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1. Personal Growth Document  
 

In this growth document, your personal development, related to the subject 
‘Coaching Skills’, is the focal point. Your motivation to participate in this training 
probably already communicates a lot about your personal training goals. The manner 
in which you are going to achieve these goals, and put them into practice, is a 
process which starts upon enrolling in this training, and which will finish after having 
concluded it. In order to map out this process, please use your growth document to 
draw up the following: 

 
1. Your moments of insight and lessons learned per subject, during the trajectory 

of the training.  
2.  Your personal development goals, and the plan you create in order to achieve 

these. 
 

Prior to, and after, each meeting, take this document, and fill out the relevant 
segments. 
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1.1 My insights session 1: Me as a coach 
Coaching contract 

Walking the scale 
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Transferring, projection and alignment & personal growth document 

GROW model & LSD 
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Further insights and lessons learned session 1 
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1.2 My insights session 2: Coaching toolbox 
Disney model 

Coaching beneath the iceberg & logical levels of Dilts 
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Intervention styles and their effect 

Further insights and lessons learned session 2 
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1.3 My insights session 3: Coaching in the present moment 
Coaching in the here and now 

Bringing greater depth to / expanding your toolbox 
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First appointment with a coachee 

Further insights and lessons learned session 3 
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1.4 Development goals 
In order to improve applying the coaching techniques and - instruments in practice, I 
strive to: 

Do less of - Do more of + Continue = 

In doing so, my priorities are: 

A: 

B: 

C: 

Keep it concrete, personal and ambitious 
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Development goal A  

In order to realise this, I will do the following / the following is needed: 

I can invite the following people to support me in this: 

When and how will the development be visible? 

How will I evaluate this? 
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Development goal B  

In order to realise this, I will do the following / the following is needed: 

I can invite the following people to support me in this: 

When and how will the development be visible? 

How will I evaluate this? 



Coaching skills learning track 14 

Development goal C  

In order to realise this, I will do the following / the following is needed: 

I can invite the following people to support me in this: 

When and how will the development be visible? 

How will I evaluate this? 
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2. Theory
2.1 McClelland's Iceberg model 

How can you motivate people to change their behaviour? You can coach them in their visible 
behaviour. That is one way. However, if someone does not move, it may be worthwhile to 
look further and explore the invisible behaviour, which is also known as the ‘inner’ behaviour. 
McClelland’s iceberg model describes this as looking beneath the waterline. 

The Iceberg model 
The model distinguishes between behaviour above and below the waterline. Located above 
the waterline, are the visible layers: knowledge and behaviour. Below the waterline lie the 
four layers representing the unexpressed, invisible, or unconscious, which are: convictions, 
norms and values, characteristics and motives. The layers beneath the waterline may either 
bolster or block in terms of their influence on the visible behaviour. In order to change 
behaviour, you mainly need to look at the invisible behaviour; below the waterline. 

Focus on invisible behaviour 
Convictions are opinions about yourself and the world around you. One example: ‘I will never 
succeed’. These convictions may block or stimulate your personal development. You are 
moulded by those who raise you, or other role-models, such as famous athletes or actors. 
Everything that is part of your system of convictions has an influence on what you currently 
are, and directs your behaviour. 

Your norms and values also influence your behaviour. Norms and values relate to what 
people deem right or wrong. For example, a person may refrain from asking for help, 
because his underlying norm is that he does not want to bother other people. 

Characteristics are the competencies that you have together with your personal traits. When 
required to act in a client-oriented manner, this will be different for an introverted person, 
than for an extraverted person. 

Your motives determine the direction of your behaviour. It is the basis for either action or non 
- action. When your motive is to lose weight, you will be less prone to eat a piece of cake,
than when you do not have that motivation.

Knowledge 
Behaviour 

Convictions 
Norms and values 

Characteristics 
Motives 

Above the waterline – visible 

Below the waterline – not visible, yet 
noticeable  
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2.2 The logical levels of Robert Dilts 

Development and change are, to a great extent, determined by the manner in which we think 
and learn. Since our way of thinking influences our ability to learn, and, the more we are able 
to learn, and are learning, the more we develop and the more change we can create. Within 
ourselves, and as such, often also in our environment. The anthropologist Gregory Bateson 
developed a model describing the levels at which we think, learn and change. These levels 
were further refined by NLP Coach Robert Dilts. 

This model, ‘the logical levels of Bateson’, is based in the principle that there are six logical 
levels at which people think, learn, change and function. A person’s level is the determining 
factor for her/his ability to change and development potential. 

Bateson’s model has a clear hierarchy: The effect of each level is such, that it organizes and 
directs the underlying level. Changing things at a higher level inevitably leads to changes in 
things at lower levels. Changing things at a lower level is an option too, but this does not 
necessarily have an effect on the higher levels. 

Logical levels of Bateson 
Levels of thinking, learning and changing 

An example: When you obtain additional skills, you will naturally show different 
behaviour. Because your behaviour changes, the way people react to you changes 
accordingly. So, your environment changes too. Vice versa, a change in environment 
may also set in motion a change in behaviour and skills, but this is not necessarily so. 
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The model is an excellent tool to tackle ‘problems’ at the right level. In a factual sense, 
problems do not exist. Only facts exist, as does your relationship to these facts determine 
whether you feel something is a problem or not. 

By focusing on your contribution to the facts, instead of the facts themselves, you adopt a 
proactive attitude and you are capable of creating change in your situation. 

If you want to solve your problems, it is vital to meet them at the correct level of depth. If you 
refrain from doing this, chances are slim that you will create actual change, particularly in 
the longer term. 

An example of the workings of this thought: 

Speech anxiety invariably never lies at the level of behaviour or skills, while indeed most 
interventions and training programs focus on the latter. Do you have fear of addressing a 
group? In all likelihood, limiting convictions such as ‘I have nothing interesting to say’ or 
‘What if they find out I’m a fraud?’ play a part in this. Explore your convictions and learn how 
to turn them around. 

Do you have a problem that you cannot seem to solve? Then learn to think at a higher level, 
and search for your solution there. 

In order to do this, follow the steps below: 

1. Become aware of your, or the other person’s, current level. Usually, this level can be
gathered from the manner of speech. When a person is mainly speaking about her or
his environment (which is mostly the case), she or he is present at the most
superficial level.

2. Once all relevant information has been given, focus on the higher level. Were you
talking about the environment? What was your behaviour at the time? Is new
behaviour necessary, and what are the required skills for this? Et cetera.

3. Proceed until you arrive at the level where the actual limitation resides. In the majority
of the cases, this is the level of convictions. A conviction is an emotional acceptance
of something that is true or not true. Often, convictions are the (unconscious) drivers
for behaviour.

Make all this visual! Print the model on this page, take a pawn from one of the boardgames 
in your cabinet and continuously place the pawn on the level at which the conversation or the 
story takes place. This makes your (development at the) level of thinking, learning and 
changing visible, literally! 

Source: www.coachcenter.nl 
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The neurological levels, stratified. 

Environment  
This level relates to the external environment around us: the kind of space, design, sound, 
food, air et cetera. External stimuli influence the behaviour and peoples’ situation.  

Behaviour 
These are the activities that people experience, the things we do. Activities provide 
information about the behaviour of the people relating to each other. The environment 
influences the behaviour. 

Skills 
This pertains to the mental (intellectual) strategies and abilities that people develop in order 
to learn and direct behaviour. This is also called the level of skills. Solely learning behaviour 
(level 2) does not guarantee actual learning. Cognitive strategies teach you how to select 
behaviour. They determine whether a person will truly develop the necessary skills to apply 
the newly acquired in a sustainable and efficient manner. The degree to which a person is 
capable of applying the newly acquired skill in new situations, outside of the direct context, is 
a function of a newly obtained capacity. At this level, direction is given to goals.  

Convictions  
This pertains to the values and beliefs of a person. In addition to behaviour and ability, it is 
also important that we focus on the preconceptions, opinions and values of people. What do 
people believe? The degree to which the acquired knowledge fits within the personal or 
cultural value system of a group, determines how a program will be received and integrated. 
The convictions are related to motivation. 

Identity 
Identity pertains to the sense of self of people, and takes place in the heart, in the core of the 
individual. Oftentimes, it is hard to precisely define a identity. It is more abstract than 
convictions. It concerns integration of information at the deepest level, responsibility for what 
is learned and the will to translate what has been learned into action. 

Purpose 
This is the highest level, so the most abstract, logical level. Spirituality is greater than my 
identity, so it is greater than me. It shows the connection between myself and the universe, 
the greater whole which I am part of. At this level, I design my mission. An abstract 
representation that directs my identity, convictions, values and goals. This is where the 
visible levels of ability and behaviour originate from, which is again related to the context 
(environment). 
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2.3 Rational Effectiveness Training - observing and thinking 
 
ABC  
 
Rational Effectiveness Training (RET) deals with the tremendous influence of our thoughts  
on our emotions. We often think that stress or tension is caused by a situation. A similar 
situation, however, may cause different feelings and reactions with different people. Every 
person has unique thoughts and convictions which make for a distinct way of experiencing 
any given situation. When three people observe something, three different meanings can be 
given to a situation. This is how many misunderstandings come to fruition. People do not just 
interpret their experiences differently, they also attribute value or evaluation to these: “This is 
dangerous. This is bad. This is good”, et cetera. These thoughts about events provide an 
emotional charge to the things we experience. Thus, your way of thinking and fantasizing 
determines how you feel and behave. We use so called ABC diagrams. 
 

EVENT  A          THOUGHTS B       EMOTIONAL REACTION C  
 
The event and the thoughts about it (the assessment and interpretation of it) eventually lead 
to a certain emotional reaction and behaviour. 
 
Irrational, limiting thoughts 
 
Often, these thoughts are present at an unconscious level, and they are irrational, meaning: 
not based on facts. Usually, they are thoughts that invoke tension. For example, the thought 
could be ‘if I make a mistake I am worthless’. In RET, it is important to examine these 
irrational thought patterns. In order for you to become aware of them and, as such, bend 
them into realistic thoughts ‘making mistakes is human’. As such, you can influence the 
manner in which you handle events. 
 
Various characteristics of irrational thoughts: 

• They are rooted in factual errors, inaccuracies, exaggerations and generalisations in 
personal thinking. This results in thoughts about situations that are no longer in line with 
reality. The thoughts have a limiting effect on successful behaviour. With these thoughts 
you externalize the power, you declare yourself a victim: 

— ‘Everyone is always unfriendly to me’  
— ‘I’m always last in line’  
— ‘It’s a disaster that I’m going to be late’  

 

• They are rooted in ‘should’.. Should is about the demands you place on yourself, that 
something should be a certain way, is vital, or something that you can only do in a 
certain way:  

— ‘I cannot fail that exam’  
— ‘I cannot afford to make any mistakes’  
— ‘I cannot decline this request’  
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Frequent irrational trains of thought – ‘characterizations’ 
 
The perfectionist  
 
‘The things I do, I do well’. Fanatical perfectionists think they cannot afford to make any 
mistakes. The demand of absolute infallibility is paired with self-assessment: A mistake is a 
sign of weakness. To make a mistake means failing, or worse: Total and shameful fiasco and 
annihilation.   
 
When asked about what they think is good, they mean perfect. They will not settle for less. 
As such, they put tremendous pressure on themselves. The demands that they make on 
themselves, are very high, to the extent that they are nearly impossible to realize. The 
irrational looms in the exaggeration. As if making a mistake would instantly change you from 
a worthy person into a worthless person. As if you need to be an infallible person, in order to 
have a right to have positive self-esteem. Fear of failure waits around the corner. 
 
Characteristics:  

• Making mistakes is a sign of weakness, the image of the self depends on good 
performance. 

• A great sense of responsibility 

• Hidden feelings: Fear of failure and insecurity 

• They tend to be quick to lose the bigger picture 
 
Irrational thoughts:  

• I cannot afford to make any mistakes, because that would be terrible  

• I have to prove myself, because otherwise I am nothing 

• I can only appreciate myself when I provide an excellent performance 
 
Questions:  

• Let me look at the facts. Where is it written, that I cannot make any mistakes?  

• Who exactly says this? 

• Is working without ever making mistakes even attainable? 

• Is it 100% wrong; what is the percentage of ‘wrong’, and what is the percentage of 
‘right’? 

• If I think like this, will my performance improve? 

• Am I able to focus on my work with this thought in the back of my mind? 

• What, in actuality, makes me worthless as a person, when I make mistakes? 
 
Rational thoughts:  

• Everyone makes mistakes, I can learn from them 

• I am a worthy human being, even when I make mistakes  

• I accept myself as I am, including my flaws 

• I am doing my utmost, I cannot do more 
 
The catastrophic thinker. Calamity fantasists always see terrible danger looming, ready to 
come for them. They are excessively concerned and convinced that disastrous events will hit 
them. Often, their minds will have drummed these up themselves. Making a mountain out of 
a molehill. They see the negative in anything. “Things always go wrong in my life”, “I can 
never do this”. Precautions are always being taken, and worst-case scenarios are made. The 
irrational is also exaggeration. Catastrophic thinking often creates non-productive behaviour. 
 
Characterizations:  

• Exaggerating the consequences of events  

• Tendency to mainly look at the negative aspects  
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• Tense and difficult in collaboration 

• Non-productive behaviour, indecisive 
 
Irrational thoughts:  

• I will never succeed  

• The whole project will go wrong and that’s terrible 

• This is the worst that I’ve ever been through 

• I’m sure it’s going to rain the whole vacation  
 
Questions:  

• What exactly is going to happen? What is the very worst that could happen? 

• How great is the chance that it will? 

• Does thinking like this support me in solving my problems? 

• Is thinking like this limiting the chance that these unpleasant things happen? 

• I use the word ‘catastrophe’ for this event, but is this event truly comparable to 
earthquakes, wars, floods and plane crashes? 

• What is the meaning of this event for the rest of my life? 

• Is it possible to give any meaning to my life if, indeed, this unfortunate event will take 
place? 

 
Rational thoughts:  

• If I put in the effort, I will probably succeed 

• I do my utmost and I cannot do more than that 

• It’s not as bad as it initially seems 

• It could always be worse/it’s not the worst 
 
The love-junkie  
The love-junkie embraces the idea that people have to love you, and respect you. Addicted 
to respect and love. They feel that everyone ought to like them, and they cannot bear the 
idea that people would not. Fear arises when loss of sympathy is imminent. This leads to 
avoiding conflicts, not having the courage to speak your mind. A sub-assertive behavioural 
style, since sub-assertive behaviour is present. They have difficulty to express their own 
desires and needs and have a tendency to self-sacrifice. They have a hard time saying no 
and tend to want to make all others comfortable. The exaggeration is rooted in the idea that it 
is an imperative that people like you and approve of you. 
 
Characterizations:  

• Highly sensitive to approval, acknowledgment and appreciation of others --- Difficulty 
saying what they think and feel 

• Tendency to downplay and trivialize their own achievements, they become shy when 
being praised 

• Insufficient respect, insufficiently addressing their own needs 

• Hiding and saving up their irritation and anger 

• Their self-image depends on what others perceive them to be 
 
Irrational thoughts:  

• Everyone should like me 

• I will do everything I can to make others like me --- My opinion is not important 

• It’s normal that I do my work well, I don’t deserve a compliment at all 

• No use in venting my anger  
Questions:  

• What, until now, was this like?  

• Has everyone always liked me?  
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• If someone doesn’t like me, what does that actually mean?

• Do I indeed like everybody?

• Is it even possible for different people with different preferences, which also vary from
moment to moment, to always like me?

• What will my life look like if it turns out everyone likes me?

• What’s so extraordinary about me that everyone has to like me?

Rational thoughts: 

• Not everyone has to like me

• My opinion is just as important as everyone else’s – I can express my feelings

• I have done this well

• First, I take good care of myself, and then of others

The achiever 

Achievers work hard and are sensitive to competition. Their quality is that they take on 
sizable amounts of work, and are often good leaders. Achievers often grew up with the 
parental message: ‘be the best’, ‘be strong’ and ‘make haste’. 

Characteristics: 

• Ambitious, driven, hardworking and focused on achievement

• Rivalling attitude, hostile impression

• Multi-tasking, trouble relaxing

• They hardly express their emotions, are focused on the external environment

• Put high demands on themselves and others

Irrational thoughts: 

• I have to have success, if not, I’m no good

• Expressing emotions is a sign of weakness

• People who run away from their responsibilities, ought to be ashamed of themselves

• Everyone should work hard

Questions: 

• Let me look at the facts. Where is it written that I always should be the best?

• Do I enjoy my work and successes, with this thought in the back of my mind?

• What do I think of others who show their feelings and emotions?

• Is it even attainable to always be the best?

• If I always perform at the top of my game, am I ever relaxed?

Rational thoughts: 

• I don’t always have to prove myself

• I do not necessarily always need to be the best

• I set realistic and feasible goals

• I too am allowed to be vulnerable

• I take time to relax and enjoy myself

The frustrated 
Low frustration tolerance. They are irritated by the smallest things and react quite emotionally 
when they encounter setbacks. They cannot handle criticism well. They worry continuously 
and have limited proclivity to forgive. The underlying idea is, that life should be much easier 
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than it seems in practice. Burdens and possible setbacks grow into insurmountable 
objections. 
 
Characteristics:  

• Reacting excessively emotionally when confronted with setbacks 

• Having trouble taking in criticism  

• Worrying for a long and exaggerated time when facing setbacks 

• Highly flammable 

• Complaining when they don’t have their way 

• A lot of whining 
 
Irrational thoughts: 

• I can’t take it when things don’t go my way 

• Forget it, it’s useless 

• I can’t forgive you for yelling at me  
 
Questions:  

• How can I prove that? What were my own experiences with this until now? 

• What were other people’s experiences who did this? 

• What do I achieve by not doing it? 

• What experience can I gain by doing it? 

• What does ‘unbearable’ even mean? 

• Is it going to kill me? 

• Does ‘too hard’ mean that nobody in the world ever succeeded at this? 

• Is it possible to be sure that something will not work, if I have never tried it? 

• How great are the odds that I can make it work (or not)? 

• Are there persons with possibilities similar to mine who have pulled it off? 
 
Rational thoughts:  

• What’s done is done, no use in worrying about it any further – I can’t always have my 
way 

• Life is not always easy 

• Let bygones be bygones 
 
The know-it-all  
Is attached to everything they feel that should be done, according to them or general norms. 
These demanding thought patterns usually relate to justice and norms about others. The 
know-it-all thinks that organisations and even nature should be different. The irrationality is 
based on a non-acceptance of reality. Others ought to behave according to their views and 
the world should be better and more just. They can become irritated promptly, if they don’t 
have their way, and can become aggressive quite quickly when, for instance, someone cuts 
them in traffic. Often, they grew up with strict norms and values. 
 
Characteristics:  

• They greatly value generally accepted values and norms – Others should behave in 
accordance with their convictions 

• People should adhere to their agreements 

• They determine for others, what is and is not appropriate, what one is allowed and 
what not  

 
Irrational thoughts:  

• She never honours the rules, that is terrible 

• This person really doesn’t know what’s good for him 
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• He should put in more effort 
 
Questions:  

• Will others behave differently when I demand that from them? 

• Does the world change when I demand that it should? 

• Which rule is broken here? 

• Who has established this rule? Do other rules exist? 

• How do others perceive these rules? 

• Why should others behave differently than they appear to do; Is that solely caused by 
my desire that they do? 

• What is my position in the power configuration that governs the world? 

• Does the fact that rules exist mean that everyone automatically adheres to them? 
 
Rational thoughts:  

• I lead my life and they lead theirs 

• It’s up to them what they want to do 

• This person probably has good cause to do things in this particular manner 

• Apparently, this is the best he can do, currently 

 

  



Coaching skills learning track 25 

2.4 Disney-model 
Walt Disney is renowned as one of the most successful entrepreneurs of the last century. 
The secret of his nearly unlimited creativity can be represented in a model: The circle of 
creativity (developed by Robert Dilts)  

The model shows that Disney (unconsciously) continuously had the part of his persona, that 
was aligned to the requirement of the moment, dominate. The dreamer in him developed his 
vision, the realist translated this vision into executable steps (storyboards). As a critic, he 
saw the limitations and boundaries of his ideas. 

It is a model for creative and effective development of personal and professional goals. The 
model is based in the idea that every process of planning can be divided into three 
segments: 

1. the DREAMER
2. the REALIST
3. the CRITIC

All three have a function. The dreamer is the part of each person that can generate creative 
new ideas, whether they are realistic or not. Without the dreamer there can be no innovation. 
The realist is a true planner. He knows all the procedures and is capable of devising a 
detailed plan for the execution of the dream. The critic looks at everything that could go 
wrong and keeps himself occupied with risks.  

Often, not all three parts will be balanced in expressing and reflecting upon our plans, goals 
and/or dilemmas. By immediately deploying the critic, the dreamer’s creativity can be 
stunted. Or we linger in the dream-phase, because we do not consider the risks.  

• The dreamer’s energy often is space, creativity, freedom, relaxation

• The critic’s energy often is the little girl or boy with a host of judgments about
her/himself that are usually limiting in nature. Oftentimes, the coachee also has
judgments about his own critic. The critic also has a positive value, helping you to
eventually live your dreams in reality

• The realist’s energy is that of grounding, balance, rest and overview. That is where
dreams become feasible; translated into actions

Dreamer 

Critic 

Realist 
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2.5 The coaching program 
We distinguish the following phases in a coaching program: 

1. Initial phase

• Making contact and sensing

• Building trust and safety by truly listening, understanding and accepting

2. Contract phase
In this phase of the program you discuss:

• Goals and content of coaching in general

• Reason for the coaching program and the desired results

• Mutual expectations

• Methods of the coach

• Conditions and procedures

• Frequency, duration and location

• Confidentiality and evaluation

3. Data assembling phase

• Listen, summarize and delve deeper

• Explore the context

• Explore what the coachee is thinking, feeling, doing and wants

• Be patient and dare to allow silences into the conversation

4. Redefinition phase

• Redefine the original question based on new data from phase 3. If there are more
questions or problems, determine a – provisional – order of working on the issues

• Formulate the new problem-definition in questioning ‘How can I …..?’ 

5. Making action-plans

• Translate the questions into plans and actions that will solve the problems or
make them manageable

• Make sure that plans and actions are specific, measurable, acceptable, realistic
and time-bound, and are, in particular, challenging and inspiring

6. Implementation phase

• The coachee will implement the actions into practice

7. Conclusion

• Harvesting and enjoying the achieved results

• Stating what the desired results for the future are, and which conditions are
important in this

• Discussing what was beneficial or limiting for the collaboration and method of
working, and learning from it

• Parting and letting go
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3. Coaching toolbox
3.1. Exercise: The intake conversation

The 4 M’s: 

Mingling 

• Breaking the ice

• Introductions of one another

• Procedure of the intake

Marvelling 

• Tell me… what brings you here

• Questions, questions, summarizing, questions (LSD: Listening, Summarizing, Delving

deeper)

• Why, when did you decide to have this coaching conversation (why not earlier/later)

• Course of CV

• Effect on private life

• At what earlier time did the person feel this way

• What was the person already doing (coaching, training, therapy), what worked, what

didn’t

• Setting the goal / miracle question

Making sure 

• Summary (short)

• Analysis

• Check: is it taken to heart?

Moving on 

• Number of sessions, work-method, frequency

• Do you want to work with me?

What do you as a coach pay attention to? Helicopter view 

• What do I feel?

• Am I checking out/mentally migrating?

• Congruency in what you see and hear?

• What do I miss?

• How does the person communicate?

• Is there true contact?
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3.2 Exercise: Coaching contract 
The coaching contract 
 
On (date) …………………………………………………………….. an intake with 
…………………. (person) has taken place in …………………..   
 
 

Coaching questions 
 
Coachee:……………………………………………………………………………….has the 
following coaching questions:  

1. _______________________________________________________________________ 

2. _______________________________________________________________________ 

Starting-point coaching program 

• The coachee’s coaching issue 

• Professional thinking and acting: how do you concretely apply the learned in your 
role, task? 

• Development as a person and professional: becoming conscious of own potential and 
qualities and pitfalls 

• Integrity, respect, and confidentiality: we will be coaching based on the highest 
professional standards 

• Focus on authenticity: working towards the essence, not away from it 

Work method 

Each coaching program starts with an intake. Here, the coaching issue, program, timeframe, 
approach et cetera are discussed. Work is done in order to achieve the desired learning 
goals. These will be determined in the beginning of the program, with this coaching contract. 
During the execution of the coaching program, the goals are continuously evaluated and 
adjusted when necessary. Each coaching conversation consists of analysis, and translating 
the insights from the analysis into concrete practical implementation. After each 
conversation, concrete agreements (homework) will be made. 

Confidentiality 

I promise that all information that I am entrusted with, will be handled with strict 
confidentiality. 

Collaboration 

During the coaching relation, I will steer towards direct and personal conversations. You can 
count on honest and direct questions, requests and feedback from me. If, at any time, you 
feel the coaching does not meet your expectations, you express this and undertake action in 
order to improve the effectiveness of the coaching relation. 
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Feedback to manager 

If this is needed, periodical feedback may be given to the coachee’s manager. This could 
either be by telephone or on location. Preferably, the coachee personally provides insight 
into progress to the manager. 

Investment 
……… coaching conversations of……….. hour per coaching session. 

Signed for approval: 

Name coach:………………………………………… 

Signature coach:………………………… 

Name coachee:………………………………………. 

Signature coachee…………………………. 

Client:……………………………… 
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3.3 Exercise: Disney-model  
 
Form  
In trios  
 
Goal  
Practicing with a model for creative and effective development of personal and professional 
goals. 
 
Content  
With gestalt-therapy and NLP as its base, an exercise using Dilts’ model (see explanation). 
As a coach, this helps you start the dialogue between the various sub-personas of the 
coachee, with the objective of coming to clarity in a dilemma, or coming to a decision. 
Eventually, you will restore the balance between the different sub-personas. 
 
Requisites:  
Three sheets of paper (anchor plates) on which is written: Dreamer, realist, critic. 
 
Beginning:  
1. First, a single plenary exercise 
2. Then, proceed in trios: Determine who is the coach, coachee and observer 
3. The coachee introduces a dilemma 
4. The coach asks the coachee to position the anchor plates somewhere on the ground  
5. You request that the coachee explores the dilemma by having her or him stand on the 
different anchors 
6. When new insights develop, you conclude by checking whether this is the case, and you 
invite the coachee to walk over the various anchors again.  
7. You conclude by asking the coachee to stand on the anchor plate ‘realist’ and 
subsequently, you ask her or him how she or he wants to anchor the new insight with a word, 
gesture or symbol.  
 
Tips:  
 

• You can ask questions such as: 
— How does it feel, now? 
— What’s happening now? 
— What do you experience? 
— What do you need? 

 

• You may provide direction by inviting people to stand on an anchor, or you leave the 
choice up to the coachee: Where would you like to stand now?  
 

• If somebody freezes, explore where there still is space, and invite the coachee to look 
at, for instance, the critic from that position. Ask questions like: 
— How do you feel about the critic now?  
— Do you have a message for the critic?  
— Is that a credible message?  
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3.4 Exercise: GROW in a coaching conversation 
Form 
In duos 

Goal  
Practicing the construction of a coaching conversation with the GROW method. 

GROW 
G Goal - setting goals for the short and longer term 
R Reality - evaluating the current situation by checking the reality  
O Options - options and alternatives: strategy and actions 
W What? - what needs to be done, when, and by whom & testing ‘the will’ to do it 

Content 
In pairs, you will practice setting up a coaching conversation according to the GROW 
method. One person is coach, the other person the coachee. As a coachee, you think of a 
personal coaching issue that is currently on your mind. After having had the conversation, 
the participants switch roles. In the end, the participants discuss their experience in this 
exercise together. 

Possible questions for Goal (what is the goal of our conversation and what is the goal in the 
longer term?): 

• What do you want to achieve with this session?

• What do you want to achieve with this coaching program?

• I have an hour available; how far do you want to go in this?

• What would help you most in this session?

Possible questions for Reality (does the coachee have clarity about the situation?): 

• What have you done about it thus far?

• What was the effect of that?

Possible questions for Options (what are the possibilities and choosing concrete steps?): 

• What do you want to choose as a work method?

• Do you have alternatives?

• Do you see more possibilities?

Possible questions for What (what do they want, a decision must be made for action): 

• What will you do now?

• Which of the alternatives on the list will you start to work with?

• When will you do this?

• Does this action fulfil your goal? (= checkpoint)

• What kind of help do you need, how and when will you obtain that support?

• Which hindrances may you come across?
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3.5 Exercise: Switching In Intervention Styles 
Form 
Plenary 

Goal  
Becoming familiar with the various intervention styles and their effect. 

Content 

• Introduce the different intervention styles in plenary fashion.

• Ask the participants to tell the group the corresponding behaviour of the coach.

• Subsequently, ask one person whether she or he has an issue she/he would like to
introduce, and ask 5 persons whether they want to be coach.

• The remaining participants are observers and will be given focused observation
assignments, in order to give feedback later on

Position the A4 papers with the different intervention styles on the floor 
1. Accepting style
2. Analysing style
3. Structuring style
4. Confronting style
5. Directive style

All coaches position themselves on one of the styles: the coachee stands in the middle. The 
observers pay attention to: 

• Concrete behaviour of one of the coaches: what does she/he do?

• The effect of the style on the coachee

• Is the goal of the particular style achieved? Why/why not?

Ask every coach if she/he knows which behaviour is indicative of her/his style. Additional 
information may now be given. 

• One of the coaches starts the conversation from the style she/he is positioned ‘on’.

• As a teacher, you allow everyone to take turns, after a number of questions.

Debriefing: what did the observers think was most striking and what is the effect of each 
style?  

Possibly, the participants may discuss further when they want to apply which style, in a 
plenary session or in duos. 
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3.6 Exercise: The appropriate questions for the Iceberg 
Form 
In duos 

Goal  
Obtaining an insight into which questions may be asked in which segment of the ‘iceberg’. 

Content  
In duos, come up with possible questions for the various aspects of the iceberg. 

Taking stock and debriefing in a plenary manner: i.a. what the possible effects of the 
particular questions may be. 

In duos, discuss what you as a coach would like to focus on: Are you willing and able to 
coach below the waterline or are willing and able to coach above the waterline? The other 
gives feedback, based on what she/he knows about the other, thus far: Is this suited to the 
other, does she/he have the right competencies to do this, what more does she/he possibly 
require to do this? 

Exploratory questions for above and below the waterline: 

Knowledge 
Behaviour 

Convictions 
Norms and values 

Characteristics 
Motives 

Above the waterline – visible 

Below the waterline – not visible, yet 
noticeable  
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Knowledge 

Behaviour 

Convictions 
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Norms and values 

Characteristics 

Motives 
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3.7 Exercise: Working with the logical levels  
 
Form  
Exercise in duos 
 
Goal  
Learning to work with, and experiencing, the logical levels 
 
Content  
A is the coachee, and chooses a personal situation in which she/he is unable to do 
something, a situation in which something doesn’t work the way she/he would like it to. For 
example, not saying no to a supervisor who gives you a lot of work, while your own agenda is 
already packed. 
 
B is the coach  
 
For this exercise, literally use the questions on the following page. The Dilts model that we 
use here, is an instrument in bringing structure to our experiences, both on an individual and  
an organisational level. When all levels fit in a logical manner, we are congruent and we are 
comfortable. By positioning the model of the logical levels on the floor, and having the 
coachee literally walk through all levels, the congruency is often felt deeper.  
 
B interviews the coachee about the situation in accordance with the logical levels of Dilts. 
 

• Walk through all levels from bottom to top. 

• Subsequently determine the desired situation (in the example, this might be: 
the employee has the courage to say no to her/his supervisor)  

• Walk through the logical levels again, but now starting from the desired 
situation. 

 
Reverse roles and do the exercise again. 
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The questions you ask at the different levels: 

Environment 

• What do you want, where, when and with whom?

Behaviour 

• What do see you are doing?

• How do you do this?

• What do you feel? Where in your body?

Skills 

• What can you do in this particular situation?

• Which skills do you deploy? Which qualities are you applying?

Convictions 

• What are your thoughts, in the situation?

• How do you feel about the situation?

• What is important for you in this situation?

• How is this conviction sustained?

• In what way do you benefit from this conviction?

Identity 

• Who are you? What is truly important for you?

• Within which role do you currently act?

• Do you want to maintain that? Does it suit you?

Tip: Let the coachee formulate her/his identity in the form of a metaphor. For instance: I am a 
butterfly or I am a robust tree. 

Purpose 

• What is your Why? What, to you, is the essence of it all?

• Why do you do all that you do?

• What are you part of?
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3.8 Exercise: Coaching competencies with the STAR-method 
Form 
In trios 

Goal  
Practicing coaching competencies with the STAR-method. 

Content 

• One person is the coach and one other is the coachee. The coachee chooses a
competency (for instance, from her/his own coach-competency list) she/he wants to
be coached on.

• The coach will do the coaching and, in doing so, uses the STAR-method.

• The observer looks whether she/he succeeds in applying the STAR-method and what
the effect of the coach’s interventions is: What goes well, and which tip(s) do you
have? The observer points out concrete behaviour and its effect.

• Conduct the conversation and stop when the full STAR-method has been applied and
concrete agreements have been made.

• Subsequently, discuss the conversation with each other.

• Reverse roles, and make sure that each participant has her/his turn as a coach.

Applying the STAR-method 

Situation  
Let the coachee explain where the particular competency came up. If she/he can’t, you, as a 
coach, ask how that is possible and what the coachee could do in order to change it. Let 
her/him briefly describe the situation in the present tense and in the first person (as in: I), to 
let the other be ‘transported’ back to the situation at hand. 

Task 
Et cetera. Let the coachee explain the task. What does the coachee see as the task or goal 
in that particular situation or in that conversation? What does she/he want to achieve? Does 
the other have the same objective? Et cetera. 

Actions  
Let the coachee explain the actions and ask for concrete behaviour. What does the coachee 
say/do? What is the other person’s reaction? Et cetera. Explore the actions, and mind the 
choice of words of the coachee. Also, see whether you recognize the particular competency 
here and now (during the coaching conversation) and react to this. 

Result  
Allow the coachee to explain the result in order to obtain more clarity about the effectiveness. 
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3.9 Exercise: The Golden Triangle 
Form  
Plenary (Thereafter, possibly, in trios) 

Goal 
Obtaining an insight into the coachee’s behaviour in actuality and the coach’s trains of 
thought and reflections (the cloud in the Golden Triangle). 

Content  
This exercise deals with working with the Golden Triangle. This is a tool in order to, during 
the coaching conversation, use the coachee’s behaviour or reactions as leverage for the 
process of realisation and behavioural change. Here, an important skill for the coach, is the 
ability and courage to address the coachee’s behaviour in the ‘present moment’ (here and 
now, during the coaching conversation), and translating this into the behaviour of the 
coachee during the ‘then and there’ situation. This entails that the coach needs to primarily 
learn to pick up on anything that is striking to her/him, in an unfiltered manner (the cloud in 
the Golden Triangle), and subsequently needs to learn how to present this message to the 
coachee in an appropriate manner. 

• Ask if there is someone who would like to have a coaching conversation as a coach,
in front of the group.

• Subsequently, ask if there is someone who has a coaching question (or, this time,
‘play’ as a trainer, the coachee).

It is important to indicate beforehand that you mainly address the way of working of the 
coach, in order to prevent the coachee from feeling left out of the equation during the 
debriefing (feels used, like a tool). 

As a trainer, also be aware of this during the debriefing and involve the coachee. 

The coach is given the assignment to mainly react to the behaviour that the coachee shows 
in the conversation, related to the issue at hand: Which convictions do you see, what do you 
think about them, which concretely observable behaviour do you see, and what is the effect 
of it (currently, and in the situation ‘then and there’)? 

The other participants are requested to also look at what the particular behaviour of the 
coachee is in the present moment (related to the issue at hand): Which convictions do you 
see, what do you make of that, which concretely observable behaviour do you see, and what 
is the effect of it (currently, and in the situation ‘then and there’)? 

• The coach and coachee conduct the conversation in front of the group. The other
participants observe.

• Stop the conversation once sufficient information has arisen.

• Subsequently, ask the coach how this went and what the effect was of this way of
working.

• Then, ask the coachee what the effect of this was on her/him.

• Thereafter, ask the participants which personal ‘clouds’ they still had, related to the
coachee’s behaviour, and discuss these with each other.

• Also, discuss with each other, what you as a coach can do, in the event of too little
observable behaviour in the present moment (possible way of working - coach asks:
’Shall we do this with the two of us, now? – so, a small roleplay) and, perhaps,
practice with this.
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• Subsequently, discuss how the participants feel about this way of working: What is
difficult, what is simple and what do they need in order for them to apply this in their
own practice?

Subsequently, the same exercise can take place in trios, in which, at any one time, one 
person is the coach, one person is the coachee, and one person is the observer. 

Additional explanation 
Initially, participants often have a hard time to let their ‘clouds’ emerge in an unfiltered 
manner, and subsequently, express these in the coaching conversation. This requires some 
practice. Preferably, do this exercise in a plenary manner (initially) in order for you as a 
trainer, to fully focus on daring to express what you see. The challenge is, to truly put people 
in the observing mode: What do you see, what stands out the most, what do you think about 
this, and how can you bring this into the conversation with the coachee? 
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3.10 Exercise: Applying RET 
Form 
In trios 

Goal 
Learning how to work with the RET roadmap 

Content 

• One person provides a case, as a coachee (a personal case or an example):

• Choose a situation that you would like to practice with in applying RET.

• Preferably, choose a personal and current situation, preferably something that
occurred/will occur last week/next week.

• Choose a situation in which you felt angry, afraid or guilty.

One person is the coach 

• Help the coachee to challenge limiting thoughts and to replace them with rational
thoughts. Here, use the RET roadmap.

One person is the observer 

• She/he observes whether all steps have been taken successfully and what the effect
of this is. Address concrete behaviour and indicate what, in your opinion, went well
and what could still be improved.

RET roadmap 

1. Ask questions about the factual situation, words and behaviour (A).
2. Ask for the undesired feelings and the undesired behaviour (C).
3. Ask about the thoughts that exist around situation (B).
4. Formulate your desired feelings and behaviour.
5. Challenge the irrational thoughts: Ask for the facts, ask questions about effectiveness

and ask philosophical questions.
6. Formulate new, positive, rational thoughts.
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Case descriptions 
 

• You have your first appointment with a new coachee. You have agreed to meet each 
other at a central location, this first time. Because of traffic, you are late. You have 
also forgotten to bring the information you had promised to present to the coachee. 
The client looks at you and says: “Well, looks like we’re off to a great start…” 
 
 

• You are to coach a team, and you are quite nervous and excited. You are relatively 
new to team coaching and your contact has told you that the group is rather 
unpredictable and tends to show a lot of resistance. Just before you want to begin, 
your boss drops in. “I’m here to observe how you work, today”. 
 
 

• The coaching process does not run very smoothly. You have already tried several 
things in order to change this. The coachee however, does not go with the flow.  
She/he points at you and blames you for not doing it well. However, she/he does not 
introduce any alternatives. Also, she/he does not react to your attempts to address 
the matter. 
 

• You are about to have a team meeting. There is a number of things you do not agree 
with. You would like to present this. The subjects you are bothered by are your boss’s 
‘babies’. He is famous for taking it out on people when they show behaviour he 
doesn’t like. 
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3.11 Exercise: Intervision method 

Roadmap Intervision round 30 min Time 

1 Choosing a chairperson and addressing the rules  2 min 

2 Choosing a case per group (one person, one vote) 2 min 

3 Explanation case by the person presenting the case (the group listens) 3 min 

4 Q & A; the group asks open questions in order to understand the case and 
give the presenter of the case new insights 

5 min 

5 The presenter of the case turns around (physically) - 

6 Outlook on the case: participants write this down for themselves 3 min 

7 Outlook on the case: participants read their views out loud and give 1 tip 5 min 

8 Presenter of the case turns back again - 

9 Presenter of the case reacts to the reactions of the group 3 min 

10 Chairperson asks: which steps will this presenter of the case take, 
concretely? 

2 min 

11 Debriefing group and presenter case (discussion + tips) 5 min 
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