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“What Happens When Leaders Learn to Coach?”

At SeattleCoach we believe that coaching is a 21°t Century leadership movement. Organizations that are succeeding in
the 21st Century have leaders who are both empathic and agile--both with their markets and with their talent. Jobs and
careers are changing. What isn't changing is the fact that people who find ways to work well together (and with their
screens) are more likely to, as we say at SeattleCoach, "make money, have fun and do good" in the short time we all
have on the planet.

We think of coaching as a way of partnering to create highly customized and collaborative, just-in-time adult learning
and leadership development. Leaders who have experienced coaching usually begin to listen differently, to ask
questions differently and to keep a laser-focus on agreed-upon priorities, competencies, competitiveness and
performance. Their teams then join the learning and the results can be impressive and contagious, the ROI, compelling.

At SeattleCoach, we have trained and developed hundreds of leaders, managers, physicians and faith leaders as coaches
in scores of small, carefully chosen cohorts. Many have earned professional credentials through the International Coach
Federation (ICF), all have become better professionals, maybe even better people.

Approximately half of the coaches we’ve trained have become entrepreneurial, external coaches. Just as many have
stayed in place in great companies and organizations based in the Pacific Northwest.

In the coming years

External coaches will continue to be crucial. Their impact has become contagious as organizations have now begun to
develop internal coaching leaders and through them, coaching cultures. From C Suite leaders to new hires and high-
potentials, the ROl is compelling:

e Improved engagement, development and retention of key talent—at every level and every generation, and

o Improved leadership development—at every level and every generation,

e Better performance individually and by teams—even and especially in times of conflict and rapid change,

e Motivation and lowered stress as people connect what they do in the majority of their adult waking hours
with what matters most,

e And in countless conversations, meetings and human connections things just go better.
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Forward-thinking organizations are beginning to explore a new question: What happens to a company’s growth mindset,
culture, values, leadership at every level--and to their costs--when senior leaders themselves learn to coach?

The SeattleCoach “Five On-Ramps for Developing Coaching Leaders”

As companies partner with SeattleCoach to sponsor and customize their own internal coach-development programs,
they embed a coaching mindset into their culture by equipping senior leaders in the key skills, presence, models and
competencies of leadership coaching.

With each of our “on-ramps” we talk about how people-managers can best grasp the best, high-trust practices of
coaching leadership. Leaders begin to:

e Understand the neuroscience of human change and to explore all the reasons that causes us as humans to
“tap the brakes.”

e To use their own style and temperament,

e To balance advocacy and inquiry, knowing when to coach—and when not to,

e To find the coaching agenda that address both performance and production and

e To make the solid delivery of perspectives and feedback an on-going practice at all levels.

At SeattleCoach we think of coaching as a crucial additional gear in the engine of a seasoned leader. We think of it as
simply, an elegant conversation of any length that facilitates innovation, improved performance, crucial results and
talent retention and is marked by:

e (Clear agreed-upon outcomes and measurements of success,

e  (Clarity about “why these outcomes are big enough to matter”,

e The participant’s initiative, strengths, assets and solutions,

e The coach’s proven competencies and

e Increased systemic health at every level of their shared organization.

So, “What Happens When Leaders Learn to Coach?”

Some key questions we raise with companies that are ready for that question: Who will champion the process? How will
you select the first key leaders? What are the real and immediate needs and starting points? How will we measure success?
And what will internal coach development look like as it is customized for your organization?

Visionary leaders today understand that the nature of work has changed. Their most talented employees are looking for
two key elements:

1. Work that matters—a sense of purpose and service, and
2. Opportunities at work for personal and professional development

And if both elements are not present, those employees are more likely to change companies than they are to simply
change jobs. And, as always, the determining factors are the company culture and its managers.
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Companies that succeed in building a coaching culture weave together a long-term approach that requires executive
sponsorship, external coaches and the regular equipping of internal managers and leaders in key coaching skills.

Anecdotal feedback: (One company’s experience of Coach Training with SeattleCoach)

Patty to participants: "Do you think this company of yours will make more money, have more fun, and do more good b >
"We'll listen better and take better risks.”

They answered (mostly at once):

o “We'll ask better questions and be more innovative.”

o “We’ll take criticism better.”

e  “We'll course correct faster.”

o “We'll argue about the right things, but more kindly.”

e  “We'll probably stay around longer."ecause you guys have invested this time in becoming coaching leaders?"

(Then | think someone dropped a mic.)

Statistical feedback: (of that company’s experience through two recent rounds of training
with Coach Training with SeattleCoach)

Coaching for Leaders feedback

"Mare productive in 1:1 meetings with team and peers moving to a
more scalable management style that teaches the how vs the what”

"So many ways this has impacted how | engage at work and PP rfe(—t 200 ove ra| | N SAT |

home. One example is how it changed how | think about running
meetings. Creating space and being open to ask questions that take
the conversation to a unknown (typically better) place. This is not ||ke|), to recommend to other leaders
easy where you are limited on time and the culture supports you are the

expert- lead/tell” ;
“l'am developing much stronger relationships with my direct reports
because | am listening more and asking questions without an agenda or
preconceived idea of what the answer should be. As a result, | feel that
the trust level on my team is one of the highest that I've had.

“The triad set up and sharing during those sessions made this real. The
ability to share, be honest about skills, learning and concemns
allowed me to be comfortable with the pace of my learning
application of the skills.”

“l use this program as evidence of the company's ¢ itment to
driving a growth mindset, embracing D&I not just with words but
with actions as well as how the company is being thoughtful about
leading long-term, systemic cultural change I'm a raving fan ;)"

Coaching for Leaders cohart 2 survey results and verbatim feedback
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Coaching for Leaders feedback

“I'm able to assess a situation and understand whether | need to show PerfeCt 200 Overa”
up as a Mentor, Coach or directive leader. I'm much more patient N SAT|

and effective in conflict scenarios, having learned to hold space in :

moments of "big emotion” and to listen to both the business and

emotional context being played out. This has also helped me to coach Iikely to recommend to other leaders
up to my CVP, which has helped shift his thinking in a few scenarios.”

96% highly likely
“The triad set up and sharing during those sessions made this real. The improved my presence and effectivenesd
ability to share, be honest about skills, learning and concerns
allowed me to be comfortable with the pace of my learning 83% strongly agree 17% agree

application of the skills.”

satisfaction with workshops

“I have applied these learnings in every aspect of my life--with my 91% v sat 9% sat
wife, with my teammates, with difficult internal partners, with coachees.
It works everywhere! | am a different person because of it.

Coaching for Leaders cohort 3 survey results and verbatim feedback

Click here to order Patricia Burgin’s book, The Essential Coaching Leader.

And here to review some of the best research to date from HBR on what makes for leadership effectiveness.
And here to be in touch.
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