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Foreword
The Accelerated Learning Series attempts to pull together new and innovative thinking about
learning.The titles in the series offer contemporary solutions to old problems.The series is
held together by the accelerated learning model, which, in turn, is underwritten by an
informed theoretical understanding.
The term ‘accelerated learning’ can be misleading.The method is not for a specific group of
learners, nor for a given age range, nor for a category of perceived ability.The method is not
about doing the same things faster. It is not about fast-tracking or about hothousing. It is a
considered, generic approach to learning based on research drawn from disparate disciplines
and tested with different age groups and different ability levels in very different
circumstances. As such, it can be adapted and applied to very different challenges.
The books in the Accelerated Learning Series build from the Accelerated Learning Cycle.
Coaching Solutions attempts to show how a solutions-focus to performance can be used to
support learning at all levels.The extent to which we rely on each other and, with the right
sort of prompting, can help each other find solutions is brought out in this book.

We are all connected
In 1967 Stanley Milgram, a Harvard professor with an interest in social networks, conducted
an experiment to find the ‘distance’ between two people. The question he posed was ‘How
many acquaintances would it take to connect two randomly selected individuals?’ To get
started he chose two target people: one in Massachusetts and the other in Boston.They were
not connected. He then picked two cities on the ‘Great Plains’ – Wichita and Omaha – and
sent 160 letters to randomly chosen residents asking the person to send a postcard either
to the target person directly – if they knew the person – or to someone whom they already
knew who was more likely to know the target person. Forty-two replies made it back. One
had gone direct, the largest number was 12. Most had surprisingly few intermediaries. Milgram
worked out the median number as 5.5.
In 1991 John Guare wrote a play entitled Six Degrees of Separation. It is a play about
interconnectedness. A mother tells her daughter,

‘

Everybody on this planet is separated by only six other people. Six degrees of separation.
Between us and everybody else on this planet. The president of the United States. A gondolier
in Venice… It’s not just the big names. It’s anyone. A native in a rain forest. A Tierra del
Fuegan. An Eskimo. I am bound to everyone on this planet by a trail of six people. It’s a
profound thought… How every person is a new door opening up into other worlds.

’

Six degrees of separation suggests that despite the enormous population of the world at any
one time we are all only six links apart – a network of six billion nodes holding us all together.
At the time of writing there are more documents on the world wide web than there are
people on the planet, yet any document is, on average, only 19 clicks away from another.
Research scientists are separated by four to six co-authorship links. Neurons in the brain by
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14 synapses. All around us we see that the consequences of our everyday decisions affect
others and ripple out beyond our immediate circle.
Now envisage a smaller and more distinct group, with direct communication between
individuals – car drivers on any busy freeway around Melbourne. A network of decision
making is communicated and the consequences are predictable patterns of traffic movement.
Traffic density waves arise when each driver chooses his or her speed according to the speed
of the surrounding vehicles. Each driver can react rapidly to the speed of adjacent cars –
rapidly enough to match the occasional explosion of crowd behaviour. A knot of vehicles
joining the freeway at a junction creates a local increase in traffic density and following
vehicles have to slow to avoid collision. In heavy traffic, when the density of vehicles on the
freeway is so great that they impede each other, that local increase in density creates a
backwards wave that washes back through the traffic. It is observable from the air like waves
rolling up onto a beach. It happens when the reactions of successive drivers are so quick that
the change in speed propagates from one vehicle to the one travelling behind faster than the
vehicles themselves are moving forwards.
This phenomenon comes about through the transmission of changes in speed from one
driver to another. Occasionally there is a rear-end collision. But the very low frequency of
such accidents (in relation to the number of cars using the freeway) testifies to the rapidity
with which car drivers can respond to each other. Decisions you make affect all those around
you and many others besides.We are all interconnected.
We are often asked:‘Can you make someone learn?’ The answer is no. Coercion, conformity
and compulsion will get performers but not learners. For genuine learning, motivation comes
when we set our own direction. But how?
How do we get to decisions that are likely to propel you forward when there does not seem
an obvious route? What will the impact of such decisions be for ourselves and those around
us? Direction can be determined by finding and asking the right question. Nelson Mandela, on
a visit to London, observed,

‘ ’

unsolicited advice is rarely listened to or respected, but solicited advice is treated
with due care and attention, and creates bonds that are rarely broken or
forgotten.

If you have ever been stuck on a personal issue to the point where you begin to fixate on it
and neglect others around you, the skills of the coach can help you. If you live with, look after
or work alongside others who have got themselves locked into an unhelpful pattern of
behaviour, congratulations, you are a social animal and the skills of the coach can help you. If
you are a teacher, a trainer, a social worker, a doctor, a barrister or work in any profession
that involves connecting meaningfully with others, the skills of the coach can help you.
If you have ever been stuck in a traffic jam and find yourself watching nervously in your mirror
as someone surges towards you and stops, but not until the very last second, don’t be too
angry – you might just be connected.

Alistair Smith
October 2004
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How to use this book
This book is a flexible guide to coaching in schools. It sets out to make it easy for you to
navigate around the text and to locate specific solutions to your coaching dilemmas and
questions.
The book is divided into four sections, each composed of chapters, and includes the following
elements:
●

outcomes for the chapter – a summary of what you will know once you have
completed the chapter

●

preview questions – which stimulate your thinking about chapter content

●

metaphors and stories

●

core material

●

case studies – which contain sample dialogues

●

summary – learning points and questions to test and apply your knowledge

●

review questions – to help you process your learning

●

masterclass – top coaching tips to make coaching effective.

This structure makes for a flexible approach to the use of the text. Here are some guidelines
that you may wish to follow to help you get the most out of this book:

6

●

Start at the beginning and work methodically through the book.

●

Read the chapter outcomes first and then dip in.

●

Read the chapter summaries first.

●

Consider the chapter preview and review questions as a guide.

●

Read the core text leaving out the stories and metaphors.

●

Read the story/metaphor for a chapter and the outcome statements; allow some
thinking time before reading the core material in the chapter.
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SECTION 3 How do you coach?

A model of coaching
The one constant factor in schools over the last decade has been change! Maintaining a
motivated workforce in the light of continual shifts in priority and approach has become
a high priority. So why is it that change after change is accompanied by such prescriptive
approaches to achieving goals? To really motivate individuals towards change is to give
them greater autonomy over what they do and how they do it. Every person, like those
exploring the elephant, will have a different take on the same situation. Consequently
developing solutions that will drive themselves to completion is largely about tailoring
them to the values and skills of those who action them. Whether the targets come from
the top down or are generated by individuals, the choice about how people work towards
achieving them can be highly motivating.The greater the choice in defining the target and
the approach to achieving it, the higher the level of motivation to succeed.
This chapter explores a simple structure that enables you to smooth the pathway for
others to resolve their own problems and enhance their performance.The STRIDE model
is a framework to enable individuals and teams to consider the steps to make lasting
changes. It is also a tool to enable people to consider the elephant from the perspective
of others.
The acronym STRIDE represents a flexible and rigorous coaching structure as
represented in Figure 6.1.

Strengths

Target
Reality
Ideas/opinions

▲

▲

Decide/commit

Figure 6.1 The STRIDE model (© Thomas 2002)
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CHAPTER 6 A model of coaching

Coaching solutions using the STRIDE model
STRIDE is a simple and sequential model for structuring change in others. It orders the
process by which others define goals, overcome limiting beliefs and take manageable steps
towards those goals. Before moving on to the STRIDE model you may like to remind yourself
of the principles of coaching referred to in Chapter 2. The ten principles of coaching
represent the vital foundation to this model.Without the appropriate attitudes and state of
mind of the coach this model will not be effective.

The STRIDE model
Strengths

Paying attention to strengths and maintaining people in a resourceful mindset.
Target

Identifying the target to be achieved and exploring motivation to achieve it.
Real situation

Exploring the current situation in relation to the target and identifying limiting
beliefs.
Ideas

Seeking ideas that might succeed in achieving the desired target and overcoming
limiting beliefs.
Decision

Selecting the most appropriate option from the ideas generated.

Evaluation

There are two parts to the evaluation phase:
1

Evaluating the solution now: exploring commitment to agree decisions.

2

Evaluating later: agreeing a time to follow up on the actions taken arising from
the decision.

The STRIDE model explained
Strengths
A huge body of research recognizes the importance of developing and maintaining high levels
of self-esteem in people throughout change management. Since coaching is fundamentally
about change, it follows that high levels of self-esteem are essential to the process.When we
receive feedback from others, we can respond in a variety of ways. This may depend on a
whole range of factors, but one significant factor is the way in which that feedback is
delivered.What makes the difference between feedback and criticism is often about the way
the information is delivered.
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CHAPTER 9 Advanced techniques in coaching

Masterclass

MASTERCLASS

▲

When working with individuals in coaching relationships, listen carefully to the
sensory language they use to gauge which advanced coaching techniques might
be most suitable for them.

▲

The use of visual predicates, such as ‘focus’, ‘clear’, ‘bright’, will indicate a
preference for visualization.

▲

The use of kinesthetic predicates, such as ‘I felt it weighed heavy on me’,
‘I felt as light as a feather’, may predispose them to success steps and also
anchoring.

▲

The use of auditory predicates, such as ‘It went with a bang’, ‘That sounds
like a good idea’, may mean that reframes and affirmations will work best.

▲

Making anchor actions as subtle as possible means that they can be used
anywhere and at anytime. Gently clenching the fist of one hand is possible in
many situations. A nurse who needs an anchor as she is drawing up an injection
will choose a curling of the toes since her hands are otherwise engaged.

▲

With all these techniques the more they are practised, the more effective they
are when called into action. Start using the ones you are most comfortable with
first.

▲

Achieving states of relaxation before developing any of these techniques
enhances the rate at which they become established.They are best introduced
towards the end of a coaching session, when the individual has had time to relax.

©2006 Hawker Brownlow Education NE7033

COACHING SOLUTIONS

171

