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1. Summary

In May 2007, the third ‘Henley Group’ Seminar was held at Henley Management College. Following on
from previous themes (‘Taming the Wild West of Coaching’ and ‘The Coaching Olympics) — this year’s
theme was ‘Coaching Hot Topics — The Coaching News at Ten!". Our list of hot topics was generated
from the ‘Coaching at Work’ survey in late 2006 which asked participants the following question - ‘What
are the top three priorities for the coaching profession in 20077?".

The top five topics revealed by the ‘Coaching at Work’ survey were :-

Supervision

Accreditation & Standardisation

Measurement / ROI

Alignment of Coaching with Business Needs
Linking Coaching with Leadership Effectiveness

aRrwnE

The participants in the ‘Coaching at Work’ survey were coaching professionals. At 121partners, we were
keen to benchmark these findings with the views of corporate consumers of coaching. Hence, we
prepared a seminar that showcased case studies and best practise on four of the five topics as follows :-

The Professional Supervision of Corporate Coaches
Liz Macann, Head of Executive Coaching, BBC

Measurement, Evaluation & ROI
Paul Barker, Director of Coaching, LogicaCMG

Linking Coaching with Leadership Effectiveness
Bill Barry, Lead Partners, 121partners

Aligning Coaching with Business Needs
Pascal Boulicault, European HR Director, Jones Lang Lasalle

This ‘white paper’ summarises the key slides used by each presenter together with the results of the
‘Q&A’ discussions that followed each presenter. Participants in this seminar included Senior HR and
Learning & Development professionals from Shell, National Grid, Boehringer Ingelheim, Yell, Citigroup,
Warner Brothers, Kingston Communications and Bentley Motors.

For a full copy of the slides from any of the presentations, please contact us via info@121partners.com.
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2. Hot Topic 1 : Professional Supervision of Corpor  ate Coaches

Liz Macann - Head of Executive, Leadership and Manag ement Coaching, BBC

What is Supervision

Orisit.......7

BEE Training & Dovelopment

“A structured formal process for coaches, with the help

of a coaching supervisor, to attend to improving the quality
of their coaching, grow their coaching capacity and support
themselves and their practice. Supervision should also be a
source of organisational learning.”

Hawkins and Schwenk, CIPD Research, 2006

EEA@E Training & Develapment

Jobs for the boys

Too therapeutic for coaching

Emperor’'s new clothes

Only for experienced Coaches to deliver
A self indulgent waste of time
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How it developed EVENE Traring & Deselnpman:

"To provide a regulatons and develomental framework By matc Ring

g/l BBC Cogches with ancther rnore axpetierced Coach In order to
maintain and devielon the qually of the coaching idenentions and o

ghallte conslastency of aaoroach across bhe BEC Coaching Nebvork”™

...and became Supervision ,"E,'EET,,W SOrslomran

+ The Leads trained in the 7Eyed Model

+ We modified it to allow our own purpose to be addressed ie
praviding a supervision structure which is a combination of;

Formative — to facilitate learning which comes through reviewing the
client/coach relationship and encouraging reflection and self
awareness on the part of the Coach

MNermative — to promote consistent and best practise across the
MNetwork

Restorative —to facilitate personal development, shared learning and
self care

« The word 'supervision' emerged at a time when the organisation
was happy to accept it
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| TheEEmsis

B Y e e ama
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For ail Coach Foundation Course trainees

= 1 {0 1 Mentoring througho

it the 4 month training period

SRRl

= Shared Learning Group facilitated by Lead Coach every
ather month

Lead Coaches contribute to the internal Accreditation
Qrocess

with
BEE Traising & Deeelepment

To theCoach
v space toreflect and to examine own pradize

= opporunityto learn from L eads grester experience
= safe port of call

= chance to keep upto date with nesy deselopments in the profession
= hepat of alikeminded community

To the Client
= anther eye anwhat is going on
* ashapensd saw

To the Coaching Hetwork

*  more corfidert, effective coaching

v mmests indusey Sancarcs

*  reduces likelihood ofcorflict of intered s

*  proteds agdng overdepping boundan es

= reinfonces leaming and best pract s=

= all paties cevelop - Mentor, Lead and Coach
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Q. How did you manage to get senior management supp  ort for the coaching?

A. Our top team had coaching which was brought over from USA. We were fortunate to have Greg Dyke
as CEO. He ran a big change programme and his belief was “...if you come up with a good idea, get on
with it!” So, we did! We offered free pilots to staff to come and experience coaching and we were
overwhelmed by the response. Based on the response, we decided to do it formally.

Q. What is some of the criteria for assessing coach  es?

A. In the main, they are self-selecting. People apply via a purpose-built application form.They are asked
why they want to be a coach. They are short-listed, and assessed on 5 major competencies: analyzing,
building and maintaining relationships, self-awareness, communication and organising. We're looking for
demonstration of these competencies and the most important part of it is their self-awareness. Not
everyone passes the assessment.

Q. What are your expectations regarding external co  aches and supervision?

A. We do ask if they have a supervisor, who it is and how often do they attend supervision? However, we
can't police it and that is one of the worries of using external coaches.

Q. What is the ratio of internal coaches to externa | ones?

A. 95% internal. We do still use external coaches in some instances, particularly for people in high profile
roles — they feel more comfortable around the confidentiality aspect if they use an external coach.

Q. Why are people wanting to be a coach?

A. To get to higher positions, they may need to leave creativity behind — so coaching can satisfy a need
not covered in their normal role.

Q. Is there any place for peer supervision?
A. In their shared learning groups (of internal coaches) there is peer supervision for half that morning.
Q. Do you recognise or reward the contribution of t he internal coaches?

A. There is no financial reward. They do it for it's own sake. They are not given dedicated time either so
they fit it in around the needs of their own role. New internal coaches are self-generating. People often
come in on their day off to coach! However, it is now so embedded in the culture that the coaches may
be given dedicated time, possibly half a day a week. It is being recognised by some line managers, as
they are asking me for contribution to their staff appraisals.

Q. Has it resulted in losing some employees?

A. As people gradually realise who they are, and their values and beliefs, typically some people start to
make big changes. Some do go outside as coaches. What happens is their self awareness rockets, they
understand what their strengths are, etc. Others stay and get satisfaction by taking on more clients
internally.
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3. Hot Topic 2: Measurement, Evaluation & ROI

The Barriers to Successful E valuation

= Enzuring darty of goals against the
irtangitaility of what 1= being measured

= The tension that inesitably arizes hetween
arganic and mechaniztic approaches

= Keeping momentum and maintaining
sponzorship &3 & programme proceeds

= The possible confict between personal and
business goals

= The lack of skilled people avaiahble to carry
out the evaluation

* Thie surraunding culture which may
undermine efforizto establizh disciplined
£ luation

= Corflidting and changing priorities

= Lack oftime and knowledge to compete the
evaluation e ficiently

Key process steps

Establish SMART goals for the
programime that align personal and

‘ - husiness agendas
' Chbtain 'buy in' from all stakeholders in
¢ Tg the programme atthe start ofthe
programme and maintain this through

frequent, proactive cammunication
. Jge mid-programme reviews to keap
; mamentum, communicate progress and,

b' if necessary, refine the initial goals
- 3

Integrate the coaching programme
measures into broader performance
improvement and HR initiatives

Onee you have the results then ensure
these are presented hack in an
appropriate way to all stakeholders
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Example Programme Schedule
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SMART Goals

= Customer

—Be_Irvited to speak at 2 conferences and write 3 articles
within the next sis months

—iin £axx of mew business from at least « new deals by the
end of Wiy 2006

—Be in the "Top 3 by market share of e-Identity suppliers in
Burope by the end of 2007

= Internal Sponsors
SR S R s modethat il

ithin § months hawe signed up 2 additional business
units tothe e-ldentity delvveny model

= Teamn Development

=liithin 1 mnmh_asa}i%g an owner from the team for each of
the target countries J fegions

—Wiithin & months share personal goals and drivers across
the team

= Partner Perspective

—lithin & months izsue a partner strategy that idertifies a
preferrad partner or partners foreach companent ofthe e-
Identity salution

—Wlithin 2 vears haye succes=fully achiewad multiple
e erence%%e |nstg'|rlatu:-n5 with & cFI"u n%t & strateqic
partners
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Participant feedback

= "The gmooa dre helped usidemy the best people amd put
thew .‘rﬁe right miesin the te-.;h'a‘r"!'r

"Mie mow faue the comiderce o grah the headime s ough
our PR acisir”

"rhe tean has becoge adept 3t thinking o its feet and
ragiddy adaming o of argirg imlemal and wartiet comddiors.”

Urhee dvdi Woual cogohimg heloed sre commenicale mome
hravely wiven there wee diffolt Eaw izswes o disouss”

= "The team cozching workshop Feceleaied the pmooess of
wirderstzmding who e wee 35 3

"rhe indiwdual cogohing gave me 2 few fa@se work Bir
,am;.?'eml:sm'l.éng Frd inceased &y confdence (7 dedaor
LEUTIN

"The most yaluable asped ofthe pograa we for e was
unu‘emtandm%gfy o W7 gerEon S 0 ueE 3l meoogni g that
these weme diffefent foa other eam e ahers.”

fhawe igomwed &y omamsaiond sls and ol affed how
suocess i this mle ftsin with wy 23 year cameer wgon.”

Tiow ffee! ne are 3 REAL leaw amd mot 3 1R TUAL beaar.”

"???eu'am-gmm e {5 3 famtasic coroeat without wihich we
cowld ot 3 we gokieved our Ay siress goals.”

Q. Are you doing one-to-one coaching in your organi sation?

A. We have mainly formal programmes of which coaching is a part of wider initiative, e.g. the context of a
Leadership Development Programme. We also want to adopt a coaching style of management.

Q. If you are involved in a team programme, what ge  nerates the need?

A. Various things. Publicity; word of mouth; me talking to business leaders. Probably the biggest draw is
published success, e.g. at a Senior Management Conference we presented what we had been doing, and
people could see how they could apply the ‘tool’ to their business. So it's ‘push’ and ‘pull’.

Q. At what stage does the coach get to know the tea  m ‘issue’?

A. The coach may not need to know or understand the business or team issues as much as the mentor
does. We involve the mentors from the start — the briefing of the mentors is critical because they need to
understand the drivers of the business more than the coach.

Q. In terms of management ownership, are there any  issues regarding the coaches role versus the
line manager role?

A. The role of the coach is seen as very complimentary to the role of the line manager. Often, the line
manager is the sponsor for the coaching. Whilst we are aiming for all managers to adopt a coaching
style, there is a definite role for the coach within our development programmes: confidential space, not
directive. However, the individual can only get the best out of the programme/coaching with line
management support. So every programme has a supporting cast of Line Manager, Mentor and Coach.
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4. Hot Topic 3 : Linking Coaching with Leadership Effectiveness

ugile to rmake talent

-Weredus Talent management Survey

nmE
I NEWS 24

12:45
INTERACTIVE BREAKING NEWS; RESLILTS FROM SURYVEYS
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Q. Do people pass or fail the development centre?

A. With this offering, we are getting away from a ‘pass /fail' mind set and moving towards observation,
feedback and development. Everyone comes through the process with a development plan and with
greater self awareness from which they can have discussions with line managers about ways forward.

Q. How do people come on to the programme?

A. With the involvement of the client, we develop a selection process. This will vary depending upon the
objective of the talent management programme. Sometimes, the programme will be focused upon a
specific team and their goals hence the participants select themselves. Other times, in a broader
programme, then we will agree more sophisticated and objective criteria.

Q. If everyone passes, how is development centre us  ed to assess high potential?

A. Everyone passes but not everyone moves forward immediately or in the direction they originally
envisaged. Over a period of time, the organisation is looking for people to fill ‘gaps’ — the talent
management programme develops people to fill these gaps. When gaps appear the client can confidently
answer the question “What do we have in our asset box of people?”

Q. How do you communicate to people that the Develo  pment Centre is different to an Assessment
Centre?

A. By the coaches explaining and by guiding people to look at future needs, “Where do you think you
need to develop?”.There has to be a two-way dialogue between the organisation and the individual.
There is a subtle shift in how to engage individuals in the programme.

Q. What do you think about team coaching? Isn’t ‘on e to one’ more eyeball to eyeball ?

A. Well, I don’t know. | think it's the same thing — you can still ‘eyeball to eyeball’ with a team in terms of
commitment.
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5. Hot Topic 4: Aligning Coaching with Business Nee  ds
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Q. What was it that stopped your mentoring programm e from working well?

A. Availability. We had targeted the highest levels within the company to be mentors but the demands on
their time made it very difficult. For instance, the CEO of Asia is not easily available. Also, when
expecting global people to mentor people across the world, it is not easy to achieve face-to-face
mentoring.

Q. If you could change one thing next time —whatd o you think would have biggest impact on
refining your approach?

A. Apart from the networking event involving all the participants on the programme (which didn’t happen
and should), we simplified the document itself (the Personal Development Plan). We focused on getting
more from the coaching and mentoring rather than ‘filling the form in’. We have more focus on the Action
Plan part of it. It is still written down, and they are accountable for achieving it, but we have cut down on
the steps to get to the action plan.

Q. When planned career paths cross countries and/or divisions, this can be very difficult to
achieve. Has it improved within your company? If n ot, how will you manage this challenge?

A. It has improved. Over the last six months, there has been a huge increase in interest and
opportunities to work in other markets across the world, which is resulting in cross fertilisation.

Q. How do you get line management support to these moves — most managers do not want to lose
their best people?

A. We have agreement from the European Board for this programme and for doing talent reviews
throughout Europe. We built support at senior management level to make it happen. We have data now
to be able to match individuals to opportunities. If we are raising expectations, we have to be confident
that we can make it happen.

6. Further Information

For further information and copies of the full set of slides for each presentation, please contact us via
info@121partners.com.
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