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You want to improve your coaching and team leadership skills? You
want to know how it can be that some leaders and coaches can trans-
form teams and organisations?

If you look a little closer and listen a little harder you will notice that
effective leaders and coaches don’t change their teams!

Effective leaders and coaches create the conditions for their team mem-
bers to change themselves; they motivate for performance.

Observe at deeper level still and you will notice that the best leaders and
coaches are engaged in a process of personal change; this process never
ends!
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Foreword

Peter Taylor says that this book is “written for busy people’. Well, we all think of
ourselves as ‘busy’, but Peter truly lives up to the word. His interests are, to say the
least, varied, and yet he manages to give each his full attention.

As headteacher of an ‘outstanding’ school (Ofsted, 2006) Peter has wrestled
with the issue of motivation, and achieved results in both traditional and challeng-
ing environments. His own motivation has consistently been about values which
‘fit” with the role. That is why he highlights ‘strengths” in people because he
believes the key to motivating them is to recognise what is important to them,
whatever their situation (that is, their values).

As he puts is, ‘An organisation must engage the hearts, minds and talents of its
people’.

Peter tries to put this approach into practice in this book. There is a clear
‘target audience’ for each section, enabling individuals to pick out what is relevant
to them. The case studies are qualified as discrete examples, but the argument is
made that key points are not necessarily fully specific to the sector.

There is a tough edge to this work — which reflects Peter’s own approach to
managing performance — fair but firm, ‘cool head, warm heart’. This approach
relies heavily on truthful self-assessment and the plentiful analyses tools that help
provide consistency to all the aspects of coaching he addresses. In this sense, he
practices what he preaches — coaching relies on stability of environment and it is
the coach’s job to ensure each person changes with the environment, thus remain-
ing stable — like a moving staircase. As a result the book ofters an original and rig-
orous perspective with regard to many ‘accepted’ concepts and principles.

Perhaps most importantly the book provides an insight into the rationale and
processes which underpin a successful experience for children in Worth School.
Peter is nevertheless keen to point out that he believes these processes have wider
application; the style and format of the book makes this a real possibility for
readers — try the self-reviews if you do not believe me! I can only endorse Peter’s
message and urge you to take it seriously.

Ray Moorcroft
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Introduction

This book is aimed at:

Busy leaders, managers, team leaders and coaches in any business or profession.
The book will also be essential reading for anybody who has an interest in
motivation, performance, coaching and leadership.

The book was written by a busy person for busy people; it is not designed
to be academic in content but much of the content is based on sound theory.

Part I: Performance coaching

This first part of the book is designed to be informative and motivational for
anybody who has a personal, professional or business interest in performance,
coaching, motivation, management and leadership.

In these first four chapters I outline the thinking and motivation that under-
pins what I call ‘performance coaching’. I suggest performance coaching is
development of the recognised processes of appraisal and performance man-
agement. Performance coaching is designed to be motivational yet productive.
The first four chapters can be read separately from each other or as one com-
plete section. This first part can be read separately from Part II or in conjunc-
tion with Part II; Part I contains the thinking that underpins the practical
information contained in Part II.

Part II: Theory into practice
This part of the book was written with the following people in mind:

e team leaders, business managers, senior leaders in any walk of life but
especially education and other professions;
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e senior leaders, middle managers, practice managers, team members, board
members, directors and trustees in education and other professions; and

e those who have to implement performance management regulations in
schools (including the 2006 regulations in England).

These chapters contain practical case studies drawn mainly from the field of
education. In this part of the book I give practical advice on how to put
theory into practice.

This book is about:

Helping you as a leader, manager and coach of people, to motivate and engage
your people for performance. Busy leaders, managers and coaches will find
this book is essential reading.

The style is designed to be accessible and useful with sections designed to
‘lift and apply’. Checklists and practical guidance notes are provided to help
you understand the principles and practice of eftective motivation, coaching,
performance motivation and management. I outline how these performance
processes can be an essential lever in enhancing the performance and motiva-
tion of individuals and teams in your organisation. Examples, scenarios and
case studies are drawn from coaching in several walks of life including sports,
business and education.

Why is this important?

If you lead or coach a team of any size or you are a member of a team,
you need to understand the basics of performance motivation, performance
planning, monitoring and review. You also need to understand your role as
performance coach and how to ensure your performance-coaching processes
motivate and stay effective by the use of continuous improvement processes.
If you want your team to be effective, to perform well and to be motivated,
without it being damaging to those involved, then you need to know about
sustainable continuous improvement processes and techniques. If you want to
avoid the sort of revolutionary change that crashes into your organisation and
your team, you need to read on. If you value evolution rather than the sort of
change that comes as a shock and catches you and your team behind the
game, causing stress and damage, then this is the book for you. If you like
chaos and thrive on the adrenaline of shock treatment, then you really do need
to read on and set about changing the way you operate!

xi



MOTIVATING YOUR TEAM: COACHING FOR PERFORMANCE IN SCHOOLS

Self-review

Before you read on, why not check the learning climate of your organisation
as this is one of the key aspects of motivation? In terms of motivation and
performance, is your organisation developed or does it have some develop-
ment needs? Is your organisation open to learning, is it ready and able to
change and adapt? If you complete this self-review now, it will help you assess
the climate of your organisation as it currently stands. When you have read
this book, undertake the self-review again and see if any of your responses
have changed; I hope the book will have impacted positively in relation to
your responses.

xii

Measuring the learning climate in your organisation

There is little encouragement 12345 People are encouraged

to learn new skills and to extend themselves and

abilities. their knowledge.

People are secretive; 12345 People share their

information is hoarded. views and information.

People are ignored and 12345 People are recognised

then blamed when things for good work and

go wrong. rewarded for learning.

People are not paid to think; 12345 Efforts are made to get

their ideas are not valued. people to share their ideas.

People do not help each 12345 People are helpful,

other or share resources. pleasure is taken in the
success of others.

The higher you score, the more your organisation is likely to be a

learning organisation.

Now check your knowledge of the basics of the performance process as this

is one of the key tools you can use in your drive to motivate your team for

performance.
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Performance coaching should be: Yes/Partly/No

Integrated and inform training, development, target
setting and development planning.

A structured professional dialogue, based on
objective progress/impact data, performance
observations and appraisee self-review.

Seen as being a key tool in helping teams focus
on their core tasks.

Transparent, rational, sustainable, low in
bureaucracy and allows for unforeseen issues
and problems that arise mid-year.

Reviewed regularly by the users of the process
with suggestions for improvement being
accepted by senior staff, if feasible.

Score: Yes = 2, Partly =1, No = 0.

The fewer points scored out of 10, the more you need
to update your knowledge of effective performance
management.

How did you do? Read on!

xiii






