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Day 2 Review
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Activity

Draw a mind map covering the key topics of the
last session

What stood out for you the most?

What topics have you already discussed with
someone outside of this group?

Notes
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- |dentify the purpose of giving change and continue feedback

.
I_ e a r n I n g « Use the HIP and AID model to plan your approach to deliver effective feedback
« Practice using tools to help you plan and structure a difficult conversation

Notes
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« |dentify the mindset which will enable you to communicate most effectively

.
I_ e a r n I n g - |dentify characteristics and behaviours of an effective coaching conversation

« |dentify coaching models to assess the needs of the coachee

O U tC O m e S + Practise your coaching skills

Notes
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Manager What kinds of ?

conversations ey -

Notes
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Types of mar 1t conver

« Catch-up

Management
conversations P

+ Development
« Career

« Performance

Notes
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Frame of reference

Getting on the
same page

Notes
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Communication loop

Creating a
loop

Notes
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Feedback
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e of feedback
Feedback "

Unlocking a person’s

potential to maximise
their performance

Notes
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A C t I V | t y Group Discussion

Think about a time when you received some
important feedback:

— What was the outcome or benefit for you?

— What did you appreciate about it?

Please prepare to feedback

Notes
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- Secure performance and results
Change

— Increases self awareness and ownership

.F e e d b a C |< — Used early can stop issues turning into conflict

— Helps to align individual efforts with organisational objectives

— Can improve relationships

Notes
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C O n 't i n u e - Re-enforces positive performance and behaviours

- Builds confidence

fe e d b a C |< — Promotes positive work environment

— Boost morale

— Can increase retention — people and efforts are valued

Notes
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Activity

y Discuss Change and Continue feedback
models

When have you used either?

Did the feedback work?

Which do you use the most of?

Prepare to feedback

Notes
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Balancing the conversation using HIP

m Helpful and Humble

n !mmediate and In person (virtually is fine!)

Balancing the
conversation

Elenty of Praise (continue) and
Private challenge (change)

Notes
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Q | D Structuring your conversation using AID

A Action
What action or behaviour did you experience?
| Impact
What was the impact of this and why?
D Do

What should they do more of (continue)
or do differently (change)

Notes
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Encouraging feedback

Feedback

Show appreciation
« No excuses

* Ask for more information

Look to learn
Look for the truth

+ Use it — try something new

Check back and ask for more

Notes
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Q C t i V i ‘t y Activity: Plan your feedback conversation

Think about a feedback conversation that you
need to have

Use HIP to prepare the conversation

Use AID to plan out your conversation

Be prepared to share your plan

Notes
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Difficult Conversations
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Some questions to help with your outcome

What do | really want out of this conversation:
For myself?

For the other person?

For the relationship?

What do | want to avoid?

Becoming
outcome
focused

How do | need to behave to get these results?

Notes
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Faulty programming

Faulty

We are not programmed

. for difficult conversations Fight Freeze
P ro r a m m I n Aggressive Unprepared
g g Win Dissolve
We are programmed for
“fight’, * or ‘freeze’ Punish Stuck
(instinctive response) Result No objective

Notes
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Fear setting — Tim Ferriss We suffer more often

F e a r in imagination than

« On a scale of 1-10 how scary is this situation? in reality”

Seneca

« What am | fearing most — (what are the worst things that

S e t t i ﬂ g can happen)?

« What can | do to prevent this?

« If the worst does happen, what can | do to repair the
situation?

+ What are the possible positive outcomes?

+ What will the cost of inaction be?

Notes
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T -t . o -t Activity: Fear setting
y Think about the difficult conversation or
person you identified in your pre-work

Work through the fear setting questions

Note how you felt at the start of this activity
and how you feel at the end

Notes
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Structuring
the
conversation

Notes

Simple structure

Opening
statement

Well-planned and
controlled, opening
to conversation which
incorporates the
relevant values

Conversation Resolution

Plenty of good Draw conversation
questions, good to close in controlled
listening, honesty way, summarise what
and focus on has been agreed
specific action; and confirm next
not on the person steps, confident and
controlled close

ms@®amlin @
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Structuring your Difficult conversation: AID

Using AID A Action

What action or behaviour did you experience?

| Impact
What was the impact of this and why?

D Do
What should they do more of (continue)
or do differently (change)

Notes
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Activity

Watch the following video and using the
the case study notes answer the

following:

* What was the intention of the
conversation?

* What were the main issues discussed?

« Did the conversation work?

Notes
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A . . Activity: Replan the conversation
ctivity

Replan the conversation using the simple
structure

Write up the opening statement using AID

How will your version help the feedback
conversation to be effective?

Notes
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Coaching Conversations
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What are the characteristics and behaviours of a good coach?

Coach

« Listening
characteristics o= -
+ Empathising -
« Summarising and reflecting
« Unlocking limiting beliefs

« Staying focused

Notes
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Scale of rapport

R a p p O r t 5 Support, trust, sense of being positively connected
in some way (inside circle, safe place)
4 Strong sense of knowing, the familiar (good friends)
3 Genuine warmth, kinship (friends)
2 Comfortable, familiar
1 Some warmth
0- Neutral

Hesitation, trepidation -1
Some discomfort, detachment -2
Awareness of dislike, disassociation -3

Genuine aversion, antipathy, real dislike -4
w Levels of Rapport

Stronger hostile feelings, even loathing -5

Notes
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Istening

Notes

Different levels of listening
“I'm more focused on
you than me, I'm
“I'm very focused on getting a sense of

what you're saying, ~ Who you are now.”
“mengagedin  recording facts, and
the conversation, paying attention.”
“It looks like I'm listening, talking,
listening, I'm thinking.” Deep
not really, I'm A
else.” Active

“'m not present at all,
and | show that.” Conversational

Cosmetic

Ignoring
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Open questions...

Using good
O
=]

Notes
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The powerful questions

PO W e r I'm really struggling with this job
and you don’t care — you don’t even
questions

know what | do...”

e “How can you make
sure that | understand
yoknu og:t"r‘r:,emto more about what you're
B tat doing, and what
SOl e additional support do
you're doing? you need?”

“Why can’t
[X] help you
if you're

struggling?”

Notes

ms@®amlin @

© Seventy20Ten™ Ltd. All rights reserved.



Situational

coaching

Directive

(Self directed)
Non-directive
“Go and “I'think you  “I think without “You seem “Here’s “What are you
speak to[X]” needtospeak  [X]'s support tobe what you going to do?”
with [X] first.” this won’t avoiding just said.”
work.” speaking
to [X."
Notes
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The pipeline
model

Insights

Does the person
know where they are
going or what is

exq
of them? Can they
describe what
changes they need to
make or how they
should carry out a
task for example?

Notes

Real World
Practice

Accountability

Motivation Capability

Are there structures

in place for feedback

and are they aware of
the consequences?

Has the person
had the time
and opportunity to
practice their skills?

Do they have
the knowledge and
skills, or do they
need some input?

Are they willing to
invest the time and
energy that it takes?
Are they motivated,
de-motivated or
un-motivated — what
behaviours do you
see from them?
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Motivators &

blockers

Notes

Motivators

Critical problem solving

Earning respect
Stretching gosls.

s e O e
= e

Rolibilly
Security

Interdopendence
Stabilty
Boing needed

Demotivators
Lack of focus

Ineffcioncy
Lack of crecibilty
Being told what to do.

Poor organisation —
Contusion & X Long, drawn-out timoscales
Lackof strcire 5 R, Lockof progress

Rigid parametors

Carslessnoss

33
]
H ]

Lack of support
Not being valued
Disharmonyiconfiict
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Practice

Coaching activity

R

Notes
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A C t I V | t y Activity: Reflection

Reflect on today’s session

What are the key learning points for you?

Which conversations do you need to practice
and when?

What one focus area will help you do this?

Notes
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Notes
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Notes
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Notes
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