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“Conflict Management Coaching offers an elegant blend of theory and practice. Coaches, mediators, and other conflict professionals will treasure Cinnie Noble’s valuable new contribution!”


Craig Runde, director of the Center for Conflict Dynamics and co-author of Developing Your Conflict Competence


“Cinnie Noble’s new book is an outstanding contribution to the field of conflict management. She has succeeded in integrating the fields of coaching and conflict management and provides the much-needed, big-picture view of the challenges and processes for succeeding at conflict management coaching. Cinnie has captured decades of her extensive experience in a readily accessible form that brings insight, inspiration, and a well-tuned process to a very diverse—and increasingly relevant—field of study.”


Ralph H. Kilmann, Ph.D., coauthor of the Thomas-Kilmann Conflict Mode Instrument oauthor of the Thomas-Kilmann Conflict and CEO of Kilmann Diagnostics


“In this concise, comprehensive and informative book on conflict coaching, ideas, principles, and practices are so-well described and illuminated that it would be virtually unnecessary to search for any other resources or references. The charts, diagrams, and explanations provide clear ideas for both experienced and novice practitioners, and do so in a way that is inspiring and informative.”


Rey Carr, CEO of Peer Resources


“Cinnie Noble brings deep coaching and conflict mastery to the art of conflict management, and she shares her insights, tools and approaches in this thoughtful and thought-provoking book.”


Michael Bungay Stanier, author of Do More Great Work and inaugural Canadian Coach of the Year


“Cinnie’s book is at the crest of the third wave of coaching publications, one that brings a new level of maturity to the profession. Her background and experience meet the increased need for pertinent information, approaches and understanding for coaching clients in specialty areas and, in this case, for coaching clients through conflict. Any coach can take away valuable learning from Cinnie’s breadth of knowledge and clarity of expression.”


Linda J. Page, Ph.D., ACPC (co-author of Coaching with the Brain in Mind, Wiley 2009)
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Foreword


Over the years, on my own journey of celebrating the growth of the field of coaching, I have been in constant awe of coaches who apply their expertise in different ways. One way is by creating new applications of coaching. These applications ultimately result in different “specialties” for helping clients optimize their potential in various aspects of their personal and professional lives. Upon creating these innovative programs, many coaches generously share their concepts and ideas with others. This is what Cinnie Noble has set out to do and has successfully accomplished in her book on conflict management coaching.


Coaching itself marries many different theories and areas of practice. Cinnie’s work has solidly brought together two of these influencing areas that are clearly made for each other. Bringing the “coach approach” to mediation, and mediation skills to coaching, is a brilliant move. The integration of these two approaches, supported by a number of neuroscience principles, offers an effective and sustainable way to help people find their way through conflict.


For coaches who commonly assist clients with their interpersonal conflicts, it is especially helpful to learn more about how to do so by being able to use a process such as the seven-stage CINERGY™ model. All of us individually encounter conflict in our own lives, too. It is this fact that enlists much of my support of Cinnie’s work. She believes that an integral part of a coach’s personal and professional foundation includes conflict competence. This requirement makes perfect sense to be able to coach clients effectively in their efforts to gain the knowledge, skills and abilities to engage in conflict. And indeed, modeling solid skills of this nature in our own relationships contributes to the success of all our work as coaches. Thus, having a clear conflict management skill set is an asset on many levels.


Having an evidence-based structure, founded on rigorous study for conflict management coaching, is a gift. Coaches, mediators and others will reap the benefits of Cinnie’s commitment to this specialty. Cinnie’s clearly outlined concepts and examples are accessible and relevant, as are the range of specific skills, pertinent ROI suggestions, ethical considerations and client engagement ideas. And she shares her extensive knowledge and experience from her heart.


It is clear, on my reading of Conflict Management Coaching: The CINERGY™ Model, that Cinnie cares that we pay forward our learning, to make conflict an opportunity for growth and development for our clients.


Pamela Richarde


Master Certified Coach


Former President, International


Coach Federation




Foreword


We are delighted to introduce this important new book by our friend and colleague, Cinnie Noble. Cinnie’s work as a conflict practitioner—a mediator, trainer and advocate—is already well known. Her new book is a vital contribution to the development of a field in which she is a pioneer—conflict management coaching.


The growth of one-on-one conflict management coaching as a discrete service offered by conflict practitioners reflects the changing landscape of dispute resolution. Much of this change relates to the role of the justice system in resolving conflict. A long-standing faith in the legal system and in lawyers as the champions of rights has been gradually replaced by skepticism about the costs and efficacy of legal solutions and adjudicated outcomes. Lawyers are no longer the “go-to” professionals for problem-solving—instead, they are often seen as an expensive way of escalating a conflict.


There has been a spectacular rise in the volume of self-represented litigants, many of whom do not see lawyers as adding value to their outcomes. Corporations have started to opt out of traditional dispute resolution systems, instead using private arbitrations and commercial mediation, hiring in-house counsel to settle disputes, appointing ombudspersons and instituting internal conflict management systems.


Conflicts deplete energy and resources and distract focus; at worst, they permanently destroy relationships. Litigation almost always produces these results. Increasingly, corporations and individuals are asking how to deal with conflicts so that problems are addressed and relationships are preserved. This shift has led to a quest for better ways to anticipate problems, take preventive action, encourage a cooperative approach to problem-solving and empower those in conflict to participate directly in resolution efforts.


Failing faith in traditional legal models of dispute resolution has occurred at the same time as the rise of the Internet, which has profoundly altered and reshaped the public culture of disputing. An entirely new medium of communication is emerging—email, texting, social networks, Skype and other Web-based processes—that challenges how we think about and process conflict. Access to information is changing the way we value (and how much we are willing to pay for) technical advice, whether offered by lawyers, doctors, financial specialists or others. We often feel that we have many (free) resources for information; what we need instead (and might be willing to pay for) is help with strategy, decision-making and planning. This shift is changing the nature of professional advice-giving and marketable services, and not only in conflict resolution.


Into this changing landscape comes the phenomenon of conflict management coaching. What has not changed is the continual presence of conflict in our lives—in our workplaces and families, in our communities and in the international world order. The conflict resolution field has developed a range of powerful intervention tools over the past 30 years, including mediation, collaborative law practice, facilitation, restorative justice and case management. These approaches have helped many disputants handle their conflicts more effectively, rapidly and humanely. But each of them depends on the intervention of a conflict professional into the conflict interaction itself.


There is an important gap here that Cinnie’s book addresses in an elegant and practical way. We need approaches that will help people increase their capacity to handle their own conflicts, not only specific disputes but in the general capacity of individuals and organizations to anticipate and manage the full range of conflicts that they are likely to face. This information is relevant to managers, workers, union leaders, teachers, parents, divorcé(e)s, government officials, families and individuals—indeed, all of us.


Conflict management coaching offers individuals the opportunity to anticipate, strategize and operationalize how they will respond to conflict, whether in a personal or a professional context. It assumes that individuals can learn how to manage conflict better in their lives and to do so through dialogue, wherever possible, rather than working through proxies, employing third parties or using legal procedures. It further assumes that we all have more to learn in order to face up to conflict—latent or manifest—rather than avoid it, communicate constructively and effectively with others and enhance our capacity to learn from experience in managing conflict. Conflict management coaching helps us be effective in direct negotiations, mediation, informal processes and everyday life. Each of us makes mistakes, has buttons that can be pushed, areas of particular sensitivity. Conflict management coaching aims to expand our self-awareness and build our confidence to deal with conflict. Instead of leaving our response to conflict to chance, assuming that we will “muddle through,” conflict management coaching accepts conflict as a reality in everyone’s life and elevates our personal approaches to conflict to the level of learnable skills and achievable goals.


For many years, Cinnie Noble has been the go-to person for developing practical systems of conflict management coaching. Her wide-ranging experience in this area has led her to develop the CINERGY™ process—a powerful system for building on each of our natural skills as communicators and conflict intervenors to move into the role of conflict coach. CINERGY™ is built on three foundations, or pillars, as Cinnie refers to them—the knowledge, skills and insights of coaching, Alternative Dispute Resolution and neuroscience. From these three very different, but powerful bedrocks, Cinnie has found the synergies that propel CINERGY™.


Effective approaches to conflict intervention—and perhaps to all interventions into human relationships—have to operate on multiple levels. They must provide practical skills and tactics for helping people change how they understand the challenge before them, how they communicate and how they understand their own genuine needs and those of others. They also have to provide the conceptual tools that move us beyond a cookbook approach to intervention so that we can move in many directions, depending on who and what we are dealing with.


In this book, Cinnie moves us from the practical to the conceptual and back again, repeatedly and effectively. And what’s more—it’s a good read. We hope you will enjoy this journey into the world of conflict management coaching as much as we have.


Julie Macfarlane, PhD


Professor, University of Windsor


Windsor, Ontario


Bernie Mayer, PhD


Professor, the Werner Institute


Creighton University


Kingsville, Ontario
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In the last two to three decades, there has been exponential growth in two important fields of practice—coaching and Alternative Dispute Resolution (ADR). The specialty of conflict management coaching unites these two disciplines. Fast emerging as a coaching specialty and conflict management technique, this process has found a place within both. This chapter describes the genesis and development of the CINERGY™ model of conflict management coaching, as well as the step-by-step approach taken in this book.


The Development of Conflict Management Coaching


At the time I created the CINERGY™ model of conflict management coaching in the late 1990s, I had worked for many years as a lawyer-mediator. In this capacity, I assisted people to work through their interpersonal conflicts and saw the value of the mediation process within organizations and in other contexts. As an external contractor, I became increasingly aware over time of how many leaders and other staff in both private and public sector organizations demonstrated a tendency to avoid conflict or to handle it in ways that did not serve them or others well. One of those ways—and a common pattern in managing interpersonal workplace disputes—is reactive, such that conflicts are not addressed until the situation becomes problematic or intolerable.


Like other Alternative Dispute Resolution (ADR) consultants and practitioners, I was most often called in after matters had escalated, after grievances and litigation had cost organizations financially, after staff had left or required prolonged medical or stress leave, after the workplace had become toxic, after productivity had suffered and after the organization’s reputation had declined. Fractured relationships, ongoing infighting, increased tension and the other outcomes of poorly managed conflict prevail at these times, and beleaguered workplaces search for methods to improve things. It is evident, however, that when interpersonal conflict is not addressed or is left unresolved for too long, the health of the organization, work teams and the people directly and indirectly affected often suffer to the point that interventions are experienced as too little, too late. Benefits that could have been gained from the conflict and from early intervention are displaced by enormous financial and organizational stressors.


Some of the documented benefits of conflict include the fact that if effectively managed, conflict gives disputants opportunities to learn from one another, to collaborate, to improve their communication skills and relationships, to reconcile and accept differences, to gain new perspectives, and to develop creative and innovative solutions for handling issues in dispute and the contention that surrounds them. Generally speaking, however, it is not the norm in most workplaces that leaders and others invite and accept disparate viewpoints or engage in productive interactions regarding issues that challenge the status quo.


What became evident to me in my experience was that there were limited processes that offer people one-on-one assistance to gain the knowledge, skills and ability to engage in conflict in constructive and productive ways, to pre-empt unnecessary escalation, to regulate their emotions and to manage the impact of conflict on those who are directly and indirectly involved. This realization led to my research and to the development of a model that provides individualized and customized coaching to assist people in improving the way they engage in conflict, and to be able to do so independently.


Helping individuals with their interpersonal conflicts on a one-on-one basis is certainly not a new concept. Even without a specialized model, coaches regularly help their clients find their way through conflict. In the field of ADR, one of the many roles of organizational ombudsmen is to assist individual staff members. As well, human resource (HR) professionals, managers, supervisors, team leaders, lawyers, union representatives, counselors from employee assistance programs, therapists, psychologists and others help individuals with conflict in their lives. Many practitioners, however, are increasingly seeing the advantages of having a specific framework for providing conflict management coaching (or conflict coaching, as it is also called).


The definition of conflict management coaching used in this book is a one-on-one process in which a trained coach helps people gain increased competence and confidence to manage and engage in interpersonal conflicts and disputes. The text you are about to read describes the CINERGY™ model of conflict management coaching, and provides tools to support its practice.


Besides the play on my first name in the word CINERGY™, the dictionary definition of synergy is meaningful and relevant. Synergy is defined as the cooperation of two or more things to produce a combined effect greater than the sum of their separate effects (Thesaurus of Current English, 2007). This is what occurs between a specially trained coach and client who wishes to optimize his or her potential for effectively engaging in conflict. The synergy between the coach and the client has an impact not only on clients, but also on those around them who benefit from the increased learning and awareness that comes with skillful conflict management coaching. Synergy is what occurred, too, among members of a study group whom I involved in the development of the model, as you will read about next.



The Genesis of the CINERGY™ Model



When I began giving thought to what I viewed as a gap in the provision of an individualized approach to conflict management, I did not know of coaching models in either the ADR or coaching fields. In 1998 I read the article “Problem Solving for One,”1 which described a process that was developed at McQuarrie University in Australia to assist university students when the other party in a dispute did not want to participate in (or did not show up for) mediation. The process reportedly helped individual students to explore their options and solutions.


Around the same time, I also contacted Ross Brinkert at Temple University, who was using a conflict-styles approach for coaching individual students when the other person in a dispute did not attend a mediation or one of the parties did not want to participate. He and Tricia S. Jones later went on to develop the Comprehensive Conflict Coaching Model and, in 2008, published the first book on the subject of conflict coaching.2 However, finding no specific training or models of the nature I envisioned when I was exploring the concept of one-on-one work, I decided to become certified as a coach and to explore developing a conflict management coaching model. Early in my studies, I saw another synergy—one between the professions of coaching and mediation.


To experiment and study what would constitute a model of this nature, I initially brought together 12 people from a range of backgrounds. I refer to them and the additional people who were involved in the pilot stage of the CINERGY™ model as the study group members. I inquired, from a number of private and public sector workplaces for which I had provided mediation, whether I might recruit volunteers from a cross-section of their staff who were willing to devote some time to work on challenges with interpersonal workplace disputes and improve their conflict competence. From the overwhelming response I received, I could have started with many, many more! However, I chose to begin with a small group. Later, I returned to these organizations to request additional volunteers to test the model.


The first steps with the initial study group members involved working with each person individually for one hour a week, for a six-week period. During this time, I walked them through a basic coaching framework, which involved assisting each person to identify his or her conflict management goals, to explore different perspectives on their disputes, to brainstorm and select the possibilities for the way forward, to take active steps for reaching the optimal choice and to consider challenges that might arise in doing so. In developing a conflict management coaching model based on these components, and from other principles from the fields of coaching and conflict management discussed further in Chapter 1, I quickly realized that the part that required the most in-depth work had to do with how best to help people gain different perspectives on their conflicts and disputes.


Experiential Research


Albert Einstein had a well-known theory that problems cannot be solved by the level of awareness, thinking and consciousness that created them.3 This theory resonated with me, and I began the journey to figure out a way to help people gain increased self-awareness and be able to reappraise themselves, their situations and the other people in their disputes.


How does someone gain a different perspective on his or her situation? I began the process with a close examination of three previous or current conflicts for each study group member. One thing that became evident was that the members followed certain patterns in how they processed their interactions—emotionally, intellectually and otherwise. I then applied this valuable information by further analyzing three conflict situations each for 40 more people. In the end, this experiential research informed the development of the stages of the CINERGY™ model, including a major part of the model that helps clients gain different perspectives by increasing their understanding of what happened for them and for the other person in their interaction. (These findings are discussed in Chapter 2.)


Through a staged approach that incrementally built on their awareness, study group members were able to reach their specific goals and discover improved ways of engaging in and managing their interpersonal disputes. This process, and the framework for coaching people through conflict that evolved, was tested and refined in 1999–2000 through individual and group work. It is evident from its use and training worldwide that the model works across cultures, in all types of workplaces and age groups, for both genders, for those at all levels of organizations and in a wide range of contexts.


Integration Within a Conflict Management System


From early on, both public and private sector organizations and individual practitioners in Canada, the United States, Australia, Ireland and other parts of Europe began to incorporate the CINERGY™ model as another tool in their coaching and ADR services. For instance, this method is widely used in many informal conflict management systems throughout Canada’s federal government.


In 2004, I was retained as a consultant to work with the Office of Collaborative Strategies of the US Transportation Security Administration (TSA), Homeland Security, to develop a conflict management coaching program with its internal program officer. Initially a peer coaching program, this was the first known endeavor to form part of what is known as an Integrated Conflict Management System. (More on the inclusion of conflict management coaching within organizational systems is discussed in Chapter 6.)


The Reasons for the Growth of Conflict Management Coaching


As a pioneer in the emergence of conflict management coaching, I have contemplated reasons for its growth. Here are some:


•   Interpersonal disputes are inevitable, and the economic and human costs of poorly managed conflict are high. As a result, there is a need for more and different ways to help people strengthen this aspect of their lives.


•   Organizations have limited individualized methods for helping people manage their disputes independently.


•   Since the 1990s, professional coaching has been more and more accepted as a forum of choice for assisting individuals and groups to make changes in their personal and professional lives. As specialties continue to develop within this field, a niche such as conflict management coaching has a place within organizational, leadership, life and other forms of coaching.


•   The concept of building conflict-competent organizations is growing. Along with this evolution, effective conflict management is identified as a core competency for leaders and others. One way to provide staff with ways to strengthen their knowledge, skills and abilities is through a customized process such as coaching to assist them on a one-on-one basis with their specific areas of development.


•   Coaching is different from counseling and other therapeutic interventions that help individuals manage conflict. It offers a short-term, future-focused and defined goal-oriented process that helps people improve the way they engage in conflict.


•   ADR professionals who provide conflict management services and training recognize the need for more ways to assist people to engage in conflict. For instance, conflict management coaching supports and prepares disputants to engage actively and effectively in ADR processes such as mediation, collaborative law, restorative justice, facilitated dialogues and so on.


The Intention of This Book


When I began to develop the CINERGY™ model, I envisioned a two-pronged process. One prong pertains to coaching individuals whose goals focus on increasing their conflict competence. In these cases, clients do not have one particular dispute in mind. Rather, they recognize that they do not engage effectively in conflict in general. They may exacerbate unnecessary disputes or respond in unproductive ways to people who provoke them, and they strive to learn constructive methods for interacting and communicating. The other prong in the CINERGY™ approach pertains to coaching individuals who want to gain skills and confidence to independently manage or resolve a specific dispute, or to prepare for an anticipated one.


The intention of this book is to share the framework that applies to both prongs. Over the 12 years since I developed the CINERGY™ model, I and others have found many applications, and some are detailed in Chapter 6.


Another intention of my writing this book is to provide readers with suggestions regarding the practice of conflict management coaching—to share lessons that I have learned that may help others who are developing their coaching practice or who are adding conflict management coaching to their current services. I also thought it would be helpful to provide real-life examples. With the permission of my clients, most of the scenarios in this book are based on actual situations (though changes have been made to remove any possible identification). Any similarities to readers’ experiences are coincidental.


A challenge in writing this book was to decide which audiences to speak to. Conflict management coaching straddles several fields of practice, including my chosen professions of coaching and mediation.


Over the years, the CINERGY™ model has drawn coaches, mediators and others from the ADR field. I knew from my own training that coaches would know the fundamentals of coaching, the requisite skills and the logistical components. I also found that, generally speaking, many members of this audience do not have a conflict management background. By the same token, mediators and other conflict management practitioners have the knowledge and experience of working with people in conflict, though many have not yet learned coaching principles and practices. In addition, HR professionals, leaders, lawyers, psychologists, social workers and union representatives participate in conflict management coaching training. They bring a wide range of other related experiences from their roles, as do academics and students of coaching, conflict management and law.


To decide on content that had broad appeal, I consulted CINERGY™ trainers and coach-mentors and considered comments and questions from thousands of workshop participants with these varied backgrounds. In the end, I drew from the input of this entire range of people to impart what I hope will fill gaps in the knowledge that readers currently have.


How This Book Is Organized


Chapter 1 defines conflict management coaching and provides the specific theory, principles and practices from the fields of both coaching and conflict management that inform the CINERGY™ model. The model is also grounded in neuroscience principles, a number of which are included in the chapter. From this starting point, readers will become more aware of how concepts from these various fields are integrated within the coaching process.


Chapter 2 begins the discussion on analyzing conflict by first developing the concept of conflict habits. How these are embedded from many influences in our lives, and become the rules we live by regarding the ways we and others “should” behave, are considered. This chapter also presents a way for clients to break down a conflict by exploring the various elements that led to its evolution. The analysis and the resulting construct, termed the (Not So) Merry-Go-Round of Conflict, are based on the aforementioned research in the development of the CINERGY™ model, about ways to help people gain different perspectives. Chapter 2 also discusses emotions, a critical component of conflict.


With this theoretical base, Chapter 3 goes on to provide a number of practical and logistical considerations. The chapter covers the inquiry and intake stages of conflict management coaching, and also deals with frequently asked questions. The intake stage provides information and forms that may be used once the client agrees to proceed with coaching.


Chapter 4 outlines the CINERGY™ model of conflict management coaching. The intent of each of the seven stages is provided, along with commentary and considerations for conducting each step.


Chapter 5 describes a number of coaching skills and gives examples of their application. Because ethics is considered an aspect of the skill base required to be a masterful coach, this chapter also provides a suggested model for standards of ethical conduct for conflict management coaches.


Chapter 6 explains a number of applications of conflict management coaching that have evolved over time. One of the most popular applications has been in the field of mediation. This chapter elaborates on using conflict management coaching in a pre- and post-mediation forum, as well as during the process.


Chapter 7, the final chapter, presents a range of ways for measuring the effectiveness of conflict management coaching. Variables such as return on investment, clients’ success, and satisfaction with the coach and with the process are discussed. Pertinent questionnaires are also provided. The chapter includes several assessment tools specific to evaluating conflict behaviors and styles, as well as some ideas for future research relating to conflict management coaching.


Notes


1.  A. Tidwell, “Problem Solving for One,” Mediation Quarterly 14 (1997): 304 – 17.


2.  Tricia S. Jones and Ross Brinkert, Conflict Coaching: Conflict Management Strategies for the Individual (Los Angeles: Sage, 2008).


3.  Albert Einstein, Ideas and Opinions (New York: Three Rivers Press, 1954).
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You will have read in the Introduction about the initial development of the CINERGY™ model and the intention behind it, which was to build its framework on the principles and practice of coaching and conflict management. With my feet firmly planted in both these fields as a certified coach and mediator, it seemed a natural fit—and it was. However, I was not aware, in the early stages, of how studies in neuroscience would contribute to the model’s effectiveness. This chapter describes how principles from these three pillars support and inform the theoretical and practical base used in this model for coaching individuals through their interpersonal conflicts and disputes.


What Is Conflict Management Coaching?


As defined in the Introduction, conflict management coaching, also known as conflict coaching, is a one-on-one process in which a trained coach helps individuals gain increased competence and confidence to manage and engage in their interpersonal conflicts and disputes. It is a goal-oriented and future-focused process that concentrates on assisting clients to reach their specific conflict management objectives. There are many reasons that people seek, or are referred to, conflict management coaching. Some real-life examples follow.


 




Manny and Cleo have worked on the same team for two years, and they constantly disagree on various aspects of joint projects. Manny, who wants to apply to be a Team Leader, realizes he needs to figure out better ways of working with Cleo and to manage conflict more effectively, in general. He acknowledges a tendency to become defensive when anyone disputes his ideas, and he wants to be more adept at engaging with co-workers when differences of opinion arise.







One of the things Hilda hates about her new job as a manager is performance reviews. There are two staff members whom she finds combative at the best of times. Whenever she gives them feedback, Hilda expects a backlash. She went to a course recently on performance management, and though she learned a lot of theory and practiced role plays, Hilda wants more help with her specific challenges and her general fear of conflict.







Khalid and Jenna attended a mediation a few weeks ago regarding several issues that they were unable to resolve together in their work unit. They seemed to come to agreement about those matters. However, the two have not spoken since. Jenna acknowledges that she resents Khalid for initiating the mediation, and believes she did not handle herself as well as she could have. She knows she is generally not resilient when it comes to conflict. Jenna wants to overcome this trait and also apologize to Khalid for some things she said. She prefers to do so without involving anyone else.





Whether or not clients’ conflicts are workplace-related, their goals in coaching fall under several general themes:


•   To explore what, if anything, to do about a dispute that has already occurred.


•   To consider the most appropriate strategies and approaches in managing a conflict that is currently in progress.


•   To prepare for a one-on-one interaction, for example, a performance review, disciplinary conversation or other situation that is expected to be challenging.


•   To consider how to approach a situation that could escalate into an unnecessary argument.


•   To prepare for presenting a topic to a group that is likely to engender adverse reactions.


•   To talk out thoughts and feelings about a fractious situation.


•   To examine the choices and solutions that may be feasible for resolving issues that are in dispute.


•   To prepare for mediation or another process such as negotiation, arbitration, restorative justice, collaborative law or group facilitation.


The stages of the CINERGY™ model and how it helps clients achieve goals such as these are described in Chapter 4. The theoretical and practical underpinnings that ground the model’s philosophy and operation are described below.


The Pillar of Coaching


The first use of the word “coaching” in the organizational context goes back to 1937.1 Since that time, much research and many books and articles have documented the evolution of this field. Coaching has a rich heritage based on the theory and principles of many areas of study and practice, including adult learning, psychotherapy, the self-help movement, leadership, social systems, Eastern philosophy, hope theory, communications, training, change and risk management, neuroscience, psychology and appreciative inquiry. There are different types of coaching, such as executive/leadership, organizational, business and life coaching, and many sub-specialties, of which conflict management coaching is one.


Coaching is a field that has steadily grown as a method for helping people who are striving to optimize their potential. It is rooted in the premise that we have the ability to reach goals beyond our current measure of achievement. Coaching helps people stretch themselves in different ways to reach objectives that enhance and give new direction and meaning to their personal and professional lives. It is a practice that operates on the basis that people who seek or are referred to coaching have the ability to access the information, knowledge, resources and wisdom to make changes, to choose different actions and to shift habits that are not working for them.


There are many definitions of coaching. The following extracts are from the International Coach Federation (ICF):


Coaching is partnering with clients in a thought-provoking and creative process that inspires them to maximize their personal and professional potential.2


Coaching is an ongoing relationship which focuses on clients taking action toward the realization of their visions, goals or desires.3


Coaching is a transformative process for personal and professional awareness, discovery and growth.4


The Association for Coaching (AC), another international organization, defines coaching as


[a] collaborative solution-focused, results-oriented and systematic process in which the coach facilitates the enhancement of work performance, life experience, self-directed learning and personal growth of the coachee.5


How Does Coaching Work?


Coaching is a results-oriented process that helps clients work through any challenges to achieving change, including their self-limiting beliefs. To perform the coaching role effectively, coaches create a nurturing and safe environment. Together with each client, they co-create the coaching relationship.


Coaches follow either a specific or a general model that guides the process, aimed at moving clients along a continuum from where they are to where they want to be. This is done by way of an informal dialogue within which coaches ask clients strategic questions aimed at increasing their self-awareness. Coaches acknowledge clients’ situations, provide observations and challenge them to move out of their comfort zones to reach their goals. They offer clients inspiration, motivation, support and feedback to facilitate their success. They also stay attuned to whether clients are remaining accountable to expend the time, energy and effort needed to progress and reach their objectives.

OEBPS/page-template.xpgt
 

   

   
	 
    

     
	 
    

     
	 
	 
    

     
	 
    

     
	 
	 
    

     
         
             
             
             
             
             
        
    

  

   
     
  





OEBPS/images/title.jpg
Conflict
Management

Coaching

The CINERGY™ Model

CINNIE NOBLE

2012
CINERGY™ Coaching

RNA - A





OEBPS/images/cover.jpg
Conflict

~ Management®
Coaching

The CINERGY“"I Model

abal

CINNIE NOBLE






