
Module 4- Day 1



Reflection:

• What would make today 
great?

• What are 3 things you 
are grateful for?



Breakouts



5 MINUTE JOURNAL

What would make today great?
I am grateful for…

3 Amazing things that happened today…



Reasons for Coaching

● Professional & Personal Growth

● Assessment Debrief



Assessment Debrief 

● One & Done

● Multiple Sessions

● Using assessment as tool to support 

coaching engagement



Guide to Debrief



Coaching for GROWTH (entire engagement)



Coaching for GROWTH :  ICF Competencies

o Partners with the client to identify or reconfirm what they 

want to accomplish in coaching 

o Asks what makes achieving this goal important to the 

client

o Partners with the client to define what the client believes 

they need to address or resolve to achieve what they want 

to accomplish during coaching engagement

o Partners with the client to define or reconfirm measures of 

success for what the client wants to accomplish in the 

coaching engagement



Coaching for GROWTH:  No Clear Goals

● Can use assessments to illuminate 

data that can help client identify

● Can use questions or feedback 

from others to help client define 

areas

● Can use other tools to narrow 

focus



Coaching for GROWTH (entire engagement)

o Partners with the client to identify or reconfirm what they 

want to accomplish in coaching 

o Asks what makes achieving this goal important to the 

client

o Partners with the client to define what the client believes 

they need to address or resolve to achieve what they want 

to accomplish during coaching engagement

o Partners with the client to define or reconfirm measures of 

success for what the client wants to accomplish in the 

coaching engagement





Wheel of Life

Rank your level of 
satisfaction with each area 
of your life by drawing a 
curved line across each 
segment.

The closer to the center 
your line (very 
dissatisfied)and outer rim 
(fully satisfied).



Wheel of Life



Wheel of Life



Breakouts



Coaching for GROWTH (entire engagement)

o Partners with the client to identify or reconfirm what they 

want to accomplish in coaching 

o Asks what makes achieving this goal important to the 

client

o Partners with the client to define what the client believes 

they need to address or resolve to achieve what they want 

to accomplish during coaching engagement

o Partners with the client to define or reconfirm measures of 

success for what the client wants to accomplish in the 

coaching engagement



Coaching for GROWTH:  Common Client Goals

● Managing Change

● Communication

● Stress Management

● Conflict Management

● Succession Planning

● New Role Transition

● Decision Making

● Work/Life Balance



Coaching for GROWTH:  Common Goals

Hi Bob, Harris, and Jenifer – Sorry for the delay in connecting you all. Per below, we have paid the 
invoice to initiate coaching between Jenifer Sanders and Bob Smith. As a reminder, here is what Bob 
had originally identified as goals: 

Coaching goals:
1. Primarily I’d like to better hone emotional intelligence. I’m self-aware enough to know that, at 

times, I can fall prey to myself and not articulate as well because of that failure to disconnect.

2.  Secondarily, I could use some work on human connections such as handling those who may be 
naturally averse to my personality type.

Jenifer and Bob, hoping that you will take it from you to connect! Please let me know if anything else is 
needed to initiate the coaching relationship. Otherwise, I do not need to be included in any emails, 
unless there is a challenge that needs my attention. 



Coaching for GROWTH:  Common Goals



Coaching for GROWTH:  Common Goals 



Coaching for GROWTH (entire engagement)

o Partners with the client to identify or reconfirm what they 

want to accomplish in coaching 

o Asks what makes achieving this goal important to the 

client

o Partners with the client to define what the client believes 

they need to address or resolve to achieve what they want 

to accomplish during coaching engagement

o Partners with the client to define or reconfirm measures of 

success for what the client wants to accomplish in the 

coaching engagement



Engagement Design Phase



Getting to the ROOT(s)



Getting to the ROOT



7 Whys (Whats)





Understanding why you feel what
you feel

To fully understand the what, we must get to the why.  Then the 
HOW.



Be curious.  Be honest.  Peel back the onion.



Are there 
other forces 
shaping how I 
feel?  



Are there any other 
explanations for 
what I am feeling?  



If someone shared this “why” with me, would I see it differently?



Where may this emotion be rooted?



What does this say about ME?



Treat others how THEY want to be treated



I’m not here to be right, 
I am here to get it right
~ Brene Brown



Breakouts



Coaching for GROWTH:  Common Client Goals

● Managing Change

● Communication

● Stress Management

● Conflict Management

● Succession Planning

● New Role Transition

● Decision Making

● Work/Life Balance



Overarching Coaching Engagement

o Partners with the client to identify or reconfirm what they want to 

accomplish in coaching 

o Asks what makes achieving this goal important to the client

o Partners with the client to define what the client believes they need 

to address or resolve to achieve what they want to accomplish 

during coaching engagement

o Partners with the client to define or reconfirm measures of success 

for what the client wants to accomplish in the coaching engagement



BREAKOUTS: Overarching Coaching Engagement

o Partners with the client to identify or reconfirm what they want to 

accomplish in coaching 

o Asks what makes achieving this goal important to the client

o Partners with the client to define what the client believes they need to 

address or resolve to achieve what they want to accomplish during 

coaching engagement

o Partners with the client to define or reconfirm measures of success for 

what the client wants to accomplish in the coaching engagement



Coaching for GROWTH (each coaching session)

o Partners with the client to identify or reconfirm what they want to 

accomplish in coaching SESSION

o Asks what makes achieving this goal important to the client 

o Partners with the client to define what the client believes they need to 

address or resolve to achieve what they want to accomplish during 

coaching SESSION (how does it align with overarching goal?)

o Partners with the client to define or reconfirm measures of success for 

what the client wants to accomplish in the coaching SESSION (how does 

that align with overarching goal?)



Coaching for GROWTH (each coaching session)



Engagement Design Phase



Coaching for GROWTH (each coaching session)

o Partners with the client to identify or reconfirm what they want to 

accomplish in coaching SESSION

o Asks what makes achieving this goal important to the client 

o Partners with the client to define what the client believes they need to 

address or resolve to achieve what they want to accomplish during 

coaching SESSION (how does it align with overarching goal?)

o Partners with the client to define or reconfirm measures of success for 

what the client wants to accomplish in the coaching SESSION (how does 

that align with overarching goal?)





Arc of a 
Coaching 
Session

The Beginning

Review (if applicable)

Initial Goal

The Middle

Reality Testing

Reset Goal (if applicable)

The End

Action

Results (if applicable)

• Client lays out challenge or 

what he/she would like to 

explore during session.

• Coach begins to narrow 

scope by being curious, 

listening, asking powerful 

questions:

➢What is desired outcome?

➢What is at the root-level?

➢How might success be 

measured?

➢What needs to be 

addressed in order to 

achieve the 

outcome/goal?

• Coach continues to narrow 

topic and ensures clarity 

around topic by reflecting 

to client agreed upon 

areas of discussion for 

session.

• Coach checks in with client 

½ way to see what client is 

taking away/learning so 

far.

• Coach checks in with client 

to ensure session is going 

in right direction or if 

session goal needs to be 

reset.

• Coach checks in with client to ask 

for reflection:  What are you 

taking away from today?  How 

does that align with your goal?

• Coach helps client identify and 

define next steps from 

reflections.

• Coach helps clients identify what 

support or resources they might 

need to move forward. 

• Coach ask client to determine the 

commitment he/she is going to 

make.



Module 4- Day 2



IN THE LAST WEEK

exciting or fun
good / positive

you are proud of
made you smile or laugh



Getting Stuck in the Negatives



LEADING CHANGE

• Think of a someone you believe is effective at leading change 

• Write down three attributes, characteristics, qualities on why you believe that 

person is successful in the change space.

Intellect Job Specific 
Expertise

Other





WHY?



• Present a right or wrong, “better” or “worse” change style

• Measure level of competence at initiating and managing change

• Offer an explanation of preferred style of initiating and dealing with change

• Describe three change style preferences that are more personality influenced than 
situationally influenced

• Create an appreciation for change-style diversity

CSI DOES:

CSI DOES NOT:

CHANGE STYLE INDICATOR (CSI) 

WWW.OKA-ONLINE.COM 53

HOW 
MUCH?

& 

HOW 
OFTEN?



Change is 
best when 
it is 
targeted 
and 
incremental

INTENSITY OF CHANGE

Extensive 
and 

fundamental 
change is 

good
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Change is 
best when 
it is 
occasional

RATE OF CHANGE

Constant 
change is 

good

WWW.OKA-ONLINE.COM 55



CONSERVER

Accept the                                            
structure

Prefer change 
that is 
incremental & 
occasional 

CHANGE STYLES

ORIGINATOR

Challenge the 
structure

Prefer change 
that is quick & 

expansive

PRAGMATIST

Explore the 
structure

Prefer change 
that is 
functional &  
practical
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CSI CONTINUUM
Where do you think you are?
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CSI Reports

• Explore your Change Style 
Indicator Report

•Page 4 is the only page with 
personalized data
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CSI 
Style Profiles 
Pitfalls & Tips

CSI Pages 5-7

WWW.OKA-ONLINE.COM 60



Which Style best fits?

WWW.OKA-ONLINE.COM 61





Change Discussion

DISCUSS AND SHARE IN CHANGE STYLE GROUPS

•When change is good and effective, what does it look 
and sound like?

• What scares and/or irritates me about change?

WWW.OKA-ONLINE.COM 63



Change Styles Challenge:  Understanding each Style

Conserver Pragmatist Originator



CONSERVER PRAGMATIST ORIGINATOR

Why don’t we just think about it for awhile? I can see both sides to the issue.  Is there a 
compromise?

Just think of the possibilities!

Let’s take it slowly. Let’s be flexible and consider 
options, but not pull the trigger 
too quickly.

Let’s just DO it!

We may need to fix ‘this’, but let’s  leave the rest as 
it is.

What changes make the most 
sense?

We can think about the details later.

Why change it? What are the pros & cons to 
changing it?

Why NOT change it?



Making Connections



Individual Awareness

SO WHAT, NOW WHAT?

Conflict Management 

Planning New Initiatives



Assessing Situational Appropriateness of Change Styles

TIME?

RESOURCES?

CLIENT’S PREFERENCE?



Communicating Change---HOW WOULD THAT SOUND???

Conservers Pragmatists Originators

❑ Know the details.

❑ Don’t start by presenting the 
big picture.

❑ Pick one angle and build 
from there.

❑ Present a minimum of 
information and ask what 
else is needed.

❑ Let them guide you with 
what they need to know.

❑ Ask about anticipated 
obstacles.

❑ Speak in terms of

outcomes.

❑ Talk about the

consequences.

❑ Ask for

recommendations.

❑ Talk about timelines.

❑ Ask who’s input is

needed.

❑ Think in the future.

❑ Ask what they would like

to see happen.

❑ Ask for ideas.

❑ Ask what’s effective in
the current system
(status quo) that they
would not want to
change.

❑ Talk about the
connection between the
change and future
effectiveness.

❑ Give details as they are
requested.



Moving through 
CHANGE



Moving through 
CHANGE



CHANGE NAVIGATOR

Change Navigator © 2013, 2015 Discovery Learning International – All rights reserved.





Moving through Change



First: Complete the Worksheet on page 2 (5 min.) 

1. Briefly describe a change you currently are 

experiencing

2. List 4 things - facts - you know or think you 

know about this situation (impacts, 

opportunities, challenges, stakeholders, 

resources, timelines etc.)  

3. List 3 feelings you associate with this change 

4. Briefly share with your partner the feelings you 

are associating with a change.  (5 min. each)

Completing the Change Navigator

Change Navigator © 2013, 2015 Discovery Learning International – All rights reserved.



Completing the Change Navigator

First

1. Briefly describe a change you currently are experiencing

2. List 4 things - facts - you know or think you know about this 

situation (impacts, opportunities, challenges, stakeholders, 

resources, timelines etc.)  

3. List 3 feelings you associate with this change 

Next (Change Navigator Assessment - Insert) 

▪ Based on how you really think and feel about this change 

(not what you believe you should think or feel) 

▪ Distribute 5 points among the 4 descriptions in each row –

Example: 

Irrelevant 0 Tired 4 Optimistic 1 Realistic 0

Change Navigator © 2013, 2015 Discovery Learning International – All rights reserved.



= 60

Finally

Total the points 

in each shape 

and record at 

bottom in the 

corresponding 

shape 

Completing the Change Navigator

Change Navigator © 2013, 2015 Discovery Learning International – All rights reserved.
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Page 3

Change Navigator © 2013, 2015 Discovery Learning International – All rights reserved.



Moving through Change



Information is critical

Build understanding of 

the change—what is and 

isn’t changing

Emotions can be intense

Give Support

Patience is critical

Encourage exploration 

& learning—pros/cons

Stay connected

Honesty is critical

Build the new reality

Learning is still expected

Accountability and clarity

Build new skills, behaviors, 

norms

Moving through Change

WWW.OKA-ONLINE.COM



Source:  McKinsey Quarterly 

Purpose

Enthusiasm

Optimism

Confidence

Emotions That 

Lead to Resistance

Anxiety

Confusion

Frustration

Fatigue

Resistance or Resiliency

Emotions that Lead 

to Resilience

Change Navigator © 2013, 2015 Discovery Learning International – All rights reserved.



Proximity to Change 

Change Navigator © 2013, 2015 Discovery Learning International – All rights reserved.



Making SHIFT Happen:
From Powerless to Powerful



In breakouts, please share:

• What is your biggest source of inspiration at work?
• Who or what project is the biggest thorn 

in your side at work?



Where are you?

• Doing your taxes

• Snow

• The person in line ahead of you at starbucks paid for your latte

• Learning something new that adds to your skillset

• Working out

• Singing Karaoke in public 



How does this work for me? Against me?

Above the Line Below the Line

Advantages • Fuels Growth
• Breeds connection
• Fosters alignment between ”who” 

and “what”

• Quick boost of energy
• Ensure a “win”
• I don’t have to take responsibility

Disadvantages • Can dismiss our own feelings or 
feelings of others

• Can be seen as “aloof” or 
disconnected

• Can be selfish and destructive; 
only think of self

• Shuts down empathy and 
connection



The Drama Triangle

● First described by psychologist Stephen Karpman in the 1960’s
○ Also referred to as the victim triangle.

● Illustrates 3 roles: victim, rescuer and persecutor. 
● Demonstrates how people take on dysfunctional roles to 

address conflict (inner and outer).
● Sometimes a person can play 2 of these, or all of them, 

depending on the dynamics of the relationship.
● We cast others or even situations in the unoccupied roles.
● Stepping into any/all of these roles drains our energy. 



“Until you make the unconscious 
conscious, it will rule your life and you will 
call it Fate.”

~Carl Jung



Rescuer

Persecutor

Victim

Drama 
Triangle

“To Me”



Habits, Patterns, and Stress



For each question, identify:

• What would you hear your client’s say? 
What kind of statements might they 
make? 

• How might they feel? 
• What would they do?



Victim
• Powerless at the mercy of, feels trapped, helpless, hopeless

• Avoids taking responsibility for because they don’t think they have the power to 

change it. “why bother, it won’t matter anyway”

• Focuses on the problem

• Waiting for someone else to fix the situation

• Focuses on what isn’t working and what they don’t want

• Believes it to be easier to disengage, complain or give up

Motto: “Poor me!”

Hear…
I can’t
They did this to me…
It’s not my fault..
This is impossible..
How did I get here?
It’s not my fault
“but…”
It won’t make a difference

Do…
Inaction
Physically look defeated
Look down, no eye contact
Closed off-body language
Head down
AVOID
Rolling eyes
Dismissive
Cry
Soft or loud voice
Deflecting/dismissive 
Defensive 

Feel..
Powerlessness
Weak  
Insecure
Defeated
Helpless
Dejected
Resentful
Apathetic 
Spent
Drained
Anger
Overwhelm
Confusion



Persecutor 
• Fears being powerless, aka a victim

• Find fault, critical of behavior and use that “evidence” to blame victim 

• Uses blame, defensiveness to be “right”

• Uncomfortable with ambiguity or uncertainty 

• Dominates time and energy of a victim

*Persecutor can be a person but also a situation such as a health condition, accident, change in work 

process, etc. Lack of time and money are also two common persecutors for clients

Motto: “It’s all your fault!!”

Hear…
This person did that
This is your fault
I showed them the right way 
and they didn’t do it.
You don’t understand
I’ve got it don’t worry about it
You promised
Try harder

Feel…
Opportunistic
Anger
Entitled
Trivializing
Disappointed
Powerful
Insecure (and hiding it)
Frustration

Do..
Finger pointing 
Raising voice
Talking over
Disregard for others
Pleads the 5th

Ignores social cues
Stealthy
Manipulative 
Lean forward
Puffy back
Silverback



Rescuer 
• Helps by intervening into the dynamics of victim and persecutor when there is perceived harm

• Shadow is wanting to be valued for helping others

• Focuses on pain of others, not their own

• Loves being heroic problem solver and care taker

• Continuously focused on what others need

Motto: “It’s my job to help you!”

Hear…
I’m taking over
I can handle it all
Let me do it
It’s not your fault
I’ll fix it
Leave it to me
Let me help you

Feel..
Wants to feel needed
Superior
Burdened
Martyr
Wholesomeness
Responsible 
Righteousness
Resentful 
Annoyance
Superiority 

Do…
Taking over
Performing
Protecting
Action 
Takes on responsibility that 
isn’t theirs to take





What does the opposite of 
victim look like?



Coach

Challenger

Creator

The 
Empowerment 

Triangle

“By Me”



Visioning Activity



Dynamic Tension



Coach

Challenger

Creator

The 
Empowerment 

Triangle

“By Me”



Creator
(former victim)

• Outcome focused

• Passion powered (in the flow)

• Pulled by a vision

• Focuses on what inspires them and what they do want

• Takes generative action, one step at a time

• Still experiences anxiety at times, but learns to move forward



Challenger
(former persecutor)

• Consciously builds others up

• Encourages learning and growth, despite difficult situations

• “truth teller” in service to outcomes and co-creates with whom they interact 

(creators)

• Provokes action

• Can be compassionate or confrontational (or both)

• Points towards opportunities for growth

• Constructive challengers are aware of what they are doing



Coach
(former rescuer)

• Sees the creator’s essence and sees them as ultimately resourceful and resilient

• Non-attached to outcomes

• Uses curiosity, listening, and inquiring to support others discover what is best 

for themselves

Discussion question: In the short time you’ve been coaching, how has it allowed 

you to different impact the people in your life?



Coaching Approaches



Below the Line 

(drama triangle)

Above the Line

(empowerment triangle)

Attention • What you don’t want

• Think/speak problems

• What you do want

• Envisions outcome

Intention • Get rid of problems • Focuses on outcomes

Results • Immediate/Short term

• Reactive

• Transformative/Long 

term

• Responsive 



Moving through 
CHANGE
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