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Question 1 - short questions

i. The first step of the coaching model is “where are you now and where do you want to be?” (Brentford open learning college, 2018, p2) It is important at the beginning of a coaching session to know where you are starting from and to understand where the person being coached think they are. It is vital at this point to look for good points made so that these can be re-enforced during discussion later, the discussion will also help both parties to identify the areas of development that are required. (Brentford open learning college, 2018, p2)



Questioning that prompts discussion on an individual’s progress to date is an important characteristic to take into consideration. Open questions are the best kind to use as they free up conversation and require more than a yes or no reply. (Brentford open learning college, 2018, p2)



The next stage involves looking at the options that an individual has moving forward. At this stage the good points previously identified can be used to help identify strengths that can be utilized during an individual’s development. The coach can use praise to help build self-esteem and motivation. (McPheat, 2010, pp 13-17)



Checking the understanding of the learner will give more information and allow discussion to progress to the next stage. When the discussion becomes animated and the noise level rises it is a sign that the coach is being effective. (Brentford open learning college, 2018, p2)



Stage three is asking “what steps will you take?” (Brentford open learning, 2018, p2) At this stage reaching agreement on progress made will help to identify the next steps. Praising for achievements already reached as well as praise is important to keep focus and motivation going forward. (Brentford open learning 2018, p.2)



The final stage is giving feedback and prompting the learner to self-reflect. This can be a challenging phase as the coach will need to encourage self-reflection on what went well as well as what didn’t go well. Giving feedback holds its own challenges as if done badly it can have a detrimental effect on progress and learning. Active listening will ensure that the coach has understood correctly and can reflect back accurately to promote further self-reflection. Although there are four stages that are used, stages three and four maybe repeated several times during a session before agreement of how to move forward is achieved. (Brentford open learning college, p.2)





ii. Feedback in coaching is important as it impacts on learning and helps the individual and organization to succeed. It does this by having a positive impact in motivation, curiosity and self-confidence. This is achieved as it allows people to wrestle with ideas and creates an atmosphere of openness and honesty. A culture of creativity will be created as individuals are allowed the space to try new ideas when they are in control and not constrained by negativity and managerial control. (Brentford open learning college,2018 pp 3 - 4) 





iii. When delivering feedback, it should always be balanced. Balanced feedback is centered on positivity about the achievements of the coachee. It may be necessary to give some constructive criticism and it is vital that this is delivered in specific terms, sincerely and without attacking the individual concerned. If it is necessary to delivery constructive criticism, then this should not be more in proportion than the positive comments given. (Brentford open learning college, 2018 pp 2 - 3)





 



iv. There are six characteristics of constructive feedback. The first of these is that feedback should always be done privately. Not everyone likes attention publically even if it is praise, any negative comments should only be for the ears of the person concerned (Brentford open learning college, 2018, p 2)



Feedback should always be balanced; the old sandwich technique is not required if feedback is given with sincerity and is only concerned with specific points connected to the job and the individual feels supported and not attacked. It is important to get to the point quickly to reduce the anxiety of the person receiving the feedback. (Brentford open learning college, 2018, p 2 -3)



The feedback should be relevant which means been specific about what is meant and giving clear examples to support the viewpoint been given. It is important to avoid general statement or being vague in the way feedback is delivered. (Brentford open learning college, 2018, p 3)



The only views that should be given should be documented, that is based on your own observations and not the comments or reported views of others. This will ensure that the feedback will be received better and you will be trusted in the future, (Brentford open learning college, 2018, p 3)

All feedback should be personal and directed to an individual. If compliments or criticism is directed generally to a group, it will not help the employee. Make sure that the feedback is directed to the individual concerned and that it describes the key behaviours that were good or unsatisfactory. (Brentford open learning college, 2018, p 3)



The relevance of feedback is the final characteristic. The conversation needs to be focused on the parts of the job that requires improvement. It should also be the part of the job where an employee can effect change. Therefore, pick out specific areas of the job or role and give examples to demonstrate clearly to the employee what you mean. (Brentford open learning college, 2018, p 3)





2.  	

I. When a staff member will not admit that their behavior was wrong.  “A great coach is someone that makes poor performance their responsibility.” It is important then to remember that the coach can also be part of the solution. (McPheat, 2010, p13)



The coach should seek to help the employee to identify the reasons for their poor performance. In this instance the coach should explore the attitude that they haven’t done anything wrong. This is a negative attitude where they are not prepared to consider that they have done something wrong. It is important to discover the reason for this attitude



The best way in this situation to impact learning is in practical application. Through questioning about the incident, it will allow the employee to wrestle with the idea that their behaviour was not acceptable. It is important to allow time for questions and answers; the employee will only learn when they are allowed to wrestle with information. (Brentford open learning college, 2018, p 4)



II. An employee agrees with what you are saying but they feel they are not committed to change. In this scenario the coach should be looking at two areas; the individual’s motivation and their self-confidence. Does the coachee feel they have been overlooked in the past, do they feel appreciated and have they received feedback in the past that is positive and in private. A good starting point would be to explore why there is a lack of motivation or self-confidence to change. (Brentford open learning college, 2018, p 4)



A good tool to use would be the GROW model. This would allow realistic goals to be set, would look at the reality of what is happening and explore options to do this differently, the use of will questions such as “is that an action you can commit too? ” will allow small changes to take place and the individual does not need to be daunted by large changes very quickly.





III. It is important in the case where an employee refuses to accept responsibility to assume that they have the desire to do well. The coach also needs to take responsibility for the poor performance. The coach also needs to become part of the solution. (McPheat, 2010, p11) The coach needs to decide if they have developed a negative attitude generally or if the is the first time that they have refused to take responsibility. This will determine how the coach deals with the situation.



The coach should thank the employee for the feedback and take ownership of their part and lack of support. The coach should not be tempted to give feedback on feedback. (Wilson. C, 2010, p 4) It is important to ask specific questions to fill in missing gaps on what the employee is trying to say and to use reflective and clarifying questions to ensure understanding.



In this situation the coach could consider the use of learning feedback as it would be helpful in this situation. The emphasis here is on learning and not blame. It should be completed in private and with emphasis on positive statements to improve performance. It should be authentic and with the aim of encouraging a change in behaviour. (Wilson. C, 2010, p 4)
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