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INTRODUCTION
Coaching is now widely used in organizations in a variety of different ways to achieve a range of different outcomes. The term is increasingly being applied to situations and environments that range from leadership development and career transition. This diversity has led to confusion about the nature of coaching and its boundaries, and arguably misunderstanding and misuse. In coaching for performance, means GROW-ing people, performance and purpose. Coaching is unlocking a person’s potential to maximize their own performance. It is all about helping them to learn rather than teaching them. The dual-generic goals of coaching are to deepen a person’s self-awareness and to increase the individual’s personal responsibility. 
There is a saying that goes; the one thing constant in life is change. This is not only true for people but for organizations as well. With organizations realizing significant changes over a relatively short time, they must be prepared on how to handle and manage such changes as they affect their workers and productivity. Change in the workplace in whatever form, will affect workers and operations in general. The correlation is the need for the workforce in the organization to become more effective in the way they operate, to become more competitive and more productive as well. To mitigate the consequences of change, organizations have to employ coaching tools.
The origins of the word COACH, as used in the English language is derived from a means of transport that traces its origins from the Hungarian word KOCSI which means a CARRIAGE and was named after the village where it was first made. The first use of the term COACHING to mean trainer or instructor came into being around 1830 in the Oxford University meaning a tutor who CARRIES students through an exam. In this regard, coaching is used to describe the whole process applied to move people from where they are currently to where they intend to be next.
Coaching aims to teach and the teacher in such a case is called a coach while the learner is called a coached. Workplace learning in the form of coaching of workers is a critical element of organizational development that is often neglected. Managers in organizations often claim that they want more innovation, more creativity, but still do not realize that the very essence of all this begins with learning and unlearning as changes take place. 
To help future proof organizations and create a supportive and productive working environment, organizations have to embrace fully, workplace learning as a quintessential element for retention and attracting new talents. Workplace learning should be understood to mean integration and assimilation of learning knowledge, skills through formal and informal means of engagement. The main purpose of coaching must be viewed as a means to allow workers to learn fast, apply knowledge fast, fail forward, share knowledge, and above all create a deeper synergy.
Traditional styles of management have to be given up as coaching is given in. as such, managers have to transform into a coaching culture that creates thought provoking conversations and discussions within organizations. Such practice will usually ignite fresh ideas and insights within teams. Coaching can the potential to allow team members to take ownership of their tasks, duties and responsibilities when they see their own ideas being implemented within the organization. Above all, coaching can enable the workplace to be one where inclusivity and diversity are welcomed thereby creating a sense of belonging amongst the workers. This activates the team’s resourcefulness state as they are enabled to become more innovative and cutting-edge.
The process of coaching like it is for any other process, has to come in sizeable, reasonable and manageable steps. Taking small steps forward is usually better than overanalyzing the situation at hand. Where coaching takes measured progress that is achievable, and sustainable often bears and produces an anticipated inward intrinsic. Managers must at all times encourage their workers to learn more for joy as opposed to being measured for performance. When the matrix of measurement becomes a fear tool, teams will not truly be learning, they will simply go through the motions of learning but not embrace the true and intended spirit of it.
As already spelt out above, coaching is all about dealing with and mitigating the impacts brought about through change in the organization. One may as well say that coaching is the art, and science of facilitating learning and development of others through personal, one-to-one on the job impacting skills and competences. Coaching can produce the desired outcomes if properly designed and planned for. One major part of the plan and design has to do with the choice of the coaching format to be employed by the organization. In reviewing the format of coaching within an organization, there are two primary types involved, namely; formal and informal. 
External coaches are primarily utilized for executives and high-level management. External coaches usually command more extensive coaching experience than ordinary managers. On the other hand, internal coaches can be drawn from the teams’ managers within the organization.
Like any exercise that can be embarked on by an organization, managers must always be wary of allowing room for error and mistakes. As such the organization must start off by developing a proper coaching mindset devoid of accommodating mistakes. 
The most common coaching mistakes include but are not be limited to the following:
· Talking too much
· Failing to say what is needed
· Steering the coaching conversation towards the path that you know best
· Giving advise that is not needed
· Finishing without a commitment
· Trying to a great coach etc
Once the coach has understood the coaching mistakes, developing and maintaining an open flexible, curious, and person-centered coaching mind set is the next step. A great coach will leverage emotional intelligence to allow them to think in the moment. Again, a great coach must draw on the self-knowledge to understand the impact that they have on the employee, self-control to be present at all times, self-confidence to silence any doubts and self-reliance to believe you have the necessary tools and techniques at your fingertips to help the employee be the best that they can possibly be. In addition, the coach must have the empathy to put themselves in the employee’s shoes and build a relationship based on trust. 
For any coaching program to be successful and valuable, to the organization, it must follow the correct planning, setting of realistic and achievable goals and objectives under conducive environment. Managing is making sure people do what they know how to do. Training is teaching people to do what they do not know how to do. Mentoring is showing people how the people who are really good at doing something do it. Counselling is helping people come to terms with issues they are facing. COACHING IS HOWEVER, NON-OF THE ABOVE. Rather, it is helping to identify the skills and capabilities that are within a person, and enabling them to use them to the best of their ability.
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ESSAY BODY

SUMMARY OF THE TOPIC

The topic at hand will predominantly highlight and critic mainly on the following:

· Presentation of a detailed explanation on the principles of effective coaching in a workplace setting.

· Show and demonstrate as it were the effects of the principles and percepts of coaching to the extent that they are a fundamental truth supporting a chain of reasoning during coaching.


OUTLINE OF COURSE CONCEPTS

By its design, the nature of my studies is such that each of my course subjects must strongly highlight the main course concepts. As such, Coaching subject rests firmly on the following course concepts which I will elaborate on separately:

· Coaching Fundamentals and Techniques

· Goal setting and Performance Management


· Developing Coaching plans for Employees

· Feedback and Communication skills in coaching


TOPIC DETAILED

TOPIC: KEY PRINCIPLES OF EFFECTIVE COACHING IN A WORKPLACE SETTING

Every manager is a developmental coach. Developmental coaching is a process whereby a manager-coach interacts with others to help them perform more effectively. Every interaction with an employee can be utilized as an opportunity to coach, develop, train and improve.
Coaching should be non-directive in nature and should aim to unlock the full potential of employees and encourage them to thrive and develop. Coaching should further enable a safe working environment where employees can freely set new goals for themselves and ask for support, guidance, and meaningful feedback from their managers.
Successful coaching of an employee requires thorough guidance at all times. This is to the extent that a coach can accurately determine an employee’s readiness for change and this will assist the coach to succeed in motivating the team to implement the learnt change faster. All successful coaching must elevate the employee performance to a higher level. 
When coaching your team, you must always remember that you should not just coach to facilitate change, but you should coach to facilitate learning and develop momentum for continuous learning. As a coach one must help the team to break down major goals into sizeable chunks that can be applied to work and life.
Clearer observation of the stages of learning is important to acknowledge. Good coaches do not push beginners into situations where they are likely to fail. A coach’s job is to structure the coaching atmosphere in line with proven principles on how to achieve performance improvement. In addition, to coaching one’s team, you should aim to set measurable and achievable goals, ensure solid target completion dates and above all ensure that a system of accountability exists to avoid procrastination and lack of commitment. 

Outlined below are some of the key principles of coaching and each will be explained in detail downstream. The key principles are:
· Build self esteem
· Validate understanding
· Generate options
· Inspire action
· Recognize results

1. Build Self Esteem
The best way to build someone’s self esteem is by way of making positive statements about their ability to achieve desired results. By recognizing above standard performance, you let employee know that they are capable of achieving higher performance. Conversely, if you demean and speak lowly of the employee, or ignoring them, you negatively impact on how they value themselves. Reinforcing desired behaviors results in a much greater likelihood that those behaviors will be repeated. Below are just but a few guidelines for coaches;
· Be specific by avoiding global generalities
· Be sincere when identifying positive behaviors, attitudes, and skills. Employees are quick to notice inconsistencies

2. Validate Understanding 
There are two distinct channels of communication at a workplace namely:
· The INSTRUMENTAL language of tasks; and
· The INTERPERSONAL language of relationships. 
· Both the feeling and content messages must be communicated to build strong relationships.
Validating understanding as a principle focuses mainly on listening, which is the ability to suspend judgement thereby allowing full absorption of the content and feelings of someone’s conversation. The usual challenge though is:
· How to respond to the speaker on both sources. This allows the speaker/sender to VALIDATE whether the listener/receiver understands what has been said.
· Shared realities; the speaker’s expression is based on their perception of reality, which may or may not agree with others. However, successful coaching begins by developing a shared view between the coach and team members about what they see as reality. The best way to develop this shared understanding is through thorough listening and engaging.
· Shared feelings; in order to communicate well, the coach must encourage expression of feelings by team members as this will usher more information. This can come in the form of team members’ opinions about current situations, team members’ feelings when certain events occur. Checking in on both content and feelings helps develop an effective coaching relationship.

3. Generate Options
This principle is based on the everyday core value of treating people with dignity and respect. Simply telling someone what do in raw terms or providing an outright solution can be seen as a put down. But asking people to identify their own solutions when faced with situations can be viewed as a show of respect. This goes a long way to demonstrate that you have respect for them and also value their ideas as much as your own. at this stage you can expand the territory by asking open ended questions. Now comes a point when both the speaker and listener are equal players in problem analysis- not only because two heads are better than one but because people feel empowered when their ideas are solicited and taken on board. As a coach one can employee the following approach:
· About the Situation; here coaching should focus on the current situation so that you can help the employees to recognize the impact the issue at hand has on them, the rest of the team and the organization as a whole. Clarify the team members’ current situation and feelings. To achieve this, questions like, Help me understand the problem, How do you see the Situation, Help me see how this happened in the first place, Who are the people involved? must be asked and answered.
· About the Target; here the coach can apply the OSCAR coaching model. This coaching model begins with the end in mind. Here questions to ask and answer are: What is the ultimate Goal, What will this look like when it is Solved, How will you feel when this is no longer a Problem? The OSCAR model stands for OUTCOME, SITUATION, CHOICES, ACTIONS, REVIEW
· About the Proposal; What can be done about the situation, How can we reach the Target, What suggestions do you have?
By involving other people in pinpointing the causes of problems and identifying solutions will in fact increase their commitment to action plans and to their effectiveness in implementation stage.
4. Inspire Action
Inspiring action means unlocking a person’s energy to use their own wisdom to create solutions. The coach’s role is to ask questions to help an employee to generate a list of potential next steps from questions like; What don you think will work, How will you get started,
As the employee provides and generates practical ideas and suggestions, the coach’s task is to provide closure. The main role of the coach is to help the employee to evaluate their own ideas for improvement, and select ways to begin. Using the questioning techniques, the coach has to employees to define doable and near-term steps in their plans, then jointly determine how team members will reconnect to communicate the status of the problem.
By establishing defined next steps, along with check back dates and methods, the coach encourages team members to act with accountability in mind. For the coach, this essentially means that your team members must know; What is to happen, When it should happen, and their level of authority to carry out every action step. The five levels of authority are generally:
· Clear authority to act
· Act and inform immediately
· Recommend and get approval prior to action
· Ask what to do 
· Wait before taking action
As the team members define what they feel able to do, the coach’s role is to delegate the authority he wants to extend. Most importantly, the coach has to provide closure to every discussion by clarifying the level of authority so invested to team members. The adage; ‘’A PINCH OF SUGAR IS BETTER THAN A POUND OF SALT’’ applies here. Employees respond better when the coach acknowledges their success rather than what they are doing wrong.
Recognizing results must be an ongoing process. This principle calls upon the coach to clearly point out and highlight goals that have been achieved as well as those that are implied. 
The coach has to bear in mind that if an employee is working hard and putting their all effort, but not achieving results,/outcomes, coaching must then solidify the linkage. Outcomes are better understood to be goals in a workplace set-up. In simply terms, a goal identifies clearly defined expectations for success. In essence, it is that which we hope to accomplish or achieve. In some organizations, goals become a reflection of work duties as they are spelt out in the team member’s job description. The acronym S.M.A.R.T. goals can be used to direct coaching effort towards a desired end. This abbreviation states and stands for:
· SPECIFIC; Specific goals must answer; Who is responsible, What must be accomplished, What is the benefit of this goal.
· MEASURABLE; Whenever you set goals, it is very important to have clear criteria for measuring progress towards those goals. This helps the team to know if they are on track for reaching set milestones.
· ATTAINABLE; Goals that tend to set the bar way too high or unattainable create frustration and disengagement from the team members. Setting realistic goals that the team perceive as achievable creates a motivating environment for success.
· RELEVANT; The team needs to understand how their individual accomplishments and achievements impact on them, the team and the organization as a whole. This knowledge creates a level of commitment and pride in accomplishing the goals.
· TIME-BOUND; The most effective goals identify a timeframe that allows team members to know if they are on schedule.

The coach can employ expressions of encouragement like; If you do this way, then this is likely to occur. Once employees start to achieve the desired outcomes, the coach now has to start expressing sentiments of appreciation for a job well done. The preferable method is to link desired outcomes to positive rewards for team members as individuals, for their group achievements and for the organization as a whole.
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DESCRIPTION OF COURSE CONCEPTS
1. Coaching Fundamentals and Techniques
The literature for coaching has been dominated by writers offering adapted models and methods from parallel domains, predominately counselling. These approaches include cognitive behavioral coaching, solution focused, psychodynamic coaching, and motivational interviewing. In change management contexts, interventions include Appreciative Inquiry coaching. Workplace coaching has also witnessed new model developed by writers within the field and these include some such as GROW. It is important to note that so far, little work has been undertaken to critically review these coaching models and their efficacy. Within coaching, it is hard to identify exactly how many models are in use. However, almost 90% of coaching practice is based on a small number of models which I will briefly review here under.
· LISTENING: Listening in coaching is a powerful dynamic and yet a difficult act altogether. It goes beyond merely being silent, and not interfering with others’ ideas, suggestions and advice. It actually goes beyond ‘’being a mirror’’, a cold, hard, unfeeling, unblinking surface that supposedly captures the reality of someone else’s worldview. Listening is powerful because when it is done properly, it is the biggest gift we can give to another person. It is a gift of our own presence, and attention of mind, body and spirit. It is dynamic because it does not rest in silence, acceptance and unconditional positive regard; rather it starts there, but then it goes beyond into a distance, a dialogue, a core-creation of new insights, new thoughts, and new worldviews. Listening is difficult because it takes and comes with practice; years of attentive painful mistake-laden practice to find that place where we are fully present but not interfering. It is in those moments that we have truly engaged our most potent listening capabilities because we have started listening to ourselves fully, and pay attention to where our thoughts intervene. Listening here is defined as ‘’being fully engaged and aware’’ that we can offer the same courtesy to others. That we can understand where they end before we begin. What happens in that space between where neither any of us have tread yet, the space of connection, possibility and innovation. WHEN THIS FEELS LIKE A DIFFICULT BUT ULTIMATE REWARDING PLACE TO BE, THEN YOU ARE READY TO BE A COACH!! 

· QUESTIONS; A good coaching question must be ‘’precise’’. So precise in the sense that no words are wasted, superfluous, garrulous, ambiguous. There is no such thing as a ‘’best coaching question’’ one that could work in any situation, any dilemma or any coaching relationship. A great coaching question arises in the moment, and surprises the coach as well as the coachee. A truly great coaching question is heard even before the coach pronounces it out. It must be something that the coach has not used before must not be a recircled question but a killer question of the moment. The other thing that makes a great coaching question is the ‘’Intention’’. Unhelpful coaching intention is when one asks questions from their own curiosity rather to unlock something out of someone.

· FEEDBACK; Coaching is a relationship between coach and the coached, in the moment where one spins meaning out of their work life story and the other holds and occasionally adjusts the spinning wheel and notices the patterns emerging and determines how those patterns get shared. This is where feedback comes in. What might be a helpful way of offering feedback in coaching? The clue is in the word ‘’offering’’. There is a visceral difference between the act of giving, ‘’with its implications of forcing the other person to hold on to the gift that has been passed on’’, and the act of offering ‘’ which invites the other person to meet half-way to hold out and take the baton on, and choose what they want to do with it. The art of offering feedback includes the skills of lightness, non-righteousness and exploitation.


· TRUST; There is also a deeper meaning of ‘’trust’’. Like all coaching interventions, it starts with self-awareness. ‘’trust’’ in one-self as a coach. Trust that one will come up with the right tool, right question, at the right time. The one that will ‘’unlock’’ something in the client and effect lasting change. If as a coach you do not trust yourself, why should someone else do.

· MULTIPLICITY; The question to ask always is ‘’why is multiplicity so important in coaching?’’. In the technique ‘’feedback’’, I explored ways of offering different perspectives, i.e, not right, not wrong, not fixed, but just different. Acknowledging and using multiple perspectives is essential in developing coaching practice. Put in simply terms, multiplicity acknowledges that there are many sides to each story, many ways of looking at something, many ways of interpreting and judging reality. Accepting the role of multiplicity takes away the need felt by many to try and disapprove others’ points of view as a way of making one’s point of view relevant. Multiplicity also takes away the need to keep fruitlessly looking for ‘’the right way’’, ‘’the right tool’’, ‘’the right insight’’. They are all right as they may all be wrong. 


· CHOICES; In the same way that having, making and being accountable for own choices is the cornerstone of being human, helping others access the choices they have is the basic tenet of coaching. Not advise, not prescribe, not rescue, but ‘’show’’. Help someone see the broader vista around them so that they can make a meaningful choice for themselves. The fundamental principle of choice though difficult for some coaches includes whether to engage in the coaching relationship with a client or not. Overall, the ultimate choice the client has is whether to change, whether to do something about the less helpful aspects of their behavior, or worse still to continue acting in the same way they have done before.


· IMAGENARY; This is something that in other approaches can be termed ‘’clean’’ or ‘’person centered’’ it is as simply as staying in the client’s world view and thereafter operating from there. Listening to the client’s use of metaphors and language they use to describe their world and without asking for explanations, or correcting them but just staying in that frame of reference. 


· BOUNDARIES; This approach is easier simplified by illustration of a ‘’Venn diagram’’ relating practices of ‘’Counselling’’, ‘’Mentoring’’, and ‘’Coaching’’. Of the three, where does one stop and the other starts. How to avoid being drawn into the client’s history, ‘’which is counselling’’, or how never to give advice even if you know something that the client might not know, ‘’which is mentoring’’. With practice, coaches start discovering the secret doors in those Venn diagrams, the links and connections to different disciplines, and at that point, the boundaries just start being porous, open to the exchange of the relevant issues. You gradually start trusting your hunches and somehow know almost imperceptibly, which boundaries are a two-way street and which are brick walls. You start relaxing and being more fully present with the client, safe in the knowledge that both of you have all the resources you need to navigate which ever waters you may end up in. there are crucial boundaries in coaching which are worth keeping religiously. These are mostly boundaries of confidentiality. Coaches must always keep confidentiality protected with a barbed wired or a barbed comment.


· PRESENCE; In order to give others our presence, we must first be present ourselves. Be fully aware, attentive, acceptive, to one’s process of thought, emotion and energy. True presence accepts both the client and coach as being fallible human beings, beings who are bound to make mistakes, but ultimately stay connected and learning together. True presence accepts and acknowledges humility, complexity and non-linear path to development and growth. A path that at times is strewn with false starts, blind alleys and experiments gone wrong. A path that may not end where we would imagine we would be, but always ends exactly where we need to be.
OPINION AND ANALYSIS
This concept is relevant in that it gives the coach best tools to use during coaching sessions. It is my view and opinion that no one size fits all and as such a coach has to select the best techniques befitting the situation at hand.
APPLICATION OF THIS CONCEPT TO MY LIFE, WORK, AND COMMUNITY
As an HR practitioner, I find these techniques helpful especially for use in training sessions at my workplace. 
PERSONAL EXPERIENCE
I have applied these techniques during in-house training sessions for line managers and supervisors.
CASE EXAMPLE TO DEMONSTRATE THIS CONCEPT
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2. Goal setting and Performance management

The fundamental finding of goal setting, based on research, is that people given precise, achievable, demanding but reachable goals perform better than those given easy but vague or no goals at all. Moreover, individuals must have adequate ability, accept the goals, and get performance feedback.
Goals influence the behavior and performance of individuals, and that is a reason why goal setting is a technique highly used by most managers as a motivation tool for improving and maintaining high performance. Outlined below are some of the basic concepts as well as the major findings of the goal setting theory.

· Basic Concepts of Goal Setting Theory
Goal setting is fundamentally tied to task performance. Setting clear and difficult goals as well as providing relevant feedback, contribute to greater and better task performance. Essentially, goals indicate and instruct employees about what needs to be accomplished and how much effort is necessary to be expended. There are five significant elements that allow goal setting to function well. These are:
· Clarity; refers to a precise and quantifiable goal that can be achieved within a specified time period and set of goals.
· Challenge; refers to goals that can be accomplished at an acceptable level of difficulty, motivating individuals and organizations to strive for success. The more difficult is the goal, the better the result will be. 
· Commitment; refers to encouragement of individuals in an organization to work together in order to achieve their goals. It also helps to make them reachable. Commitment is all the more precisely overseen when the goal is more characterized or unambiguous. Subsequently, commitment starts diminishing when individuals have power over their presentation.  
· Feedback; provides insights into how successful goals are being accomplished. Besides organizations and individuals can adjust their goals based on the feedback that they get.
· Task complexity; by laying out methods and phases, task complexity makes achieving goals easier. 
Setting goals can be done by meticulously following all of the above guidelines and also ensuring that all targets take into consideration the principles. 
· Practical Use of the Theory in Goal Setting
The significant features of the goal setting theory are multiple. These are:
· Willingness to work towards a goal, which in itself must be clear, particular and difficult rather than vague, general and easy.
· Increased productivity and improved performance can only be achieved by unambiguous, measurable and clear goals supported by a deadline which will minimize any misunderstanding. 
· As the goal is more difficult, the challenge is higher and the enthusiasm is greater for reaching it, especially when one achieves their goals. This makes them feel proud, and triumphant, and prepared to take the next goal. 
· The better and more relevant the feedback is, the more influence it has to the employee’s behavior. Besides, feedback is characterized as a tool for establishing credibility, clarifies issues, and resolves goal conflicts. It also encourages people to be more involved in their work, which can lead to higher job satisfaction.
· It is not always ideal for employees to participate in goal setting. However, participation in goal setting at times makes goals more acceptable and encourages further engagement. 

· Performance Management:

· The Moderate Effect of Goal difficulty on Performance measurement System- to Managerial performance relationship
Performance measurement system is a system developed by an organization to periodically determine the operational effectiveness of the organization and its employees based on goals, standards and criteria established. The main purpose of performance measurement is to motivate the employees to achieve organizational goals and to comply with the standards of behavior that have been put in place in order to produce the action and the outcomes desired by the organization. With the performance measurement system, managerial performance can be improved as managers will be motivated to attain organization goals. In addition to performance measurement system, goal difficult will also affect the performance of managers. Goals tell the manager what to do and how much effort is required to accomplish the set goal. Goal difficulty strengthens the relationship between performance measurement system and managerial performance or in other words, goal difficulty moderates the relationship between performance measurement system and managerial performance. A specific and clear target will be more effective than a subjective goal or no goal setting at all.
· The Moderate Effect of Goal Participative on Performance Measurement system-to Managerial Performance relationship
Though performance management systems will motivate managers to achieve organizational goals, and comply with behavioral standards that have been set so that it will improve the managerial performance, their involvement is crucial. The managerial performance is also influenced by the level of participation of managers in setting of targets to be achieved. Participation is the process by which employees are involved in the organization’s activities, both mentally and physically. Participation is generally intended to give employees an opportunity to make contributions to solve a problem. Participation that is successfully implemented will provide several benefits amongst which are a positive influence on the initiative, produces a better plan following the combination of knowledge diversity. It also enhances inter-departmental commitment. Participation in the process of setting the goals or objectives will provide explicit knowledge to the managers to direct their efforts, so as to help clarify their tasks to the subordinates. In turn subordinates are afforded the chance to communicate their own views as collaboration to strengthen their understanding of the task at hand. Participation also creates a feeling of responsibility and answerability. 

· The Moderate Effect of Goal Commitment on Performance Measurement System to Managerial Performance relationship
Managerial performance is also influenced by the extent of the manager’s commitment to achieve set goals. In general, commitment can be described as an agreement between the employee and the organization, wherein the employee undertakes to carry out duties given to them. Commitment is a condition that involves employee loyalty embodied in the organization to which they work. Commitment to the target or goal commitment shows the extent to which the determination, effort and persistence of managers from time to time in achieving set goals. Goal commitment is an important factor in understanding the relationship between targets and performance. The higher the commitment to goals or objectives, the higher the resultant performance. An employee’s commitment can be seen on wanting to work better, harder, willing to provide and contribute ideas and best solutions to achieve the goals. When managers and their subordinates clearly understand what is going on in their organization and the reasons of doing that, they then feel that they are part of the organization, they get committed to work even harder to see attainment of goals. In a nutshell, the performance measurement system within an organization will affect managerial performance stronger when the manager is committed and seeks ways to achieve set goals. 
OPINION AND ANALYSIS
Without properly articulated goals, employees are bound to perform below acceptable standards. It will always be difficult to achieve desired productivity levels if the organization works without known goals for its employees. Even motivation and reward management will be a nightmare since value add by individuals cannot be measurable. In a nutshell an organization that blindly operates without set goals is like a ship navigating without a compass.
APPLICATION OF THIS CONCEPT TO MY LIFE, WORK, AND COMMUNITY
This concept is a very important tool for use in almost the entire organization. Goals help ensure that departmental targets are met timeously and expeditiously. 

PERSONAL EXPERIENCE
I have used this concept mainly when conducting performance appraisals for all the departments. I have also used this concept in determining success or failure of an employee who has been placed on probation having been newly engaged. Again, this concept comes handy when drawing up job descriptions for employees and also when updating the already existing ones.

CASE EXAMPLE TO DEMONSTRATE THIS CONCEPT
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3. Developing coaching plans for employees

Proper employee development planning will ensure that managers have the right people with the right knowledge, skills and abilities in place to achieve the goals of the organization. This can be attained by applying the following steps;

· Establishing SMART Goals

SMART Goals represent goals that are Specific, Measurable, Achievable, Relevant and Time-bound. Outlining goals in this way ensures that employees have a clear roadmap for how to achieve success. SMART goals should also tie to the broader departmental and organizational goals. Linking individual goals to the broader goals of the organization helps the employees to realize and understand how their work and development contributes to the bigger picture. The flow of goals should run from individual to departmental to strategic up to organizational MISSION.

· Creating a Development Plan
An employee development plan outlines the path necessary to accomplish the established goal. Development plans address performance and knowledge gaps as well as provide stretch assignments or special projects aimed at advancing an employee’s current abilities. Like the goal, a plan needs to be specific and provide time-lines.

· Coaching Employees Through Check-Ins
Managers can keep their employees engaged and motivated on achieving their goals and successfully performing through effective coaching. Coaching when done often and well, assists employee development, bolsters confidence, and improves morale. Coaching must be a continuous process between the manager and the employees. Managers must always be on the look out and identify opportunities for improvements, provide feedback and guidance while monitoring progress. Managers can make use of the GROW model which stands for, Goal, Reality, Obstacles and Options, Will. The GROW model aligns with the use of SMART goals. It assumes that a SMART goal is established with the employee. Once the goal is set and a development plan established, managers and employees must meet through out the year to conduct check-ins that review the reality of current situation, any obstacles impeding progress, outline options for moving forward, and ensure that the employee is willing and able to achieve the goal and expectations of their jobs. The frequency of employee check-ins is dependent upon the goal. Prior to meeting with an employee, managers must first review the outlined goals, developmental plan, and any notes from prior conversations. Managers should also note the employee’s current performance and determine what appropriate feedback should be given to keep the employee motivated and on track towards achieving their goal.

· Evaluating Employee Performance
Evaluating employee performance is much easier when both the manager and employee are clear about the goals, agree on a plan, and check-in throughout the year to discuss progress. The development plan and completed check-ins are great forms of evidence that managers and employees can use when evaluating performance.

OPINION AND ANALYSIS
Planning for employee development is like keeping your vehicle timeously serviced. While this has an advantage of keeping the manager and employee relationship in check towards goal achievement, it also has an advantage of cultivating commitment from both parties. Employee development benefits both the employee, the manager as well as the organization. The employee’s CV gets improved, the manager get recognition while the organization gets improved performance and productivity as well.

APPLICATION OF THIS CONCEPT TO MY LIFE, WORK, AND COMMUNITY

In my organization I have seen improved workmanship amongst employees through departmental involvement. Managers have also enjoyed relaxed supervision visits because employees have been assisted to accept and attain goals with minimal supervision or non-at all.
PERSONAL EXPERIENCE
As an HR practitioner, it has been my duty to coach the coach on how to develop coaching plans for their respective departments. I have also assisted managers in the whole process of SMART goal setting and GROW model application.
CASE EXAMPLE TO DEMONSTRATE THIS CONCEPT
This Photo by Unknown Author is licensed under CC BY-NC-ND



4. Feedback and Communication skills in coaching

Performance management advocates that effective performance of employees must not be left to chance, with the assumption that given time, it will ‘’just happen’’ and be alright. Performance management stresses isolating behaviors that need improvement and targeting skills for development. Managers need to provide a climate that enables employees with the opportunity to be ‘’their best’’. This includes establishing a work setting that creates a motivational environment for employees to perform at their maximum potential.
An effective performance appraisal system must not have surprises for employees when the manager formally judges their performance at designated times-‘’summative appraisal’’. In addition to summative appraisals, employees must have formative or ongoing performance feedback from the manager throughout the appraisal cycle. When this feedback indicates that the employee’s performance has not met expectations, the manager has to provide the coaching necessary to help the employee close the performance gap between what is presently taking place and what needs to happen.
The manager needs to utilize face-to-face communication with employees throughout the appraisal process. Communication represents an extremely important human element of the employee’s performance appraisal experience because, if information between the manager and employee cannot be meaningfully exchanged, the appraisal process is highly likely to falter. Effective communication is the process of transferring information and understanding from the manager to the employee and vice-versa. Two way communication works best in ‘’checking for understanding’’ to ensure that the manager and employee have a common interpretation of the key elements being discussed. Verbal and nonverbal skills play an important role in effective communication and establishing a common understanding. Effective verbal communication is more than merely words. Pitch and tone, the context in which a statement is made, and silence are good examples of variables involved in meaningful verbal communication. Attending, Reflecting, Exploring, Self-disclosing, and Acceptance are some of the essential verbal skills needed by managers.
After communication there comes the crucial role of giving and receiving feedback. Feedback prompts change in those being appraised. In the context of looking into the future of performance appraisal, managers need to give employees ‘’as much feedback as possible about how they are doing their jobs’’. Feedback is the activity of providing information to employees about how their performance is meeting expectations. Feedback answers the question from the employee’s perspective. It answers the employee’s question ‘’ How am I doing?’’
Performance expectations must be clear to the employee. Clarification of expectations is often done through reviewing the job description. Expectation serves as reference points against which managers measures performance. Information and data specific to expectations must be collected and analyzed before a manger can give feedback to an employee. Good data that matter is crucial to modern appraisal systems. Effective feedback to employees especially that linked to job targets, will improve performance and likely to lead to increased productivity and employee satisfaction. 
It is important to remember that the vast majority of feedback given to employees by managers is likely to be positive and serve to reinforce employee’s performance. On the other-hand though, if negative feedback is delivered appropriately, employees usually welcome it. Some points to note when managers give feedback are:
· It should respect the dignity and opinion of employees.
· It should encourage self-evaluation/ reflection by the employee
· It should be viewed from the perspective of something that is ‘’received’’ as opposed to ‘’given’’
· It should be given based on determination of performance in relationship to expectation.
· It should challenge and motivate the employee to invest effort and ownership in the situation.
· It should not be given when the manager or the employee is upset or frustrated.
· It should be specific and exhibit a trusting climate.
· It should focus on behaviors and not personalities
· It should be given in relationship to an expectation or a related task.
· It should demonstrate interest towards the employee
When feedback indicates that performance is not meeting what is expected, coaching is required to help the employee make the changes necessary to meet expectations. This approach is called performance coaching because it is specific and focuses on the present situation and the job.
OPINION AND ANALYSIS
Communication and feedback are a cornerstone for all departments if the entire organizational goals and targets are to be met. Feedback helps the manager to stay in touch with both their subordinates and departmental expectations. More importantly, communication and feedback help employees to take ownership of deliverance of expectations. 
APPLICATION OF THIS CONCEPT TO MY LIFE, WORK, AND COMMUNITY
When conducting target-based bonuses, our organization has encouraged managers to foster strong communication and feedback lines with their employees. This is ideal to ensure that their departments are clear with their expectations so that they can achieve targets and benefit from the monthly target-based bonus.  

PERSONAL EXPERIENCE
As an HR practitioner, I am almost daily involved in assisting managers to identify performance gaps from their employees. Where coaching stands out as the remedy to such deficiency, I help the manager with the designing of the employee developmental plan. Specific areas of improvement are shared with the affected employee who is also appropriately advised of the course of action to be taken as a wat to help them cope with their work.
CASE EXAMPLE TO DEMONSTRATE THIS CONCEPT
This Photo by Unknown Author is licensed under CC BY

CONCLUSION
It is important to understand that there is no right or wrong answer and that different people have different backgrounds and experiences, different values and expectations so rather than judging them, a coach needs to learn how to cope with them and how to deal with them. Sometimes when there is a perceived weakness in a person, a coach can use that weakness to create a success strength. For example, if you are dealing with a person that changes their mind all the time, rather than looking into this as a disadvantage for the person, why not look at it from the perspective that this person is creative.
The value of coaching should achieve encouragement of employees to take action and increase personal performance by coming up with effective problem-solving skills as well as influencing others. In addition, coaching provides a lower cost benefit ratio compared to other developmental approaches. Coaching is also results focused, builds personal commitment to learning, personal development and above all it helps to improve team building and involvement, engagement and motivation. Coaching can also be viewed as a conduit to help people to cope with transition and manage anxiety created by increased complexity and uncertainty in the busy corporate world. A manager has to wear different but appropriate hat when training, coaching, mentoring or managing. It is therefore imperative for a coach to establish absolute clarity about coaching expectations and results. To better support employees during coaching sessions, employees must distinguish when you are in a coaching mode so that you would not be providing them the answers and solutions as you would do when you are wearing the manager hat.
Below is an illustration of the Johari Window Model. Using tools such as the Skill and Will Matrix or the Johari Window allows you to identify when your employees would benefit from either performance or development coaching, training, or being managed closely. It is always important to remember that not everyone needs coaching. Managers have to bear in mind as well that coaching alone is not enough to enable your employees to attain their full potential. A blended approach to learning and development is necessary so that you can constantly judge what is suitable for each employee at a particular time so that you give them the appropriate level of support.
Let all remember and never forget that there is no one way of doing things.

This Photo by Unknown Author is licensed under CC BY
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