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Solution- Focused Coaching Initial Questions

Please answer as many of the questions as you can

1.    What are your clear, realistic, observable goals from the coaching?  What will you be able to see, hear or do that you were not able to before?

2. If you feel you have a problem: how do you know you have a problem?  When do you have the problem?    

* Important: When are there exceptions to the problem – things go the way you want them to?

3.  What resources do you/ your organisation have that can be brought to bear on the problem?   (Effort, motivation, skills, communication, past initiatives……..)

4.  If 0 represents very poor performance and 10 represents excellent performance in this arena, where are you at the moment?
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What would it take to move you up one step?

5.  How will you know when you have achieved your goal? What will you be able to see, hear or feel that is different?

Solution-focused Coaching





Create a warm and favourable atmosphere. IF there is a specific problem, seek agreement as to the problem, and clarify the context in which the problem occurs to avoid simplistic solutions.





Find clear, concrete realistic goals that are important to the client ‘‘what 	should we discuss that this conversation will be useful?’





Ideally define goals in observable behaviour.





Focus on exceptions to the problem – the occasions when things have gone well. What did the coachee do then and what could s/he do more of?





What resources can be discovered, uncovered, recovered? Effort, motivation, expertise, communication & other skills, procedures, money, attention……





Use a 10 point scale of progress to look at going up step by step.





	Where are you at the moment?


	What would it take to get you to the next step? 


What is the smallest sign that could show things 	are going better?


 	What could you do differently?





The Miracle question:





Imagine that while you are asleep tonight a miracle happens. And in that miracle, all the problems/issues that you are dealing with now are solved just enough so that they do not bother you anymore. 


When you wake up, what would make you realise the miracle had happened?  What would happen differently?  What would you do differently?  How would other departments /people notice something had changed?





Affirm and compliment the client on what they do well.





 Get a firm commitment – not ‘I will try’ but ‘I will do, by such a date’ – and make sure they have done it. (Its not all soft and fluffy!)





At the end of the session summarise and focus on what worked and what would help take the next step in the future.  Make a record of the session and follow up.





You can use the questions on the next page to help a coachee before their session.





















































Steps





What is coaching?





See also


Giving and receiving feedback.





Confusion exists about what exactly coaching is, and how it differs from other 'helping behaviours' such as counseling and mentoring. However, there are some core characteristics of coaching activities:


Coaching is a fairly short-term activity. 


It consists of one-to-one developmental discussions. 


It provides people with feedback on both their strengths and weaknesses. 


It is aimed at specific issues/areas. 


It is time-bounded. 


It focuses on improving performance and developing/enhancing individuals skills. 


It is used to address a wide range of issues. 


Coaching activities have both organisational and individual goals. 


It works on the belief that clients are self-aware and do not require a clinical intervention. 


It focuses on current and future performance/behaviour. 


It is a skilled activity. 


Personal issues may be discussed but the emphasis is on performance at work.


A formal process shows that coaching is valued in the organisation as an authorised method of learning. Coaching and development time is ring-fenced, speeding up development of researchers.  People are more loyal to the company when they see the investment being put into their learning and development.











Coaching helps to develop people to reach their full potential





Initial objectives, anticipated outcomes, success criteria (how will you know when you are ready to finish?)


Frequency, length and location of meetings


What’s covered, what’s not (boundaries, any no go areas)


Level of confidentiality (i.e. what’s communicated to others & to whom)


Time commitment


Who initiates contact


Location








Scale of progress and Miracle question are also useful research techniques.





A simple coaching contract








See next page for some  questions a coachee can think about before their first session





Solution focused coaching is great because it focuses on the positive.





A ‘contract’ removes any awkwardness when you are coaching people you know..
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