taking this approach make a clear distinction between ‘professional’ in-house coaching discipline from ‘manager as coach’ skills
· Academies have tended to produce only a limited number of coaches & so in most cases haven’t penetrated most of the organisation, except where there is a serious commitment for individuals to have formal 1:1 sessions with (usually) both a coach and a mentor – a real minority

· The relative small number of accredited coaches may contradict one common driver for taking the academy approach: to encourage consistent standards in coaching across an organisation

· One or two external coaches or consultants may be a part of the ‘professional coach’ mix or involved in occasional workshops – most see value in this, for seeding fresh ideas

· Some have focused on training more senior managers or providing coaching at a more senior level (though typically outside the top team).  For the top team, the use of external coaches is still preferred, though in-house coaches do coach their seniors in some cases
· Approaches to follow-up vary.  Some have used refresher training; ‘triads’/support networks are also employed for role-plays, observation and supervision
· Success stories relate to specific applications, aligned with other initiatives (e.g. grooming of managers for more senior roles);  success stories also reported in where coaching is integrated with situational leadership & solution-focused training.
2. ‘Dedicated Training’ + Initial Support
· Format: 1 or 2 day coaching programme followed by some form of follow-up (initial coaching for new coaches and/or a subsequent workshop)

· Focus is to instil a broad coaching culture across the organisation, to introduce coaching as a core and regularly used management competency (rather than to support 1:1 formal coaching).  The ultimate intended audience for coaching is therefore any member of staff – both in formal contexts such as PDP meetings & ‘coffee bar’ conversations
· Scope: Often rolled out (or intended) for all managers
· Coaching is mainly provided by the coachee’s line manager

· Training usually focuses on theory & classroom role play, with less emphasis on specific applications than ‘academy’ initiatives

· A very few organisations have extended dedicated training to non-manager grades (e.g. to encourage peer support)
· Few have plans for extending the scope of their programmes (i.e. continuing follow-up)
· Success stories reported where trained coaches have received on-going support.

3. ‘Awareness’ 
· Format:  Limited training, usually a module integrated with other leadership training
· Focus to instil awareness of coaching’s potential and provide basic skills – in formal contexts such as PDP’s & ad hoc
· Training tends to emphasise questioning style and introducing a basic model such as TGROW

· Coaching is mainly provided by the coachee’s line manager, addressing everyday ‘coffee bar’ topics discussed with staff 
· May be offered to non manager grades, e.g. to support ‘buddying’ for new recruits
· Good success stories reported – both for ad hoc use and where tied to other training (e.g. coaching & observation related to NVQ training).

For each approach:

· Virtually every organisation interviewed wants to bring coaching in-house as much as possible – the key objective being to facilitate & support the introduction of coaching as a core manager competency 
· Some cross-organisation networking may be encouraged following a programme (e.g. building network of coaches & knowledge share)

· There is a general desire to encourage consistent coaching standards across the organisation.
Varying advantages and disadvantages arise from each approach, suggesting differing objectives may favour different approaches (please see diagram below).
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· Implementing Mentoring: 
· Has mainly been voluntary, with patchy implementation & longevity of programmes

· Have been several failures owing to commitment of senior managers (time)
· Some organisations are implementing new mentoring initiatives & emphasising over coaching.
· Plans:

· All organisations which have limited or no background with coaching are planning initiatives in 2007.  Coaching is ‘hot’ on the agenda and vogue; conferences and publications are promoting its merits and encouraging widespread adoption.  ‘Academy’ and ‘dedicated training’ approaches are most popular
· Most organisations with established programmes plan further initiatives or expect to sustain their current programmes; some are seeking new approaches and ideas, especially to ‘make coaching stick’ or really equip manager coaches (especially organisations which encourage feedback on their initiatives)
Coaching, mentoring and learning models:

· Most felt that a coaching model provided value for novice coaches, including abbreviated use in brief, ad hoc conversations, although not to be used rigidly in every circumstance.  Most felt that equipping a manager with knowledge of a model was essential for supporting early coaching interventions, though the need for a structure generally reduces as coaches build confidence with their questioning style and improving self awareness
· Where a model is used as a guide for a coach, (s)he should be wary of continually using it to the point at which it becomes tired as coachees become familiar with its structure.  Experienced and professional coaches will rely less on models, and be aware of alternative models most appropriate for using in different circumstances

· However: odd coaching-style questions, even single sentences, are seen as a positive demonstration of coaching in action – for these, the notion of a model or conversation structure is irrelevant; it’s the question structure and context for using it that matters.  It was commented that managers often don’t realise when they’ve adopted such a style
· Use of only 1 or 2 models was felt appropriate for novices, to avoid confusion and over-burdening

· Virtually all organisations use TGROW or variants of it and couldn’t easily compare against other models  (TGROW was seen by most to be ‘good enough’);  solution-focused and behavioural coaching models are also used and credited with achieving clear results

· One or two organisations have attempted to align coaching teaching with an understanding of the cognitive processes involved in learning & behavioural change – these predominate amongst those reporting the most success with their coaching programmes

· No experiences were shared regarding the use of a mentoring model (one was presented in the toolkit).

To coach or mentor?
· Mixed definitions of ‘mentoring’ exist – most see coaching and mentoring as everyday and complementary manager intervention styles as much as separate disciplines played out in formal sessions.  Some see mentoring tends more toward a ‘tell’ style rather than assuming the coachee knows the answer; others see that mentoring can embrace questioning to help individuals find their own answers.  The principle difference between the two may therefore be more that the questioning orientation preferred in mentoring tends to be more directional than in coaching, though this is by no means universally true
· A clearer perceived distinction exists where the role of a coach and a mentor in dedicated meeting scenarios are considered;  here, mentoring is seen to typically focus on the individual’s longer-term career objectives, and involve advice-giving by a mentor who is familiar with the organisation and/or role the mentee aspires to; coaching remains non-directional and may even ideally be performed by a someone who has no knowledge of the coachee’s job function (some organisations have deliberately established this approach)
· The choice of whether to coach or mentor concerns less a comparison of the relative merits of each but rather the emphasis a resource-strapped organisation places on its training.  Both as ad hoc styles and formal coaching and mentoring 1:1’s can usefully play a part in helping an individual

· Virtually all see that coaches usually do – and reasonably should – provide some suggestions or input when there’s a clear value to do so
· In ad hoc conversations, a couple of organisations felt that when in doubt of which style to use, a manager could usefully ask the individual whether they preferred to be coached or mentored
· Some see that were they able to offer the luxury of regular 1:1 sessions between an individual and a senior manager (e.g. to groom for a new role), both coaching and mentoring could play a part – the aim being to use whichever style most helps the individual.  Others advocate a purist approach: strongly separating the coach (not needing knowledge of the function or organisation an individual works in) and mentor
· The key concern for a manager is therefore to recognise which style is most appropriate to use in different circumstances.  Coaching training might usefully be extended to address this aspect.
Manager as coach skill needs:

· Whilst the power coaching brings in inviting self-questioning and insight may be readily understood by anyone who’s enjoyed a positive coaching experience, several reported that managers often lack confidence to put their learning into practise.  In follow-up sessions, managers often reported that they had been ‘too busy’ to coach or weren’t sure how to form specific questions when faced with a real need; few of these had taken any time to prepare for a conversation

· Network support has played a real part in helping a coach prepare for what they perceived as a difficult conversation (e.g. coaching a ‘problem person’), as well as to give encouragement after a meeting
· Coaching knowledge is generally seen as ‘not rocket science’ and the concepts are quickly taught – the keys for success are regular and significant practise and attitudinal change in the coach
· Training and support needs for managers vary: some will be more natural coaches than others; others will feel uncomfortable resisting a deep in-set temptation to tell
· Highly mobile managers or those often working at client sites are often difficult to engage in follow-up, e.g. in consultancies.  However, virtual support networks had been appreciated by managers working remotely from other coaches
· Attitude change – the need for collaboration, dedication of time to help staff – is sometimes at odds with the competitive cultures of many organisations.
Aids to support coaching:

· In-house coaches & L&D specialists are far more likely to maintain & access a bookshelf, read and research coaching & mentoring topics and prepare for coaching interventions than other managers.  Similarly, coaches and L&D specialists will typically have knowledge of anecdotes, tips and techniques which most managers don’t have but could valuably have access to

· The term ‘tools’ isn’t understood by all – in the context of the kit, this applies to anecdotes to help illustrate concepts, sample question structures and cue card reminders as well as simple aids for development and approaches to help reflecting and conceptualising before, during and after coaching conversations

· Most felt that at appropriate times, such tools can greatly help to complement a coach’s repertoire, especially as an aid for novice coaches and as back-up development aids for coachees.  However, tools shouldn’t be relied upon as a crutch and should support good practise in, rather than compromise, the core skills of questioning, listening and rapport building.  A clear aim is to enable managers to move from novices to ones who carry models and concepts in the heads, able to ‘think on their feet’ when the need arises.  For novices, being able to refer to application/business-focused questions which they might use can help instil confidence to achieve this with themselves after some ‘real world’ practise.  Professional coaches shouldn’t need such help to form appropriate questions, although could still find having access to a range of tools which could be used before, during or after formal coaching sessions of benefit – especially where coaching is integrated with broader learning/change objectives to support a business objective
· Primary coaching skills (listening/questioning) need to be practised & bedded down as habitual style first, but these aren’t seen as ‘rocket science’ or radically new.  For many, these aren’t natural styles and they may conflict with traditionally self-driven and competitive attitudes – so training and support may be needed to support behavioural and attitudinal change in the coach

· Some also commented that some senior managers did not like being ‘taught to suck eggs’ in a classroom scenario, although many lacked polished questioning and listening skills.  Hence back up aids they could refer to privately as ‘refreshers’ can serve a useful purpose
· Aids to support specific coaching applications are often limited or non-existent – some basic tools and content knowledge is provided on some company intranets.  Apart from training role-plays individuals could remember & relate to and in spite of understanding the first principles, forming ‘the right’ question proved hard for many and so they hesitated to put coaching into practise
· Knowledge/competency to apply tools & concepts may be more limited for most managers over professional coaches – e.g. to avoid opening a ‘can of worms’ or needing a sound knowledge of under-pinning psychological theories.  It may be useful to distinguish the capabilities and tool support needed for occupational psychologists, coaches with some specific training and knowledge (e.g. MBTI) and any coach, able to use a tool ‘safely’
· Similarly, where coaching is used to support learning, it may be helpful to distinguish the boundaries of managers’ training capabilities and also the level of knowledge of other training/business initiatives needed, which set the context for coaching
· Tools are seen by many as having considerable value in supporting (especially) the manager as coach and during early implementation; very experienced in-house coaches are likely to adopt their own style and repertoire of tools

· The type of aids presented in the draft toolkit go beyond support for coaching and mentoring – assisting managers in everyday conversations with staff in which an appropriate intervention is needed

· Some organisations have developed template booklets or forms for note-taking, though concerns were raised that where action points aren’t documented, these may not be followed up

· The use of tools could naturally help provide a level of self documenting actions and follow-up between coaching conversations.

Null hypotheses for the toolkit concept:

1. Novice coaches who lack regular support, observed practise and supervision and reared on TGROW may quickly forget that conceptualising is an important element for most coachee’s to find understanding.  A simple model aligned to a learning model may help coaches to recall this aspect

2. Novice coaches often lack time to prepare for a conversation and struggle to know what questions to ask to help focus on a particular application – or when and what to offer a coachee to help with (e.g.) a competency development need
3. In organisational contexts, the needs of the business, manager or team are often as important as an individual’s objectives: the context for coaching needs to be clear

4. Most ultimate objectives for coaching relate to change (in behavioural change or coping with change facing the individual/organisation) or competency development
.  There is therefore usually a close correspondence with mentoring and training styles as part of the mix for helping an individual

5. A skilled coach recognises that there are limits to the answers individuals can find for themselves.  There is no value in keeping hidden knowledge and advice in such circumstances

6. Mentoring is a confused term.  Good mentoring embraces a coaching style to help individuals conceptualise and make sense of the context they operate in; where appropriate, this may be more directional than pure coaching.  A mentoring style can be adopted by any manager in everyday conversations, not just experienced ‘wise and experienced hands’ in career planning meetings
7. Coaching and mentoring are 2 of several ‘helping interventions’ a manger can employ to help an individual move forward their knowledge, understanding, motivation or competency.  Other styles are facilitating, counselling, training and telling.  Which style is appropriate to use at any time depends on the extent to which the individual knows the answer
.
· Feedback suggests that these hypotheses are largely supported, although:
· 1.  most felt that TGROW is adequate as a default model for coach novices

· 2.  coaching interventions do of course occur where a manager has no opportunity to prepare.  Coaches also need to be equipped to coach on the spot, though increased practise gained from situations where they have felt confident to coach will help this.
Miscellaneous observations:

· Occasional input from external coaches/consultants is seen by some as helpful as a means for maintaining fresh ideas and a healthy skill mix

· Some commented that a part of the value of coaching/mentoring initiatives expressed by coachees was that they felt encouraged by the interest/investment made in them by the organisation (especially if a more senior manager was involved in mentoring); manager coaches who benefit from triad support networks might similarly value a level of interaction & support which might not otherwise exist

· Self awareness is important for managers to recognise when to use a coaching or mentoring intervention and to check the style they are using
· Coachees often feel the benefits from coaching/mentoring relate as much to the organisation’s commitment to them as to the real help they receive
· Rather than just providing a warm feeling and stimulating a new way of thinking, coaching’s real power is often most obviously felt ‘at the coal-face’ in helping the coachee to focus thinking and motivated to act in the right direction, helping the coachee make sense of the context they operate in and the options available to them
· Senior leaders taking an active and obvious role-model lead in demonstrating (e.g.) the acceptability of admitting a weakness or going public to ask for support with 360o feedback have proved invaluable as an ante-dote to collaborative coaching in companies with traditionally competitive, ‘no failure’ cultures

· A high number of L&D specialists have established themselves as coaches, many also with training in other fields which may be called on by a coach, such as NLP and MBTI profiling
· Psychological concepts may be important as an aid to behavioural and development change – in exploring ideas with a coachee (occupational psychologists forming part of the in-house coaching cadré of some organisations & being subject to separate supervision over other coaches)
· Observation of in-house coaches in practise does usually occur in ‘academy’ implementations; observation of ad hoc coaching is less easy (though some organisations do regularly follow-up with managers to obtain feedback on their perceptions).  

· Training evaluation: feedback from managers immediately following training may be inclined to be more positive and/or distilled than is helpful to judge the likely effectiveness of the training in practise.  Subsequent observation, follow-up and brief interviews may be necessary to obtain robust feedback
· Success for coaching is often determined in terms of staff retention, mystery shopper feedback and staff satisfaction – most obvious where a specific business objective for coaching was previously identified
· The context for coaching needs to be clear – where relevant, tying in with other initiatives, competency frameworks & PDP structures 
· Where clear business outcomes/quantifiable goals for coaching have been set and coaching has been aligned with relevant training, coaching programmes have delivered dramatic benefits; where just generic coaching skills have been offered, tangible business benefits have proved hard to quantify.  This implies both that a coach must understand the business context (s)he is coaching in and that formalised coaching initiatives should relate to business initiatives and/or training

· Coachees rarely have total free reign to set coaching objectives, although there may be some scope for personal objective setting in PDP meetings.  Open, consultancy-type organisations where individuals are largely self-managing also offer greater flexibility.  Free reign objective setting can more readily be accommodated in career planning (mentoring) conversations
· Managers have expressed surprise at how little time was required to train and start practising coaching skills

· Coaching implementations need to address the perspectives of the organisation, coach/manager and coachee (in the case of the latter 2, a will to coach/help and be coached are important – contracting needs to be genuine rather than enforced, this means that the coach must see the benefits of investing time and being open to an unfamiliar/uncomfortable style of management)

· A coachee may need more than just encouragement, challenges and understanding to change behaviours; coaches must be ready to sustain support (this may be a reason peer & ad hoc implementations have achieved some success) and be equipped with the skills though not necessarily full understanding of the concepts to effect cognitive and behavioural change in the coachee
· Managers need back up and help (they aren’t experts in techniques, know L&D anecdotes etc).  L&D specialists may be best placed to provide this, taking on a facilitating and supporting role following a coach’s training
· Understanding ‘coal-face’ applications/challenges faced by coaches is important for recognising where wins may be achieved – implying a need for effective goal setting and measurement (justification for coaching) and including meaningful exercises in coach training
· Coaching initiatives may deliver only partially if they aren’t tied to the initiatives whose objectives they seek to address (e.g. complementing PDP programmes and other training)
· Mentoring may be preferable to coaching as a ‘lead’ style in many circumstances
· Maintaining in-house coaches may be an issue: approximately 40% of implementation sponsors featured in ‘The Case for Coaching’ had moved on from their roles less than 1 year after being interviewed

· Ad hoc coaching styles can be as effective as large-scale academies: the alignment of coaching with business outcomes, choice of appropriate interventions and power and application of questioning are what matter

· Many felt that much had been achieved toward creating a coaching culture in their organisations, although sustaining the ‘buzz’ was seen as a real challenge

· Learnings for current coaching initiatives may be gained from examining the reasons some mentoring programmes have failed, especially where such initiatives rely on voluntary take-up  

· To be effective, both coach and coachee must willingly participate into a coaching relationship.  It’s not clear whether those who volunteer to be coaches are more likely to favour the ‘helping styles’ of management over those who don’t:  where whole-organisation roll-outs of the academy model are planned, insufficient willing coaches may be available to fill the required roles
· Coach support networks appear to be important in giving confidence to managers to coach; some organisational cultures may more naturally support informal networks than others (e.g. these may be more easily introduced in open/consultancy-type cultures which encourage a high degree of self management and reward collaborative contribution)

· Coaching is being emphasised as a leadership skill and occasionally is just focused on training provided to more senior managers, nevertheless it is a skill which can also usefully be played out between peers at any grade – customer service representatives, shop floor staff and bus drivers are amongst those informally coaching each other, with dramatic and measurable business results
· There is widespread enthusiasm for coaching, however this may be in part due to managers having a personal discovery of the empowering nature of being coached as much as an appreciation for the role coaching should play in achieving team and organisation objectives.
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Factors favouring implementation success:

· Major initiatives are most likely to succeed if they have: 

· strong, on-going commitment – very serious implementation (supervision, minimum practise hours, support networks)

· involved top team members in initial training
· are fully aligned with business objectives & an associated training/communication programme
· can be directly related to delivering tangible benefits (including quick wins for the coach as well as an individual or the organisation)

· produce enthusiastic role models or ‘standard bearers’ who can demonstrate the value of coaching (success breeds success).
· ‘Manager as coach’ implementations are most likely to succeed if:

· there is adequate support for managers applying skills in practise

· self awareness of when to use coaching & other interventions are emphasised in leadership training (how manager can most help his/her staff)

· successes are publicised

· a drive to make coaching a part of a company’s culture is set and communicated as a strategic message

· role models and success stories act as a ‘standard bearer’

· inspiring, business-relevant and memorable training is provided (e.g. relating role-plays to realistic scenarios attendees are likely to face)

· coaching contributions are rewarded (personally via having a stronger team/reputation or tangibly through manager rewards system).
Proactive Style, PO Box 5094, Hove, BN52 9DG


























































































































































� ‘The Case for Coaching: making evidence-based decisions on coaching’, Jarvis, J,  Lane, A, and Fillery-Travis, A, 2006, CIPD.


� Formal training in leadership and interpersonal skills and follow-up behavioral coaching has been shown to increase productivity by 30% within 1 year of training, as related to that area of training: ‘Behavioral Coaching: How to Build Sustainable Personal and Organizational Strength’, Zeus, P and Skiffington, S, 2003, McGraw Hill;  Behavioural coaching has been shown to result in the perception of enhanced leadership effectiveness by 99% of those observing the person.  Also 99% of individuals who follow a prescribed program improve by at least one full point on a six-point scale as determined by their co-workers: ‘Personal Leadership Development Study’, 2002. Michael Woods.


� A simple adaptation of Kolb’s experiential learning model was presented, aligning closely  with TGROW.  ‘Toward an applied theory of experiential learning’, Kolb, D. A. and Fry, R in  ‘Theories of Group Process’, Cooper, C. (ed.), 1975, John Wiley.


� Postulated by Skiffington and Zeus in ‘The Complete Guide to Coaching at work’; ‘The Complete Guide to Coaching at work’, Zeus, P, and Skiffington, S,  2000,  McGraw Hill. .  


� This concept draws on thinking developed in ‘Creating a coaching climate’, Clutterbuck, D., 2004, The Coaching and Mentoring Network.


� Combining coaching with training has been cited by one US study as improving an increase in productivity by 88% (over 22% resulting from training alone), ‘Executive coaching as a transfer of training  tool: Effects on productivity in a public agency’,  Olivero, Gerald, Bane, K. Denise et. al., 1997,  Public Personnel Management, Winter 1997, Vol. 26 Issue 4, p461-10.  This also implies that either the coach must be familiar with the training context and objectives, or the coachee able to define an agenda for coaching which follows up the initial training in a relevant way.
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