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Bottom Line Impact

· Based on a Manchester study (2003) of 100 senior executives, “when calculated conservatively, ROI...averaged nearly $100,000 or 5.7 times the total investment in coaching.” The researchers “feel confident that this level of value has been achieved and may, in fact, be understated.”  To adjust for the variability that resulted from subjects coming from a variety of organizations, participants and stakeholders were also asked to evaluate coachees’ experiences and results on a Total Value Scale that ranged from –5 (value far less that money and time invested) to +5 (value was far greater). Seventy-five percent rated value of the coaching to be “considerably greater” or “far greater” than the money and time invested.

· AMOCO (1997) (now part of British Petroleum) evaluated the results of executive coaching that occurred over a ten-year period, finding that the coaching experience consistently contributed to the development of skills that positively impacted individual skill development as well as organizational results. The study also found that “compared to other AMOCO managers, coaching participants consistently demonstrated improved performance, increased ratings of potential for advancement and 50% higher average salary increases.  

Reflection

One of my favorite parts of my work is coaching, because it offers the opportunity to develop a relationship, really a partnership, with an individual that helps them improve their individual performance both personal and professional and, in turn, leads to improvements in the organization that they lead or are part of. This work occurs at the intersection of individuals and the organizations of which they are a part, and the “traffic” or dynamics that occur at those crossroads have always intrigued me: organizations are the “containers” in which we all live and work and the context for choices we make. How we interact in these systems is a big variable in our personal satisfaction and quality of life and in our contributions to the communities of which we've chosen to be members.

A Brief Overview of Coaching
Coaching is not about techniques; it's not formulaic. Rather, it's about the quality of a relationship that supports and enables change, and while the focus is on the development needs and opportunities and the goals of the client, both client and consultant must commit and bring energy and direction to it, and both will learn and grow.  While some coaches work primarily on teaching specific technical or professional skills, my view of coaching is built on the premise that there is a direct link between behavior and outcomes, and attending to one at the expense of the other misses the point. Engaging with my clients to explicitly and practically understand this link and relationship; to recognize that it is their own meaning-making processes and conclusions that determine their reality and, thus, heavily effect their outcomes; to assist them in discovering new ways of looking at and processing their experience; and to develop and experiment with behaviors and strategies that will lead to different, presumably more satisfying and productive outcomes, is why I love coaching.

What the coach brings to the table:

· A conceptual framework that's the context, rationale, and compass for the engagement 

· Understanding of and experience in applying behavioral and systems sciences such as psychology, group dynamics, human and organization systems, based on solid training in these disciplines and their own experience of being coached 

· Reliable assessment methods for providing instrumented, multi-rater feedback and more subjective data that are based on interviews with key stakeholders about their needs, expectations, experiences, and perceptions

What the client brings:

· Clear or emerging goals and desired outcomes 

· Curiosity about the process, the opportunities that await them, and how things can be different--and better--for them 

· Willingness to engage: when clients are not voluntary participants, resistance is often the result 

· Time & energy to be regular in attendance, to do “homework” assignments, and to give conscious attention during and between meetings to what's going on for them and between them and others 

· Openness to self-exploration and change: this is the essence of coaching, without which the other factors don't matter

What Coaching Is and Isn’t

· Coaching is based on the premise that the client is creative, resourceful and whole.  It’s not the coach’s job to give you advice or tell you what to do.  Instead, the coach relates to you as the expert of your life.  

· What the coach does, however, is to help you find the answers that are right for you, which includes asking you questions, challenging you to go outside your comfort zone, exploring different perspectives, helping you brainstorm, expanding the range of possibilities, giving you feedback in the moment, challenging your way of thinking, helping you to deconstruct assumptions and overcome the obstacles that stand in the way of your goals.  

· The coach will also work with you to create a compelling vision of who you are as a leader, and what you want to create, and then help you stay focused on bringing that vision into reality.

· Coaching isn’t therapy, coaching isn’t consulting, but there are overlaps in both.  For instance, a coach will help you process what’s going on, how you feel about something, but with the vision in mind of where you’re headed.  A coach may help you strengthen skills or teach you new techniques, but it’s all in the context of you achieving the results you want to achieve.

· Coaches are not only expected to transfer skills or know-how but guide the experiences of the protégé so they may create their own “deep” smarts.  Deep smarts are a potent form of expertise based on first hand life experiences, providing insights drawn from tacit knowledge, and shaped by beliefs and social forces.

· While coaching is closely aligned with mentoring, mentors primarily help individuals hack their way through corporate jungles and understand the organizational norms and politics.
Outcomes

Coaching is all about developing the competence of the coachee. It focuses on facilitating increased personal and professional effectiveness that enables the client to realize or accomplish more desired outcomes in both arenas, doing it in a way that minimizes undesired/unanticipated outcomes in the process, while enjoying a life that is purposeful and intentional, satisfying and fulfilling, and reasonably balanced. Coaches assist clients in finding the intersection point their aspirations, talents and the forums or communities in which to live them out or offer them.

Assumptions

1. The only person you can control is you.

2. You’re already good.  Coaching is about becoming even better.

3. There are always areas in which to grow or develop.  

4. The people who work with you and for you want to do a good job.

Responsibility for Success

· The coach is 100% responsible for making sure s/he is delivering the best possible coaching you can get.

· The client is 100% responsible for ensuring s/he is receiving the best possible coaching s/he can get.  If that’s not the case, the client will let the coach know.  For example, if the coach is pushing too hard, not hard enough, or says something that is off-putting in some way, the client will bring it to the coach’s attention, even if after the fact.

· The client is asked to make coaching a priority.  The more the client invests in the coaching relationship, the more return the client will gain.

The Span of Coaching

· Coaching covers everything from life coaching to coaching on a specific business objective such as strategic planning.  

· My bias is to do whole life coaching.  My premise is that it’s all interrelated.  If there’s an issue in your personal life, it’s impacting your professional ability in some way, and chances are there’s a similar dynamic that happens at work.  

Sessions and Communication

· Generally speaking, coaching works best when meeting on a regular basis, a minimum of one hour per month.  Otherwise, it’s more challenging to keep the momentum going.

· The client is encouraged to supplement the coaching with emails to let the coach know about the progress, successes and/or challenges encountered in between sessions.  Ideally, the client emails the coach on a weekly basis.  The coach will respond to each email.

· Time-permitting, the coach is available for impromptu coaching in between sessions, should a time-sensitive need arise for the client.

Cancellation Policy

· Please give at least a 24-hour advance notice for cancellations. 

· A make up telephone session will be offered in place of the first last-minute cancellation.  Subsequent last-minute cancellations will be charged against the time allocated.

Coaching Model

The following illustration depicts DJKOEHN Consulting Services coaching approach.
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Coaching Method Overview
· Begin the coaching relationship by establishing goals, boundaries, and preferred modes of working together, usually based on some external source of data on the client’s behavior

· Conduct individual sessions by drawing on the following elements

· Encourage the client to describe examples of the challenges he or she faces, with concrete data regarding thoughts, feelings, attributions of others’ motives, etc.

· Explore the ways in which the client frames examples, using active listening—both asking clarifying questions and reflecting back key thoughts and feelings—to test my understanding of what has been heard and to create a climate of safety in which the client can identify thoughts and feelings beneath conscious awareness 

· Look for opportunities to probe more deeply into the factors shaping the ways in which the client frames challenges, including personal history

· Look for opportunities to offer alternative ways of framing the situation and use those reframings as a way of helping the client become more aware of how he/she constructs meaning

· Generate and test hypotheses about characteristic patterns in the way the client frames challenges and acts on those frames, based on other examples presented and from other available data

· Explore options for handling the particular challenge, inviting the client’s suggestions and selectively offering my own when I see choices beyond his/her awareness

· Clarify implications for action

· Conclude the coaching relationship, taking stock of what has been accomplished and eliciting feedback
Philosophy

· A trusting, open, honest, mutually respectful relationship between client and coach is foundational for a successful outcome of the coaching process.
· Recognition by both client and coach that there is a gap between current reality and the client’s full potential is essential.

· The coach can be of service by encouraging the client to consider more transformational outcomes of the coaching relationship than the client would identify on his/her own.

· Learning on the part of both the client and coach is fundamental to a successful coaching relationship as well as a successful outcome of the coaching process.
· Viewing the client from a systemic perspective is key to understanding the client’s situation and setting and achieving appropriate goals
Discrete Practice Elements

1.  Define and commit to a coaching relationship
· Get to know one another

· Test the “fit” between coach and client

· Build trust

· Discuss expectations

· Describe the coaching process, including likely methods

· Establish norms: e.g., candor, focus on the client’s responsibility for the conditions he/she is facing, mutual responsibility for the coaching relationship

· Explore the continuum of possibilities for focus (e.g., from life coaching to problem solving on work issues)

· Establish ground rules (e.g., confidentiality)

2. Clarify aspirations and current reality
· Establish overarching aspirations for coaching

· Position aspirations within broad life purposes

· Determine client values/priorities as a foundation for coaching

· Envision what success might look like

· Explore alignment between personal vision and organizational vision

· Link broader aspirations to current situation

· Begin to understand where the client is in the system, how he/she sees the system and other players in it

· Review existing assessment data, e.g., 360 feedback report, MBTI, DiSC

· Generate new data where useful, including direct observation and getting the client to solicit data from others

3.  Set goals for development
· Obtain client commitment to specific areas of development

· Set appropriate balance between leveraging strengths and addressing weaknesses

· Link back to broader aspirations

· Submit goals to reality test in light of the client’s system

· Reaffirm client accountability for goal achievement

· Use results (positive or negative) for learning and continued development

· Identify obstacles and challenges, and the resources to overcome them

4.  Support learning in action
· Select naturally occurring challenges (“practice fields”) to serve as learning opportunities between sessions

· Clarify desired outcomes and strategies to be used

· challenge client to examine full repertoire of actions and to consider unintended consequences
· Reflect on actions undertaken (including serendipitous events)

· learn together what worked, what didn’t, and why…how does this knowledge impact future behavior

· Encourage client to develop relations with others on the job who can observe, give feedback

· Use coach/client interaction as data for mutual reflection

5. Coach to full potential
· Challenge client to stretch beyond their comfort zone

· Challenge the client’s assumptions and beliefs

· Explore different and broader perspectives than the client might think available or possible  

· Deconstruct “truths” about who they are and about the world in which they live

· Hold the client bigger than they hold themselves

· Engage the client at a soul level:  who do they want to be in the world?

· Work with the client to play a “bigger game” 

Summary reflection and next steps
- Take stock of learning at final session in contracted sequence

- Define client aspirations for continued learning

- Decide whether to re-contract for further coaching

- Identify other forms of learning and support

- Coach holds reflection with other members of the coaching team, reviewing/revising hypotheses and sharing/documenting key learnings

Recursive Practice Element

6.  Ongoing mutual reflection on coaching relationship and its purposes
· Hold mutual coach/client reflection at end of each session, clarifying next steps and their link to developmental goals

· Create structures to support client reflection between sessions (e.g., client learning journals shared with coach)

· Conduct periodic mutual “big picture” reflection throughout engagement
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