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‘Reinhard Stelter has lead the way in thinking about coaching as a humanistic developmental methodology. This book crystallises his latest thinking and will be invaluable to coaches, consultants and everyone who has an interest in developmental approaches to coaching. A must read.’

– Professor Anthony M. Grant, Director, Coaching
 Psychology Unit, University of Sydney, Australia

 

‘As the world becomes more complex and the pace of our lives accelerates, deep personal reflection and social connection become ever more essential. Reinhard’s enlightening book lays out a path to connect both elements in a rich, shared dialogue. Those who embrace this approach will begin a profoundly transformational journey.’

– David B. Peterson, PhD; Director, Center of Expertise,
 Executive Coaching & Leadership Development,
 Google, Inc.

 

‘This is a lovely, readable, and important book. Professor Stelter’s command of the thought of thinkers such as Buber, Gendlin, and Kierkegaard is exemplary as is his synthesis of philosophical and psychological theory with the field of coaching practice. He is mindful of the chaotic social and cultural context in which we live and brings to it a deeply humanistic and insightful perspective on how meaningful dialogue can help those who are coached. Dialogue, he argues, can help people find grounding within themselves even as they deal with the flux and demands that surround them. This book will be appreciated by anyone who wants to better understand the art and practice of conversation.’

– Steen Halling, Professor Emeritus of Psychology, Seattle
 University, USA; author of Intimacy, Transcendence,
 and Psychology

 

‘This book is a compelling argument for the type of coaching that needs to respond to the disturbing dynamics of the industrialised world. Although I hope that some strands of coaching or some individual coaches are already working with this level of challenge, Reinhard Stelter’s proposition crystallises their intentions into a coherent approach. This deeply thoughtful and passionate book is essential for coaching education and important for all professionals who wish coaching to be a tangible contribution to the state of the world.’

– Professor Tatiana Bachkirova, Director of the
 International Centre for Coaching and Mentoring
 Studies, Oxford Brookes University, UK




The Art of Dialogue in Coaching

 

In The Art of Dialogue in Coaching, Reinhard Stelter invites readers to engage in transformative and fruitful dialogues in everyday working life, and provides the theory and tools for them to be able to do so.

Presented in three parts, the book provides a complete overview of the importance of dialogue and how it can be utilised. Part I, Theoretical basis, examines third-generation coaching as a collaborative dialogue form, the societal context of the coaching process and the concept of identity in modern society. Part II, Basic themes of fruitful dialogue, examines meaning-making, value and the narrative perspective, and their significance in creating a new dialogue culture. Finally, Part III, Reflections on dialogue practice, explores the art of being a supporting dialogue guide, drawing on a number of theoretical perspectives and focusing on developing relational competencies. Stelter emphasises that taking the time to linger opens new possibilities for fundamental self-insight, and clearly explains how dialogue provides us with a framework for acting in the world with personal integrity.

The Art of Dialogue in Coaching will be an essential guide for coaches in practice and in training, coaching psychologists and professionals with a coaching role, including mentors, consultants and leaders. In particular, it will appeal to those looking to conduct dialogue as an art form, enhancing their work as a co-creative and collaborative guide.

 

Reinhard Stelter, PhD, is a professor of coaching psychology and head of the Coaching Psychology Unit at NEXS, University of Copenhagen, and visiting professor at Copenhagen Business School, Denmark. He is honorary vice president and Associate Fellow of the International Society of Coaching Psychology, and a coaching practitioner, researcher, lecturer, workshop leader and facilitator in private practice.
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Preface

 

At the time of writing, four years have passed since my book A Guide to Third Generation Coaching: Narrative-Collaborative Theory and Practice was published by Springer (the English edition of the original edition in Danish). Over the years, I have held a large number of courses, workshops, presentations and lectures in Denmark and abroad for students, fellow researchers, executives, consultants, psychologists, coaches and practitioners of reflective dialogues wishing to enhance their understanding of and skill in leading open, fruitful and transformative dialogues.

Many readers have told me how much they welcome the book and its innovative approach to coaching. There is considerable interest in third-generation coaching, and the approach is now in use in a wide range of practice fields. Since A Guide to Third Generation Coaching was published in 2014 I have gained additional experience with the method as a coach and dialogue guide. I have also conducted a number of research projects and supervised several PhD studies that explicitly incorporate third-generation coaching. In the present book I aim to share these experiences with you in a variety of ways. I use third-generation coaching as the underlying inspiration for a range of different dialogue forms and offer reflections on the approach and on society at large, coaching theories and dialogue practices.

I should point out that it has never been my intention to focus exclusively on the third-generation level. That is hardly possible. Thus, I incorporate perspectives from the first two generations of coaching: coaching with a problem and goal perspective (first generation) and coaching that applies a strength perspective aimed at addressing possible solutions and future scenarios, with inspiration from systemic and social-constructionist approaches (second generation). Regardless of the approach, however, any good coach and dialogue guide who keeps the focus person’s current social and societal challenges in mind should strive to enhance the perspective of third-generation coaching by maintaining a particular emphasis on values and narrative co-creation and by minimizing the emphasis on goals and performance optimization.

The impetus for the present book

A Guide to Third Generation Coaching has been an ambitious, research-based and fairly comprehensive textbook that some readers may find a bit overwhelming. I therefore welcome Routledge’s interest in publishing a new and very different book on the topic that broadens the concepts of third-generation coaching, high lighting and developing the particular aspects of a dialogue form that aims to heighten awareness of pitfalls and challenges for coaches and other dialogue guides working in our current societal climate.

This book widens the horizon of my earlier work, as it underscores a certain current need: the need for an ability to take the time to linger – an ability that we are losing, and which needs to be revitalized. On the other hand, it is also an independent publication with new thoughts and ideas that have not previously been published. The book will therefore be of interest both to new readers and to readers and practitioners who are familiar with A Guide to Third Generation Coaching and have maintained their curiosity about a further development of the approach.

The ambition and purpose of the book

I am so pleased that I have been given this opportunity to present my ideas in a new book that is not ‘merely’ the essence of my earlier work, but a great opportunity for me to disseminate the development of my research and thinking over the past 20 years. My main ambition is to invite you, the reader, to engage in transformative and fruitful dialogues in your everyday working life. Hence, my focus will not be exclusively on coaching as a particular professional dialogue format that should only be practiced by specially trained dialogue guides.

My hope is to incorporate third-generation coaching in a search for a dialogue form that is applicable in many life contexts. The dialogue partner (the ‘coachee’ or ‘focus person’) is liberated by being invited to discover his or her ethical stance and the personal values that make everyday life meaningful. Pausing and lingering in the dialogue opens new possibilities for fundamental self-insight. The dialogue provides us with a framework for acting in the world with personal integrity. Thus, the dialogue is not a quick fix, but a sustainable conversation that helps a person discover where they stand.

I therefore invite anyone who is interested in helping others develop greater self-insight to read this book. In the book I distinguish between the roles of dialogue guide and dialogue partner. The dialogue guide is the person who aims to provide help through the dialogue. This person is a professional – coach, mentor, psychologist, consultant, support person or leader – or a good friend or co-worker who is willing to take on the role as dialogue guide, based on an explicit agreement. The dialogue partner is the person who requests help in the form of this particular form of dialogue. It is important that the two parties define their respective positions in the conversation and a set of ground rules ahead of time. Thus, the intended audience includes anyone who wishes to improve their skills as co-creative and collaborative dialogue guides who do their best to conduct dialogue as an art form – the art of lingering in dialogue.

Copenhagen, July 2018
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Part I
Theoretical basis


In the following three chapters I seek to develop a basic understanding of what is going on in society and of the potential role of third-generation coaching and other sustainable, fruitful and transformative dialogues for the individual and for our personal and professional interactions. Transformative dialogues are conversations that develop our identity. The purpose of these dialogues is to challenge the self-perception, worldview and values of the dialogue partner (or partners) looking for help. Transformative dialogues are sustainable and fruitful because they provide a basis for improving the person’s long-term ability to handle the major challenges presented by today’s society.

The following three chapters outline a theoretical basis for understanding the special role of dialogue in relation to societal changes and their impact on individual identity development:

In Chapter 1 I outline the fundamentals of third-generation coaching as a specific dialogue form. In this chapter I also address the justified criticism that has been directed at certain types of coaching over the years. Not all conversations and dialogue forms will be helpful for a given person. It is important to understand both the social and the organizational context of the conversation. Coaching should be viewed as a way to lead fruitful and transformative dialogues.

In Chapter 2 I examine the societal context of the coaching process. We live in a burnout society where stress is fast becoming the most prevalent cause of sick leave. In this context it is important to build a dialogue culture that breaks with the prevailing agenda of expecting people to take on ever-greater workloads and live up to growing performance requirements. Third-generation coaching is intended as a fruitful and transformative dialogue that aims to reintroduce the art of lingering in the moment.

In Chapter 3 I address the concept of identity as a key topic in today’s society. The conditions of the modern world have shaken us to our core. The need to deal with the constant flow of information and to navigate in a network of social relations makes it ever harder for us to prioritize. The dream of living an authentic life often has to remain just that, a dream, due to the power discourse that determines our social behaviour. The concept of heteroenticity – the ability to relate to oneself through the other – is introduced as a means of leading sustainable, fruitful and transformative dialogues.







Chapter 1
Third-generation coaching as sustainable, fruitful dialogue


Key navigation points

 

In this chapter I address some current positions that reflect a critical view of coaching. I elaborate on the coaching concept and clam the necessary reorientation towards coaching as an open, fruitful and transformative dialogue. With this, I address justified points of criticism by presenting third-generation coaching as a dialogue format that offers an innovative option for people who need to find themselves as a crucial condition for being able to survive the pressures we face, as individuals, in today’s society. I outline the key characteristics of third-generation coaching, define and describe its purpose and lay out the foundation for an understanding of coaching as a special form of co-creative dialogue.



Experience with third-generation coaching and relevant points of criticism

Throughout my many years of work with coaching I have increasingly realized how important it is for the coach to be a fellow human being and a co-creative partner in the dialogue. Coaching should not be limited to a performance-oriented and goal-driven agenda. An ethically sound dialogue framework has to be shaped in accordance with the dialogue partner’s own agenda and readiness. In a world where we are leading increasingly isolated lives, and where we are often left to fend for ourselves to meet the demands we face, it is crucial that we establish a meaningful counterweight in the form of analogue social venues and communities with room for fruitful conversation – where no one feels that they have to say something in order to earn ‘likes’. We need to rediscover the art of lingering in dialogue.

My main ambition with this book is to present coaching as a sustainable dialogue form. The term ‘sustainable’ was carefully chosen, and in this context it carries the following meaning: ultimately, the dialogue partner (the coachee or focus person) should be liberated from the dialogue guide (the coach) by discovering his or her standpoint and rootedness in a set of personal values. The dialogue should always support the individual’s search for personal meaning and thus promote a framework and an integrity that help the person ‘be him/herself’, ‘find him/herself’ or – to quote Kierkegaard – ‘choose himself’ .1 Naturally, however, this individual quest should always unfold in interaction with others. At a time when individuals are increasingly losing control over their own lives and lacking a sense of being rooted in stable and enduring social relationships, interpersonal dialogues should serve to enhance the individual’s identity and self-concept – given the awareness that the self does not exist as a stable core self but develops in the contexts of our social engagements with others and in the dynamics of our relationships.

My colleague Svend Brinkmann pursues a similar ambition in his much-debated book Stand Firm, published in 2017. He too is an advocate of allowing people to be themselves and find themselves. Brinkmann’s ideas have provoked both uncertainty and anger among professional therapists, coaches and mindfulness instructors. He even proposed seven guidelines for life, one of which was ‘Sack your coach!’.2 The ensuing debate clearly showed that many misunderstood Brinkmann’s agenda, which takes aim squarely at today’s prevailing demand for people to embrace permanent change. Brinkmann lends a hand to people who are willing to do anything to keep up with development and who are thus at risk of burning out. He offers an alternative. And he has a point! As long as coaches offer to help their clients pursue the ill-conceived desire to ‘keep up’ at all costs, they should be sacked. Such a narrow focus on goals and performance is not helpful. We need to rediscover the art of lingering in dialogue – for our own sake and for the sake of those around us!




Dialogue as shared meaning-making

The agenda of third-generation coaching3 is to offer a space for reflection where the coach and the focus person together can search for the meaning of life or find meaning in certain events or situations that the focus person is involved in. In many cases, the answer does not lie within the individual him/herself, but in the relationship – in the interaction and dialogue between two people or, in group coaching, in the larger group. In a comment acknowledging the merits of Brinkmann’s book, I have been quoted as follows:

Sometimes one needs to return to oneself, engaging in a reflection process in order to find out who one is. So, coaching has a new agenda now. It is not only supposed to move people, it should also tell them where they are, in order to give them a sense of certainty and a basic understanding of themselves.4

It is in dialogues, in interactions with another or others, that we become who we are. Martin Buber5 wrote: ‘Through the Thou a man becomes I’. In a society that is increasingly individualized, where people often struggle alone to survive, we need to develop solidarity and a form of dialogue that strengthens both or all interlocutors.

First-generation coaching has its roots in sport. Its focus is on goals and problems. Second-generation coaching revolves around possible solutions and appreciative dialogues and is rooted in systemic and social-constructionist theory.6 These coaching approaches still offer much that we can use today. Times have changed, however, and we need to rethink coaching fundamentally. That is even happening in the world of sport, where the focus is shifting away from an exclusive emphasis on results and towards shaping development and strong performances in a good environment, in cooperation with coaches with insight into human nature.7 Coaching with an exclusive focus on specific goals that aims to solve individual problems by boosting the person’s skills and performance capacity may result in a sense of inadequacy and, ultimately, in stress and despair. Workplace performance standards – our own and others’ – can sometimes seem inhumane and overwhelming. The individualization of complex issues in the workplace that is often a part of traditional coaching promotes ‘dangerous leadership’.8 With its focus on specific personal goals first-generation coaching, in particular, is unsuited as a dialogue form for leaders or managers in relation to their staff. With reference to Ole Fogh Kirkeby I have always warned against leaders abusing coaching as a form of intimate technology.9 Second-generation coaching also perpetuates the concept of untapped resources in dialogue partner that need to be mobilized. The co-creative perspective is missing. In the first two generations of coaching, the coach is a more or less neutral dialogue facilitator. In third-generation coaching, the coach becomes an engaged fellow human companion. That is the only way for human beings to meet in a shared space based on empathy and solidarity.

I invite you, the reader, to share a dream with me of leading dialogues that enrich both parties. Naturally, one of the parties, often referred to as ‘the coach’, has a special responsibility for driving the dialogue forward – a professional responsibility to be a good dialogue guide. The coach should also be willing to empathize with the dialogue partner’s life world by showing understanding, acceptance and empathy. The coach can provide direction for the conversation and ensure progress by entering his or her own experiences into the dialogue, engaging as a fellow human being by attuning with and providing feedback to the dialogue partner.

In Figures 1.1 and 1.2 I attempt to outline the differences between three different dialogue forms. Figure 1.1 describes the difference between an every-day conversation about something and a coaching conversation based on first- or second-generation coaching. Figure 1.2 presents third-generation coaching as a basis for transformative, fruitful and genuine dialogues (the concept of a ‘genuine’ dialogue refers to the dialogue philosopher Martin Buber; he describes the dialogue as a meeting between two human beings aimed at inviting oneself and the other into a conversation on a deep, existential level). Many coaching conversations will rely on an interactive mix of the three generations of coaching with the purpose of promoting one’s third-generation coaching ambition. The two figures may help coaches and other dialogue guides become more aware of their intention in a given conversation. When I speak of transformative, fruitful and genuine dialogues, the ambition is clearly related to the dialogue structure outlined in Figure 1.2.


[image: fig1_1.jpg]
Figure 1.1 Differences between a standard everyday conversation and a first- and second-generation coaching conversation. The symmetry or asymmetry lies in the dialogue guide’s own engagement in the topic and the challenge: in the everyday conversation both parties ideally have an equal investment in the topic. This means that the conversation is symmetrical. A first- or second-generation coach acts mainly as a facilitator on behalf of the focus person. That leads to asymmetry, because the coach is not engaged in the topic or the challenge but merely helps the focus person arrive at a solution.
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Figure 1.2 Third-generation coaching with a growing ambition of achieving moments of symmetry. Schematically, this is illustrated by the topic or the challenge moving to the centre. Co-reflection becomes a key ambition for the dialogue guide.





My coaching research adventure

Over the past five years (2013–2018) I have had the great pleasure of heading a research project10 where 24 volunteer coaches,11 many of them with many years of experience, each served as a coach and mentor to a group of young boys, mainly with an ethnic-minority background. The project lasted two years, with conversations every two or three weeks. The purpose of the project was to challenge the young people to work with the themes of ‘life skills’, resilience and active citizenship to give them an active experience of being able to manage themselves and others in the arenas of their everyday life.

My own involvement as a coach, together with a female co-coach – who was fully accepted by the boys – was a very rewarding experience. I got to know a group of five boys whom I would not otherwise have met or become acquainted with. Many people in society are suspicious or wary of these 14–15-year-old boys. In the early stages of the project, when the boys asked me, ‘Why are you here? What’s this about?’ I said, ‘I would like to get to know you better. If I ran into you guys late one night, I might cross over to the other side of the street. Now I have a chance to get to know you properly – and I’m looking forward to it’. With this invitation I created a sense of equality, which is an important base element in third-generation coaching. I did not meet them as a therapist or with a fixed agenda. I showed an interest in them, and I disclosed my own insecurity and my desire to learn.

In hindsight I appreciate how much everyone enjoyed the process.12 I got to know the boys in a way that would never have been possible otherwise. And the boys, in turn, appreciated me and my interest in them. As their trust in me grew, they began to call me bro’, habibi or shabab. Although guiding them and the conversation was not always an easy task, the boys saw our dialogues as a good opportunity to speak of important issues. I got close enough to them that I agreed to smoking a pipe with them in the local Aladdin Club. They were aware that the focus was on them, as individuals and as a group. All the conversations dealt with their relationship with peers, teachers, family, friends, culture, religion and the Danes, the latter being a group that formally includes them too, but maybe not quite. They were given the time to articulate things that they probably never considered or attended to in depth. In this forum, they said things to each other that made them grow on a personal level. They began to experience a sense of community that empowered them to address each other, also outside the shared space of the coaching conversations. The talks became a meeting place for all of us, and in certain moments they formed an ideal setting for the underlying concept of third-generation coaching.13




The key characteristic of fruitful dialogues

I describe third-generation coaching conversations as fruitful dialogues. A parallel term that is often used is ‘generative dialogues’, which characterize a dialogue that is not based on arguments and counterarguments, but on mutually appreciative curiosity, where both (all) parties suspend their pre-existing judgements, assessments and perceptions of each other in an effort to understand and support each other in the common desire to see oneself, the world and each other more clearly. My unique conversations with the boys contained certain ideal aspects of third-generation coaching and fruitful conversations, which I briefly discuss in the following.14

 
1.  The dialogue becomes a meeting place

The optimal point of departure for third-generation coaching conversations and fruitful dialogues is to create a shared meeting place around a topic that is important to both parties. In a coaching conversation, the focus person naturally often brings in a topic, a challenge, a problem or a situation that he or she wishes to discuss – in many cases because the situation presents a problem. In my talks with the boys, I was often the one to introduce a topic that I thought it would be worthwhile to discuss, often driven by my own curiosity or puzzlement. Fundamentally, both parties in the conversation are entitled to shape the direction of the dialogue, either at the outset or during the process. That adds a dynamic to the conversation that was lacking in previous generations of coaching because the coach was required to remain a neutral facilitator based on the challenge brought up by the focus person.15



 
2. The dialogue becomes a journey of discovery

Coaching is at times a journey into uncharted territory, where neither party knows the destination or the route. Both parties – the coach and the focus person – are each other’s companions on this journey, and none know the destination at the outset. Their journey is based on a desire and an agreement that something must and will happen. The focus person often comes in with a vision of and a need for new discoveries, a change of course or new perspectives on his or her life. The coach does not provide a road map but acts as an empathic and professionally qualities companion and partner on this journey. In this sense, the dialogue reflects a journey into the unknown, which both parties shape in cooperation, but framed by a fairly safe setting and by an ambition of a satisfactory and life-affirming outcome.



 
3. The coach/dialogue guide’s engagement and professional background are crucial

In our research project, as mentioned above, it was crucial for the coach to be present as a fully engaged dialogue guide. Sometimes, the coach or other members of the group will provide feedback to the statements made in the dialogue. This is where the appreciative perspective takes form. As a dialogue guide the coach acts as a withness-thinking and responsible dialogue partner who relates to what the other says. In narrative thinking, this is called witnessing.16 Here, a dialogue guide – often the coach – reflects what the other said, not in the form of an assessment but as an appreciative and caring curiosity and wondering. The coach becomes a co-reflecting partner in the dialogue, along with any additional group members.



 
4. The focus person’s interest in and commitment to the conversation is supported

In a group setting it is crucial to make active and fruitful contributions to the conversation. Assessments of others should be avoided; instead the aim should be to understand others’ unique characteristics as different from one’s own; this may ultimately contribute to one’s own self-insight. In a therapy context researchers have found that the client’s commitment and willingness to develop and change his or her own situation is a key condition for a satisfactory treatment outcome.17 Thus, the focus person and any other group members can make active and fruitful contributions to the development of the conversation. Here it is important to invite the participants’ feedback on whether the conversation – the journey of discovery – is moving in a desired direction. If they have any new ideas or requests, these should be addressed.



 
5. The dialogue participants form an alliance

In a therapy context, the alliance between the parties is viewed as a key factor for moving the conversation in a fruitful and healing direction. In the research project mentioned above, such an alliance clearly developed in my relationship with the boys. The parties are able to co-create a new reality that is rewarding for everyone involved. This trust, confidence and openness constitute fertile ground for creativity and innovation. Intensity in the conversation and the dialogue participants’ mutual appreciation and acknowledgement of each other are crucial indicators of fruitful dialogues.



 
6. The dialogue is an opportunity for learning

Third-generation coaching and fruitful conversations generally offer an opportunity for creating a shared and personal learning process. A given reality emerged for a person (in the research project, such a reality emerged for myself and the group members) and at the same time, the person opened him/herself up to this new reality, based on his or her experience, insight and understanding.18 Reality is explored anew and emerges as meaningful to the focus person, with a value that may not have been previously appreciated or realized. Through the dialogue the individual’s perception of reality is challenged, and a need for further exploration arises. Here, coaching becomes a part of the person’s self-formation through a process of continuous self-development that includes virtually all situations in his personal and working life.






Viewing third-generation coaching as a dialogue form in a societal perspective

I am often asked whether it might not be time to jettison the coaching concept. I agree that the concept is somewhat tired, and that it has become burdened with associations that I would want to distance myself from. In many regards, mentoring in its current meaning is a fairly apt term for the dialogue form that I strive for.


OEBPS/toc.xhtml


The Art of Dialogue in Coaching





Table of Contents





		

Cover





		

Half Title





		

Title Page





		

Copyright Page





		

Table of Contents





		

Preface





		

Acknowledgements





		

Part I Theoretical basis



		

1 Third-generation coaching as sustainable, fruitful dialogue: Key navigation points





		

2 The societal context: the emergence of the achievement-subject and the burnout society





		

3 Searching for one’s own self: identity as one of the key challenges of our time













		

Part II Basic themes of fruitful dialogues



		

4 Meaning-making in dialogue





		

5 Values – a basis for action





		

6 The narrative perspective: transformation through sharing













		

Part III Reflections on dialogue practice



		

7 Enhancing attention





		

8 The narrative co-creative practice





		

9 The foundation of dialogue and the dialogue guide’s virtues





		

10 Dialogue practices













		

Concluding reflections





		

References





		

Index of names





		

Index













Pagelist





		

P1





		

i





		

ii





		

iii





		

iv





		

v





		

vi





		

vii





		

viii





		

ix





		

x





		

xi





		

1





		

2





		

3





		

4





		

5





		

6





		

7





		

8





		

9





		

10





		

11



















































































































































































































































































OEBPS/images/coverpage.jpg
THE ART of
DIALOGUE in
COACHING

Towards Transformative Exchange

REINHARD STELTER






OEBPS/images/fig_xi_1.gif
A (L~





OEBPS/images/fig1_1.jpg
Everyday Coaching dialogue

i (mainly fst-and second-
conversation Generaton coaehing)
Symmetrical relation Asymmetrical relationship
Conch

s ()
\ Theme/
zm ([ eenen

idogue parer O M' .
ogue i

‘onesell

Theme!
challenge





OEBPS/images/logo.gif
% Routledge

Tyr b franc Grovg
BN AN NEW YORK





OEBPS/images/fig1_2.jpg
‘I'hird-generation coaching
~ aiming for transformatve, generative and genuine dilogues

Mainly asymmetrical relationship,
periodicaly symmetrical

‘Third-generation coach /
dialogue guide

> The dialogue guide supporls the
dialogue partner’s own reflections

> The dialogue guide is an outsider
witness and co-reflecting partner in
the dialogue

Themeichalinge
(concatyposiionod)

Dioguo with
onesell
> The dialogue guide s a co-creative
fellow human companion in the Dialogue partner

dialogue





