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				Introduction

				Coaching is big business because of its potential to change people and organizations. To achieve personal fulfilment and organizational effectiveness, people and teams often need to change existing behaviours and take on new ones – such as greater flexibility, ability to deal with conflict and to renew creativity. Individuals and teams need not only to see and feel the desire to change, they need to actually know how to change.

				
Many organizations try to reduce or control [the complexity that is a fabric of our working lives] and this simply isn’t possible. It’s not about tackling complexity but more a case of understanding what it means for how we work to develop people and organizations.1

				

				Traditional notions of learning – to define outcomes and then design content and processes in order to get there – no longer work with personal, leadership and organizational development. Meaningful learning occurs when human resource professionals step back and make space for people to make sense of their own experience.

				
Coaching is a collaborative process of facilitating a client’s ability to self-direct learning and growth, as evidenced by sustained changes in self-understanding, self-concept and behaviour.2

				

				Consultants give expert advice and mentors guide people who are new to a field or experience; trainers instruct in the learning of a new skill or competence and counsellors heal a hurt, wound or trauma. In these helping modalities the client needs something added or fixed; coaching, by contrast, mobilizes the client’s inner resources for the purpose of enhancing performance or personal and career development.3 So coaching is of growing interest in the fields of human resource development, executive development, leadership, career and personal development and health promotion. It is an emerging cross-disciplinary occupation that aims to enhance well-being and performance, individual and organizational development.4

				What is NLP?

				Like coaching, NLP is about change and the enhancing of performance and fulfilment. Many say NLP has had a major influence on coaching in general; in fact, many of the assumptions and practices of current best coaching practice have come directly from NLP.5 One aim of this book is to shine a laser beam on what is common to all coaching and what is different about NLP coaching.

				NLP has been around since the 1970s, starting in therapy and becoming widely used in education, sales and business, training and recruitment, professional development and personal development. Coaching with NLP is a relatively recent application of NLP. The distinction between NLP as a unique methodology for modelling and replicating behaviour and as applications, tools or skills based on that modelling methodology is something we will discuss in Chapter 1. Listen to Peter Thompson, an experienced NLP trainer, as he speaks about NLP:6

				
NLP addresses things that people are not aware of. Although people talk to themselves they usually don’t hear themselves or realise the effect of what they say. So, for example, saying ‘I’m not confident at interviews’ leads to unconscious thoughts, pictures and feelings about interviews; that leads the person to speak and present themselves at interview in a less than helpful way.

				NLP is about bringing the unconscious to awareness; having clients notice how they feel as a result of what and how they speak to themselves and how that colours their experience, how they limit themselves and their idea of what’s possible. How people feel is a result of the language they use; it colours their feelings or how they see the world, the day, themselves as ‘bright’ or ‘grey’. This is how people block themselves and don’t take actions they want to or are unable to imagine other solutions.

				NLP is for people who have admired someone excelling, who have a goal they haven’t achieved or who have experienced unwanted emotions. It is about how people organise their thoughts, their ways of representing the world and their experience of it; that is, their memories, their responses in the present and ways they imagine the future unfolding. The key to NLP is that the founders, Richard Bandler and John Grinder, found ways of investigating what was occurring outside of peoples’ conscious awareness. Those mental processes – which include activity in their brain, in the rest of their central nervous system and in their body – result in the storing of information relating to beliefs, values, memories, habits and more. So NLP gives coaches ways to investigate clients’ goals and outcomes, to recognise the processes that stop them achieving their goals and to address the processes that underlie any emotional issue. NLP is about bringing unconscious processes into awareness so as to remove blocks and bring new, better quality to their internal experience.

				

				NLP methodologies enable people to modify beliefs, feelings and behaviours that used to hold them back and assist them in taking on new ways of speaking, learning, deciding, feeling and acting. And organizations need people who can communicate, relate, manage time, motivate and develop their own and others’ performance; one way to do this is by pinpointing the precise qualities of thinking, emoting, speaking and acting used by effective change agents so that they can train their people to do the same. This means understanding exactly how someone like Barack Obama, for example, uses empathy and language to motivate his team and the specific ways he uses his body, gestures, eyes, voice and language. It could mean learning to think and act like a leader who, when accused of making mistakes, looks at his audience and simply says, ‘That’s how we learn’ and who engages, communicates, stays relaxed and focused the way he does.

				
Out of our neurology (nervous system, brain stem, cerebral cortex etc) arise our unique human powers of symbolization and language; we live in language and language constructions because that is how we make sense of the world. Words express thoughts, beliefs, understandings, mental maps; changing the words we use can change minds and meanings. (Michael Hall, cognitive psychologist and NLP trainer.7)

				

				There are good reasons for the popularity of NLP: it makes fast and lasting impacts, according to practitioners’ observations and feedback from clients. It engages all the senses as well as the intellect, in an era when the importance of mind and emotions in learning, health and well-being is increasingly being recognized and when we are moving away from fragmented professional practices and embracing integrative and holistic approaches to well-being.

				Over the past decade, NLP has become one of the preferred approaches in the massive coaching industry,8 particularly in the UK and Europe but also in the USA, Australia, South Africa, South America, India, South East Asia and New Zealand. NLP coaching has contributed to executive, team and leadership development in the business and corporate worlds as well as to performance and fulfilment in the personal arena. As one NLP coach colourfully pointed out, ‘Every person and their dog has an NLP certificate.’9

				Yet despite the proliferation of NLP practitioner training programmes – and even university-affiliated courses in NLP coaching – there is still much scepticism about NLP. There are several reasons for this. First is the confusion about the name and the lack of consensus about how to define NLP. Second, over-enthusiastic practitioners have misrepresented NLP techniques as easy and simple, sometimes making wild claims about its effectiveness.10 UK coach Angus McLeod says:

				
Some NLP coaches focus somewhat enthusiastically, if not bombastically, on the tools of NLP rather than the more important principles of listening, reflecting, supporting and facilitating. Therefore many serious coaches are dis-identifying with NLP per se. It would be good to understand what makes coaching exquisite as opposed to a set of tools that people use more or less effectively. A lot of academics and psychologists so far have missed that exquisiteness.11

				

				So is NLP like a Christmas stocking, full of bright stocking-fillers and offered with an engaging story of miracles? Is it myth? Or is NLP, rather than a random bunch of techniques, a substantial methodology based on a coherent and established body of knowledge?

				NLP has never had the imprimatur of an established discipline or professional body such as its close cousin, psychology. In sharp contrast with behavioural scientists of their time, the developers of NLP were not interested in proving their approaches worked from a scientific perspective; rather, they just wanted to demonstrate how. They were not concerned to prove NLP was right, just that it got results.

				Compared with the conversational therapies of psychology and other helping professions, NLP – with its unconventional use of language and other techniques – is seen to work in mysterious and poorly understood ways. A related reason for scepticism is that the claims of getting quick results fly in the face of established truths about change being extremely difficult and taking a long time.

				NLP was developed largely on reasoning and intuitive knowledge rather than on scientific knowledge.12 As we will see, NLP methods and techniques come from many other disciplines, themselves based on reason, logic and common sense, and the majority of the authoritative figures in NLP objected to talk of NLP as theory and rejected the scientific method.

				So while in recent years NLP has informed much coaching practice, ‘the relationship between NLP and academe has been tenuous and somewhat strained, influenced in part by the apparently atheoretical stance of the founders’.13 John Martin of the Open University (UK) explains:

				
NLP originally developed as a form of psychotherapy in the 1970s. NLP authors tend to quote one another rather than linking with the wider worlds of psychotherapy, communication training etc and their methods have often been experience-based rather than research-based, so it can be difficult to evaluate them in an independent and broadly informed way.14

				

				Yet, as you will see in Chapter 5, the rapidly growing interest in coaching psychology, neuroscience, complexity theory and cross-disciplinary approaches to understanding human behaviour have heightened the interest in NLP as a systemic model and methodology drawing on diverse fields of inquiry and practice.

				Questions this book addresses

				The shift now to second generation coaching is reflected in the need for coaching to be based on explicit psychological principles and grounded in a solid evidence base.15

				While NLP is still polarized around success stories and scepticism, the wider field of coaching has matured. Over the past five years the evidence for coaching theories and practices has become a hot topic and field of inquiry among academics in businesses and psychology as well as among growing numbers of human resource, training and development professionals and managers. Fillery-Travis and Lane,16 reporting on the large-scale investment in internal and external coaching by organizations, conclude that there is an increasing demand for evidence to verify its value and impact.

				For all these reasons I believe a gulf has emerged between NLP coaching practitioners, trainers and gurus on the one hand and behavioural researchers and professionals on the other who challenge the hype, want evidence, and debate about what coaching works, why and how.

				
Dan was a Human Resources director who had done a lot of coaching and advising employees. He thought a lot about these issues and now was very curious about methodologies that purportedly help resolve conflicts (internal conflicts as well as those between people) and boost productivity. He had read about NLP and although he was rather sceptical, he needed to know more. Kate, another trainee coach, had taken to NLP with gusto; she had already done a weekend programme in it and had started a practitioner training programme. People skills were Kate’s strength and she was driven to learn more because she was so dedicated to her clients and loved seeing the difference coaching can make.

				As Dan asked questions about research Kate’s eyes would initially glaze over. As far as she was concerned, all that mattered was that NLP worked; she could see it in how her clients responded and she could feel it in their relief and excitement. But she was aware that some professionals and students of change, managers, psychologists, learning and development professionals, educators and researchers in the coaching and corporate worlds were critical of NLP and understood that she needed to address that.

				

				So it is timely to address the question posed by Dan and Kate: Does NLP deserve to be taken seriously – by coaches, their clients and the coaching community? Jonathan Passmore, one of the UK’s leading coaches, has also thrown down the gauntlet:

				
What is needed is an evidenced-based approach to NLP, grounding NLP material in previous psychological research, questioning aspects of NLP where the evidence from research is missing, taking the best bits, developing NLP less as pop psychology and moving towards a science-practitioner model… I would really like to see an NLP coaching book which grounds NLP techniques in evidence and which challenges some of the floss which NLP can have.17

								


				In writing this book I am taking up that challenge and taking some steps towards evaluating NLP in an informed way. I am also responding to calls to contribute to the development and validation of professional coaching practices that are grounded in established psychological theory and research.18 In doing so I will have an analytic eye on how NLP has developed over the past 35 years and a creative one on possible future evidence-based best practice.

				This, then, is the context in which I write this book. While there are several excellent books on how to coach with NLP;19 this book, by contrast, addresses the following questions:

				
				What exactly is NLP-based coaching and in what contexts is it found useful? Why do people use the word ‘magic’ in relation to NLP? Does NLP coaching meet coaching industry standards? What intellectual  and cultural contexts gave rise to the NLP approach to coaching change? (Part 1)

				What is evidence-based NLP coaching and how does it relate to best practice? Why is evidence-based coaching important to practitioners and buyers of coaching services? What principles underpin NLP coaching and to what extent are they supported by established theory and research? How does NLP fit with psychology, often considered the science of human behaviour, emotion and thought? What does NLP coaching share with other solution-focused and cognitive behaviour coaching approaches and what is its uniqueness? Is NLP ‘atheoretical’? (Part 2)

			What are some recent developments in evidence-based NLP coaching practice? What, if anything, do they add? What does an agenda for research into NLP coaching look like? What does working as a researcher-practitioner mean for NLP coaches and trainers? (Part 3)


				At the end I will reflect on whether NLP as a distinct methodology deserves to be taken seriously by coaching professionals and, if so, what justifies its place in the expanding fields of coaching psychology and positive psychology.

				In their book How Coaching Works, the widely-respected NLP coach trainers Joseph O’Connor and Andrea Lages looked for commonalities among key coaching approaches in order to ‘put some boundaries around the field of coaching [as a] discipline compared with other disciplines such as humanistic psychology and positive psychology, so its effectiveness can be evaluated’. By contrast, this book aims to put boundaries around NLP coaching so its effectiveness can be evaluated in comparison with alternative cognitive behaviour and solution-focused coaching models and methodologies.

				Who is this book for?

				This is for those of you who, like Dan and Kate, value learning, want detailed information about NLP coaching as well as an overview of the field; who like to make informed choices, strive for rigour as well as vigour in the work they do, stay curious and up-to-date, keep an open mind and use their critical thinking – by which I mean acquiring information and evaluating it reflectively to reach a well-justified conclusion. Although this is not a training manual, I address the relationship between NLP coaching practice, research and training, and offer links to some training organizations.

				My researcher-practitioner perspective

				In 1991, after 20 years as an academic behavioural scientist, I started building a private career-coaching practice. At that time the practice of career development was moving away from the traditional counselling model, towards a partnership model where the client takes responsibility for self-assessment, information gathering, decision making and actions, while the counsellor-as-facilitator asks questions, listens reflectively, clarifies, gives feedback, makes suggestions, offers information, sets tasks, supports and motivates. Like some other career practitioners, I started to use the term ‘coach’ to differentiate myself from the traditional counselling model and to emphasize my focus on assisting well people to think, feel and perform better.

				Although I drew a lot from established career theories,20 I found I still did not have sufficient skills to assist well clients (no pathology) who wanted to overcome unwanted thoughts, emotional states or behaviour. I was later to understand that this required developmental coaching as distinct from performance coaching.21

				It wasn’t until I personally experienced NLP in 1991 that I felt I had found the facilitative skills that enable people to really deal with feelings and beliefs that were holding them back and to move forward feeling more free, positive and empowered. Although there was little systematic evidence of the efficacy of NLP, it was an approach that made sense to me and, once I started using it, I observed and heard more positive changes in clients’ feelings and actions.

				In 2002 I started collaborating with Michelle Duval, a talented coach and trainer who, like me, is Sydney-based.22 At that time she and Michael Hall, an NLP writer and trainer from the USA, were developing an innovative NLP-based approach to coaching, which you will hear more about in Chapter 10. With my behavioural science background I was also reading and thinking about research on NLP, and a meeting in 2006 with Paul Tosey and Jane Mathison of the NLP Research Project at the University of Surrey23 spurred my interest in delving into the foundations of NLP coaching.

				In this book you will hear from Michelle, Michael and Paul as well as from other NLP developers, trainers and educators in the UK, Australia, New Zealand, Brazil, Singapore and the USA. All are well regarded by their peers and have written thoughtfully about the coaching work they do.

				Mind the gap

				My intention here is to help bridge the knowledge and communication gap between practitioner coaches who use or are interested in NLP and the coaching psychology and research communities. This means acknowledging the need for both rigour and vigour in coaching.24

				There have been many developments and offshoots of NLP over the past 35 years and much has been written. Any one writer’s focus when distilling and summarizing work that pertains to NLP will inevitably be partial, though I hope the Endnotes and Bibliography will enable you to look deeper and wider. In addition to my perspective as a practitioner-researcher, you will hear the views of my colleagues and clients; this will allow a fuller description and discussion of NLP-based coaching. My intention is for you to be informed and stretched, provoked to ask more questions and excited to keep learning and applying new knowledge.

				I also do not claim to be unbiased; as mentioned, I have collaborated with some of the developers whose proprietary coaching models are discussed in this book, though I have no ongoing business ties with any of them.

				My hope is to tread the fine line between jargon-free writing and the use of important terminology that expresses unique features of NLP. And I echo many others – from O’Connor and Seymour in their landmark Introducing NLP25 to Lisa Wake’s scholarly exposition of neurolinguistic psychotherapy26 – in appreciating that subjectivity is central to NLP. This book presents my personal understanding of it; one that I hope will be enlightening, provocative and useful.
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				Figure0.1Rigour and vigour in coaching

				
				The terms ‘client’ and ‘coachee’ are both used when referring to a person being coached. For the sake of consistency, I have chosen to use ‘client’ when referring to someone being coached in an organization as well as when referring to coaching in the private sector.

				Outline of chapters

				Part 1: NLP and coaching

				Chapter 1 presents coaching as one application of NLP; that is, it explains how the models or skills of communication and change discovered by NLP developers are applied to coaching issues. Chapter 2 describes the actual skills an NLP coach uses. In Chapter 3 I ask what is meant by the word ‘magic’ when it is used to describe NLP and I distinguish NLP coaching from the original NLP practice. The ‘packaging’ of NLP coaching and how NLP coaches address coaching industry standards are the subjects of Chapter 4. This section ends with a digression into the historical context in which both NLP and coaching evolved (Chapter 5).

				Part 2: An evidence-based approach to  NLP coaching

				Chapter 6 distinguishes ‘theory’ and ‘principles’ and in Chapter 7 I invite you to consider nine systemic principles that underpin NLP coaching, with strong influences from psychology and support from the neurosciences; it also links some NLP coaching practices to these principles. Chapter 8 discusses the links between ideas in NLP coaching and ideas in other approaches in coaching psychology, lists the practices that are shared and those that are distinctive to NLP coaching and asks whether NLP is really ‘atheoretical’. In Chapter 9 I turn to the question of empirical evidence in support of NLP coaching, looking first at the research findings to date and then at three areas of research into NLP coaching that are potentially important. I also consider which research methods are valid and appropriate for such research.

				Part 3: Towards best practice

				Chapter 10 is where I introduce two interesting and influential additions to NLP coaching. They are examples of developing NLP practice with principles in mind. Chapter 11 offers some specific research questions and proposals for those who want to explore, understand, test, challenge and refine how coaching with NLP works best. Chapter 12 is about the benchmarking of NLP coaching competencies for the training and credentialling of coaches as well as for corporate learning and development.

				Some of you may choose to read the chapters sequentially and others will dip into particular subjects of interest to you. For example, if you are new to NLP or to coaching, Part 1 will give you a feel for NLP coaching. If you are a buyer or manager of coaching services who needs to evaluate various change methodologies, Part 2 may interest you most. If you are a student or researcher there will be information and ideas for you in Parts 2 and 3. And for those who want to teach or talk about NLP as an evidence-based methodology, I hope all parts will be useful!

			

		

	
		
			
			
Part I

				NLP and coaching

			
			
			

		

	
		
			
			

			
1

				What is NLP coaching?

				Your ultimate success at helping people achieve their desired outcomes – including managing change – will depend on your ability to observe, identify and utilise the multitude of patterns that will constantly be offered to you in your sensory experience by clients… not in the ability to measure and average types of behavior.1

				Consider, if you will, the issues people bring to coaching: they might be feeling fear, frustration or lack of confidence about their work; they may be searching for more fulfilment or need to understand their own or their colleagues’ motivations and goals. They may want to be more innovative and influential, resolve conflicts, manage time better or shape their own and others’ performance. Maybe they are in a bind with regard to their relationship, need to set priorities and get more balance in their lives, or align business goals with people goals.

				
A 38-year-old manager who came for coaching said, ‘I do the managerial thing perfectly well, but it doesn’t feel right. I want to know what will make me happy. Should I stay in this job or look for another one? I feel I should be able to sort this out by myself, but I seem to be going round in circles. Often I’m full of fear about how I perform. I feel overburdened with the workload and the responsibility. And I’m not enjoying the work. It’s so frustrating.’

                  

				People like this seek coaches who listen carefully and help them understand what they need to think and do in order to make the desired changes. But as well as knowing what they need to do, clients need to know how. It is the focus on how people make changes that is the essence of NLP.

				A bit of background

				Whether you know little or lots about NLP, you have probably heard that NLP is based on Richard Bandler and John Grinder’s understanding that people internally code their experience of the world and of their life, first neurologically and then through language. The most detailed and technical account of the process of discovering, exploring and developing NLP is in Whispering in the Wind, which Grinder wrote with Carmen Bostic St Clair. They explained that the way we know what we know has to do with how we experience the world outside ourselves:

				
The events presented to us in First Access… are the product of a series of neurological transforms beginning at the point where our receptors and the external world collide… This ‘first access’ is already a set of transformed representations, though it is prior to consciousness, pre-verbal and beyond our ability to influence. The second set of transforms is those of natural language and its derivative forms – formal systems such as logic – which result in our linguistically mediated mental maps.2

                  

				When Bandler and Grinder first started to study people’s subjective experience – by observing, listening, asking, eliciting and experimenting – they found that the meaning a person made related to the specific sequence (as well as intensity) of representational systems the person used to process information coming in through their visual, auditory, kinaesthetic, olfactory and gustatory senses. Representational system sequences were called strategies.3 That is what is meant by the structure or patterning of experience. By observing, listening, asking, eliciting and experimenting – modelling – Bandler and Grinder also discovered that people can change their feeling responses by changing the sequence and intensity of the sensory information. Then they explored how: they asked how changing the qualities of the representations (called ‘submodality shifts’) can be utilized to make permanent change, and by observing, listening, asking, eliciting and experimenting Bandler and Grinder came up with a number of change patterns.

				Grinder and Bandler understood that the structure of language and experience could be modelled in terms of sequences of sensory experience. By accurately mapping these sequences a change agent has the keys to modifying unwanted or unuseful behaviours.

				NLP modelling is based on the distinction – and correspondence – between the deep structure of experience (unconscious) and the surface (transformed, mapped by language) structure and is regarded as ‘one of the crowning achievements of NLP’.4 Dilts talks of the distinction between pure NLP modelling and analytic modelling which is used for information gathering and pattern finding:

				
The primary approach of NLP has been to model effective behaviours and the cognitive processes behind them. The NLP modelling process involves finding out how the brain is operating by analysing language patterns and non-verbal communication. The results of this analysis are then put into step-by-step strategies or programs that may be used to transfer the skill to other people and areas of application.5

                  

				So it is important to bear in mind that while NLP is often perceived as tools, techniques or a technology, originally it was developed as a means of ‘understanding how people process information, construct meaning schemas, and perform skills to achieve results’.6

				The term NLP refers to the whole mind–body–emotion system, with systemic patterned connections between neurological processes, language and learned behavioural strategies.7

				The rest of this chapter covers:

				
					The goal of NLP coaching.

					Modelling as the key to effective change work.


				In the following chapter I describe the key skills of an NLP coach at work.

				The goal of NLP coaching

				The goal of NLP coaching is essentially to maximize the client’s ability to respond to their situation resourcefully; to increase the choice they have.

				
The coach’s job is to assist the client to discover [or map] their own present approach to their situation, to establish what works for them currently and what they want to improve or change. The coach then engages the client in learning more effective means to reach their goals. The outcome of coaching is to assist the client to increase the reliability and value of their own thinking and performance to themselves and their chosen associates in and for the future.8

                  

				By going through this mapping process the client moves towards greater self-awareness, behavioural flexibility, choice and effectiveness. The goal of coaching is to clarify the client’s present or ‘problem’ state, their desired outcomes, and to use various NLP skills to enable the client to access their inner resources and resourcefulness to get the changes they want. See Figure 1.1.
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				Figure1.1The goal of NLP coaching

				
				Present state is the internal (and external) picture, sounds, feelings, self-talk and behaviours the client is using to create their current, unwanted responses; desired state describes how the client wants to look, feel, sound and act when their outcomes are achieved, and resources refers to the neurological and linguistic potential the client has to alter their internal representations and external behaviours in order to achieve their outcome. In the next chapter we look at the skills or patterns an NLP coach uses to harnesses the client’s resources.

				Summarizing so far: NLP addresses the relationships between how we think, speak (to ourselves and others), feel and act. By analysing and learning from these relationships people can effectively transform the way they traditionally think and act, thus adopting new and more useful ways of thinking, feeling, speaking, acting. The analytic part of this activity is called modelling and is a key feature that distinguishes NLP from other coaching models. In this book we will be talking a lot about the meaning and uses of NLP modelling.

				Modelling is the key

				It is through modelling that ‘NLP studies the way people take in information from the world, how they describe it to themselves (code it neurologically) with their senses of seeing, hearing, feeling, tasting, smelling… filter it with their beliefs and values, and then act on the result.’10 Those internal and external senses are known in NLP as representation systems.

				Another way of saying this is that modelling makes explicit the specific thinking and language patterns, beliefs, assumptions, perceptual filters and mental movies that create an experience, emotion and/or behaviour and being able to specify steps for replicating that experience.11

				There are three types of client information in modelling:12

                  

                  
				What they do (behaviour, physiology).

				How they do it (the way they think).

			Why they do it (beliefs and values).


                  

				In Chapter 10 you will read about a fourth, more recent idea in modelling that many coaches find very useful and effective.

				Dilts describes the principles and procedures of the NLP modelling process and how he used it; for example, to study leadership skills and then put the identified leadership capabilities into a form that they could be transferred to and internalized by the people who wanted or needed those capabilities.13

				Modelling is the methodology on the basis of which the raft of NLP tools, patterns or strategies has been created. (A lot of the mystery and misunderstanding of NLP comes from this confusing terminology and I intend to keep clarifying it as we proceed.) The collection of patterns derived from systematic NLP modelling is known as NLP applications14 and coaching is one such application; neurolinguistic psychotherapy and training with NLP are others.

				NLP co-founder Richard Bandler is often quoted as pointing out that the process of modelling is the true essence of NLP – not the trail of techniques that has been left in its wake. And in the beginning of his 2003 book on coaching, Robert Dilts talks about the crucial link between modelling and coaching: while the focus of other coaching is typically upon what a person is doing and needs to do in order to perform effectively, the focus of NLP coaching is on how. That involves identifying and analysing successful performances and sometimes comparing them with unsuccessful performance.15

				
Learning and motivating strategies are the recipes for success, ingredients are the representation systems, amounts and quantities of each ingredient are the submodalities, and the steps are the sequence.16

                  

				A client of mine needed ‘a strategy to keep momentum, unlike in the past’. His past pattern, which he did very well, was of getting bored and depressed. He identified a ‘little voice’ in his ear saying, ‘What will other people think?’ It was the voice of authority, his father’s voice and ‘my father has always put me down… never patted me on the back’. Any voice that sounded demanding, authoritative or telling him what to do now ‘drove me insane’. So he had learnt to ‘beat myself up’ and tell himself things like, ‘I’m bad at money management.’ He had a very good depression strategy. He also had an unhelpful strategy for ‘competing’, where he told himself he always had to be and have the best. He would say, ‘I know I can do better, I’m going to kill it, I’m not going to lose, I’ll feel like a loser if I don’t win.’

				NLP coaches use modelling directly in order to facilitate change, as I did with this client, and it is called modelling-in-the-moment.17 Michelle Duval explains:

				
If we only model the internal and external strategies that anyone can replicate, the limitation is that this process does not merge or synthesise with the innate talents or strategies of the acquirer. My approach is to model the creativity and resources of the individual; only if they cannot access their internal resources or don’t have a framework then the coach looks outside for a model of excellence to help the client make it their own. This is the ‘co-creator’ role of the coach, one of the coach roles.18

                  

				In the next chapter we look at the key skills of NLP coaching, which resulted from the modelling methodology developed by the founders and later developers of NLP.19 Strictly speaking, these skills are NLP patterns or strategies derived from modelling excellent and effective performers. In Chapter 7 we look at the theoretical origins of the key patterns/skills and Chapter 9 includes a description of the modelling research on which NLP coaching skills are based.

				In summary, many NLP coaching skills are derived from the modelling methodology developed by Bandler, Grinder and their co-developers in the 1970s and 1980s. In addition, during the coaching encounter the coach is modelling-in-the-moment the client’s verbal and non-verbal behaviour, including emotional/feeling states, way of speaking, postures, physiology, tone, gestures, beliefs and values. What’s more, modelling is a method for researching best practice, as we shall see in Chapter 12.

			

		

	
		
			
			

			
2

				Catching a coach at work

				The skills an NLP coach uses

				In this chapter I aim to succinctly describe the skills that NLP coaches use.1 To start, there are a few points to bear in mind as you read this.

				First, various coaches emphasize different skills and they also structure their coaching programmes differently from one another. You will see more on this in Chapter 3.

				Second, NLP books like the one you are reading now are obviously limited to verbal representations and ideally you would also see, hear and experience the multitude of interlocking NLP patterns an expert coach uses. Bostic and Grinder2 have suggested that, ideally, a video library would make all the NLP patterns available. In the meantime, good descriptions of the sensory and body changes that occur during coaching with NLP are offered by O’Connor and Lages, McLeod, and Hall and Duval.3

				Third, ‘chunking’ in NLP refers to the size or scope of whatever we are dealing with: a goal, task and a methodology. Chunks can be small (details, parts) or big (general, whole). For example, in order to usefully address the questions I posed in the Introduction I need to chunk appropriately: I need to give enough detail (but not too much) and give an overview of the worlds of NLP and coaching (but not get too abstract or general). That is my intention in this chapter too.

				Fourth, bear in mind too, as you go through the next few pages, that an NLP pattern is a complex skill; in fact, it is a set of skills. For example, sensory acuity requires prior skilling in distinguishing representation systems, language predicates and eye accessing cues. The best coaches use NLP patterns flexibly, seamlessly and often simultaneously according to information the client is presenting verbally and non-verbally at any one moment. That is the grace, confidence, elegance and unconscious competence that you experience when expert coaches such as Angus McLeod or Michelle Duval are coaching.

				The complex skills an NLP coach uses are also called models, strategies, patterns, processes, tools or techniques, and the coach does the following:

				Creates rapport

				Knowing that the client’s language reflects their internal representation of their experience, the coach listens, notices and matches that language, as well as matching and mirroring the client’s posture, breathing, gestures, voice tone and tempo, eye blinking and more. The more skilfully the coach establishes rapport at the sensory level, the more they can influence and lead the client towards the changes they want.

				Rapport is the unconscious sharing of patterns of thinking, feeling and speaking. The reason it is vital in all coaching methodologies is that when people are in rapport they respond more easily to each other. In fact, one definition of NLP is ‘Getting rapport and joining their model of the world as a prelude to helping them find new choices in behavior’.4

				Stays in rapport while using sensory acuity to model the client’s internal representation of experience

				With well-practised sensory acuity the coach hears, sees and feels small reactions in the client as the latter communicates about their issues. Calibration is the term for using sensory acuity in attending to specific shifts in a client’s external state (the voice tone, posture, gestures, skin colour, muscle tension etc) that indicate changes are occurring in the client’s internal state.

				With calibration, the coach also notices patterns in the client’s thinking, emoting, speaking and behaving. This is based on the NLP understanding that all internal processing (thinking, remembering, imagining, emoting) uses sequences of representations of our senses.

				NLP coaches help clients become aware of how they internally represent and experience the outside world. The coach feeds back to the client shifts they notice in the client’s verbal and non-verbal behaviour; the coach notices shifts in the client’s external state and does not consciously edit or evaluate. This is what is meant by modelling the structure of the client’s experience of, say, anger, frustration or lack of confidence or motivation. To do this well the NLP coach puts themself in a know-nothing state, giving the client ‘exquisite attention’.5

				The coach calibrates and models how people think and prefer to communicate. (With the same skill, managers can build rapport so that people get on with others, build business relations and take actions that increase the front-line behaviours they want and decrease those they don’t want.) During this process the coach is also using the precision questions that start the change process.

				Uses precision questions

				Since language transforms our primary experiences of seeing, hearing, feeling, and creates new mental maps, language skills are crucial in NLP coaching.6 The NLP model of precision questioning, the Meta Model, is based on Bandler and Grinder’s modelling of the language of expert therapists that challenges and clarifies deletions, distortions and generalizations in the clients’ verbal representation of their experience. This reconnects the client with their deeper, unconscious experience. For example, one of 12 linguistic patterns addressed is called nominalization, as in ‘I have a poor relationship with my boss.’ Questions of how, when and where lead the client to become more aware of – and to loosen – their unconscious mental map of what happens between them and the boss. ‘In what way, specifically? What is he doing that makes you feel…? How are you responding, specifically?’ Denominalizing is a key technique for getting clients unstuck.

				Using Meta-model questions, coaches enable clients to see and choose how they speak, think, feel and act.

				
The manager who couldn’t decide whether to stay or leave quickly realised that her crisis was not so much about finding work that is more suitable as it was about confronting her fears. With Meta-model questioning the coach helped her identify her strategy for ‘going round and round in circles’, unpack the ‘fear’ and ‘frustration’ and clarify what makes her ‘happy’. She started to see that her beliefs were neither true nor logical but that she had allowed them to direct how she felt and acted. After this deframing the coach prompted the client in reframing: what she ‘fears’ is not actually dangerous; it’s something she dislikes (and can gain skills to handle); it is nervousness (which can generate energy and focus); accepting distressful feelings as a signal that she needed to move out of her comfort zone.7

                  

				Precision questioning is used throughout the coaching session and especially when assisting clients to specify their goals using sensory-based language and to identify whatever it is that is holding them back. Such questioning assists managers and team members to cut through fuzzy thinking and get clarity about their goals, roles, intentions, agenda, strategy and performance. Precision questioning is useful in helping teams set clear and specific outcomes and enables them to be more precise in the way they talk and think. It is also used to challenge and change limiting beliefs, leading the client to gain insight, expand their perceptions and respond more resourcefully.8

				
Manager-coaches use precision interviewing for recruitment, performance management and needs analysis; managers, interviewers and coaches get high-quality information by questioning in a precise, systematic way.9

                  

				Focuses on process not content

				
NLP coaches help clients access, amplify and change their internal representations, language and physiology in order to change behaviours; they do this by modelling the way clients internally represent their experience and construct meanings by using words as symbols (language) that get embodied and create feeling states and meta-programs which in turn induce reactions, actions, more thoughts and meanings.10

                  

				It follows from the NLP principle of recognizing patterns of thinking, feeling and behaving that the coach focuses on the client’s mental process rather than the content of their story. According to Bustic and Grinder, this is ‘the single most distinctive characteristic of NLP application’.11 It is also central to the coach’s responsibility to not impose their own perceptions, beliefs and values on the client.12

				
NLP provides a way to look past the behavioural content of what people do to the more invisible forces behind those behaviours; to the structures of thought that allow people to perform effectively.13

                  

				Works to modify qualities (submodalities) of  the client’s representational systems

				Can you see that clients’ internal representations of experience are the leverage point in NLP change work? Another way of putting this is that by working with the quality and sequence of the clients’ internal representations the coach helps the client refine, expand and become more flexible in their thinking and their (previously unconscious) mental strategies for decision making, getting motivated, learning and so on.

				
Angus McLeod asked his client: ‘So the voice that’s saying “you’re failing” – does that voice belong to someone?’ When the client identified whose voice it was, Angus asks a question to see if the client ‘can flex the submodalities’ of his experience: ‘So, that voice which you hear behind your right shoulder, is saying, “You are failing”… Can you move that voice and change it? Can you make it small or muffled? Can you make it go far away?’14

                  

				A client of mine talked about seeing her situation in black and white, so I asked her if she could put some colour into the picture she had of her future. I invited her to visualize herself working with books and writing creatively, creating in her mind a whole multimedia presentation – like a video with colour, sound and movement – that she found exciting and motivating. And she started to imagine doing things that until now she had believed could never happen: she considered how she will look and sound working in a bookshop, how she will talk to colleagues and clients and, most important, how she will feel as she efficiently and enjoyably carries out her role. This way she literally started to experience more options than she had previously allowed herself to consider.15

				Detects patterns or ‘strategies’

				In addition to the sensory modalities and language modalities (of ideas, understandings, beliefs, values and decisions) and their qualities (‘submodalities’), NLP also identifies and distinguishes their syntax. This refers to the order and sequencing of qualities that create experience. The sequence of internal representations that leads to an outcome is called a strategy.16

				If you watch and listen to an expert coach it is immediately apparent that strategic and skilful questioning – based on in-the-moment mapping or modelling of how the client constructs their own experience – is central.

				
Bruce Grimley had a client who ‘goes to pieces’ whenever he has to present to the board of directors. After creating rapport by matching and mirroring his client’s posture, language, meta-programs and language, Bruce obtained the client’s well-formed outcomes (see below). He then got the client to notice the differences between how the client presents now to the Board and how he would ideally like to present. Among the various tools Bruce could use to help his client gain flexibility in moving from present state to desired state, he chose to ask his client to act as if he was already presenting to the Board the way he wanted – standing, speaking, looking, sounding, feeling exactly the way he wants to.17

                  

				You will recall the client (in Chapter 1) who needed ‘a strategy to keep momentum’, unlike his past pattern of getting bored and depressed. First, he used the self-edit technique: he wrote a new script: ‘I know I can do better, that’s great, mate; stay cool and relax’ which he practised (voice tone, pitch, posture etc). He also practised responding differently to people who he perceived were putting him down; he asked them questions, told them what he feels, reframed their criticism into ‘feedback’. The coach helped him design a new motivational strategy for his career and money management goals, to replace the old strategy that often only produced ‘procrastination’ or ‘depression’. The coach utilized the client’s enjoyment of karate: the fun, challenge and good feeling he associated with attaining each successive karate belt and the new beliefs that he had taken on board. This was the client’s new motivational strategy: he noticed the feeling of enjoyment (as experienced when he did karate) and then saw the outcome. At that point he said to himself encouragingly ‘I can achieve this, I can only do my best and that’s OK.’ After taking those steps the client felt ready to act.

				The coach attends to how the client is processing their experience, by observing their physiology and listening to their language and voice qualities. The coach can identify the intricate loops where the client gets ‘stuck’ in a set of mental procedures that have no satisfactory outcome. In NLP there is even a unique strategy notation for the sequence or code of the client’s internal and external visualizing, speaking, emoting and hearing.18

				
A marketing manager felt overwhelmed by her options. ‘I’m feeling anxious again. How will I stay focused? I flit from one idea to another, I can’t stick to a plan.’ To help her stay focused she started by recalling a time when she actually did feel really focused, when she was an athlete in the school ‘A’ team. She had trained regularly, loved it and done well. She pictured herself training, and noticed the feeling, the buzz it gave her. She saw herself fleet-footed and fast, and heard the shouts of support. She recalled the feeling of elation when it was over and people congratulated her. She then came up with a short phrase that she associated with that feeling, the words ‘stay on target’. She practised saying those words at the very moment she felt most elated and in future will say them to herself whenever she wants her mind to stop flitting from one thing to another.19 Dilts calls this the mapping across of resources from one context to another.20

                  

				When someone is not enjoying their work and feeling anxious, acting with anger or any other unwanted emotion, the starting point for change is modelling or ‘unpacking’ their strategy for doing that. The coach gets the client to notice the trigger for unwanted behaviour; they notice, too, the feeling, any internal voice and other internal representations that had maintained the old pattern or habit and then they design a new pattern of thinking, speaking, hearing, seeing, feeling and acting that serves the client better.

				Works with neurophysiological or neurolinguistic states

				An NLP coach understands how we all create and change emotional states through unconscious conditioning processes. From an NLP point of view ‘states of mind’ means all the thoughts, emotions and physiology we express at a given moment.21 The term neurophysiological state is used by some researchers22 while others refer to neurolinguistic23 or psychophysiological.24

				Anchoring is a natural neurophysiological process where any sensory element of an experience can recreate an entire experience. For example, the smell of a cigar anywhere might evoke the picture, sounds and feelings of family gatherings where one’s grandfather used to smoke cigars.

				Replacing unwanted emotions with more useful, positive ones (called resource states) is a major part of NLP change work.

				
The client who wanted to work in a bookshop didn’t yet feel bold, so she learnt the acting as if technique. First, she gave herself permission to pretend to be bold, knowing that this process is about instructing your mind–body about what ‘boldness’ looks, feels and sounds like. Then, in her imagination, she stepped into the experience of boldness and noticed what she heard, felt and said to herself. She asked herself what someone else would see and hear as they look at her acting boldly. Next, she evaluated this new experience of boldness in terms of its usefulness; for example, how will it empower her in her job search? Then she imagined herself thinking, feeling and acting boldly in the future, in real situations. And she gave herself permission to keep trying this boldness on until it becomes a natural and comfortable behaviour on her part.

                  

				In eliciting mind–body–emotion states the coach facilitates the client to notice and respond differently to the triggers associated with an unwanted or ‘problem’ state. Anchoring a more resourceful state involves the client’s memory and imagination; when the client is fully associated into the desired state the coach guides them through a process of associating that positive or resourceful state with an anchor of their choosing. Anchors can be a particular spatial location, movement, touch or picture in the mind’s eye or a sound.

				
To lead people, it helps to be able to give them the mind–body states or resourcefulness they need to solve the problems before them. To improve their own creativity and productivity a coach/manager anchors states such as confidence, enthusiasm, commitment, and motivation. Working with clients to change and manage emotional states also involves changing breathing and physiology.25

                  

				Future pacing is the anchoring of changes made in the coaching session so the client will respond in the future the way they want. The coach guides the client through rehearsing and reinforcing the new mind–body–emotion mapping.

				
A manager who found himself out of work and was having difficulty finding a job felt very anxious at the thought of no longer earning the sort of money he believed he needed as a family man. He felt this anxiety in his stomach and legs when he thought about going for interviews. To deal with that anxiety he used an anchoring technique, one that enabled him to recapture the security and calm that he used to feel when he played cricket. He used the image of the pitch, the wide green space and the smell of linseed oil on the bat as triggers for the positive feeling he needed as he went about his job search.26

                  

				Works with client’s representation of time

				The metaphor of ‘timelines’ relates to the way people mentally organize events in their past, present and future. The coach elicits the client’s coding of an experience – in terms of the precise qualities of the images, sounds and sensations – and can use a variety of techniques to change that coding. For example, hypnotic language enables the client to go back to the time in their memory storage where they first experienced the problem and changes the way they recall that memory. Viewing the original event from a new time perspective allows the unconscious mind to let go of unwanted feelings; the coach then assists the client to access positive emotional resources from another experience in their life.27 Timeline techniques are used to improve focus, goal setting, decision making, planning and time management.

				Imagine modelling how Barack Obama can so effectively ‘reckon with the past, live with the past in the present and move towards the future’.28 The coach would ask, ‘how exactly does he do that?’ What thoughts, feelings, attitudes, values, past decisions and specific internal representations enable him to act this way? And the NLP coach might offer to transfer this time strategy to a client who wants to have a better relationship with their past, present or future.

				Encourages different perceptual positions

				From modelling Fritz Perls’s gestalt therapy NLP developers got the idea of having the client experience their situation from different mental positions: first position is the client’s experience of the world through their own senses (seeing through their own eyes, with their own language, state, physiology, values, beliefs and interests); second position is where the client takes on the other’s perspective along with their language, physiology, values, beliefs and interests; third, the client adopts the viewpoint of a detached observer. These perceptual positions allow the client to get in touch with their own authentic self, to change their map of the world by stepping into the shoes of others, and to step back to describe their relationships with others in specific and non-judgemental terms. The detached (dissociated) third position is useful, for example, when clients have a time management issue and need to look at how they experience and talk to themselves about time.29

				
Bruce Grimley had a client who had been laid off and was feeling angry, in a rut. Once the client’s first outcome of managing anger was articulated, Bruce asked him to adopt various perceptual positions from which to experience his behaviour. Different spaces in the room were used to associate him with different areas of his life so he could appreciate the effects of his anger in those different areas. And with the client who ‘went to pieces’ before presentations Bruce used various perceptual positions to address the client’s unconscious positive intentions behind that unwanted response.30
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				Figure2.1Perceptual positions

                  
				A fourth perceptual position is the view of the whole system the client is in and on which their behaviour and goals may impact. In the case of an employee, for example, their system may include the organization they work for, their team and their family.31

				Communicates with the client’s unconscious mind

				The NLP coach recognizes that most communication and change take place at the unconscious level (everything that is outside conscious awareness at that point in time). This happens in everyday communications at work and in personal lives as well as in coaching encounters. So NLP coaches use language not only for greater clarity (Meta-model language) but also to induce more resourceful or desired states in which learning and changing occur. The latter is achieved by using hypnotic language patterns modelled by Bandler and Grinder32 on the work of Milton Erickson and known as Milton-model language.

				With Milton-model language the coach uses artfully vague language that can match the client’s model of the world, distract and overload their conscious mind through linguistic ambiguity and enable access to their unconscious mind and its resourcefulness. Artfully vague or hypnotic language is also used to interrupt old, unwanted feelings or patterns that came up during the coaching sessions.

				Using language for change means using language to access internal representations and meanings, to facilitate changes in those internal representations and thereby changes in external states and behaviours. Thus both Meta-model and Milton-model language enhance the communication between clients’ conscious and unconscious minds.

				NLP coaches differ in how much they work directly with the client’s unconscious or ‘under the radar’. Bandler and Grinder said, ‘[We are] not saying don’t use verbal conscious feedback, but understand that when you ask for that, you are tapping into the least informative part of the person: their conscious mind.’33 Other coaches and trainers talk of balancing work with the conscious and unconscious minds; Michael Hall talks of partnership and collaboration of unconscious and conscious processes. Jules and Chris Collingwood point out that knowing when and how to engage the unconscious mind (or intuition) is an essential skill for solution generation. NLP manager-coaches can discover the unconscious patterns that make these people more able to excel.

				Frames and reframes

				The coach assists clients to reframe limiting beliefs by giving a different meaning to an event, word or experience. This expands the client’s thinking and feeling or, in NLP terms, mobilizes the clients’ inner resourcefulness. Reframing can be done explicitly or covertly (‘under the radar’) with stories or metaphors that bypass the client’s conscious mind and engage the client’s unconscious mind.

				
A poster in the career coach’s office depicts a yacht on the harbour competing in rough conditions. The caption says, ‘When we are on the high seas we cannot direct the wind but we can adjust the sails.’

                  

				Conversational reframing is about skilful use of words to change minds (thoughts, beliefs, understandings and mental maps).34

				
The marketing manager who felt trapped and feared making the wrong career decision benefited from some challenging questions. Had she learnt anything from previous jobs about what she now wanted and didn’t want? ‘Yes, definitely.’ Can you now think of those previous jobs as valuable experience, rather than ‘mistakes’? ‘Yes.’ Does she really have to choose one type of work and one only for the rest of her life? ‘No, I suppose it’s common nowadays for people to move jobs and change careers.’ What’s the worst thing that can happen if she decided to change jobs again? ‘Very little, other than inconvenience, because I will have gained more marketable experience and achievements.’ Had she considered that employers often look for experience and achievements rather than for a continuous and stable employment record? ‘Well, I didn’t know that until now, but it makes sense.’ And she found that using the word ‘feedback’ was more useful than focusing on ‘failure’.

                  

				Separating a person’s intention and their behaviour is a reframe and is a key NLP practice.

				Changes beliefs

				Our beliefs are what we take as being true at any moment. They are based on the generalizations or mappings we make, repeat and reinforce over time about why things happen, what other peoples’ verbal and non-verbal behaviours mean, our identity and so on.

				The NLP coach understands that limiting or unresourceful frames of mind are behind most problems that can’t be resolved by making changes to the environment or capabilities of the client. So they use various belief change patterns derived, like all the patterns or skills, from NLP modelling.35 These include encouraging the client to explore the use of different representational systems, as we saw in the earlier example of a client making a colourful movie with a soundtrack of what it will be like to reach her goal rather than seeing it in black and white and having a heavy feeling about it.

				
The IT manager was fed up with feeling unworthy. First, she identified a belief she wished she didn’t have; one that was not serving her well, namely, ‘that I’m not good enough, not worthy’. That was her limiting belief and she described what it felt like. ‘It’s in my stomach – cold, solid and hard like a rock.’ And what did it look like? ‘Black, big, solid.’ Did she hear something or say something to herself as she felt that cold, solid sensation? ‘Yes, there’s this internal voice of unremitting self-criticism.’ Could she now think of a belief she used to have but that is no longer true for her or about which she now feels doubtful? ‘I used to think I can’t change but I now know I can.’ She noticed how the feel, look and sound of this belief that she now doubted differed from the feel, look and sound of the limiting belief. Then she gave her limiting belief the feel, look and sound of the one she doubted. She repeated those steps twice, each time switching her limiting belief into doubt and doing so faster and faster. She then thought of a new and empowering belief (‘I am successful’) to replace the limiting one that she had effectively just neutralised. She then came up with a belief that she already has that is positive, true and empowering (‘I am smart’) and gave the new belief the feel, look and sound of the positive and empowering one she already had. As she did this, with her eyes closed, a smile came over her face and her shoulders relaxed.

                  

				Anything that changes the pattern or sequence of events a person goes through internally – in responding to either internal or external stimuli – will make the response they are stuck in no longer possible.36

				Works with client’s perceptual filters

				Meta-programmes determine what people pay attention to and how they respond. They are the frames of mind that have become the lenses of perception through which people notice and filter the world and their experience of it.37 For example, people respond reactively or proactively; they think globally and specifically; they may see the big picture or tend to be more into detail. Since the discovery of meta-programmes,38 Hall and Bodenhamer39 have identified over 60 such filters. Together with Meta-model questioning, the coach models or profiles these perceptual and emotional filters.

				
Coach trainees Kate and Dan, whom I introduced earlier, differ in many ways. Kate tends to be more motivated by moving away from confrontation and lack of income whereas Dan is more motivated by possibilities, challenge, competence. She learns experientially whereas Dan learns more from researching and reading. Kate prefers extroversion and she tends to think as she talks whereas Dan is more reflective and thinks before he talks. She filters for similarities and relationship implications, whereas Dan is an ideas person, independent in the way he thinks and works. Kate makes decisions based more on her feelings and values than on logic, is a team player and usually focuses on the big picture whereas Dan sees the detail as well as the big picture and is a bit of a perfectionist.

                  

				The meta-programmes framework assists coaches to align different personalities and find solutions to conflicts arising from those differences.40

				Identifies level/s of change needed

				The Neurological Levels model was developed by Robert Dilts in the 1980s after he became interested in levels of learning and changing from studying with Gregory Bateson.41

				
Gregory Bateson’s levels of learning provide an important road map for coaches and awakeners to help clients to travel the path from incremental improvement to revolutionary change by getting progressively further out of the box of current thinking patterns and behaviours.42

                  

				Dilts proposed an internal hierarchy of information that is progressively more encompassing and impactful. The first is about environment, then behaviour, followed by capability, beliefs, values and identity. The coach helps the client make changes at one specific level or supports change on all of these levels. Figure 2.2 shows the levels of change addressed by a career coach.

				
				
			
				[image: ]
			

				Figure2.2Levels of change in career development

				
				
				Michael Hall modelled how Dilts coached a client on becoming more aligned and resourceful:

				
Dilts started at the level of behaviour and with his questions moved the client up the levels. As he did, the questions and suggestions coached the client to attach more and more meaning to the original behaviour. Specifically, the coaching conversation invited the client to access higher supportive frames that would enrich the behavioural performance. After the coach took the client up the levels from behaviour to beliefs, values, identity and mission, the client was then coached by various inductions to fully experience those states. The questions then invited the client to bring the highest resources back down, connecting the highest visions and meanings with the most immediate behaviours.43

                  

				The Levels of Change model is used by coaches to help clients identify where the ‘problem’ is and what needs to be changed. Similarly it is used to effect change in teams and organizations.

				
Sue Knight coaches leaders who want to build trust, resolve conflicts and negotiate win–win solutions. She uses the NLP skills of getting into a state of congruence (alignment of purpose, identity, values, beliefs, capabilities, behaviours and environment), building rapport, identifying and pacing others’ values, adopting different perceptual positions, giving and receiving feedback and more.44

                  

				Using the Levels of Change (or Neurological Levels) model together with NLP language and state change tools, coaching becomes more developmental or transformative than simply changing behaviours or performance (Table 2.1).

				
	Table2.1Performance and developmental coaching45

				
					
						
								
								Performance coaching 

							
								
								Developmental coaching

							
						

						
								
								Modifies behaviours, learning of new skills

							
								
								Modifies beliefs and feelings about self, identity, purpose

							
						

						
								
								Focus on external behaviours

							
								
								Focus on internal representations and frames of mind that affect behaviours

							
						

						
								
								Assumes linear change

							
								
								Assumes systemic change: a change in one part of the system reverberates throughout

							
						

					
				

				
				
				Guides client to set ‘well-formed’ outcomes

				Using the skills of rapport, calibration, perceptual positioning, sensory acuity, meta-model questioning and anchoring, the coach gets the client to specify their outcome in sensory terms and in a way that motivates them. A well-formed outcome is not only compelling but also measurable and thus verifiable.

				
What do you want to do? By when? (Self-initiated and active)

		What do you want that for? (Recognising what’s important about that outcome)

				What will getting that outcome do for you? (Positive intention)

				How will you know that you have attained that outcome? How does it look, sound and feel, specifically? (Sensory-specific)

				 


				The well-formed outcomes pattern engages the client’s positive emotional state, physiology and active voice (language and thoughts). It also engages their unconscious processes and has them experience the outcome from several perceptual positions in order to check that achieving the outcome is ecological for self and others. The coach gets the client to check for unintended consequences of having the outcomes and motivates the client by asking, ‘What if you don’t get this?’ Then the act as if pattern enables the client to imagine the outcome already achieved and to be motivated by experiencing the outcome state (which can then be anchored). A client’s visual, auditory and kinaesthetic representational systems, as well as language, are engaged when they actually write out their goals.

				
Sue Knight gives the example of a team-building exercise to set positive and specific outcomes. After doing exercises to strengthen rapport, such as changing perceptual positions, the participants individually and collectively imagined outcomes for the business. They imagined what they would see, hear, physically feel, smell, taste and emotionally experience in relation to their roles, the business culture, the premises and their success.46

				 

				In organizational planning and project management it is useful to address not only the outcome but also the intentions and likely consequences.47

				Combines many ways to install new mental strategies

				The coach works with the client’s unconscious mind using skills such as anchoring, metaphors, parables, reframing and acting ‘as if’. You will find that each book on how to coach with NLP emphasizes and offers a slightly different set of NLP skills. For example, one highlights Meta-model language, strategy analysis and exploration of the quality and sequencing of internal representations as three ways to change a client’s reality.48 Another believes the most useful strategy for achieving results is to find a role model, someone who’s already getting the results you want and then tap into their knowledge. Learn what they are doing, what their core beliefs are, how they think, feel and motivate themselves.49 In Chapter 4 there are more examples of the different ways coaches present their offerings.

				Career coaches have modelled the successful job-search strategies of people who have found the jobs they wanted and encourage their clients to learn and practise them. In organizations NLP coaches assist managers and teams model the successful sales, marketing and customer-service strategies (including beliefs, attitudes, capabilities, behaviours, environments) of other companies in order to make the desired changes and achieve their business outcomes.

				Gives sensory-based feedback

				In all coaching modalities the giving of non-judgemental feedback is crucial for clients’ learning and changing.50 The distinctive feature of the feedback given by an NLP coach is that it is offered in clean, sensory-specific terms of what the coach is seeing, hearing and feeling rather than judgements or evaluations (eg ‘that wasn’t good’).

				
Michelle Duval, coaching a client on presenting to the team, only pointed out what she saw and heard regarding what the client was actually doing. She specifically mirrored back to the client the actions and behaviours that interfered with her best performance. ‘Megan, I saw you looking down at your notes for 90 per cent of the presentation; I noticed your hand was sweating; you spoke so fast I missed some specific words you used.’ The client immediately identified the key elements and easily changed her voice tone, hand movements and was able to make eye contact with her audience.51

				 

				Tasks the client

				As in other solution-focused coaching methodologies, the NLP coach gives the client tasks to complete between sessions that reinforce the changes made, transfer the learning to additional areas of their life, put them in charge of generating solutions and moving towards their goals while developing new skills and awareness. In NLP coaching the key is that the tasking is very specific and sensory-based. It utilizes the client’s unique motivation strategy and enhances self-sustaining motivation; that includes using language that matches the client’s and induces resourceful states.

				Thinks systemically

				Derived largely from the work of Bateson, ‘the world-view of NLP is fundamentally one of cybernetic, ecological systems. Bateson’s model of “mind” is holistic and relational, in that it is concerned with the whole body–mind system and includes conscious as well as unconscious functioning; the mind is not located in the brain’.52

				Judith DeLozier was, with John Grinder, a developer of the ‘New Code’ of NLP in the late 1980s that has now been absorbed into most NLP training. Drawing on Bateson’s work in systems theory, New Code NLP focused more than Classic NLP did on the interactions and relationships among elements in the system: states, consciousness/unconsciousness, attention, perceptual positions, multiple descriptions of the world, perceptual positions and perceptual filters.53

				
			
				[image: ]
			

				Figure2.3The mind, body and emotion system

				
				In practice, this means understanding that the client’s inner world of representations, thoughts, beliefs, interests and feelings form a system where changing one element can generate other changes and that the system operates with feedback or learning loops. The coach’s skill is in knowing what part of the system to tap into in order to start the desired change.54 This skill is very well conveyed in published case studies of O’Connor and Lages and Grimley.55

				Utilizes client’s physiology

				Just as the NLP coach recognizes the client’s physiological cues (posture, breathing, skin colour, gestures and so on), they use many techniques that involve the client changing posture, spatial location and/or emotional state. In particular, changing location can be used to contextually reframe an experience and to anchor new, more resourceful states.

				As with each and every skill described in this chapter, changing physiology is about promoting flexibility in clients’ thinking, feeling, speaking and behaving.

				Manages own mind/body/emotion state and intentions

				The coach has both the intention and ability to access their own resourceful coaching state. This means non-evaluative client focus or ‘exquisite attention’. In doing so they are utilizing the skills of anchoring and well-formed outcomes on themselves. Tracking is a term also used to talk about how a coach pays attention to the client’s train of thoughts, beliefs, values and metaphors expressed during the coaching conversation. That leads me to address, in the next chapter, what is meant by the ‘magic’ of NLP.
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				The ‘magic’ of NLP

				The word ‘magic’ in relation to NLP – often used by developers of NLP as well as by popular writers – is metaphorical, suggesting not only its powerful effects but also the elusiveness of how it works and the apparent simplicity of its methods.1 

				Yet NLP always had a structure, presented formally by Bandler and Grinder, so that the subtle differences in behaviour that NLP captures can be learnt by others.2 

				Richard Bolstad, a New Zealand-based writer, trainer and coach who is widely respected among his NLP colleagues, explains how the ‘magical experience’ of NLP has also been attributed to:

				
                  

                  
					the effect of its linguistic structures on feelings and behaviour

					the belief that it gets positive results

					the reframing of challenges as opportunities

					putting the client in charge of making changes.3


                  

				Primarily, Bolstad believes, the ‘magic’ is in understanding and using the linguistic structures unique to NLP.

				Invisible glue

				‘NLP is not magic, it is merely an awareness of what makes the difference that is so often missing in more traditional models and techniques.’4
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				Figure 3.1The NLP jigsaw5 

				
				That awareness is achieved through the skill of calibration. Peter Thompson sees NLP as a jigsaw of key skill sets with calibration at the centre (Figure 3.1). He says ‘You are not doing NLP coaching until you apply the principles of NLP affecting a well-formed outcome for which you need rapport, Meta-Model and Milton-model languaging, anchoring and you need to be able to do all at once; there is no NLP coaching without good calibration of state and behaviour.’6 

				
				
				
				Five faces of organizational coaching

				Being process-driven, an NLP coach can work with any client anywhere to get them from present state or situation to desired state or outcome. In 17 years of working as a career coach, I have not seen or heard the same issue twice and each coaching solution is unique. For example, many clients want to address their lack of confidence but each person’s experience of ‘lack of confidence’ is different. So the work of an NLP coach is endlessly varied and challenging.

				Managers and trainee coaches like Dan find that through examples they get a good grasp of how NLP coaching is useful for employees, organizations and businesses. So in this chapter I bring examples and insights from several organizational coaches. Bear in mind, when listening to these accounts of NLP practice in organizational and human resource development, that they are accounts from practitioners themselves rather than independent or critical analyses.7  That said, they serve the useful purpose of illustrating how and where NLP is used in organizational coaching.

				It is useful to begin with an overview of the five categories of coaching – in addition to self-coaching – in which many coach trainers skill their trainee coaches: career and personal coaching, executive coaching, internal coaching, team/corporate coaching, and business coaching.8 

				
Career and personal coaching focuses on the individual’s career performance and goals, motivation and meaning making, relationships, health and work–life balance. Often this is done explicitly to align individuals with the goals of the organization.

				Executive coaching in business, government, not-for-profit and educational organizations involves an external coach and focuses on the individual executive within the organization, working on issues of leadership, management, vision and mission, grooming for senior management and CEO roles. It may include developmental coaching, performance coaching and coaching for skill enhancement in areas such as presentation skills, negotiation or career development.

				Internal coaching is often related to the human resources function and is about adding coaching as a modality for managers in communicating, improving work relationships, giving feedback, evaluating performance, developing and shaping performance and bringing out the best in others as a leader and manager within the organization. So NLP coaches not only act as external executive and career coaches but also often as trainers of managers and internal coaches.

			Group, team or corporate coaching is for enhancing group dynamics, interpersonal relationships, team morale and performance, motivation, buy-in, responsibility, contribution and productivity. It includes team building, consensus building, understanding, implementing company values, and the visioning of future goals.

				Business coaching focuses on assisting a business to operate more effectively and efficiently. Here the coaching may relate to marketing, positioning, visioning, financial management, people management, skill enhancement, interpersonal skills, time management, problem solving, creativity, productivity, dealing with difficult people, stress management, customer service and so on.


				Let’s recap a difference that NLP coaching addresses: performance coaching is about motivating clients to take action in relation to a skill or environment issue, and gives feedback and notices – even celebrates – the result; developmental coaching is about enabling the client to reflect and change the thinking, beliefs, values and identity that stopped them getting the outcomes they wanted.

				Another distinction, from UK coach trainer John Seymour, is between freestyle and structured corporate coaching:

				
Freestyle coaching often occurs when the coachee is spending their personal training budget… This still contains the technologies and structured approach that we deliver in coaching; however, the subject or content are led solely by the coachee. The structured coaching is delivered in exactly the same way; however, here the client will be the organisation, and may, with the agreement of the coachee, set an agenda or outcome for the coaching.9

				

				And there is, of course, privately paid retail coaching, often with a focus on health, career and relationship issues. Here NLP coaches use the same guiding framework: identifying the present situation and state, using a range of skills to identify resources and resourcefulness that lead the client to their desired outcome and state (review Figure 1.1).

				Coaching issues

				Developing an effective team

				NLP-based coaching tools are used to develop the flexible thinking and openness – to challenges and to new ideas – that underpin change within a team.10  These include matching and mismatching individual and team values in order to understand conflicts; using perceptual positions in order to learn and resolve conflicts and unwanted situations; using the Logical Levels model to understand the purpose and values in affecting changes in behaviour.

				Building a team means reframing responsibility as something that can’t be given, it can only be taken; using questions, belief change and timelines to enhance performance; using precision questions to understand conflict and elicit team members’ needs; utilizing team members’ chunking preferences to better respond to their needs and motivate them.

				Do you recall the example in Chapter 2 of Michelle Duval giving feedback in sensory or behavioural terms? All NLP coaches give feedback regularly and reframe it as learning. Listen to Michelle again:

				
NLP is useful for facilitating a team, business unit or entire company to identify and define their culture. The NLP coach models, through questioning and observation, the team’s core values (eg fun, focus, innovation, integrity), unique language (original words or phrases), the meaning of this language, driving beliefs (eg working long hours demonstrates commitment) business and people management philosophies and shared rituals (eg Friday-night drinks) that create and sustain the unique culture. We facilitate values alignment at many levels in a company: between board members, business partners, CEOs, managers, executive committee, front-line staff and customers, as well as across the entire organization. First we facilitate individuals to identify their personal work values. Second, we identify the core values of the team they are part of. Third, we facilitate the alignment of the values of board and investors, executive and management, front-line staff and customers. Ultimately a set of organizational values is identified. Finally we support each team to identify specific behaviours that represent each value for each role in the business. Values and behaviours are integrated across HR, advertising, recruitment, induction, performance appraisal, training, reward and recognition.

				

				
				Developing managers and leaders

				NLP coaches see the value of process-oriented coaching conversations when working with executives and organizations; they address issues of culture, values and meta-programmes, often in challenging or ‘fierce’ conversations.11  As Michelle says:

				
Using performance coaching, an NLP coach facilitates a leader to denominalize the abstract thing called ‘leadership’ into specific behaviours, skills and competencies. The coach will ask a leader to scale their level of competency in each skill, often using feedback from an internal sponsor in the organization who works with the leader or using 360-degree feedback. A performance coaching programme will assist the leader to incrementally develop their skill capacity where needed. Using developmental coaching, the coach facilitates a leader to identify their personal values, beliefs and self-identity about leading themselves and others. They challenge the leader to step back from their thinking and feeling to reflect and analyse whom, what and how these frames are serving, including whether they ultimately serve the team’s highest purpose and outcomes. A key aspect of developing a leader is in optimizing their mental and emotional well-being for superior performance or what they may call work–life balance. Here we work with identifying driving meta-programmes that create internal stress, such as all-or-nothing thinking, referencing others rather than also referencing oneself, sorting for external authority, perfectionist thinking and sorting only for difference or sameness.

				

				Dealing with communication issues

				NLP skills enable resolution of communication problems and enhancement of team/organizational effectiveness. NLP coaches focus on the clarity of communication among colleagues and teams by knowing how to build and stay in rapport, posing precise questions and using artfully vague language including metaphors and stories to enable people to go inside themselves to access and experience new learning and resources.

				Improving business outcomes

				The same NLP skills – rapport, perceptual positions, belief change, well-formed outcomes, distinguishing the level/s of change required, anchoring, metaphor, precision questioning, hypnotic languaging – are used when coaching teams or organizations.

				When coaching with NLP, modelling unconscious competence assists the achievement of organizational goals by improving customer support, negotiation, marketing and selling. With NLP modelling the coach elicits and then transfers context-specific patterns of excellence. As Sue Knight says, ‘the joy is that you can refine the model by testing which elements add to excellence and which detract or make no difference’. She talks of using NLP modelling as a research tool to explore and understand what’s not working and to reproduce known patterns of excellence in a business, in terms of having a coherent mission, shared values, empowering beliefs, behaviours and capabilities and environments that support the individual, team and organizational goals.12 

				Knowing about anchoring enables coaches to assist individuals, teams or entire organizations to override unuseful anchors and take on useful ones. As Michelle points out, teams or organizations can use key words repetitively in their communication over and over to anchor them and that way shape the culture. Conversely, they can identify the aspects they don’t like and avoid utilizing those things that breed more of that culture. An organization or team can collapse unwanted anchors and create new anchors.

				Performance appraisal

				Can you imagine how different performance appraisals would be if managers were measured by the state in which they left their staff at the end of the discussion?13 

				
Sue Knight was working with an employee who was frustrated at not getting the leadership roles he wanted. The trouble was, when he was given opportunities to lead he had problems in relating to some key people. As Sue says, there are many such cases where a company either offers performance feedback, some training or simply lets the unsuccessful employee go. She started by discovering (modelling) the patterns of thinking and behaving, identifying the strategies that got him the results he did not want when he was leading a team. She then guided him in identifying the beliefs, states and behaviours he had somewhere in his past experience and led him in reliving, anchoring and applying those resources to his team leadership role. Key tools she used were precision questions to discover or model client’s current strategy/pattern, finding resources, anchoring, perceptual positions, Dilts’s levels of change and giving sensory-specific feedback.14

             

				Dealing with diversity

				Andrew Bryant is a Singapore-based leadership coach.15  I asked him whether and how NLP assists in developing leaders and teams in South East Asian and culturally diverse contexts compared with Anglo-Saxon and English-speaking Australian organizations.

				
             

				Understanding NLP has allowed me to coach Asians, Australians, Indians and Europeans in local and multinational companies. I have found that coaching works best when you understand the cultural frames of mind that drive the coachee’s behaviour. In addition, a cultural understanding enables the coach to more rapidly establish rapport, and without rapport the coaching will fail.

				Some generalisations I have found include the following. With Australians and Europeans I might use a hypnotic metaphor to invite the coachee to represent a situation in a different way. Most Asians that I have coached are like engineers; they need concrete examples to show them a logical rationale (using the auditory digital representation system) for a new perspective. Some Asian cultures, such as the Thais, discourage thinking too deeply about things and are suspicious of the Western addiction to introspection. Chinese culture is laden with metaphor, some of which can be utilised and some of which can be a strong anchor to the status quo. The concept of the iron rice bowl for financial security is one that springs to mind in the current financial climate and not being the sound of an ‘empty vessel’ is an anchor for not speaking up.

				NLP allows me to pace the client’s representations and allows me to set new frames of mind (reframing). An example: I was coaching an Asian senior business leader of a multinational who had experienced a reorganisation from a country-based structure in which he was mostly autonomous, to a matrix organisation in which he had to report. He was highly capable but was not keeping his new boss in the loop and this was causing concern for the organisation.

				Asking value questions I discovered that autonomy was very high for him. I therefore asked whether he gave any of his direct reports autonomy. He answered by telling me about a direct report in Australia whom he trusted to do her job. I then asked him how he ‘knew’ (representational convincer) that he could trust her. ‘Well, she reports in regularly even when things are going well,’ he replied. ‘Oh!’ I said, ‘So reporting in equates with trust and trust equates with autonomy?’ At this point the penny dropped and he realised that he needed to report in to get his much-valued autonomy.

				Another example: I was coaching an Asian regional finance head who was passed over for an Asia Pacific role. The reason for him being passed over was that he was not vocal enough. The NLP coaching for this coachee was to help him represent ‘speaking up’ as a valuable behaviour, whereas his cultural beliefs were that being competent and developing his team should have been enough to merit a promotion. Typically, Asian and Indian senior managers are very task/results oriented and so I often find myself needing to coach them around people skills. I have one Indian coachee who is at director level in an international bank; he has been receiving ongoing feedback that he doesn’t listen to his team. When I asked him about this at the start of our coaching assignment he shrugged it off and then proceeded to tell me what we needed to focus on for his coaching and how we should go about it! My response was to say, ‘STOP!’ (which interrupted his state). ‘Step back and consider how you have just demonstrated NOT listening to me.’ After an attempt at justification he came to the realisation that he was indeed not listening.

				In Asia, as in Australia, I find coaching flexibility around ‘either/or’ meta-programs is one of the most rewarding; for example, a client who says ‘Either I keep my eyes on the bad stuff or everything will fall apart’ and having the client arrive at a ‘both-and’ conclusion that it is OK to look at the good stuff as well as the ‘bad’ either consecutively or concurrently.

             

				Creativity

				With its focus on modelling successful strategies, NLP is useful for enhancing creativity in individuals and teams. Based on modelling, Dilts developed a creativity strategy that many NLP coaches use.16  Changing physiology and asking key questions help draw out the client’s ability to be ‘dreamer’, ‘realist’ and ‘critic’ during a creative planning process. Coaching creativity involves reframing beliefs, learning to access states of creative excellence, using and directing unconscious processes to deal with unwanted or blocking states such as fearing criticism or failure.17 

				Making decisions

				Joseph O’Connor and Andrea Lages, who coach and train internationally while based in Brazil, have described a client who wants to change career direction but expresses a duality or conflict between two career goals.18  Through calibrating and mirroring the client’s sensory language, posture, movements, gestures and eye movements the coach helps the client consider how each career goal relates to a different part of themself. (There are many NLP processes for working with a person’s metaphorical, unconscious parts.) By continuing to calibrate and by matching language and voice tone, the coach anchors the two parts and guides the client in exploring the values behind each. A key moment in the session is when the coach and client discover that the two parts have a common value that each part needs to have respected. In the remainder of the session the coach uses precision questions, artfully vague language, reframing and other language skills to enable the client to give both parts of themself the recognition they need.

				Can you see that other issues such as achieving work–life balance can be addressed with NLP processes for dealing with parts?

				Career development

				‘In a world of abundance… people have become liberated by prosperity but not really fulfilled by it. So we have this democratization of the search for meaning, which is becoming an important part of recruiting and the HR profession… people are now coming into the workforce and saying “Work is about being my best self, finding my purpose, doing something that matters”.’19 

				In the current coaching boom the emphasis has been on executive coaching, leadership coaching, business coaching and life coaching. However, there is also a growing need for career coaching for employees – and not just for executives – to enable them to manage work-and-life changes and challenges. The need for career coaching is felt not only in the corporate world, concerned as it is with productivity and performance, but also by the growing proportion of the workforce outside the corporate sector. As a leading career coach wrote:

				
When employees feel more secure about managing their own careers they cooperate and contribute better to the needs of the work unit. One of the key responsibilities of a manager is to motivate and develop employees to meet the organisation’s changing needs for skills, knowledge and competencies… It involves teaching employees how to manage their own careers and develop an understanding of and commitment to career self-reliance, then supporting them as they integrate their goals and plans with that of the organisation and their work unit.20

             

				Much of what is called ‘career development’ can more accurately be described as career planning and management; it involves assessing personal characteristics, researching appropriate occupations and preparing for job search or other career action steps. Insofar as career planning and management involve modifying existing skills and behaviours or learning new ones (such as writing resumes, improving interview skills, researching alternative occupations and learning business skills) such career coaching is better described as skills and performance coaching.

				When I began coaching clients in the late 1980s I immediately noticed that while the most common reason people seek career coaching was to see, understand, expand or get feedback on their career options, the second most common reason was to deal with unwanted thoughts and feelings – of confusion, procrastination, lack of confidence, fear or frustration – and to find more enjoyment, confidence and fulfilment in their working lives. This required developmental coaching.

				There are at least two approaches to career coaching; one is generic, pure NLP process coaching, exemplified by O’Connor and Lages21  whose case study of a client stuck between options is mentioned above. As well as eliciting clients’ goals, beliefs and values, O’Connor and Lages model how clients think, speak and use their body in order to uncover their strategies for feeling stuck, making wrong decisions etc. The coaches’ process goes from exploring the present to designing clients’ future/ideal work, setting well-formed outcomes, harnessing resources including states and beliefs, discovering the values (intentions) behind the goals, increasing awareness through use of perceptual positions, and then tasking the client to take action.

				A second approach to career development is where the coach also acts as trainer and mentor.22  This is process coaching combined with offering expert knowledge (Table 3.1). Incidentally, the same process/content distinction can apply to health coaching, financial coaching or executive coaching, although the role of expert knowledge in coaching is controversial.23  Jonathan Passmore24  has examined executive coaching and mentoring behaviour and found that recipients of executive coaching value sector knowledge and an understanding of leadership dilemmas and hence the need for overlapping or combining skills.

				
								Table3.1Process and content of career coaching

				
					
						
								
								Coaching steps:

							
								
								What work does client want?

							
								
								Where will they get it?

							
								
								How will they find it?

							
						

						
								
								Content:

							
								
								Assess skills, interests, values, personality

							
								
								Explore and evaluate suggested options 

							
								
								Prepare resume, set job search goals

							
						

						
								
								Process:

							
								
								Understand strategies for decisionmaking, motivation, etc

							
								
								Let go of limiting beliefs and feelings by changing language, internal representations, meanings 

							
								
								Set well-formed outcomes, learn from feedback, act with  confidence 

							
						

					
				

				
				Working with both content and process requires clarity and distinctions about what you are doing, when and why. How does a coach do this? As a career coach I present it visually in a few meaningful and memorable chunks; this becomes a visual anchor which I show to clients and talk about in order to clarify at any point in time what we are working on and what my role is. In this approach, NLP process coaching does not preclude the use of select psychometric instruments such as the Myers Briggs personality questionnaire; instruments are framed as exploratory tools and aids to the facilitative coaching conversation rather than hard-and-fast judgements about the client.

				Do you now have a taste of what NLP coaches are doing in the contexts of personal and career coaching, executive coaching, internal coaching, team/corporate coaching and business coaching? The coaches you heard from here have also written in detail about their methods and case studies so you can, if you wish, follow up their work using the Endnotes and Bibliography, and look further into their coaching tools, transcripts, mindsets, ethics, contracts and other practical matters.

				In the next chapter we look at whether talking of the ‘magic’ of NLP accurately represents the professionalism of many NLP coaches.

				
			

		

	


End of sample
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