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A

Action learning, 13

Action planning: coaching use of
instructional simulations and, 119;
common elements of, 53—55; time for,
52-53

Action plans: creating, 54-55; evalua-
tion using outcomes of, 58; executive
development programs use of, 115.
See also Long-term development plans

Adult learning. See Learning

Anxiety sources, 78-80

Assessments: of attainment of
stated goals, 75-76; coaching
electronically, 60; cantiac fing phase,
46-52; of diverse worlplace, 124;
executive develebm=nt programs use
of, 115; of hew weeil.changes are
going, 92-93; interviews as part of,
47; multi-rater feedback (or 360-
degree feedback), 47-52

Assimilation coaching: common issues
of, 108-109; increasing interest in
benefits of, 107; multi-rater feedback
used in, 109-110

Attitude surveys, 48, 57

Authenticity issues, 35

B
Behaviors: experimenting with new,
53-54; exploring for alternative, 53
Boss: assessing how well changes are
going, 92-93; authorizing the

coaching, 90-91; clwent responsibility
to, 83-84; commuaication between
coach and, ®4-Y7; creating case for
change, 82-9C; helping overall effort
task of, ©2-94; observations provided
by, 72, serformance expectations
identinied by, 91-92; success defined
by, 90

Business events (1990s), 111-112

C

Career counselors, 25

Certified Coach, 30-31

Chariots of Fire (ilm), 9

Clients: assimilation coaching of,
107-110; coaching cross-cultural,
118-119; continual feedback provided
to HR professional by, 74-75; execu-
tive development programs and
coaching of, 112-115; HR professional
support of, 69; normal anxieties
suffered by, 78-80; observed during
coaching process, 48; relevant data
shared with coach, 73; repatriation of,
118; responsibility to boss and HR
person, 83-84; taking responsibility
role by, 81-82; time commitment by,
83; working to help in selecting the
coach, 33-34. See also Coach-client
relationship; Performance

Coach selection: certification as factor in,
30-31; chemistry element of, 29, 42;
different forms of, 28; for diverse
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workplace, 125; education factor in,
30; experience as factor in, 31-32;
of internal coaches, 35-40; for multi-
cultural coaching, 120-121; references
used in, 28-29; size of firms and, 29;
skills and competencies factors of,
32-33; things to avoid in coach,
34-35; working with client in, 33-34

Coach-client relationship: as business
relationship, 82-83; dealing with
normal anxieties, 78-80; establishing
ground rules and trust in, 80-81; good
chemistry and, 29, 42; reducing
likelihood of “drift” in, 96; structuring
the, 32-33; time commitments of, 83;
trust/confidentiality as part of,
43-45. See also Clients

“Coachable moments,” 84-87

Coaches: actions not performed/
expected from, 100-101; client rejec-
tion of, 25; coaching assignment role
of, 95-103; communicating with
organizational sponsors, 96-97; com-
munication between HR professional
and, 65-66; continual feedback pro-
vided to HR professional by, 74-75;
education and certification of, 30-31;
evaluating impact of coaching,
99-100; external, 39-40; internz|,
35-40; organization use of, Z5;orien-
tation to organization previded for,
69-170; setting boundaties, for coach-
ing assignment, 97--59;.things to
avoid in, 34-35

Coaching: appiopiizade times for, 17-23;
connecting business objectives to, 72;
consulting vs., 14; definitions of,
12-14; definitions of terms related to,
14-15; driving forces behind organi-
zational change and, 10-12, 11¢t; a
short history of, 9-10; structuring the
process, 95-96; when not appropri-
ate, 23-25; when to discontinue,
101-102

Coaching assignments: assimilation,
107-110; authorized of, 90-91; boss’s
role in, 89-94; client’s role in, 77-87;
coach’s role in, 95-103; contracting,
13, 4245, 58-59, 72; in diverse
workplace, 123-126; executive
development programs facilitated by,

112-115; HR professional’s role in,
71-76; multi-cultural issues of,
117-126; spouse, 118; when to
discontinue, 101-102

Coaching assignments boundaries:
professional limits, 98-99; scope
creep, 98; time stretch, 97-98

Coaching competencies, 32-33

Coaching electronically: assessments,
60; cautions regarding, 60; use of
emails in, 59-60; increasing trend
toward, 59

Coaching situations: appropriate,
17-23; categorizing, 13-14; in
conjunction with formal succession
planning, 20; contributions to learn-
ing, 21-23; to develat, leadership
skills, 20; to improv= rerformance,
19; to improve soizskills, 19-20;
opportunitias for, 17-19

Coaching steps: 1: contracting, 42-45;
2: initia! voal setting, 45-46; 3:
ass>ssment, 46-52; 4: implementation
Zndaction planning, 52-55; 5:
e yaluation, 55-58; listed, 41

Communication: between coach and
organizational sponsors, 96-97;
confidentiality as blocking full, 66;
email, 59-60

Confidentiality: ethical standards
and best practice of, 44—45; full
communication blocked by, 66;
information sharing and, 44;
internal coaches and, 38; mutual
trust and, 43

Consulting, 14

Contracting: benefits of good, 58-59;
confidentiality issues during, 43—45;
executive development programs,
114; formally, 13; good chemistry
and, 42; HR professional’s role in,
72; points addressed in, 42-43

Corporate Leadership Council, 32

Credibility issues, 37

Cross-cultural coach, 120-121

Cross-cultural coaching methods:
formal instruction, 120;
programmed instruction,
120; simulations, 119

Customer satisfaction surveys,

48, 57
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Development coaching, 14

Discretion issues, 39

Diverse workplace: assessment used for,
124; HR professional’s role in coaching
in, 125-126; questions coaches may
ask about, 124; role of coaching in,
123-124; selection of coaches for, 125

“Drift,” 96

E

Education factor, 30

Ego issues, 35

Electronic coaching. See Coaching
electronically

Email communication, 59-60

Employees. See Clients

Ethical issues. See Confidentiality

Evaluation: benefits of, 55-56; of coaching
impact, 99-100; data sources for,
56-58, 100; executive development
program use of, 115-116; HR
professional’s role in, 75

Executive development programs:
advantages of incorporating coaching
into, 113-114; coaching to increase
effectiveness of, 112-113; importance
of adhering to coaching process in;
114-115. See also Managemerit-!<vel
coaching

Experience factor, 31-32

External coaches, 39-40

E

Feedback: by base regarding change
process, 92-93; client, 57-58;
electronic sources of, 60; evaluation
use of, 57-58; HR professional efforts
to obtain coach and client, 74-75;
informal, 57; multi-rater, 47-52, 57,
109-110

Formal instruction (lectures/tutorials),
120

Formally contracted coaching, 13

G
Goal attainment: coaching to help indi-
vidual achieve, 113; HR professional’s
assessing, 75-76
Goal setting: contracting and initial,
45-46; HR professional/coach
discussing shifts in, 74

Good chemistry, 29, 42
Ground rules, 80-81

H

HR professional coaching support
tasks: arranging for clear contractual
relationships, 72; connecting coach-
ing to business objectives, 72;
discussing assignment management
with coach, 73; helping to identify
the “right” coach, 71-72; sharing
relevant client data to coach, 73;
support during/at end of coaching,
74-16; verifying coaching assign-
ment vs. problem, 71

HR professional “to-do’s: clarify your
strategy, 67; conneciing coaching
to other developnient efforts, 67;
developing rool ot coaches, 68; be
effective gaveleeper, 68; monitoring
the PRrauaut coaching, 68-69;
provid< organization orientation for
canchy 69-70; realistic expectations
about information/expectations,
70-71; supporting the client, 69

HR professionals: “bridge” metaphor for,
65, 66; client responsibility to, 83-84;
communication between coach and,
65-66, 96-97; management “to-do’s”
of coaching program by, 67-71; role
in contracting phase, 43; role in
diverse workplace, 125-126;
supporting start of new coaching
assignments, 71-74

Human “flaws,” 79

1

Implementation/action planning:
common elements of, 53—55; time
for, 52-53

Initial goal setting: in executive devel-
opment programs, 114; as part of
contracting, 4546

Instructional games/action planning, 119

Internal coaches: benefits of using, 36;
co-existence of external and, 39—40;
described, 35-36; guidelines for
addressing key challenges regarding,
37-39; tradeoffs when using, 36-37

Interviews: used in assessment, 47; as
evaluation data source, 56, 100
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Leadership skills development, 20

Learning: coaching process and contri-
butions to, 21-23; coaching to assist
with complex, long-term, 114; coach-
ing to reinforce objectives of, 113;
from coachable moments, 84-87;
leadership skills, 20; new insights into
adult, 112; promoted by use of exter-
nal coaching, 39

Life coaching, 14-15

Long-term development plans: devising,
55; evaluation of, 58. See also Action
plans

M

Management-level coaching, 13. See
also Executive development programs

Mentoring, 15

Multi-cultural coaching: of cross-
cultural clients, 118-119;
cross-cultural methods used in,
119-120; objectives of, 117-118;
selecting coach for, 120-121

Multi-rater feedback: advantages of, 51;
used in assimilation coaching,
109-110; cautions about, 51-52;
coaching use of, 48-50; described,
47-48; used for evaluation, 57 F'K
professional use of, 50-51; neea for
reflection following, 52

(0]

Observations: as parvor coaching
process, 48; provided by boss, 92

On-boarding, 20

One-on-one coaching, 12

Organizational change: assessment of
process by boss, 92-93; driving forces
behind coaching and, 10-12, 11¢

Organizations: coach selection and size
of, 29; use of coaches by, 25; increas-
ing self-awareness regarding, 108; per-
ception of, 109; providing coaches
with orientation to, 69-70; respond-
ing to business events of 1990s,
111-112; role of coaching in diverse,
123-124; “soap opera” happenings
below surface of, 70; understanding

culture of, 108; understanding role

in, 109

P

Performance: coaching to improve, 14,
19; identifying expectations regard-
ing, 91-92; improving soft skills and,
19-20. See also Clients

Performance appraisals, 48, 57

Problem solving, 54

Professional limits, 98-99

Programmed instruction, 120

Psychologists as coaches, 30

R
References, 28-29
Rehearsing (or role playing), 54
Repatriation, 118
Rigidity of style,. 34
Role clarification. 54
Role playirg, 119

S
Scleduling issues, 35
Ccope creep, 98
Simulations, 119
Skills: as coach selection factor, 32-33;
coaching to improve or develop, 13,
19-20; development of leadership, 20
Soft skills improvement, 19-20
Spouse coaching, 118
Succession planning programs, 20
Supervisory coaching, 15

T
Taking responsibility, 81-82
Testing, 48
Therapy, 15

360-degree feedback. See Multi-rater
feedback

Time commitments, 83

Time stretch, 97-98

Training program surveys, 48, 57

Trust: establishing ground rules and,
80-81; as part of coach-client
relationship, 4345

A%
Visioning, 54



