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Preplanning
The coaching session will be designed to identify the way forward for a difficult employee. Difficult employees are those who have various behavioral problems that limit their performance within the organization or the ability to work with others. There are different types of difficult employees, and they include the know-it-all, the perennial pessimist, passive aggressive and the hostile aggressive (Four Types of Difficult Employees and How to Manage Them, 2014). The use of the DISC personality test will be implemented to identify the dominant behavioral styles implemented by these employees and work towards adopting diverse styles that enhance collaboration and performance of this employees (Fallon, 2012). The coaching session will be designed to enable the employee to understand the course of action to be taken as identified by the GROW model (The GROW model: A simple process for coaching and mentoring, 2014). Will is the last element of the GROW model and involves the identification of an action plan to enable the employee to perform better at their work.

Goals

The coaching session involves working with a difficult employee to enable them to understand the behavior styles and how these styles can be mitigated or leveraged to enhance collaboration in the workplace. Thus the goals of the coaching sessions are to enable the development of a comprehensive communication strategy as well as to develop strategies for mitigating the negative behaviors that make one a difficult employee. The other goals are to identify steps that need to be taken to develop new behavior styles that promote effective interactions in the workplace. The objective of the coaching session is to get the difficult employee to understand their behavioral styles and how those behaviors influence relationships and the work experience within the organization.

Skills and questions

The skills used in the coaching session include listening and questioning skills. The coach has to be able to listen and internalize the responses given during the coaching process. Questioning skills will be necessary to aid in the development of quality questions that engage the employee being coached. These skills will be necessary to promote an active engagement between the coach and the employee. The questions to be asked include

1.    What are the behaviors you have that you have heard your colleagues complain about?

2.    Do you feel that you have any behavioral problem?

3.    What strategies would you implement to address these behaviors?

4.    How would you sustain these behaviors?

5.    How would you measure your success after implementing these behavioral changes?

Actions

Development of rapport will be the first action to take place during the coaching session. Rapport will be critical to forming a relationship with the employee as well as addressing the tension between the employee and the coach (Celoria & Hemphill, 2014). The development of a mutual relationship is extremely difficult in coaching especially when dealing with difficult employees. The actions planned during the coaching session involve the implementation of the DISC personality test to enable the employee to identify their behavior styles. The results of the personality test will be discussed during the coaching sessions. The results of the DISC personality test will be used in informing the questions to be asked during the coaching session. The coach will ask the employee questions relating to their behavior and the actions they seek to implement to enhance their relationships and collaborative activities. After the 45 minute coaching session the coachee feedback assessment form will be implemented as the coaching is wrapped up.

Measuring success

The success of the coaching session will be determined by the implementation of the communication strategy selected by the employee and the overall impact it has on improving employee communication and relations in workplace. The development of relationship in the workplace between the employee and associates will be another evidence of the success of the coaching session. The positive feedback of the supervisors and management about the employee after the coaching session will also be used to identify the success of the coaching session (Heathfield, 2014).

Action: Implementation of coaching session

The coaching session was carried out for 45 minutes. The coach aimed to create a positive tone for the coaching session by acting cordial and asking personal questions to relive tensions while developing rapport between the coach and the employee. The coach outline the purpose of the session in a non-accusatory manner. The coach then implemented the DISC personality test to evaluate the behavioral styles of the employee. The coach and the employee went through the results with the coach asking questions about the climate of the organization and the relationship between the employee and his colleagues as well as the supervisors (Rudy, 2014). The coach outlined the undesirable employee behaviors in factual and neutral terms.  
The coach helped the employee to identify the impact of his behaviors within the organization and more specifically the impact of those behaviors on the superiors and the colleagues. The coaching session was designed to enable the employee to identify that a problem exists that needs to be addressed. The coach utilized the use of reflective questions to enable the employee to analyze their behavior and identify that their behaviors have not been positive on the organization and have affected his performance. The coach helped the employee to develop an action plan that highlighted a series of skills such as listening and communication skills that the employee had to work on (Chidiac, 2006). The action plan involved the development of a communication strategy as well as the change of behavioral styles to enhance communication with colleagues and supervisors. The employee also worked with the coach to develop a realistic timeline for the achievement of that strategic goal.

Reflection

There was an active conversation between the employee and the coach as the employee identified his problem as a perennial pessimist. The employee identified that this problem was due to the low confidence he had on the abilities of the colleagues and the supervisors to effectively handle duties within the organization. The reflective questions asked by the coach helped the employee to understand that constant pessimism had a negative effect on the morale of the colleagues and further disrupted the workplace relations. The action step outlined in the coaching session was the need to develop a communication strategy as well as the need to enhance communication skills that would help to change behavior styles.

The session was a success as there was a mutual relationship and trust between the employee and the coach. The difficult employee was able to understand the impact of his behaviors as well as identify the course of action that needed to be taken. The employee was able to reflect on his behavior and understand the negative connotations of such behavior. The coaching session enabled the employee to develop corrective actions such as the development of a communication strategy aimed at improving his behavior and promoting cohesion and collaboration with other employees.

The preplanning of the coaching process was identified as key to developing an effective coaching session as it involved identifying the steps to be taken and the resources to be utilized to develop a successful coaching session (Barner & Higgins, 2007). The coaching session identified that behavior styles of difficult employees can be addressed through the implementation of comprehensive coaching sessions. The coaching session also identified the importance of forming a mutual relationship between the coach and the employee when coaching difficult employees as it helps to promote active listening and understanding.  What would be done next time involves identifying a list of key strategies that would help to promote rapport building when dealing with difficult employees which would make the coaching session more effective.
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Appendix 1: Coaching Feedback Form
Client’s name: Michael Daniels

Date 30th May 2017

What have I learned during the coaching period? (think broadly)  

1.   I have identified my behavior as a perennial pessimist 

2. Have developed a communication strategy aimed at developing positive workplace behaviors that foster collaboration with colleagues
What specifically have I achieved or am I doing differently as a result of this coaching (review goals here)

3.  I have learned to work with team mates through promoting a positive tone rather than being pessimistic

4. I have learned the importance of actively conveying concerns about work to colleagues in a way that does not lower morale through constructive criticism

What are my top 3 goals and dreams right now? (personal and work)

5.  To become a more effective communicator

6.  To learn communication skills 

7.  To take up leadership role within the organization

What are my top priorities as I understand them?

8.  To address my negative behavior as a perennial pessimist

9.  Develop communication skills to foster relationships in the workplace

10. Develop interpersonal skills 

What limiting beliefs have I let go of (e.g. about myself, my job, others) I NO LONGER BELIEVE…

11.  I no longer believe that my colleagues and supervisor are incompetent with their work

12.   I no longer believe that I am always right

13.  I no longer view tasks as unimportant to the workplace

What positive new beliefs do I now have (about myself, my job, others) I NOW BELIEVE…

14.  I now believe that working with colleagues is critical to accomplishing workplace goals

15.  I believe that a positive attitude is critical to enhancing the workplace climate

What specifically have I learned about myself? (that I did not mention yet)

16.   I have learned that I am quick to judge others and situations

17.  I have learned that I need to develop positive attitudes rather than being pessimistic

How is my life or my behavior different now as a result of the learning I have experienced during these coaching sessions?

18.  I have gained a positive outlook to life

19.  I have understood the reasons why I have poor workplace relations due to my behavior

20.  I now appreciate the effort made by colleagues rather than passing judgment on the work done which has helped to foster workplace relations

What has been the best part of the coaching for me?

21.  The best part of the coaching involved reflecting on behavior and getting to understand my own behaviors within the workplace 

What would I like to have gained from the coaching that we did not get to?

22.  I would have liked to have gained an understanding of how to successfully implement these strategic behavioral changes and how to measure success
Are there additional issues I would like to work on with the help of a coach?

23.  I feel that my performance would improve by working with a coach
Signature of client 
This form is adapted from and used by permission of The Coaching Company www. thecoachingcompany.com 

