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Dear Reader,

Have you ever felt the need of alighthouse to guide you through the difficult decision making moments of business or career? Jay writes about the emerging
practice of Coaching in our Thinking Aloud column and makes you feel you want more on this.

We asked all those questionsto Dr.Tony Draper, an Executive Coach and Master Facilitator with International Coach Federation. In the Podium section, he shares
at length about Coaching and its benefits.

With the two columns on Coaching, | am sure we have got you interested enough in this up and coming practice. Try reading Tales For Coaching by Margar et
Parkin, our book of the month, reviewed in our Between the Lines section.

Our articles come to life through Vikram'’s caricatures and like every time he brings it out in his own style.

It is encouraging to receive your feedback. Thank you for writing to us, do let us know about how you liked our May issue. To glance through our earlier issues
simply click here or go to the archives section.

Geetanjali Sharma
Editor, Empowering Times
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“...agood Coach can
be the decisive factor
in lifting a team (or an
individual player) to a
higher plane.”

COACHING: From Potential to Performance - Jay

A few years ago when the Indian cricket team was going through a bad patch (we seem to have hit it again!), there was an outcry,
‘Let'sfind anew Coach!'.

The world of sports has been comfortable with the role of a Coach, with legends like Phil Jackson, Vince Lombardi, and Alex
Ferguson, being prominent examples. In the eyes of many, a good Coach can be the decisive factor in lifting ateam (or an individual
player) to a higher plane.

Asin many things in Management, the United States was the first to popularize the notion that like a sports team, organizations too
could benefit from having a Coach guiding the business |eader. Regrettably, Coaching has been tinged with aremedial twist. In other
words, the general belief isthat a Coach becomes necessary to iron out faults and issues with a person. However, thisisaone-
dimensional view of this powerful development tool.

Thereis a positive dimension that Coaching offers & increasingly companies are waking up to it. It is arealization that when the
organization decides to engage an external speciaist with aview to building on the strengths of a manager, thisis a special investment
made with the view to protect & develop avaluable asset. Let me stress that the true purpose of Executive Coaching isto improve
managerial performance and leadership effectiveness by bringing about visible and measurable change in knowledge, skills and
behaviors, over aperiod ranging from 12 to 18 months. In practical terms, Coaching takes the form of a development dialogue and it
is through this route that the Coach exercises influence. Thisisaprocess that highlights an important point that we al can get better
with personalized attention.

At Empowered Learning, we have always maintained that unblocking organizational and individual challengesiswhat we do. While
over the years Coaching in India has been quite nascent, we are happy to report that interest in this methodology for development and
growth is now seeing positive momentum.

Talk to usto learn more and one of our qualified Coacheswill call you soon!
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“...the Coach’srole
supportsin building
awar eness, leveraging
what the individual
has and creates
accountability to move
orward.”

INTERVIEW: Dr. Tony Draper on Coaching

Tony is an Executive Coach with more than 24 years experience with multinational corporations, both as an employee and Professional
Coach. In recent years, his work has been concentrated in Singapore, Hong Kong, India, Australia and New Zealand.

As Coaching emergesin Asia, Tony has been supporting organisations with the implementation of culture change and other
Organisational Development initiatives as well asthe training of internal Coaches. As a Master Facilitator, he also supports the
training and development of new | CF accredited Executive Coaches. Tony is based in Australia and operates from his own company
DraperCo, heisthe Asia-Pacific Regional Director for The Forton Group.

Since Coaching is an evolving practicein India, we reguested Tony to answer afew questions to help our readers know more about
Coaching. Read on to know more...

ET: What istherole of Coaching in executive development?

TD: Simply put the role of the Coach isto facilitate positive behavioral change in the executive. | see my role as one that supports the
executive to get what he/she wants without doing it for him/her or telling him/her how to do it. This approach is very different from the
approaches of trainers, mentors or consultants. The Coaching relationship is based on a belief that the executive is creative and
resourceful. Theindividual holds his’/her own answers and the Coach’ s role supports in building awareness, leveraging what the
individual has and creates accountability to move forward.

ET: How do you distinguish between a manager/leader and a Coach?

TD: Thisisagreat question and one, which many will have differing opinions on. It also depends on your context. What | meanisa
Professional Coach such as an external Executive Coach is atrained professional. This means a person who has Coach specific training,
preferably recognized by an independent body such as the International Coach Federation (ICF). Further, an independent body like the
| CF certifies the Coach. In Australia, for example, it is becoming the norm for organizations only to hire Coaches who hold this kind of
certification.

The other context isthat of aleader and a Coach inside an organization. Many organizations are looking to create “ Coaching” cultures.
In such a culture, the manager/leader is expected to use a“Coach approach” with staff and colleagues.

My belief isthat leadership is Coaching and Coaching is leadership. For example, one definition is “Leadership is about being
personally successful and enabling successin others’. If we truly want to be successful as aleader, we must be able to develop those
around us. We cannot rely on telling people what to do. The leaders must draw upon the skills of Coaching to support the devel opment
of those around them —i.e. enabling their success.

ET: How can organizations har ness the benefits of Coaching?

TD: | seeorganizations doing thisat 3 levels. Thefirst is utilizing external Executive Coaches. These Coaches are used for two
purposes; Executive Coaching as discussed above and Coaching to support behaviora change aligned with corporate strategy such as
supporting individuals to implement new behaviors after atraining event.

The second level, which isincreasing in many organizations, isto create their own pool of internal Coaches. These are people working
for the organization who have had Professional Coach training and then part of or al of their role isto Coach. These internal Coaches
support team, leadership and career development throughout the organization. One organization | am working with has trained 60 such
internal Coachesto the level of Associate Certified Coach (through the ICF) and has another program of 12 people starting training next

month.



The third level isthrough “Manager/Leader as Coach” training. There is an increasing expectation that managers devel op their people
and often ask them to * Coach’ employees. In some organizations this is badly handled because they don’t equip managers with the skills
required to develop, engage and motivate staff. In these cases Coaching is just a fancy word for telling people what to do. Where | have
seen alot of organizations succeed is provide managers/leaders with ‘ Manager as Coach training’. In this case, organizations are not
trying to make the managers professional Coaches but they are equipping managers with skills which allow them to have more effective
development conversations.

ET: What doesit taketo run a successful Coaching practice?

TD: My first responseis what doesit take to run any successful business? After those things are considered for Coaching, | believe that
you must be clear on what you are selling. In my context as a corporate Coach, | am often asked by people how | sell Coaching. The
truth of the matter is as a Corporate Coach | don't sell Coaching at all. My usual response isthat | partner with the organization to
support people strategy implementation. Another way to look at it is partnering to support whatever organizational development (OD)
initiative the organization is trying to accomplish.

Organizations are great at creating OD initiatives (culture, retention, performance management etc) but where they struggle is the

implementation. Take the simple case of rolling out Values & Behaviors (V&B). They often hold workshops introducing the ‘what’ is

(V&B) but miss out on providing mangers with the “how’ and the ‘who’. “How do they need to ‘show up’ or behave differently in the
orkplace and who they are being as leaders? Thisis where a Coach can shine. The key to success in my opinion isto collaborate with

tne client and align our solution within the organizations initiative. Customize our work so it’s very fabric looks, feels and smells like

the organization.

Not unlike one to one Coaching, where as a Coach we do not sell ‘ Coaching’ - we sell the benefits of Coaching to the individual; with
Corporate Coaching, we work with the organization on their OD initiative and provide a solution based on arange of options, which
ill best support what they are trying to achieve.

ET: What makesa Coach fail?

TD: Thisisan interesting question and again | must say there are a number of different levels here. Many Coaches | know are not
successful due to the running of the business. They are excellent Coaches and not so good at business development, sales and marketing.
Many people take Coach training and may be great Coaches and they haven't considered the amount of work it takes to start and run a
business.

The other piece around thisis with regards to service delivery. As Coaches we must stick to Coaching, the ethics of conduct and the
core competencies. Where | see some Coaches struggle is when they start mixing Coaching and other types of services. When we are
Coaching, we need to trust the process. Coaches come from all kinds of backgrounds and some Coaches are also consultants, counselors
or trainers etc. | think it is OK that we offer different services within our business and we need to remain intentional about the service

e are providing in the moment or situation. Therefore, when Coaching we don’t jump in with our consulting solutions or decide for a
therapeutic intervention because it seemed right in the moment.

ET: How can Coacheskeep growing?

TD: The road to mastery in Coaching is never ending. | will stop Coaching if/ when | reach the point where | believe that I’ ve arrived
at the end of the road. The Coaching profession is till very young and evolving there are new research and approaches coming out all
the time. All the successful Coaches | know read, take courses and continue to devel op themselves personally as professionals. They
also have their own Coach!

ET: How do you measureimpact of Executive Coaching?

TD: Thisisahuge area. Thereisalot of good research now being done and released. Thisis the focus of many current PhD’sin
Coaching. The ICF website is a good place to start. However, | will answer this with respect to my practice. | use 360-degree
assessments pre and post interventions, which look at thinking styles and behaviours, rather than assessments that measure how we are
hard wired. These are often linked to leadership impact and effectiveness. In other cases, | have worked with organisations with respect
to what they are addressing. We utilise the measurement frameworks they already have. This hasincluded customer surveys, employee
climate surveys, retention figures etc. In some cases these have been linked to bottom line figures in others, the linkage is more indirect.
There are new tools coming out on the market.
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Mangmet Parkin

BOOK: Tales For Coaching - Magaret Parkin

\Weaving the wisdom extracted from literature, anecdotes, and metaphors, 50 tales are drawn from awide canvas that includes Aesop,
Greek Mythology, Winnie the Pooh & Stephen Covey to reinforce learning. ‘ Tales for Coaching’ uses organized storytelling asa
powerful technique to bring about a positive and long-lasting change in both personal and business settings. These stories have a mass
appeal and can be used while Coaching both individuals and groups. The use of metaphors becomes a potent tool as this approach helps
to describe or express certain situations or eventsin afocused way, making the Coaching program more effective.

The book is divided into three sections — the first section focuses on personal learning as well as on the guidance to the Coach. Personal
Learning is enhanced as the author explains the traditions of storytelling and expounds the purpose and benefits of stories & metaphors;
the Coach benefits with the guidance offered to him on effective story telling in different groups to deal with goal setting, problem
solving reframing and crestivity, empowerment and success and self-esteem.

The second part is the collection of stories, metaphors, poems and anecdotes. The third section highlights each story by a“‘mora’ —
containing the learning message of the tale and a ‘reflection’ that kindles reflection and deliberation.

Margaret Parkin - A prolific writer, sheis also an international speaker, learning and devel opment consultant and an Executive Coach.
Her first book was ‘ Tales for Trainers' followed by followed by ‘ Tales for Coaching’ and ‘ Tales for Change'. Her next book titled

‘More Talesfor Trainers’ will be published this year.
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