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SELF – DEVELOPMENT STRATEGIES

Focus on priorities:  Identify your critical issues and goals.



Goals that matter to you.



A plan that supports your goals.

Implement something every day:  Stretch your comfort zone.



Daily action plan.



Little by little—small successes breed larger ones.

Reflect on what happens:  Extract maximum learning from your 

experiences.



Learning lessons – what worked, what didn’t.

Seek feedback and support:  Learn from others’ ideas and perspectives.



Sustaining motivation.




Feedback to know how you’re doing.

Transfer to next steps:  Adapt and plan for continued learning.



Taking stock of progress.



Modifications to plans as needed.

(Peterson & Hicks, 2000, pp. 20-21.)
However, We Sometimes Get Stuck!
Rut Stories
1. “The ‘I Need Other People’s Approval’ Story.”



Care more about looking good than performing

2. “The ‘I’m Afraid to Lose What I Have’ Story.”



Continually getting ready for things to fall into place

3. “The ‘Artful Victim’ Story.”



Focus on what people/circumstances are doing to them

4. “The ‘Tranquilizing’ Story.”



Reasons & excuses to explain and tranquilize ourselves

5. “The ‘Why Bother?’ Story.”



Possibilities/choices are limited, so I don’t have to take responsibility

(Hargrove, 2003, pp. 98-99.)
WHAT IS COACHING?


Coaching is about sustained behavior change and transformation.  It is a journey of “creating new stories, new identities and new futures.”  Coaching brings a person from where they are to where they want to be.
· “Coaching is essentially a conversation between a coach and a coachee within a productive, results-oriented context.” 

· “Coaching is about learning.”

· “Coaching is more about asking the right questions than providing answers.”
 (Zeus & Skiffington, 2001, p. 6.)
“Coaching is unlocking a person’s potential to maximize their own performance.  It is helping them to learn rather than teaching them.”
(Whitmore, 2002, p. 8.)
More definitions of Coaching:

· Coaching is helping people decide where they want to go, how they want to get there, and how they want to be held accountable for it.

· Coaching helps people who want to close the gap in their lives between where they want to be and where they are.

· Coaching is playing the role of “co-pilot” to another’s “pilot”.

· Coaching is the act of empowering people toward their God-given greatness.

(VanDenburgh, 2005, p. 1.)
Types of Coaching

· Business Coaching—in a variety of fields and areas.
· Executive Coaching—for specific skills, performance, career development, or executive’s agenda.
· Life Skills Coaching—to clarify values, visions, and goals; to keep focused and accountable, act as sounding board for ideas.
(Zeus & Skiffington, 2001, pp. 6-9.)
WHAT COACHING IS NOT
	Training – fixed agenda set by the trainer.  Training rarely involves feedback.
	Coaching – fluid and personalized agenda based on client’s desire.  Provides ongoing feedback.

	Management Consulting – concentrates on providing answers and expert information.
	Coaching – concentrates on asking questions and evoking answers from the client’s own wisdom

	Therapy – deals with healing or repairing something that isn’t currently functioning, usually something from the past
	Coaching – deals with pro-active, forward motion focused on action, not feelings.

	Counseling – takes remedial approaches to repair deficits
	Coaching – emphasizes strengths, achievements, and new competencies to leverage growth and development

	Mentoring – usually career focused; creates future behaviors based on the wisdom and expertise of someone other than the person being mentored; essentially one-to-one teaching
	Coaching – not exclusively career-focused; supports the wisdom of the client; explores and develops client’s own values and vision.


(Zeus & Skiffington, 2001, pp. 10-19.)
“If you are looking for any of the following, you probably should not call a coach:

· Someone to fight your battles

· Someone to do your dirty work

· Someone to validate your bad habits

· Someone to console you because your mother clearly favors your sister.

Instead, coaches are committed to help you: explore your strengths, shore up your weaknesses, establish your goals and support you in your growth, all in an objective and non-judgmental way.  It’s also important to note that coaching is not therapy.”

Jacki Summers

Gimme a C-O-A-C-H

Salon Today, May 2002

WHERE DOES COACHING HAPPEN?

Maslow’s Hierarchy of Needs

        MOTIVATORS





Values and Meaning




Empowerment




Prestige




Community

Housing

Pay

(VanDenburgh, 2005, p. 4.)

THE FLIP SIDES OF COACHING
	IF IT IS NOT:
	THEN IT MUST BE:

	Telling
	Listening

	Directing
	Drawing Out or Asking

	Being the Expert
	Holding Others as Capable

	Micro-Managing
	Holding Others Accountable

	Self-Promotion
	Advocating and Celebrating


(VanDenburgh, 2005, p. 5.)

THE ROLES OF A COACH
To:

Focus

Celebrate

Advocate

Align

Inspire

Refine

Challenge

Facilitate

Observe

Structure

Operate Ethically
(VanDenburgh, 2005, p. 6.)
QUALITIES OF A COACH

1. A capacity for self-awareness and intuitiveness

a. Puts personal opinions, preference, pride, and ego of the coach aside

b. Foregoes need to look good and be right
c. Accepts feedback and criticism without defensiveness
d. Can be invisible

e. Remembers the direction of coaching alliance

f. Able to operate on a hunch, gut level, impression
g. Is in tune with own fears and anxieties about coaching process

2. A capacity to inspire others
a. Believes that clients are capable, resourceful, and have the answers they are seeking

b. Thinks of people in terms of their potential, not their problems
c. Hears client’s vision, values, and purpose

d. Acknowledges efforts and successes of client

e. Role models learning and growth

3. A capacity to build relationships

a. A good listener—content, meaning, mood, energy
b. Encourages client honest; makes a safe space to explore anything

c. Is non-judgmental

d. Maintains confidences

e. Allows client to discover own insights rather than telling

4. A capacity to be flexible
a. Adjusts to client’s pace of learning and change
b. Recognizes when to support and challenge

c. Varies coaching approaches according to client’s needs

5. A capacity to communicate
a. Asks powerful, provocative questions, in an open, inviting, almost playful manner.  In so doing, this opens up places the client may otherwise be unwilling to go

b. Tells truth to client—stating what is seen
c. Is authentic and sincere

d. Elicits feedback from client

6. A capacity to be forward-looking
a. Emphasizes the present and future, not the past
b. Looks for results in shortest period of time

c. Helps client find stretch goals

d. Handles ambiguity positively, even when outcome is uncertain

7. A capacity for discipline
a. Focuses on action and learning.

b. Hold client accountable for follow through
c. Consistently holds belief that client is responsible

d. Keeps commitments to clients


8. A capacity to manage professional boundaries
a. Selects individuals appropriate for coaching process

b. Discerns when coaching is not progressing or when coaching is beyond the coach’s competence level

c. Keeps client’s goals and needs in focus

9. A capacity to diagnose issues and find solutions
a. Combines previous information with current information

b. Ability to explore resistance, fear, backtracking, “gremlin”

10. A capacity for business
a. Enthusiastic about the coaching product
b. Willing to take risks and enter into unknown

c. Has entrepreneurial spirit

d. Ability to articulate the values and benefits of coaching
(Zeus & Skiffington, 2001. pp. 23-31.)
(Whitworth, Kimsey-House, & Sandahl, 1998, pp. 9-18.)
APTITUDE OF A “COACHABLE” CLIENT

Open to personal learning and growth

Willing to stay committed and engaged in coaching process

Able to trust

Willing to engage in non-reciprocal relationship
MINDSETS ABOUT COACHING
	Winning
	Losing

	A positive experience, great opportunity

An opportunity to develop professionally

Honesty is the best policy

Have an open mind

Desire to trust/healthy skepticism

Accepting

Proactive (you are the architect)

Vulnerability can lead to growth
	A negative experience, punishment

An opportunity to others off my back

This is a game to be played

Have a closed mind

Mistrustful

Rejecting

Passive (you are being done to)

Play it safe, defensive


(Grayson & Larson, 2000, p. 128.)

Leadership Program Coaching

Graph of Life

How satisfied are you with different parts of your life?  Circle a number from 1 to 10 next to each of the following areas of life.  If you give an item a 1, you are completely dissatisfied with this part of your life.  It means, “This part of my life is entirely unacceptable to me in its current state.”  A number 10 means, “I couldn’t be happier or more satisfied with this area of life.”

Your overall satisfaction will change from day to day, but try to give an overall assessment of where you are at present.  Skip any items that don’t apply to you.

	1    2    3    4    5    6    7    8    9    10
	Physical Health

	1    2    3    4    5    6    7    8    9    10
	Mental/Emotional Health

	1    2    3    4    5    6    7    8    9    10
	Educational Endeavors

	1    2    3    4    5    6    7    8    9    10
	Career/Employment Satisfaction

	1    2    3    4    5    6    7    8    9    10
	Financial Stability

	1    2    3    4    5    6    7    8    9    10
	Marriage/Romantic Relationships

	1    2    3    4    5    6    7    8    9    10
	Home Life (Immediate Family)

	1    2    3    4    5    6    7    8    9    10
	Extended Family (Relatives, In-laws)

	1    2    3    4    5    6    7    8    9    10
	Friends/Social Life

	1    2    3    4    5    6    7    8    9    10
	Recreation/Relaxation

	1    2    3    4    5    6    7    8    9    10
	Lifestyle (Degree of Busyness)

	1    2    3    4    5    6    7    8    9    10
	Personal Life Fulfillment

	1    2    3    4    5    6    7    8    9    10
	Personal Spiritual Life

	1    2    3    4    5    6    7    8    9    10
	Church/Religious Life

	1    2    3    4    5    6    7    8    9    10
	Physical Comfort (Housing, Neighborhood, Cars, etc.)


Please join your circles together to make a graph.  Now go through this again and circle the numbers in terms of where you would like to be.  Join these circles together to make a different graph.  Use a different-colored pen or dotted lines so that you don’t get the graphs confused.  Label each graph.
Adapted from (Collins, 2001, pp. 299-300.)
COACH TO THE GAP

                                                                                                                  


WHAT HINDERS CLOSING THE GAP?

· Lack of clarity about goals
· Lack of commitment
· Inability to envision a preferred future

· Too many distractions
· Lack of resources

· The “GREMLIN” 
KEEP IDENTIFYING AND CLOSING THE GAP!
(VanDenburgh, 2005, p. 7.)
THE COACHING PROCESS

[image: image1]
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SELF-ESTEEM





ESTEEM FROM OTHERS








SHELTER & SAFETY





FOOD & WATER





COACH





TELL, DIRECT, MANAGE
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WHERE THE CLIENT IS





WHERE THE CLIENT WANTS TO BE





ENGAGE





“Who?”





Build a partnership





DISCOVER





“What?”





Find the client’s focus








CREATE





“How?”





Make a plan





COMMIT





“When?”





Set accountability
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