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Firstly we wanted to thank you for the energy and enthusiasm that you all put into the day 
that we spent together.  Developing others as leaders and coaches is some of the most 
rewarding work, and your input on the day certainly proved that true once again. 

Here are the various extra resources we promised to send on. There are also some pictures 
of the various flipcharts we created together during the two days.  

Our suggestion is that you don’t simply flick through them and think ‘Oh yes. I remember that, 
but that you pause on each and ask yourself a few questions such as… 

 “What was the key learning happening at this moment?” 

“What stories what I use to bring this to life” 

“How did I feel during that session?  

 “What do I think is key about this?” 
 
 

We really hope that you found the workshop and this set down pack useful. 

If any of us  can be of any further service to you then please just get in touch. 

Ben, Steph and Emma 
  

Introduction 



Outcomes and Roadmap 
  

To prompt your reflection of the day we have included the Outcomes for the programme and the Roadmap that shows where we 
invested our time.   

  



Leadership, Management and Coaching 
  

Through the check-in questions, exploring the leadership styles spectrum and laying the 
coaching/mentoring spectrum over this, we highlighted a number of key points. 
 
The best managers inspire us, allow us to make our own decisions, find our own solutions whilst 
giving us the freedom and autonomy to act.  This is very close to what a democratic or 
inspirational leader does.  So, in adopting a coaching style, we are becoming leaders. 
 
Coaching isn’t always the right thing to do just as leading more democratically isn’t.  They are 
both situational and we will flex between the two as the situation, circumstances and individual’s 
needs dictate. 
 
However, adopting more of a coaching style into how we lead and manage, more of the time, will 
have a huge impact on the morale and productivity of those we lead. 
 
Key Points: 
 
1.  Whether you coach or mentor is not important.  Being of service to your team is 

 the most important thing. 
2.  Adopting a coaching style into how we lead and manage is more inspiring – and 

 that is what followers say they want. 
3.  Democratic leadership isn’t always right, nor is autocratic leadership always right. 



Leadership, Management and Coaching 
  

Coaching is about helping those in your team to become more 
effective. It is about improving their performance, it’s about solutions 
and it is about giving them the capability to do their job in the 
moment.  
  
In this respect it is also about the future and a development journey 
that you can take with your team.  At it’s most fundamental level 
coaching is about supporting and involving them in the process and 
investing your time in their development. 
  
Having looked at the definitions we can start to see the similarities 
and parallels between leadership and coaching.  Both are about the 
future, they are solutions focused, about making things better, moving 
forwards and inspiring others to act. 
  
  
 “Leadership is unlocking people’s potential to be better” 
  

Bill Bradley 



Leadership, Management and the Coaching Link 
  Ben shared the Research by Jim Kouzes and Barry Posner with you around the top four things 

that followers want from leaders.  This is key because as leaders in the future we will not have all 
of the answers and followers want to be inspired – which is what coaching helps with and does. 
  
Here are some reflective questions to help you self-audit your leadership behavior’s? 
  
1. Honesty or Congruence 
Do your people know what to expect of you and do your actions match your words?  Take the 
“Ronseal Test” – are you clear about what’s on your tin and do you do what you say you will? 
  
2. Forward Facing 
Are you talking more about the future than the past? 
  
3. Inspiring 
Are you an energiser or a drain? Do you leave everyone you meet with more energy than when 
you met them? 
  
4. Competent – as a leader 
Are you investing in your development as a leader and demonstrating this to your people? 
  
If you want to know more the book is called 
“The Leadership Challenge’ and the website is at www.theleadershipchallenge.com 
 



The GROW Model 
  

The GROW model is perhaps the best and simplest coaching model to 
use in your early sessions.  There have been many claims to authorship 
of GROW as a way of achieving goals and solving problems. While no 
one person can be clearly identified as the originator of the model, 
Graham Alexander, Alan Fine, Sir John Whitmore, who are well known in 
the world of coaching, made significant contributions. 
  
The key to making the most of the model comes from having an 
understanding that it is there as a framework to support our sessions, 
not dictate how they unfold.  
 
It is not a linear process to take our colleagues through whereby we at 
arrive at “Will” and conclude we’ve successfully coached them!   
  
 



The GROW Model 
    

Remember the analogy of the butterfly – if we hold it too loosely it will fly away but hold onto it 
too tightly and we’ll crush it. 
  
Issue  Understand the issue - What is the challenge of issue that you colleague wants to work 

 on. 
  
Goal  Identify the Goal - What is it that they want to achieve or change? Does it need 

 braking down  into smaller goals? 
  
Reality  Explore the current Reality - Ask your team ember to describe the current reality – 

 what does the situation look like now?   What have they done to get them this far? 
  
Options  Explore the Options - Brainstorm all of the possible options to move them forwards. - 

 Explore these options and help your team member decide on the best options for 
 them. 

  
Will  Establish the Will or Commitment - Help your team member to commit to these 

 actions. Check to see what support they need to follow through on the options they 
 identified. 

 



The Power of Language 

As leaders, mangers and coaches we can often underestimate the power of language and the words that we use.  This is why we included the very 
short coaching exercise where we asked you to use both negative (or non-useful) language and then much positive (or more useful) words.   
  
 

The other powerful lesson that came from this exercise is what it felt like for those being coached when they sensed they were being forced 
through a process.  Much like if we stick too rigidly to the GROW model. 



The Listening Pyramid and Active Listening 

We explored the Listening Pyramid and how the average listener’s focus tends 
to be on them, as opposed to the person they are with. 
 
Good listeners move beyond this and employ the techniques of Active Listening.  
They will summarise, paraphrase, give verbal and non-verbal affirmations to 
show that they are listening.  Whilst this is undoubtedly better than the average 
listener, their focus is still largely on them. 
 
Excellent listeners tune into the meaning, concerns and assumptions that sit 
behind what they are hearing.  In doing this they seek to check and clarify what 
they have heard with their colleague, and in doing so they build great rapport.  
Excellent listeners are also masters of matching and mirroring body language to 
build a deeper sense of connection. 
 
Master listeners sit at the top of the pyramid and are at the top of their game as 
coaches.  They understand the power of silence and resist the urge to speak so 
that they can give their colleagues the experience and feeling of really being 
listened too. 
 
 



The Listening Pyramid and Active Listening 

 

The 7 ½ Minute Active Listening Project 
 
The flip chart to the right is everything that you came up if 
when given just 7 ½ minutes to research Active Listening.   
 
What have you been applying in your day to day 
management? 
 
Are you giving your team time? 
 
Are you creating the space for them to think? 
 



Giving Feedback 

Here’s the flip chart that I shared with you that included some great tips for giving 
feedback to your teams.   
  
These tips are all so much more effective than the usual “feedback sandwich”! 
  
  
  
 
 
 
 



Performance and Capability 

We spent a good chunk of time exploring what drives the performance of individuals, our 
teams and our business.   We examined the fact that performance comes from capability which 
is the the ability of someone to do their job, in the moment.  Capability can be broken down 
into two areas; the internal factors or those relating to the ‘performer’ and the external factors 
of those relating to the environment. 
  
When thinking about those that we lead we can often make assumptions about their 
performance and capability.  These assumptions then dictate our management response to 
them. 
  
The danger of this natural response is that we fail to get the best from our colleagues and 
teams.  At worst, we ‘right-off ’ certain individuals in our teams and as a result their 
performance deteriorates. Sometimes this even pulls the performance of the whole team 
down. 
  
We explored the alternative.  We looked out how by taking the time to have a coaching style 
of conversation we can find out what is really driving their performance.  The “performance and 
potential” exercise that we completed highlighted the fact that there are many reasons behind 
someones peformance. It also showed that there are an equal number of different approaches 
we can take; one of which may be coaching. 
  



Next Steps 
There is no great secret to becoming a brilliant manager, leader and coach but it does require practice, reflection and support.  Unless you actively 
focus on developing your skills, nothing will change.  Here are four suggestions that we know will be massively beneficial in helping you to have 
better conversations that lead to better performance. 
 

1.  Support each other and keep talking. 
 

You already have a fantastic support group and source of further development – each other.  I strongly recommend that you continue to share your 
coaching experiences with each other, ask for advice and talk about your best sessions and any concerns you have.  You may want to do this as one 
group, in pairs or what ever works for you.  I still have a network of coaches who I talk to regularly and they continue to help me develop as a 
coach. 
 

2.  Reflect on your sessions. 
 

If you’re serious about coaching we urge you to instill the discipline of reflecting on your sessions as soon as they have finished.  
  
3.  Get a coach. 
 
If you want to be a great coach then we recommend that you find a coach yourself.  It may be someone to work on some personal goals with, 
someone to give you on-going coaching support or someone to explore your reflections with. We have some great coaches in the business, or you 
could carry on the coaching conversations with the partner you had during the workshop. 
  
 4. Become a coach 
 

We have a great coach programme at Camelot.  We currently have 16 Master coaches, coaching a variety of people across the business. If you want 
to take your coaching skills to the next level, email Emma Smith for more information 



Your Personalised Workshop Playlist 

•  Free by Ultra Nate 
•  Bad to the Bone by George Thorogood & The Destroyers 
•  Walk Like an Egyptian by The Bangles 
•  Rose Rouge by St Germain 
•  Loco in Acapulco by The Four Tops 
•  Happy by Pharrell Williams 
•  I Will Always Love You by Whitney Houston 
•  Dancing on the Ceiling by Lionel Richie 
•  Town Called Malice by The Jam 
 


