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Modern busines®aching is fairly newconcept t has devel oped r
and is still eMeing.In Finland, a coachfairly newprofessiorand is becoming increasing
popular in the past few years.

The Capstone projett based on the assumption that to become a good coach, one n
develop a deep understanding of self in ordergmtiedrs achieve their goalsChrtified
Progres€oach training, these skills develop through increasexhsatness and certain
skills.

This Capstone project examihew the Certified Progress Cdatrhiningdevelopshe st-
d e n t slareseess theisysemic coaching skills increase] how they use these skillg
This is done by interviewibgth Gachesvho have finished the trainirand traiees, future
Bushess Gaches, in the spring of 200Be djective of thiapstone project toprovide a
report about the development of ssilfareness in during tBertified Progress Co&dhain-
ing, in order to use it fdurtherdeveloping the training program.

In this Capstone project, a great variety of reference material was usetheDunartp hon
academic issues involved also the material is variable in its validity. The reference n
intentianally large in number so that the issues in hand have been thoroughly examir]
information on the internet is used to add coptgary views.

Everyone interviewed felt that their level ofesgHfreness has at least somewhat increas
during the training. The level and background of the students in the beginning vfas V
ferent, but not previous training, current job nor gendezsnveo way found to havenco
mon aspects in the way the subjects talked about or experieravearsaHss.

As a summary of this Capstone project, it can be concluded that the Certified Progre
Coaclitraining did indeed increase-aglfireness. Theqgee attending the training also
received positive feedback that confirmed and helped grew known sttéregths@b-
vious that seliwareness is something that takes time to de\elagatter whether still a
student or a certified Coach the same shirege named as being the most influential co
cerning selwareness during the training: Enneagram, peer supgbe hedd traindre-
self.
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1 Introduction

ThisCapstone projetakes dook ata fairly new and still evolving field of business coaching.

It exaninesonespecifidusiness coach training that is especially defig&edopean and

Finnish bumess climatd&hefocus s t o ex ami ne -avwamwnessbreasest u d
during andightafter thstraining as their coaching skills develop

1.1 Background and objectives

Modern business coachmgas devel oped rapidly since th
is no exceptianSnce Finnish Coach Federation was found2@04, the number of new

coaching companies and independent business coaches has soared.

Business coaching is a-seffulated industry and due to the lack of formal training the quality
of business coaches varidg trainingprogramsare as variabées their providers. At the
moment, theres only one business coach training in Finland that is both developed for the
Finnish business climate and certified by the Worldssdedtion If Business Coaches, the

first international association solely @elitto business coachifitarju, K.18.3.2008

Certified Progress Coddhainingprovided by Fakta & Fiktio Oy is a unique business coach
training in Finland because it is especially adapted to Finnish and European business clime
The program follosithe ethical and functional standard®uf thelnternational Coach
Federation and Worldwide Association of Business Coachesogédtiodr with experienced

and professional trainers, underlinegébility and reliability

The Capstone projett based on the assumption that to become a good koawimg
technicatoading skills are not enoughn®needalsoto develop a deep understanding of
self in order to hplothers achieve their goals. ThroughouEthréfied Progress Codch
training,increased sediwareness the students is considered just as important as thie techn
calcoaching skills

The objective of this is provide a report about the development ofasedfreness in eel
tion to the systemmachingkills learned during tlertified Progress Coddhaining. The
spansor of thisCapstone projed Fakta & Fiktio Oy and the results will be used to evaluate

and improve th€ertified Pogress Coaéltraining program.



1.2 Researchguestion

In the Certified Progress Co&dhaining, the focus on peoplnd personal growijust as
strongas thdechncal coaching skillfhe most important thingto enable and encourage
the Coach trainee to grow in-selfareness during the training process. This will help him to

comforibly face all kinds of problems in the future.

The objective of th€apstone projed to find out how the Certified Progress Cb#relin-

ing develop thewd e n t svaresesslas their systemic cogahills increase, and how the
already graduated coaxle these skilis their work This is done by interviewing both
coaches that have finished the training and trainees, future business coaches, in the spring
2008.

Themain researafuestioris:

- How does ®ertified Progress Qoaicingupprtsetiwaren@ss

Thisis studied by finding an answer to a series afsestions:

- Whatisthes u b peeceptiothaf onsethwaren@ss

- What were the thmg®e trainititatsupportedrereased-setrengss
- How dodisencreasedHsabwledgaovor feél)

- How can it be usembachihg

This is an empiric castidythat is based on theories relevaféeaified Progress Coéch
trainingprogramThe research focuses on examisatigawareneds relation to theystemic
skillsas they are defined and included inrti@ertified Progress Coddhaining

ThisCapstone projedies not cover psychological theories or aspects but instead focuses 0
investigating these traits and skills fronCtéfied Pogress Coaéltrainigd s poi nt o
It will neither teshor try to build a theory. There are no comparisons to other business coact
trainings bcause it is not relevant to the research goal.



1.3 Structure of the report

In Certified Progress Coddhainingpeoplestudyin grous of 16 people at the very most.
There is a lot of praciing of the skills in groups but each individual is responsible for his or
her own development and learning. In@aigstone projetihe group dynamics or aspects

are not taken into consideoatbut it concentrates on a sifelopmentn 7 individuals

threeof them being students afodir having already graduated as coaches

ThisCapstone projecbnsists 08 chapters. The introduction reveals the background and
makes th€atified Progres Coachtraining familiarThe research goals are siated, as
well as the need for making tBapstone projecthe second and third chapters take the
reader deeper in to therld of coaching, and introdute Certified Progress Coattain-

ing indetalil.

The fourth chapter is essential in relation to the research question. In this chapter the conce
of selfawareness @efined both from the theoretical point of view, and how it is actually
viewed and understood in the Certified Progress Qraining. This chapter states thé-def

nitions that are later used when interviewing the subjects.

The fifth chapter introduces the miialsthat are taught in the Certified Progress Coach
training to build the coachiefills and indirectly prompt séévelopment in the students

Each of hese systemic to@lee first backed up with theory and then defined witbdtie

fied Progress Coddinainingg s poi nt of v ideterminethéireseasch xt h ¢

methodology, the groundsd reliability othis Capstone project

The stories, findings and conclusions are introduced in the last two chapters. There are bot
direct quotes and summaries from the interviews before the final conclusion anchrecomme

dations for the future development of @eztifiedProgress Coatlraining The names of

the interviewed subjects have been changed to protectadhgminAt t he very e

a bibliography angbpendices to complete tBapstone project



2 Coaching

To be able to understand coaching both ashedhand as a profession, it is necessary to
describe its history, define the key areas that set it apart from mentoring, and get more fami

with the specifics of business coaching.
2.1 History of coaching

Although there are various definitions for tbedywcoaching is basically a process that is used
byaCoachtoomance the clientds (a Coaddfimed) per
goals. That makes a Coach a person, who encourages, helps, gives support and feedback
either an indidual or a grup. Every Coach has his own ways of doing this but the bottom
line is a dynamianteraction. This is most commonly done verbally, either meetiw face

face or over the phone. A typical meeting lagt®60ninutes. With groups the time is-us

ally longe The relationship between a Coach and a Coachee can be a short one with just o
or two meetings to relationships that last even years. This depends entirely of the set goals
(Harju, K.18.3.2008

Someamayargue that coaching has been around asdang auman kind as a natural part of
life whenever people support or encourage oBgrsa its modern form as a commaodity,
something that is aetlly sold and purchased, the history is much shorter and actually only
about 15 20 yearsld. In the Unied States, coaching started emerging as a popukr profe
sion i n t(Bews & Skiffington12008)0 6 s

I n Finland, <coachi ngs TheFiansh Goach Fedeeati(uonmey i n
Coachingyhdistys rywas founded in 2004, in orded&velop business coaching,edo r

search on itncrease the general knowledge of business coaching, and also train Coaches t
increase their professional sKiltglay, coaching is relatively widely agreed on beirgra coh

sive set of skills, knowledge andaggples (Suomen Coachixydndistys 2008.)

I n the world that demands a wide range o
thing in both business and personal development. In a relatively short time it has been able
spread world wide. Due the fact that it is still spreading, developing, and evolving;-the su

cess suggests that it is more than just a passiogneimon.



2.2 Main differences between mentoring and coaching

Mentoring and coaching are often mistakenly used interchangeaflyoftast to make a
difference between thetwoterimishie r ol e of a Mentor oOinclu
broader counselling and support, such as career counselling, privileged accesatsaio, inform
etc. 6 (Land.fAMentogs usudl@nelder an@ raore experienced person who
gives advice and shares this experience with a younger, inexperienced peifssrpnéw

tion. It is to be noted that mentorirgnot teaching, where a teacher merely transfers know
edge or skillas such

Tale 1. Keydifferences between mentoring and coaahiRmland

Coaching Mentoring

Goaloriented performance enhament Less goals, more guidance

Coach from outside the organization Both parties from within organization

Comes with a price Is free oftcompensation
Learn with Learn from

Can be short {2 meetings) Usually lasts- 62 months
Performeiled Mentorled

The relationship of the parties in mentoring is usually lessigi@d than isoachingta-

ble 1) Most commonly both the Mentor atié Menteeare from the same organization and

this relationship ®rmedin situations when a new employee needs support accommodating
to the habits of a new organization, or when an employee changes her positiomin the co
pany and needs support gettitegtedT he r el ati onshi p oftan in
tion and, being confidential, is a safe way to learn skills such as feledibairlg is also

used to make sure that talents are nurtured and encouraged forward in the or@diization.
vihuhta2006, 1§

In Finland, almost all mentoring is free for the Mentee. This is certainly logical when the
common factor between parties is the same organiZagoa.seems to be an unspoken
code ofconductthatbecausa Mentor/Mentee relationship is bé&aial for both parties,
something that both can learn frotisnot compensated financially. Many schools provide
voluntary Mentordrom business lif® support the students during their studies (Edupoli,

HaagaHelia,Markkinointiinstituutti) and somorganizations provide and train Mentors. A
5



good example is The Womends Enterpriese A
preneurship among women &adalreadyeny e ar s 0 e prquidingentepreneurial n
mentaing (Naisyrittdjyyskesk@®08)

ACoach, on the other hand, is a professio
groupods perfor manc eJsuallythisagoahis gveney the Gscpheeca & 3
superiorsang directit i ed t o t he dhe§a@achs from butsmetideorgano a |

zation and thus both independent and unprejudideite it is somtimes an advantaghat

the Coach knows and understands th@ @ hspeegiftdaisinesareait is notalwayse-

quired
The Coach has no responsibilityf t he c¢cl i ent 6s behaviour b
|l earn with the client. Achieving the goal

Coaching is the process, whereby one individual helps another: to unlock their natural ability: t
perform,learn and achieve: to increase awareness of the factors which determine performance
to increase their sense of-sefiponsibility and ownership of their performance; tocadh;

to identify and remover internal barriers to achievement (MaolLE9954).

2.3 Personal coaching

Persmal coaching, also called Ldeahing, is one of the twwain fields of coachint is

targeted fomdividuals who want to develop, set and reach their personal goals in life. The
coaching focuses on helping the clieatdut what she really wafrtsm her job, relatio

ships or other areas of life. The coach then helps draw a clear action plan for theslient to e

ier reach the goals and the kind of life and future she really wants.

A personal coach typically helpsdient build sel€onfidence, find a purpose in life, help
decision making processandovgralls t f i nd a jayjlife. iThés kiddeof cobe v r e
ing is already popular in the Great Britain and United States. In Finteratethéready over

200 either futtime or partime Life coache§fNamastey 2008)

2.4 Business coaching

Leaders and managers are expected to have a wide variety of skills in order Busucceed.

ness coaching works solely in business contastamndy of developing masagnt and



leadership skills and a good tool as a part of human resource development in organizations
the beginning, business coaching was mostly reserved for senior managers and directors. |
business coaching is available to all as a professielmgdrdent toolBusiness coaching can
operate in any model of business from traditional business environment to entrepreneurial 1
franchsing. (Zeus & Skiffington 2000;12.)

In business coaching, the goalseatréo fulfil organizational goals and abjes. These are
then aligned with the Coacheeds i ndividu:
commitment and motivation, which is especially important in turbulent situationsisuch as o
ganizational changé&saddition to the set goals, imess coaching also develops interpe
sonalskills (this can actually bgaal itself) and helps the individual balancing work and life

to a more meaningful directidHarju, K.18.3.2008

Some business coaches haveatdgorized themselves as Exesgbaches to differentiate
themselves on the competitive market. Executive coaches typically have a track record of
working in executive roles and want t@eatrate on working with higher profile business
leaders.

Most of the training centres aroune world who offer business coach training do not intr
duce the content of their training more than very superficially on their web site. Bhe comp
nies who do post their training contents have no mention-afivseness what so ever.

There is general meort of behavioural change but only on the client, not the coach per se.
The trainings seem to concentrate on giving different kinds o tootkerstanding and

solving specific problems in the custome:]



3 Certified Business Coach Program

Certified Progress Coddhainingis a unique business coach training in Fifdamdo rea-
sons. Not onlysit especially adapted to Finnish and European business asmatgioned
before but it also has a considerable focus orgsalfth.This chapter introduces the kac
ground, goals, content and the traine@edfified Progress Co&ctaining.

3.1 Program backgroundand credits

The training and consulting compBakta & Fiktio Oy was established in 1987 by Kiristiina
Harjuwhoisa partneandthe Managing Directol.he company provides businessitrgi
coaching and consulting for both individuals and gfougemestic and internatioradin-
tele.Certified Progress Coddhainingstarted ire0® andis an anbitious addition to Fakta

& F i k sarvicggBakta & Fiktio O®008)

What makes this training both interesting and professionally credible is the fact that the trai
ingfollows the ethical and functional standards of International Coach Fe(&&}iammnd
Worldwide Assoation of Business Coach®gABC).

IFC is a norprofit membership organization that has professional personal and business
coach members worldwide. It claims to be the largest worldwide network $siopsedfe

coachegInternational Coach Federation 2008.)

WABC was founded in 1997 with a mission
profession of business coaching, worl dwi
business coaching industry and the eabcetion of its kind with adwaad membership

standards based on business experiemnce, (

cated in Canad@Vorldwide Association of Business Coaches 2008.)
3.2 Goalsand objectives
Certified Progress Coddhaining is aimed at both peopleo aspire having a new career as

abusinessoach and managers who warnefine their skills and use thiendeveloping

their organizatiorhe trainings comprised



- To strengthen the understanding of the dynamics invmdteden individuals, teans,
and organationsin general
- Tolearnskills forgoatoriented and constructileadershipbuilding strong comiment

and developing human resources.

These goals underline the fact that the training is developed to meet the needs of a moderr
Europearbusiness environmeit.addition to these skills, the training aspires to reveal the
students the importance of coaching as a line manager and the wisdom of using them in th
work. (Fakta & Hitio Oy 2009

To increase understanding and providekilie seeded, th@ertified Progress Co&dtain-

ing has a dual approach to all aspects of the training. First, the personal aspect takes into ¢
sideration that there are always two individual people taking part in the coaching process a
they both mudbe understood in their unique way. SecondIprtiggess Coartty method is
aimed for companies and the organizational point of view in the process is equally importar
(Harju, K.18.3.2008

3.3 Training contentand schedule

The Certified Progress Coddhainingis designed not only to teach skills and techniques, but
also to concentrate and connect with the client on a much deeper level. This will bring bett
results as the coaching process is not just mechanical problerrbslrieg to reallynd

derstand the root of the probleAlso, it clearly sets it apart from other business coaeh trai
ings inFinland. Harju, K.18.3.2003

Thetraininglastsabout 9months The training consisi2 seminar dayslearning taskand
groupsesions. In adtion, each studepracties real hanes coachingvith four real cs-
tomers having five sessions with each of tAdmay can also practice coaching on each other

throughout the training.

The keytools that are taught bwild thecoaching skills aEeneagramiNLP, Systems Thia
ing,Action Learning and Appreciatimguiry. Theywill all bentroduced thoroughly in gha
ter 5.Certified Progress Coddhaining program schedule and coraeatpresented ip-a
pendixl.



3.4 The trainers

All of theCertified Pogress Coaélirainers are experienced professiokatgiinadarjuis

responsible fomanging the whole training program and teaches most of the subjects herselt
Ms. Harju has majored in behavior ahinimgci el
consulting and coachi ng. aSCeriifisd Eaneagram a NL |

Teacher

Norbentag originally an engineeya Germawho now works asgersonal development
trainer, executive coach and team supervisor. He is annekpedagranandthe firstEn-
neagram teacher in Europe accredited bystbeiation of Enneagram Teachers in the Na
rative Tradition (AETNY. Mr. Hagis responsible for teaching the deeper understanding of
the Enneagram rtied in Progress Coach trainidg.is the co-founder of the Gesellschaft

fur Enneagramstudien in @w&ny.

Gerturgs a Dutchcertified Enneagram teacher who works as a consultant and coach. His
responsibility in th€ertified Progress Codttaining is to teach the specifics of iess

coaching

Tapani Rinmea Business Coach with a specialty in Leadership Coaching. He has-a lot of e
perience in import and merchandising industry, arldhasy e ar s & ex@gngr i e n ¢
Director. He is also a NLP Train@feuraLinguistic Programing studies the structure of

how people think and experience the warid)the Chairman of the Finnish Coaching-Ass
ciation.In the Certified Progress Co&ctaining, Mr. Rinne is responsible for teaching the
interactiorand interpersonakills needeith coading.

3.5 Selectingthe trainees

Not everyone is accepted in @ertified Progress Co&dtaining program. A person suitable

for the training should have a background with at least some experience in the business wc
especially in people managetnThe wider the experience is the better. This experience is

very helpful in the future imderstanding the needs and challenges of the coaching client.

The student should also already have enough social and interpersonal skills to be able to w

with different kinds of people. He should be capable of working well in teams benause tea

10



work is essential during the training process. He should also have a genuine interest in pec

and trust in personal development. Angihess to help others succises must.

It is important the students have a real possibility to use their skills either as a professional
Coach or in their work as a Manager. This makes the learning process more meaningful an

motivates the students to real learning and growth.

3.6 Leaming in Progress Coach training program

In Certified Progress Codttaining learning is supported by active doing: group waxk, pe
sonal reflections and sdi§covery. In the training the students can see for themselves, how
skills are leaned best bgtsomeone giving answers but finding the answers themselves. The

same thing goes with salfareness. It cannot be taught but the possibility can be offered.

Life is a learning process from the first moments to the very end. Not so long in the past, life
was more aboutsui val than a quest for greater aw
learning of mere skills is not enough. Modern survival takes deeper understarmingg, analy
and evaluation of inner processes, enabling us to swing moldysimtioé maimade jo-

gle of complicated g$gms.

In psychology, there have been roughly speaking two main schools explaining learning. Be
iouristic theory is the more traditional one, saying that all learning is basically inta&e and stc
keeping of iformation. Thus, standards can be made for levels of learning and all learning ¢
be measured (like tests taken in schools). The learner is seen as a passive party in the lear
process. In cognitive psychology, our personal idesétkawarenegglays a crucial role in
learning. Learning cannot be measured by observing change in behaviour, because there r
be no change. Learning is a process, where information is actively processed by adjusting :
re-buildingthoughts. (Paunondimonen 2005, 12829)

11



4 Seltdevelopment through seHawareness

Selfawareness is a general term listdn philosophy angsychologyit is often constit-
tive of consciousnegbe understanding that one exists-évedfrenegsrovides access to
developmentearnigy about sel f and applyi nganduhi s Kk

derstanding how our behavioltimately affectsther people as well
4.1 Definition

The termseltconcept is oftensed almost interchangeably withasetreness. Qrani says

that whileour genetics and environment certainly affect the way we are, we still have a free
will to shape aselves into what we want to be. We can change eurcselfc e pt 0 ab o
we are, who we should be, who we can be, who we can neeébm, &e are afichof
becoming) Caproni 2005,338.)Capr oni 6 s t heor-gonceptisimon f | u e n
duced in appendix 2

Selfknowledge, on thather hand, is a very widely and loosely used term. Whilenit is co
monly usedinphio s o pkhiyowlse dgeardfi caneads ment al st a
beiefs, desires, and sensatio@srtler 2008 many religious and sbHlp groups use the

word to the point that one definition for it is not easily found.

In leadership literature, it is easy to find defisitid the traits that make a good leader. No
thouse (2001) describes the most important attributes being intelligerwdidsite, dec
siveness, integrity and soskdlls (Sydanmaanlakka 2004, 31).

In psychological level, human béiaga uniquegift to be aware aneselfsthinking, fek

ing and needing creature. In a deeper lelfe, war eness i ncludes- kno
ciencies, traits, capacities, skills, likediglitcbsAccording tgosychodynamic psychology
founderby Sigmund feud (1858.939) a lot in us that we areaware of affect our befaur
anyway(LindblomYlanne & Niemela & Paivansalo & Tynjala 2004327,

When a person becomes aware of these things, he can then use this knowledge to modify
these facets in order develop, change amthance performandein self and in others. For
example, developing salfareness can help us recognize when we are under pressure or

stressed, and then act accordirfgigdblomYlanneet al.2004,79-87.)
12



Jari Kaukua has studeed hi st ori ¢ phi | A@0 pohoepts oMsubjectigity. n a
Avicenna states that oawahéengssegtbunaton:
awareness to be an intellectual phenomemamich the mere knowledge of existenae is a
countedas selawareness. ik a human attribute; only humans are able of taking themselves
as object of cordgration (Kaukua 2007, 11P5.)

Thisabovementionedgery basic concept of salfiareness is too narrow a definition to be
helpful of this Capstorgoject. Therefore the concepiselfawareness is stretchedto |

clude the knoledge that there is a vast variety of knowmiakbwn, conscious and sub
conscious things that have formed us, and keep forming us, to what we are taday. This i
Cludesawaness of oneds own pas ons, amotonsppereeptom t |
etc.).

The one thing common to all differeoncept® f a p e-desempm@rd, isshat thére
can be progress in all stages and Hgess why it is important &dso consider how age
affects thdevelof selfawarenes§Vhile there are sevetf@ihgs that can stall the procgsg.
outside influences sl as psychological traumaiowillingness to face true self), @vwgays
possible to learn more about orfeBelcausehat really sets a good Coach dpart the

restis acute sewarenes# is virtually impossible to manage others if we cannot manage

ourselves.

Daniel Goleman was the first to introduce the term Emotional Inteljigdndas dfined

asa set of traits and abilities, on which the basic ethical norms of life are lEsvetaral
Intelligencas the connection between emotions, character and moral instincts. Thie key abil
ties are setfontrol, enthusiasm, perseverance, anthegifaton (Golemari997, 13)Go-

l eman uses Howar eersamalirdefigencé, s, ddfireng tine basisfiet selia
awareness. Int@ersonal intelligence is the ability to understand oneself; the observation anc
under st andi n gandtheabilitynteattath delEefldctiominy different situations
(Goleman 1997, 61).

Although selawareness has different definitions in different coraexise have seeém this
Capstone project selivareness is defined as being aware of the reascossaogiences of
our behsiour in relation with other people. Becdhegyoal is to study a business coach

training, psychological definitions and theories, as well as learning processes are excluded

13



4.2 How self-awareness affects us

High level of seliwaeness is a commonly accepted characteristic that set effective managel
apart from others, whether we talk about managing others or just ourselves. It inctudes und
standing what we want and why, knowing our personal styles, strengths, weaknesses, and
comprehending how other people perceive usaiiéness makes us see the consequences
of our behaviour. Our oways of thinking,
and relationshipsand ultimately our personal viring, professioheaffectiveness and the
sweeess of our organizatians ( Caproni 2005, 32)

While the meaning of higher selfareness in life cannot be directly proven, the experience of
it is very real in individual people. Detailed measuriagvaedness is also nosgible, but

the sibjective stories of development and change can be examined. A logical assumption is
that a person who knows herself sees the world in a more positive and optimistic way. Self
awareness gives saihfidence to find solutions, not prab&e Work will be more rewarding,

less stressful, relationships withivookers better.

Sefawareness can be observed in behavior.

Intelligence, a person with good-geléreness

Y% Is able to observe his emospname them, and reflect the connection between
thoughts, feelings andians

% Knows how to separate emotions and facts in decision making, and is ableito preme
tate tle consquences of his decisions

% Understandsofes own strengths and weaknesses

% Has a psitive but realistic view of oneself
(Goleman 1997, 3)9

4.3 Life structure and development theories

There are a number of different theories about the develggiaggaf a human beindll
stages include personal growth and the possibility toedcseldswareness; each stage ends
in a transition that enables us to move on to the next $tegeldest ofhe human life cycle
theoriesare so old their origins are impossible to trace. Yet, some ofelstiftecrepted as

inevitable truths in olkclikures, and one of the most influential modercyiéée theories
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made by Daniel Levinson, has its roots in the religious writings from about 868/8-C.
son 1978,-G).

Judaism, Buddhism, and Islam have their own life cycle apfrvadhionalChinese ph
losophy names five different stages of developmaet, Wood, fire, earth, and metal. After
the first cycle, a person is grown but not r&stdgn one Stage cycle is finished, another

one can begin, but this time on a different leveju(B@05, 3:33.)

In India, rituals are an inseparable part of life. The traditional way of sengdgdrom
Hinduism andlividesit to four cycleseach comprising 25 years: Brahags(tiare tostudy

and lear)) Garhastya (time to have milgt), Vanprastha (gradual detachment), and Sanyasa
(teaching spirituality, renunciation of the wofl2Linderfelt 1990, 2mdia Heritage

C.G. Jung (187B61), aenowned Swigssychiatrist and the founder of analytic psychology,
divides life span infour stages: Childhood (agel2), adolescence and adulthood (Eyes
40), naturity and middkage (ages 45), and old age (from age @)nderfelt 199@7).

Life-span psychology is a part of psychological theory that broadens the area of nevelopme
tal thinking. The main idea is that a person is more than just a sum of his life cycles. Differe
cycleor stagesan be distinguished (infancy, childhood, adulthood, old age) but more impo
tant is to understand the dynamics and the whole of-gphiftheory can be summed up in

these assumptions:

- Itis possible for an individual to develop and grow throughout the life, no matter what the
age

- Everyhuman life is unique as a whole

- Despite of great individualism, certain aspects commoretopieentaltages can be
found

- Individual developmental changes can be understood better when these changes are pu
the cantext of lifespan theory
(Dunderfelt 1990, 153)

According to psychologist Daniel Levinson, life is a series of stages that an ingisidual g
through. His life structure theory (1986) is a comprehensive theory of adult development,

where the social and physeralironmentboth haveeffectThe t er ms hg us e s
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cled describing the individtuwrle dwarye fagr rliin
tions a person has with other people and the interests he has in differeltestagess s o n 0
cycles include peeulthood, early adulthood, middle adulthood and late adulthood. Between
the differentycleshere are smalandbigger transitionsnd these transitions may take

almost half of adulthood. Each cyws its own characteristidscording to Levinsolife is

about changand different things interest us in the different stages of oudévasesses

that adulood should be considered as an independent structure, not jusuaroootti

childhood(Levinson 1986;B3.)Levi nson s | preSeatedangpentine3. t heor

ClosedMinded} o { Open to New Experienc
Disorganize:} L ] Conscientious
Introverte( jr———=—] Extraverted
Disagreeabl | bE] | Agreeable
Calm / Relaxe } ] { Nervous / HighStrung

Figure 1. Th8ig Five test enple resulfOutOfService.com)

Thereds ongoing debate of how much our p
much by the envimitme nt i n which wedre raised. One
found by empirical observations i Bive Factor perspectifigure 1) It represents various
personality description systems placing them in a more easily understandable, common
framework. O0The big fived traits (agreeal
neurotcism), a& said to form by the ageZ®and stay relatively unchanged throughout the

l i fe, with some oO0soft eni ng-agagHaguroos, 21,98;e e d
John & Srivastava 19997.2

Levinsonds theory of | dctfineselwgreness. $Ve mesdmsaun ot |
derstand that in diffent stages, we think and act differently, and different things interest us.
This is especially important in coaching, where communication is essential. The customer
needs to feel that the coachenstinds where he is. A very young coach with littbe- life e
perience cannot know what life looks like in the age of 50. He can, however, sty it and r
flect his experience on his own cycles and use his imagination and understandieg of the th
ory. Again, kowing oneself is helpful in helping otherselfawareness, understanding

these basic factors that make us individual persofjaditezmality, life cycles)essential

because they affect our thoughts, feelings, needs and actions
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4.4 Selfawarenessn Certified Progress Coachtraining

TheCertified Progress Codthaining stresses the fact that knowing oneself is the key to
hel ping others. Wi thout this awareness o0
possible to understand thamanother peson. Thus, helping others is not as effective and

meaningful as it could be.

Selfawareness ertified Progress Codthaining means knowing oneself in many levels.
Several things contributedor level ofunderstanding of who we aagegender, sociai

tory, geographical, religious, racial, digralroots.They provide the ground to build our
sefawareness on. Thereds a continuolugd- and
ting to know oneds xplaethedelidfs, Valaes antl expettdimgy o |
has Through that knowledge one can paint a clearer perspective of the purpose in life and
how to fulfil thatpurpose.Harju, K.18.3.2008

Selfawareness is not taught as such d@enified Progress &df training. However, the
students are ena@aged to confront their biases, traits, skills and capacities through learning
the tools of coachingl he st udents ar e difecyaetheanypin-od u c e
crease the understanding of life idiffsrent stages.

These tools are a door to greater knowledge of self, andationneaitstep further into the
challenging world of sédhowledge. To which extent eacllsnt is willing to explore, is up

to them.

To demonstrate the definition offsewareness ertified Progress Codttaining, | have

made a table expiaig all the different aspeclbe table is introducedappendix.
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5 Developing coaching skills

This chapter introduces the key skills and tools that are taught duCertyfted Progress
Coaclitraining A keyskillfor aCoachs to have conceptual and perceptual abilities to see
the organization as a whole, combining various parts and fuoggthsrandpredict the
outcomes not yet visible.

5.1 Tools for the training

The world can be unpredictable and illogical; things are rarely what they seem on the first
glance. Accepting that lets us already take a first step to finding answers to questions. Keej
an open, nojudgmental mind takes us a bit furtBearchingral finding he causal forces

behind phenomena makes us systemic detesti@sg the most complex of problems.

These are skills that can be systematically learned and practiced.

A goodCoachhasa set ob t 0 bd candusdo be ale tobetterinterat with theclient help
her client solve problepand achieve goals. It is important for the Coach to be able distance
himself from the situatioandcreatea birdeye viewThis includes understanding interrel
tionships across systems, and causal f&ndysy detecting the underlying interastmu
their nature between peotile Coach can start searching for the real problems and answers

to them The tools taught in Certified Progress Cttaaiming are introduced appendix 5
5.1.1 Neuro-Linguistic Programming (NLP)

NLP combines three very influential components that are responsible of producimg the exp
riences people have: neurology, language and programming. The basic assumption in NLP
t hat ot he map .Inhaherrwordsthererseot justonertruetabtythgt éxists

and that we shareytreality isomething that eacligs castruct in our own mind$he

same events literally mean different things to different p&fepdéxperience the world

around us through our unique nelimguistics maps, where neurological systems control our
body and the language we use (i.e. the choice of words) determine how we communicate v
others. Howour mind (neuro) and language (linguistic) interact, affects our body and behavi
(programming)(McDermott & Jago 2002,12.;Suomen NLB/hdisty2008)

NLP was cr eat &dRichard Barfdler arid chm Gris(femtDyin psychot

gy and linguisticsyhey found out in theariginally psychotherapeudtadies thatome tle-
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rapists havbetter results than otheasid thisexcellence klaclear structure$hese fund-

mental patterns in human thought and behaxoe made into structures and modeling
techniques. After being formalized, they began to teach them, choosing the name NLP to
acentuate the innatea@nship between the brain, language and the(bxlyermott &

Jago 2002;82.;Suomen NLR/hdisty2008)

5.1.2 Enneagram

Enneagram is a word commonly used in geometry. The word itself comes from Greek word
ennea (=nine) and gramnfgsomething written or drawn), thus meaning apomged
figure (Wikipedia 2068

The origin of Enneagram is not fully known although something similar has beemused in a
cient Sufi traicions. The modern version has no religious meaning. ltfis@entracy has

not been proved either, although the und:
ideas about motivationsamano t i ons é6 ( 9angspreexffod lmambe@ninade jo
make a correlation with a widely known and scientipcallen MyerBriggs (MBTI) pe
sonalitytesThi s test i s based on C.G. Jungf6s a
four different categories: introvertrovert, interesh detailslarge contexts, basing decisions

on emotions vs. logics, galdiexibilitydecisivenes@Baron & Wage 1996, 14%64.)

Several sources state George GurdijeffI8¥®), a Russian teacher of esoteric knowledge,
as having used Enneagram in his teachings. But it was Oscar Icahazo (boroli231 in B
who develped the Enneagram model to more fully explain the function of the hyman ps
che. Claudio Naranjo, a Chilean psy@hol o
gram further into Western psy athboteddogthis i n |
development since, adding aspects such as spirituality to théWhkipgdia 2008 Baron

& Wagde 1996, 11.)

Modern Enneagram was developed and is mostly used as dynamic personality system, div
people into nine different personality types tisatride our patterns of fawey, thinking and

acting. When discovering our own type, it is also possible to see what motivates us, how we
cope in different situations and to find keys to personal gleeelo Enneagram emphasizes
psychological motivatiospursues to explain why people act in a certain way and points out
individual points of strength and developmgtdarju 2002, 25252.)
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In the Enneagram model, everyone can be defined mainly to just one personality type by u:
a special test. Whilardife experiences (birth order, culture, maturity) affect all of us, our
basic motivations and survival strategy do not change all that much during oUug&itdtime.
type is also connected to one or two types next to it, and thesetioms are call@dngs.

These wings add aspects of different types, adding depth to them. The same thing happen:
when weodore stlreannded:.owhlrldst apmed her type,
way. (Baron & Walg 1996, 115.)

To sum it up, Enneagram i®al to understanding oneself and others. We all have a unique
way of looking at and interpreting life around us. But while we all are unique indiniduals, E
neagram points out that there are many things that are similar for a lot of people. With the
helpof categorizing our selves and people around us according to the Enneatypeis, it is pos
ble to unveil patterns of behaviour and thinking with surprising accuracy. With this know
edge, understanding one self and obeasmes easier and may lead to nesibgiies and

greater seliwareness. The Enneagram figure and Enneatypes are described ibappendix

5.1.3 Systems thinking

Kalli describes a systesnam internal structutieatis connected to its surroundings; the i

ternal and external perties that itera¢ may create yet another system, comprising a whole.
A family is considered a social systenarganization is a systéfhesesystera consisof
individual s, and each personds past experienc
communiate, affect he systemds success a3ydemsthihkeng ac
approach see problems as being related to all aspects of an orgétératitinnen & %a

rinen eds2006, 261263

Systems thinking apracticaframework of thougfthat helps us to have a holistic view in
complex situations and for greatetarstanding the world around us. It means examining
things in the specific context they happefystems may be something tangible aad ind
pendent of us such as a municigaddport system. But there are also systems in our minds.
The emergence of systems thinking aspires to bring control to the chaos of different systen

that we encounter each day, to understand and respect the charactessios.of sy

Fischer has founiHamalainen & Saarinen eds. 2006, 105) that patitivde significantly

increases interpersonadiiehs, effectiveness at work, even marital happiness. According to
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Fischer, whether it is teams or individuals that have been researched, theigtiteresult

sameThe relative level obpitive communication affects directly raggs and end results.

In organizations, communication is essential. It is a systemic phenomenon in the sense tha
All issues are connected, 2. Small changes in onetipadystem have big effects in ot

part, 3. Separate parts of the system are not unrelated, 4. A system can be emergent (Ham
nen & Saarinen eds. 2006, 147).

The breakthrough i n sy slasedhe Fifth Disciplgé9h g wa s
where he described and emphasized mental twokdels a company to becomlearning
organizationThe book has many examples of the positive results of using systems thinking |
service, human resources and-teghnology companiesstarted systesithinking to be

expl ored more widely. Sengeds work as thei
the term Systems Intelligemt2004. Where Senge sees people as part of a contsslling sy
tem, Systems Intelligence sees people as active fhiocesystiéms, using productively the
oholistic feedback mechanism of her kenvi i
ing may be useful but it is still aiypkingand not very useful for a leader who is expected to
act (Hamalainen & &inen 20078,295296.)

5.1.4 Action Learning

Action Leaning means just how it sounds: Learning witbraRevans callsda social
processwherdy those who try it learn with and from each otidarPedler 1997) The

learner works on real problemsd &oth the students arideteache(s) bring in their pe

sonal gperience and knowledge. Action leardériyes from earlier experience where new
information is added dall this is broughbtgether to produce answers to real problems or
needsThus, tke group is used as a learning tool in defining the problem, finding solutions an
evaluating thessults.The focus is on learning on both about the specific issue on hand and
what can be learned about onekldally, ActiorLearning enhances both indivial s & an
organz at i ons d dRevahsintPedlert 1995 Wakgpedia 20@9

Action Learning takes tradition@arninga step further. Where traditional methaften

focus on knowledge and skills, Actiearning is a process in whiah skudents observe

their own ations to improve performance. The kefction Learning is interaction with

others. Jpicallyit takes place small groupsyhichenables a person to reflect and review

the action they have taken and the learning pasitg dihisalsoenhances learning about
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group processes and ways of working together more efficiently. The group also jrovides su
port and challenge and thus develops managemeri $kibsr i n ltearning, itiSct i o
not what a man@ady knows ardlls that sharpens tbeuntenancef his friend, but what

he does not know and what his f rl99€5.d doe:

The Action Learning method was developed by a Cambridge physicist Reg Revans. In his
book The ABC of Aatin Learning (1983) klescribes the procéds® this

1. A small group of ideally 4 persoreeirto discuss a problem (individual or org#mal)
every other week for 6 to 12 weeks

2. The type of the problem is circulabeda notdo the members prior thié meeting

3. The meeting lasts ca. 2 hours during which time all members have an equratyofgport
discuss, challenge and debhtritthe problemAt the end, emerged feelings are shortly
discussed and the procisssviewed
(Pee Assisted Learning Sysis Ltd2008)

The method is especially well suited for adults as the analytical skills are typically- more dev
oped than in childhood or adolescence vahees connected with the Action Learanegan
important part of the process. One must be hdmegtyespect andnderstandintpr self

and othergbe able taakeresponsibility anldave anonjudgemental attitudalthough wok-

ing in a group, each individual is responsible for her own learning and actions.

5.1.5 Appreciative Inquiry

Appreciativeriquity is a developmetdol originally mearfor organizations. The key idea is

to build and strengthen what already works, instead of trying to fix some insignificant detail
t hat Appredativériguirys e e s 0 p r o asjust eisgithe oebult @inown
perception. Thus, problems become possibilities, the glass that just looked half dmpty is su
denly half full and resistance is turned into erg&wgye have called it an invitation to & pos

tive revolution(Wikipedia 2008d.)

Appreciative Inquirwas developed IBuresh Srivasta alDdvid Cooperridett is a partia-
lar way of askinfpe rightquestions to reveal the endless positive possibilities any situation or
organization has. This increases the sense of unity and ppasiateshangeAppreciative
Inquiryactively involves the people in the organization for its renewal turning critical thinking
into generative thinking and probidnven organizations into visitad organization€on-
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centrating on positi v Bcusawayrrgrsproblems:Barephravo r |
ing sentences anvisioning positive outcomes actuallgs better resul{€ooperider &
Srivasta 1987, 1289)

In short, Appreciative Inquiry is essentiallgéaech for the best in people, their organiz

tions and the worlgurroundinghem It focuses oappreciating the best of what is, seeing
what could be, and dial oguing what sd&oul
tionisamysterytobenbr aceddé (Cooperrilller & Whitney

Discovery
What Gives Life?
Appreciating: the

best of ow

Destiny Dream
How to empower, learn, adj Affirmative Topic Choice What might be: Envsiing
and improvise: Siaining results

Design

What should be the ideal?:
Cao-constructing

Figure 2 Phasesf Appreciative InquirfCleveland Consulting Group Ltd, 2007

Appreciativeriquiryutilizes a 4tep procesdigure 2)In the first step people discuss and
discover through stories the times the organization is at its best. Struewieaviis often

used to help the stories unravel. The second step is used to envision that the things discov
in the first step are a normal way of things happening, not an exception. On step three, the
odreamdé i s made tr ueithappentSkep fouk implegrentsthe way s
changesThe Appreciative Inquiry process was originally spread out over a period of time.
Today, it is also common to take place in four consecutive days, each day concentrating or
one step of the process.

AlthoughAppreciative hquirystarted as an organizational developtoehtit can be seen as

a tool to human developmelttcan be a way to become aware of the strength and potential
of ourselves as well as in others and conqupemanmalimits that are oftenngonscious.
Positive thinking lead to positive resalisl according tAppreciativeriquiry it is simply a
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matter of choicthat we make in our way of seeing thiflgs.past successes can be used as a

foundation of building the future.

5.1.6 Sociometry

Sodometry is a quantitative method for measuring social relationships, more specifically the
degree of relatedness among people. The

(=social) and ometrumdé (=measure).

The method was introduced by a psycétidcob L. Moreno (1934) when he developed it in

a 6yearstudyin New York as a way to analyse interpersonal relationships within a group.
Sociometry is based on the fact that in interpersonal relationships, people makecehoices. A
cording taMoreno, it$ irrelevant whether the choices are rational or not, choices are being
made all the time. (Moreno 1953, 527, 720.)

There may be several criteria for any chmacke. They may be subjective, such as liking or
disliking someone, or objective, suchaskngwit hat a per son doesn¢
specific group task. In a group, people can make choices based on given criteria, and afte
wards explain why the choices were made. This method can be used to define social rankit
informal leaders or isoldtmdividuals in a groulm Certified Progress Coddhaining So-

ciometry is1ot taught butised as one of the toolgjimup learning situationslatju, K.

18.3.2003

5.2 The coachingtools and selfawareness

TheCertified Progress Codttaininguses he f act that people ar
systems and behaviour models. In other words, people keep doing things in the same way
because they cannot see outside the box, even if they realize that their behavioug-is not brit
ing results they hopeldthabits die hard but this is exactly one of the strengthGHrihe

fied Progress Codtsystem. Excellent results have been obtained, even permanently, by not
just helping the client to open the lock and seeing things from a different angletuallyby ac
teaching the client systemic thinking and making it a part of his problem solving abilities for
the future(Harju, K. 18.3.2008.)
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The tools used in ti@ertified Progress Codttaining give many opportunities to learn
more about one self, thepadilities and possibilities still dormant, to those who are willing to
be open and increase the level ofasedireness.

List many Group into Find the
system sub common
elements themes theme

[ 1

Figure 3. Systentiunking proces@roductivity Solutions 2007)

Systemiapproach definggeople as autonomous beingd tannot be fully understood or
changedSystems thinlgivgs a holistic viepand arranges chaos into understandable systems
(figure 3) It takes willingness, ability and-geifreness to take a step back and broaden the
viewto see systems aroundBugt if a person can see herself in a system, and mare impo
tantly as agiificant part of it, she may find a new world. She can see where she has come
from, what things have contributed to who she is at the moment (age, gender, culture, etc.)

and whatlse can do to make changes.

Action learniagdAppreciative Inqangyhandsn working methods that emphasize learning
from others. Working in a group teachesceeifrol, flexibility, tolerance and respectfef di
ferent opinions, and responsibilityitensive, intimate communication methods, they make

a person face his biases, likes, dislikes, capacities and deficiencies. If a person is willing to

openly estnate these very personal issues, haveaiéness can grow immensely.

The two most importd of the program tools to increase understanding of self and others are
EnneagraandNLP. Although in the&ertified Progress CodctainingNLP is used mostly

to enhance interpersonal skills, it can be a realapesys to sefiwareness becausenit e
powers people by finding the sources they need to succeed. It helps find the potential we a
have, the style we use when communicating, stops us to examine (maybe for the first time

ever) our personallbace, the systems we live in, and gives a miexarnine who we are.

Today, NLP is used widely in different therapies, leadership, management, parenting, and ¢

cation; wherever communication can be made more effedineCéntified Progress
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CoacHtraining, NLP gives specific tools and modeladpreciative interaction, an esak

skill for any Coach. It has a clear rol e
skill sé are di scus s eodle makérsense ofvilee warleh athekimtesatcta n
with others, we can makebetem s e of it and have an eff e

descriledit can be taught and leat ( Mc Der mot t .@nedfthglmsic2 00 2 ,
strengths in NLP is that it is helpful in finding ways and resources to work towards goals, e
couraging change the customer to develop better problem solving abiktseg, (K.

18.3.2003

Like NLP, also Enneagram encourages us to examipatterns of feeling, thinking and

acting. But where NPL adi®yEnneagram asidy The key in Enneagram is finding
underlying psychological motivations of each person. Finding these motivations may lead tc
deep selfliscoveries and understanding of both self and others. NLP and Enneagram suppc
each other in selfevelopment. For example, with NLP, it is eassetik the behaviourtpa

terns found in Enneagram.

5.3 Theoretical framework

There are several theories, assumptions and analytic models ofavieateselis made of
They indcate that people have traits they are born with, somethiairage learnt tlmugh

trial and erromutside influence and own experiehtaddition some things can be studied,
practiced and methodically used ineveryday livegspecldy in interrelationships. These

theories and models offer a foundation of examining whatsgaleness is about.

The one thing combining all theories is the fact that they all conclude-éheirsegléss has
effect on our behavig€aproni 2005, 3&oleman 1997, 31Bunderfelt 1990, 158 Levin-
son 1986,-33). The higher the leveadr the bter we know ourselvethe better we camu
derstand ourselves, others, andvibidd around usthus, it can be speculated that self
awareness coubeé observeththep er s on 6 s d easavajcioice ofvorgse n /

(positive/negativepbjectivity(teking others into awiderationand seHeflection.

Different life structure theories (see chapter 4.3) suggest that people go through different
stages throughout their lives. These stages are related to either physical age, mental matur
or both. A sage cannot be skipped as they follow each other consecutively. Each phase is
different from the previous one and takes a person furtherawagdiness. How much, that
depends on each individual. However, it can be assumed, ti@ethevanceitie plase,
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the more on can benefit from actively studyingaelfeness, because the life lived-has a

ready given pgrective a younger person cannot possibly have.

Certified Progress Cod¢hr a i ni n g 6fer supmorying setiwaceeegstEnnegram.
Enneagram iughtquitethoroughly, with the possibility of deeperesadimination. NLP
supports the findings of Enneagram. With Action Learning and Aypedaquiry as tools,
selfawareness is able to grow. Life experience (life structure tifewy)argely, to which

point the selwareness is able to grow. To top it all, with systems thinking it is possible to tit
all this knowledge together into a rational and manageabléiginaet)

Awareness

Understanding
of:

of self,
understanding
and observation

Self-awareness

Deficiencies

Copaities of feelings
Dislik ’
Blisa Is:: action with
Traits self-reflection
Likes y
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6 Research methodology

ThisCapstone projett an empiric and qualitative caiady projectit examines the ddve

opment of selawarenessa abusiness coach training program.
6.1 Choice of research method

This casstudywill observe only one business coach traininGettiéied Progress Co&ch
training provided by Fakta & Fiktio Oy. It is done in the form of interviews which can bring

out information and depth that quaatitte studycannot reach.

Qualitative method hagen chosen because of the limited source of information and becaus
it is better than quantitative method in describing individual behaviour and experiences, givi
room to interpretation @inen 1995, 335).

The collection of information and the way this information is then handled is essential. In thi
kind of so called grounded theory the researcher does axistiest theories but forms her

own in reflection to and interpretation of the collected mlat@yrjala & Ahonen &Sy

jalainen & Saari 1994, 123.)

A case research in the form of interviews can bring out information and depitb #s3ie

tial for thes t u slogedssand later ugkthe materiads adevelopment toolhis is why it

was choseas the research method of thépstone projecthe objective was to haveea d
scriptive result of the selévelopment process and it was never meant to be turnag into n
meric form. Instead, there was to be room for flexibility, reflection and evag feewmi

hypothesisThese are all definitions of a qualitativestadg (Soninen 1995, 882)

6.2 Data collection

The data collectingasconductedy interviewsPersoro-person interviews good a way to
collect data inrder to have valid and relaimformation to work with. I an interactive

way of communicatinglowingimmediate feedback and a chancenbrooor specify given
answers. (Soininen 1995, -11X)
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The datdor thisCapstone projetias been collectedpersonal interviewstivisomesent
structured questions and room for spontaneous flow of thomggdislition to he answers
obseraionsduring the interviewere written dowand later summed tefore the analysis
The things thainainly were observed were howagHrenss is obvious in geneirgera-
tion andatmosphere, manner, and whiasdiscussegdthe choice of wordandself

reflection Personality traits were not analy$kd.questions that all the interviews were

based on are presentedppendix 7

The purpse was to collect and to describe personal views of a small group of pedple, regar
ing seHawareness and the business coach tré&ewven people were interviewed, both men
and womenaged approximately between 40 to 55 years &bagef them had a&ady fn-

ished the training and were experienced caarcH&s professimals Three interviewees were

just finishing their studies and were conducting their coaching practicing with restearsal cu
tomers.The interviews were conducted in Finnish in ordersire good communication

and prevent linguistic misunderstandings. Thewdrds s et unt emus 6 and 0

were used as ti@nnishequivalent for sefwareness.

The interviews were conducted in various plawesn the privacy of the subfe®@ s o f f i
fivein relatively pedul surroundings idifferentc af ®s . The pl ace of t
seem to have effect on the result. The meetings l&sies Hours. All interviews weee

corded on a computand transcripts were enwithinthree days of each interview

There was a series of sstnictured questions that were the basis of each interview. They
were divided into three categories: Questions abeaivaediness in general-aeléreness

and the training, and salfareness igeneraln order not to direct the answers, the concept

of selfawareness was not discussed with the subjects before the interviews, nor was it defir
in any way beforehand, or after. The subject was approached by asking about krowing on
self.

Each nterview began with the generaktjmes. Due to the open nature of the questions, and
the unique way each of the subjects answered the questions, the questions were not askec
any specific order, nor were thestjoles quite the same. Some subjectgesad some of

the questions without even asking; their answers tended to be imagysdied. However,

all the main aspects were answered by everyone, with or without separately asking.
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6.3 Data analysis

The data was analysed throughout the dataiogllpicessstarting with the meeting of the
subject and making behavioural observations, all thiEewaghlisteningwritingtranscip-
tionsand reading the answerke written text waken studiednd comments relevant to
the research questions waarkedIndividual answers and comments were compaced
categorizebly questions askethe final outcome was formed wigading the materia-r
peatedly, comparing it with the theory and training pragmdmakinginterpretation of the
wholematerialThe analysis was done manually without a hegpetéiccomputer po-
gramAn Excel table was usedhelpsumnarise key pointaind it is presented in appendix
8.

The subjects had differembrk backgrounds, and this information was carried along
throughout the analysis. Their gengezvious education, current job status and estrepr
neurship were all taken into account in order taiimidaritiesvith these aspects and-self

awarenessuring the training

Although not everyone wanted a writtgter of confidence, in such a small group identities
may easilgefound out. Each person was coded and the names omitted in order to protect
their privacy. For the same reasoredaime obvious that the Enneagram numbers and sex of
each individual need also to be omitted from thispS#ne projeciTherefore, the subjects

are referred to by a randomly assigned single number froniead¢h Wumber represents

only one individual.

The objective of the data analysis was to understand the reasominiipéemswers, not to
be able to explainthe storiedie i nt er vi ewe e s 0 -awareeessadlthe e x p

trainingwas the main focus.

The followingaspects were defined irrelevant and atiaclotedwith the reasoning.A
though gender, sobis or y, geographical, religio-us,
awareness, they are not categorized Bdpistone projeatainly because the group was s
homogenoud~or example, differendesn t h e statmentgaee odt cat@goed as being
ei t her men Ohe group was sorh@modeisous in the aspentonssl, that they
were not taken into account as sepalstereations.
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6.4 Reliability and validity

Qualitative research is subject to subjectivity. There abdegasuca s t he ipat er v
sonal beliefs and values that can affect whaeatseus. what she wants to head, the

things she writes dowand thus is able to rewruct of the interview later. However, other
methods are not necessary any more reliaeleuestionsfd i f f er ent met hod
naires are always made by someoneyandot bes objective as it seems. But when the
researcher is careful and aware of tteesgers, he is able to minimize the risk that his beliefs

or ophions clash witthedata he collects. (Soininen 1995, 39

Two things were taken into consideration when analyzing the answers. First, throughout the
interviews, the meimg of concepts and detection of possible-metnings was monitored

by active listening and constadefining qugions. This was done to make sure that both the
interviewee and the interviewer were indeed talking about the same thing. Secongh the con
sions were checkedftdlow the answers. This was donavoid misinterpretations false
concluns. Both points are essential for the validity of a quabtatlyéSyrjalét al.1994,

129)
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7 Research findings

Theempiricamaterial collected for this Capstone project is examined based on the existenc
and avelopment of seliwareness in coration toCertified Progress Codthaining. The
key points are introduced, analyzed and summarael@r to find out how the training

program supports safvareness
7.1 General observations

Thegenerakttitude towards being interviewed was veryyaoE¥eryone was willing to
participateind take the time to sit down with a strargper shareven verypersonal feelings
and observation$here are some points and themes that were very obvious fromrthe begi
ning, shared by most of the subjects)ated confirmed to being very important part of the

training.

The one thing common to all was #naryonalready had a variety of previous intequal
and seHdevelopment trainimy experiencelhe subject of sedfivareness and sedflection
wasthusfamiliar to allEveryonestatedhat seHawareness is very important in life and crit
cal for a coach, in fact it is terybasis coaching is built drisconfirmed thessumptios
earlier, anvasa good start for these intervielaxgeryone wasiterested irthe subject of
seltawareness and willing to share even quite persomahtitiss.

oHow would you describe the meaawsgeriessdf wor ki ng as a coach?

1. olt is the basis of everything, the key thing, an absolute netessiinnot do this work

i f you don ® éMUtisamwirreplaceablestaol. f .

2: ol think it is very importanit would be difficult to do this work if you cannbserve
yourself, whatodéds typicéal to you, and dev
3oUnder st aonndei negl sseonbee gi ns with understand
40 tds the key, because yow put yourself
5: 0There are conflicts in coaching situations and you neagaehess toe able to control

the process. U have to be strong aralyrin yoursel.

6ot hink it is terribly important, with i
7-0Selfawarenedsss t o0 be number one in coaching. o
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7.1.1 Knowing oneself

In order not to direct the answers, the concept efselfeness was not discussddthe
subjects before the interviews, nor was it defined in any way befarehtiadThe subject

was gproached by asking about knowing onésettyone spoke of their own perception

All subjects felt that they know themselves. faeptudiedelf-awarenessitherformally or
informally, in courses or in wakdated seminai®; through different personality testsd
felt that they have a lot of exipece in selfeflection. Everyongtatedhat getting to know
one self is a proce$st isclosely connected to agelgeneralife experiencé&Knowing ore-
self was described gsracessvhichmay include turning pointsjghtand positivéeureka
moments when something suddenly becomes veryclpamful experiences like divorce,
burnout or bankruptcywhere one must fadéficult things inoneselfbut which at the end

teach a great deal.

oDo you know yo@bself

20At this age youoOroéeé tbhtousn da troo &dh,0 waurgtpruo s e
3o f you dondétaknoWwigoagseel .t her Andlwhatdifer e a
has taught, thatdés onééplkanawmyselbbwedthaw DOrydars h a
ago, even moothan 20 years ago, and extremely better than 30 years ago.

4: 0At the mament | el | know myself. | have attended many leadership co@réesave
learned to know myself, my strengths and weaknesses. But it has been a long process. Co
nNnuous progress, proetthi d&kéainhecaednnendbegap!
5:0Yes,| know myself well...except that when (a crisis) happened, it started a new period of

selfgrowth and it forced me to examine who ¢ and it will continue my whole Ife.

7.1.2 Selfawareness andife structure

As mentioned beforthe subjects thougtitat knowing oneselforrelateslirectly with age

and life perience. Five of thespecificallynentioned their age directly as being important
Two of the subjects felt that they wewnerentlyin a very acute stage of living the life of a 40+
agetranstion; one mentioned that tlearliercrisis of turning 40 hddhdsignificant effects on

life in g@eralthroughanagerelated crisis
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Thisfindings upports the | i fe s tofrselfgrawvthiAes Wwlee aigiee
bound to have more experie e, and t he transition -peri o0:¢
adulthood transition) can be a significant experience, through either a crisis or self
enlightenment. But as goersorpointed out, there must be room for-seffection in the

time of trangion, in order for it to go smoothly:

1. OMy own 4@year crisiswas quitecenfraln knowi ng mysel f) él we
were great dippointments

2:0 Mw that | am in this specific and very tangible transition pehetps living it thtagh

the same time as | 0m st undindersiagimgivhatis hédpped i t
ing inme, my generation and people in the same situadiah @relwhy this sitetion seems

i mpossi bl eé privatetime t reflebt the thingaltkkg/lh oul début nov
why | feel this wagpnd that | camake ithrough this if | want to.

50 dm | i ving obthedbsomeghy nghejustel i ke Kri
hitting oneself with a brickll things happening at thensaimed

7.0l thinkld m more whole than 20lydanmdtahaveThe
anythinganymored

7.1.3 Importance ofthe personal interview

Kristiina Harjuds persona and especially
were important to most of the subjects. Thisalgatheir first touch with Enneagramthis
training,asMs. Harjuhelped everyone find their own numiadrich included finding the

basic life strategys well as personal strengths and developmenAdrtaes combined, the
interview left may in awe of her, and most pedaleveloped a strong connection and

respect for MsHarju, whicHasted throughout the training and beyond.

LoKristiinads Enneagr am i nt edywmithéeghning, dneé r e

| had to face the painful things(nfimberjand the growth directiod ol remember how it

irritated me and | wondered what she mednt should | think of something like #eatb u t

it was good, she was right.

2: 0The communigtion with Kristiina haseen really meaningful, thetrehship and how

she refl ect s-awareress has growa a lotylue sodndorfeerser skills and the

interactiono¢l dve had with her.

50 t 6s a | yandgHrigiinas mytrefeentcespoir (in cohing) & 0l knew of her

had read her booland | respect her vast experign@& dhe personal session with Kristiina
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was important and really gao@ 8he is brilliant in the way that she is so persasint
doesndot | etydyou get off easil

600l n the opening interview with Krisdiina
fore so clearly, things to do with (numbeErgy were new to néeé She opened up their
meaning and gave me advice how to handlealancthemo

7: OKristiina is unique, far away from my style, and | had to work witdlagw her to be an
authority to me, she hadtoearrédl 6 m sur e s he k nyteachet. cons

There are very few, balte ione of thend

7.1.4 Selfawareness and coaching tools

Curiously, Enneagram was the only coachingntomiiuced in the earlier chaptibiat ee-

ryone mationed. To some, it had made a considerable impression, even haltegnge

effect. Only one subject said that Enneagram was not at all signifecaam@&lperson was

also the only one not using iaimy way ioaching situations; all the rest said that it was a
part of their coaching routine in one way or another. Some had already decidedto study E
neagram further, even to the point@fdming Eneagram instructors themselves.

The impact of Enneagram was so significant, that people actively referred to tlhgmselves
their numbergOne subject mentiondds/her own number 42 times during the interview!

The average was, Bhdreferrals to othghan own numbewere 4 times in averaljgeres-

ingly, the one person who talked about the Enneagram numbers the most could not be clee
concluded to have been the most excited
any nunbers at all, wasftigtely very excited about it but just managed to choose the words
so that no numbers were directly referred to.

Everyone was able to recognize themdbledsnneagram definitigrigad found their own
number, knew the strengths and weaknesse$t® gubjects felt thatbtought up beha

ioural details in a tangible way and héipédew things abothemselves:

1. 0Only then | realized | was (numhe. & di dndt want teothat d mi t
comes with it. But this situatiopened myeyes i s t hi s the way | r €
tough. WBeé&rdlitrefmerm the rest of my I|ife. o
2: 0l have acknowledged the strengths of laumgber) and | know that | must work on this
side, otherwise the c oacostomer g alafieadcegetnvidat shemo v
deserves and needls.
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40Let ds jEnmsnteasgayant hdatdndét bring anytpgiing
tions of nyself, and the basic life strategy was found quite easily at¢he end.

5: olt helped me setbe way | am, alss a coach, andhat are the dangers as a coaow N

t hat | 0 themdoarado sometHing abouté.6 | t hel ped nrectionlot i c
have grown, and accept my deficiencies. o
6: ol consider myself (humber), @hdn | have thesgings (numbers).fll use this wing,

then | have strength to finish what | have starte@ @wWN knowwhatmy basic motivation

is and | know how to avoid tpéfallstypicalfor (number}p

7. 0l have been able to seg pastife and behaviqquite clearly through my Eeagram

stylelt has hel ped mle car@tr imyadiemaa . d@idnhg co
neagrang.

Only two people mentioned NLP very briefly, without further elaboration. Systems Thinking.
Action Learning, or Appreciative Inquiry were not mentiopedyoneat all But it is d-
viousthat these tools were useane way or another, based oncttraments aacerning

group work.

Group work, especially small groogssisting of -8 people, wabie most influential means
of examining self and learnbwh selfawarenesand the actual coachi@aching was
rehearsed geral times in these small groups so that there was a Coach, a, cistdi@der
observers who gafeedbackThe roles wereften exchangedithin the groupBut, again,

Enneagram wasseparable also in thesewnstances.

Everyone agreed that the group sessiongyaedeor excellenthere was only one critical
comment about the group work and even t h;
tions of how to get the mostit of it:

1: 6There were lots of (own number) in the group and they were damn good/\ettcplag
them in the rehear sal sééa0Otherswebeseallysuppog t he
tiveeand | think itds great dohgihingstabey ad:i
u s u é Edlt has beemreally empowering experience, healing antrimpssHconfidence

to have been able to use others as a mirror for positive faedbé@idkere were other (own
number) there, and it was great to finally talk witHepety get to the point without beating
around the bush first, and who understand you from half @word!

36



2: 0They are so positivechgupportive, these peoplaeyd vreade me fedlhave a lot of

good coaching qualitesinmé. b6 ve | earned wat ¢ i mghigedtam a
that this and this | cannot do yet, but | can léarn.

3. hey{small groupsyerereallygood and useful to learn the progegsAnd the chag-

ing of roles and giving feedback, it workeddwell.

4.0 6ve been Itawhave suchagabd giodpey (the meetings) hahweenm-
teresting andseful. This method makes us know each other pretty well. People really open
up, i trrsingbeen su

5: 0Through the group, fitelped me confirm the strengths | kind of knewrbeémd dismiss
things( bel i ef s) |  diédigréwtin this@recess and got tanis to Bdip ot

ersO éolt was a wirwin for eveyone6 é Bhe atmosphere was really positiéebools

and methods you can always,reado attend a course. But firgla lifelong, encoraging
group you can al ways count on, thatds aw
6: OKristiina could have stressed more the importance of group worlkngnebich other,

that it is just as imp@nt in the learning process than the other methods.

7:00ur graup it was likbeingilm mi rr ored houseé the own s
every direction. é dhere was challenge in the graup talked about it and everyone

agr &e drnieetings were quiterevealg; am | really | ike th

7.2 Influence of the training on self-awareness

The main research questpursued to findonnectiorbetweerthe Certified Progress
Coach trainingand itssupport of selfawarenesgVhile all of the subjects claimed to know
themselves well, salivareness was perceived in diftavays, and not always according to
the definition dscribed earlieMostly the subjects based theirlgativledge or self
awareness to their age,difiel workexperienceand also earlier coursgmminarer tests

taken for example when applyingafarew job

Because the ans we r-awareness hakeealready bepreegamingihin cha n
ter 7.1.1thefollowing chapters describe how the subjects felt that thenwaedihess ddve

oped, showed, and how it can be used in coachings#udtiof the subjects also said that
they have usedatsoin other than work situations, mainly with family or friéndshese

are not included in the findings for the purpose of keeping the results connected directly wit

coating.
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7.2.1 Developingsef-awareness

During the training,veryone was able to find things in themselves thabhfianedpre-

viousbeliefsstremgthenedold traits orincreased understanding of dating the training.

What were the things in the training that snppated-awtireness?

1: 6Enneagram has been an essentiblddncreased salfvareness and the reason | chose

this trainingd é The openingite r vi ew, al | oOthémersdnal toachirg thath i n
receivedéa pr oc e s swatdhingitheythdrshnahe practicmgesaasde € a n
20 t 8 s t h e acknowleglging myaomn typical téaitiso, the theory of how things

could be and the models; they have become real as we have coached each other. Without
t her one, i \ouneed bdthha, 6f courseccustomer work, you learn so much
about yourself from &. & ©he communication with Kristiina Heesen really meagfl, the
relationship and how-awdneaesshasfgiowncatosdédto here | i
perona,he ski Il l s and the Bnteraction | dve ha
3: oPartly it was the theory of coachingthe real eyepeners werdnerealpracticing sitar

tionsé é Bvery time you work with a customer you learn somethirng new.

40Enneagr amé st r en pgtibrs ef meselh. énByt | eliewk that allrtrei e

ing has effect, one way or another. The question i€ how?

5: 0Enneagram keeps spinning in my heacd rid Ahe spiriand suppordf the groupit

surprised me andallywe nt d e e p nd thepersdnasessich with Kristiindinding

our personal rol es, iétd Adtheslife cyoigtioeory, aoticing thah d
| really am a different gg@nnowthan at age 2%.

6: 0Enneagram.

7: 0Enneagram and the network, getting to know peopler@ur gessions were quiee r

vealingd é Ibam really happy to have been able to attend this t@ining.

7.2.2 Manifestation of increased selwareness

The new things these people have found in themselves during the training are quite similar
Noticeably they diel that the new things have brought positive things in their way of acting
and communicating with other people. Many said that they can use these new things not or
in coaching but with all communicatiocjudingfamily and friend®r the girl at theheck

out counter in theeighbourhoodrocery store
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Increasedanfidence was mentionedflwe, and in coaching situations all of them said that
they are now more attentive. Listening $ldtialsoincreasetbr everyoneKeeping quiet

and refrainig from gving advice was clearly something that everyone said they have to work
with.

How does the increasadhesifess show (or feel)?

1: ol can make people listéram able to caeiously use the courage and power, to express
myself in a certainay, so that everyone goeswbw!'d t hen 1&8& m, | i ke,
2.0 | elfayasene}gives you a chance to soften the edgesrhing situationsand also
strengthen the wie@esses in ydu.

3. 0l may have been too dirdéetfore this coaching experience dadda things out without
thinkingthat the coin has anothersideh e r e s b e e n 6séddnbev ed ebveeslno e
be more present with the perséhéThis was new: presence and the right kingteafiigd

401 b e leifavaremesandithasithea gr e at ioOtHel paopla careprobably
see it from the body | anguageér ®al conf i
5:0Wh en vy ouov e hgyomacking)phcessyayiself and recognize your strengths,
youdr e abl eddnaeasbdesdibpvareneést has giving me a badst 1heélps me

every single day to be a positive member of my working cityg@uin S -@wafeness also
makes people trust you better. o

6: 0Things are better in grortion,y ou don &t ctayou would heevdaneearieg i g |
and not take ot her p e obopél Belfasarenesspgorsmveli b i | i
being and stamipna knowi ng what youdre goédd at and

7. 0l can be more careful with people, gioe advice gress so hardl.

7.2.3 Using increased seHawareness in coaching

Seltawareness can be used in different ways in codchilgr e ased awa-r enes
sonal development areas helped noticing them better, and even physical means were usec
to let these traits interéewith the coaching. This was especially important in refraining from
giving advice. One subject uses hand ovel
if they have to consult instead of just coachimgy use the gesture of taking the coaching
hat off, put it on the table and put on

the roleofthe Coaclhas changed and doesndt get conf
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How do you use ycansetdness?

1:0 Us u a | deally shut npymmyputh by putting my fingeifsant of it, to keep it shut and

refrain fromogWivihmoguta ckwvmioowa .n@é any s el fr- 1 co
son.Odéher people have avoided me and | di
itloKédowi ng that | h asenee, laan createta safeateosphbrg and c

e careful of not coming on too strong. 0

b
2. 0l can listen very intensively, be analytical and capture the situation so that it moves forw
on to the next I evel .o

3: 0OWhat | genuinely learned during the traiming what kince haveuccessfully aaoe

plished, is a realization that during a conversation, the level of my presence affects the whc

process; careless presence does not bring things to a good ending, and hmpaytaniss i

detail s. o

400 dont@dsc ueesl y, butawadrdhess hmaincreasdd lcamftdenseenl f
communi cat i négdb Omi tthh ep eootphleer. hand, i f the ¢
this (number), that thereds a dr i withe owal
client, isndot this a pretty good combi nai

5:0 A n d-avarenes$s keeps me from starting things withokinthfirst, things that may

not be within your reach so easily, but |
have strengttot ma ke contact with different Kkinds
66 o0l do and | dondot. Every now dwayk Buthen
now | take a note of it and climb back up. And sometimes | can even avoid it before fal

i ngolkbéknow d dilaazsesdshels | ook behinndver dméi
7. 0l can be more careful in not ruining things, remember to ask quegtishig the

brakes and thinking how to add the question mark to the end of each sentence toemake it u
fulto the customr . 6 ¢ 6 My number does not seek comp

but the customer needs to be able to bacl
7.3 Selfawarenesgevelopment

So far it has been established, that there has been developmeawanesetss duringet

Certified Progress Coddhr ai ni ng. As everyoneds starti

seltawareness were different, comparisons between individuals is noherlevamven

possible.
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The measuring of se@fvareness was discussed ancbthenon opinion shared was that it
cannot be measured. Some changes and development can be observed, but ovbrall it is a
tle thing and sometimes only feadk from others open the eyes to see that something new
has happenedypically the person to gigpontaneous feedbdakart from what yowe¥f

ceive during the training)a fanily menier:the spouse or the children.

Can sedfiwarendssmeas?red

1: ol usethe JoharWindowmodel(in measuring sedfvarenessVvhenmy selfawarenss is

aligned ocontradicted with the feedback | receive from others, | can use it as a measureme
If other people seesemmhi ng i n me that | dondawarenasst t
is very good.

3.0 dinterviewegeople, who claim not to have any {zoio develop intleselveé i t 6 s a
difficult starting poind.

700 dondt know how.A feel betieriahddnorbmacen@as t had 06 s
good.Maybe t 0 s s okimdneds feeitalvardsfmysed.

7.3.1 Understanding of self

We are affectedydb many t hi ngs e WAlthoughlihe folmwire aspectS weee b ¢
defined irrelevant, they still affect all of us and are something we carry with us: Age, gendet

sociohistory, geographical, religious, racial, and cultural roots.

With the exceptioof age, ane of the subjects brought up any of these themes in connection
with coaching. Their behaviour was not what could be considered stereotypical to gender
(males tough and to the point, females soft and rambling). None volunteered religipus belie
although one shared thoughts about it when asked about personal val@siyndife.

person revealed a specific thing in childhood that had caused certain issues latar in life. Ot
erwise no ontalked about their childhood, family background amrautbots. All were
Caucasian, living in a dominantly Caucasian environment, so that race was rtbaan issue

appeared relevastther.

Age was the only thing that came up in the interviews and everyone stated that it has an ef
in either selawaeness, working as a coach, or l#¢lHawareness was described as a road,
or process, which obviously depe and moves on as time goes by, thus enabling more the
older someone is. This was discussed with examples in Chapter 7.1.2.
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While there was revidence found that the subjects had indeed become more aware of their
biases, it was obvious that there was definitely an increased understanding inraitiyidual

skills and capdies, including strengths and weaknesses.

Ev er ystangthSasento have beediscussedt lengthin group sessionsnd in a very
positive, or oOenergi zi ngod.Eancagamgs thetookthat a s
pointed out new strengths or development points for evelygneup sessions, they were
further strengthenednd evenif these traitevere already knowa the subjectsheywere

happy to hear affirmative feedback.

.ol dm good at networ king, Il know everyon:¢
make it, I  know aonieeverywhére amcwatipalmee . adnagliichl nd na
decisionmakee 61 f | do something, | do it with

2. 0Some thingare not natural to me and | must actively practieeto me a good ¢
3. ol know quite well myseaibwadaysthe strengths and weakneésésO6 My str engt |

clealyinoneonrone conversations. 6é61 0m al so gooc

someone doesndt answer a question. o60éeol c.
inline,orlinkitta he agreed goal . o
4.1 ove | eamystengths andweaknesses,bi t disn ga np rooncge ss . 6

50My strengths had been asleep and they
daily life had made me forget them. A new thingwassiitte nc e, t hat dl car

know what things | can do, what | can give to make it better, and wtienddkesomeone

el se to do it. o

6: konflow | dnm nnocognofoldi ct s, or sp&@®n ntgh enyo tmh
hand, knowing my business @rea we | | i's both a st wegmgth &
strengths and weaknesses is really wuseful

No negativeraits oremotions werdirectlydiscussed, nor were they asked about. Nobody
volunteered information draving receiveakegative fedxhck. t seems that again Enneagram
was the tool through which the personal traits that are not good in coaching or otlmerwise cc
structive in general, could be discussed objectively and in a positive way. A comaton nomir
tor when talking about strengths and ealbeereaknesses was to impersonalize them and

referring to them in lfheagram numbers. Five of the subjects used this method:
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1L.0At wor st , ( nduensbterru)c tciavne bweh esre | cf@rotl t dlIsl i n
( n u nshbdind 8pot 6

501 n t hreups whare We rahearsed coaching with each other, | found new aspects,
strengths and development points, and they were all handled in a very constructive
way. 0 6We di dsiréngthsjand siaessks, Butwe searched for solutions, like,
yououl d maybe do that this way, or that vy
hearing that.o

66 O(Number) is basically free i nmberpwilri t o
get depressed. O

701tds really eastyi dmg. déadinmbegyi tto (arskmiga

these things. o

7.3.2 Understanding and observations of feelings

Emotionsare at the centre of salvareness and according to the theory, a person with good
seltawareness is able to observe own emotions, nametitereflect the connectios+-b

tween thoughts, feelings and actions. Emotions were not discussed in the intervieavs as a s
rate subject, but the connection with@atreness can be observed according to the given

defnition and read between the lines.

Understanding emotions is the key in understandin§cseitrease this understanding,
means actively observing and ebthasmready ng o
been establish¢idat the subjects value seifareness very high and comsidsssential in
coaching in understanding others. THh-is m
ings are essential (Goleman 1997, 146).

1. Asta coach, people use me as a mirror, reflect things through me. | need to kiew my fee
ings and reactis to be ablt separate what comes from me and what comes from the other
person. 6é 0l 6ve r ealadwnaldedl candoewhat levam, acceptiitb i | |
and use it to my adwanteang gystmyintbitonifeoss e nt i
thing feels good I go for it and see what
2: OWhen | first met with our group, | had a weird feeling and found no soul mates, no one
with strong connectiohater | realized | was the only (number) there. It was a big relief to
realizethab k, t hereds nothing wrong with me, a

the world in a different way!o
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3 0lpoasm tai v e Whea yos work.indo@gh situations with people, it makes you
stop and think how harsh life can be. Throughahisj | 6 ve found t he me

oher s, and that |1 6dm quite good at it. o

40 6ve had issues with (some feelings) 160
awar eénéelssf.iond it essential that the coach
controlings el f, acknowledging your-asstiremgsihs 6a
501 f 1 dm too empathetic, rmrli eesnd éuwwpNhceanr rl ydim
myself, other people candtdét K & vadetigeratr ang
some of the old beliefs or issues | have no use forangm@r€ hi s i nthave,ital v

has developed a more positive tone through feedback fimm at . 6

6:00 6ve found r eas on sispadof marand niy pdstaand ackrogyle |t

ing this helps in |Iiving with those thing
7 ol think | dondét know myself very well
can | augh about myself when | screw thin;

things but acceptl aides, trying to notice when | can choose another waytioirethe

reward is i mmediate and caring and i mmen:

7.3.3 Action with self-reflection

One of the definitions of sedfvareness is the abitayexplairown behaviauand to modify
it accordindo the situations and people at h&wharating emotions from facts ared pr

medt ati ng conseque are theswaysto ad with geflectivre ci si ons

Curiously, not everyone seemed to be aware of thetleffeotake in their surroundings, and
there was eontradiction between the said things andatheospherduring the intervievA

subtle but oticeable reservetss, oeven sligharrogance can be signs of a blind spot in

sefawareness: The consequenc eter pebplecsmaid s b e
tally clear.
The foll owing descriptions of the intervi

out things that reflect thelfsawareness of each individialy wordsor phrasearein italic.
Subject numberappeared todm balanceapen angositivepersonFirm handshakej-d
rect eye contact, and open gestures, clear and sure way of communicating made a good i

pression antheatmosphereas relaxed amwnstructiveThe comments below support
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theseobservations durirthe meeting, that this person is aware of the reasons and cons

guences of his/herebavior.

ol used to be afodicriticism and negative things ol have recograzgetaheetb give d-

vice,| want tprotect and guid&utl ¢ a paddtpeo@ are alwtays able to find their own
solutions. Theydre different f roc@thomene, |
| Gapodogiziat my earlier ignorance to my behadiér How (through personal estjience)

| know peopbn chaége nldim abldo takebetterare of sgff 6 OEverything affects ever

thing | 8 m mor e @Asksastrdss epafmpld. Imetice the signs &aice corrective a

tiond

Subject numbe&rseemed a hieserved in the beginning. But as the integoaégoing s/he
opened up and was able to talk about everything very ¢auoddityg rapport andon-
sciously seeking the positive side of thGigarly s/he was willing tgaemine and leagven
more selawareness.

ol believe it was meant to be that | appliednaaslaccepted to this training. These were
themes that had interested me for some time and | réaizisdvhat | want, whaté-appr

ciaté € 6 | 0 v abletddirery knowhow towards somethimgw and motivating t 6 s Vv ¢
inspiringd é b 6 corescibumadgrowing as a coaclparsonal chall@ngéusudly think how

t hings oughbutladcapthlreayp prodé& bty idoenvweéry shall o
know yourselbecausg ou candt d e and$eetheqqopbcgskiractionmaved. e e d
When you take on the role of a cogoh, are what ygilbate/ou need to see also thihén |

act this wdkie other person is not the same anddhsequences and ingaessasomething
elséé 6 c an n daing oestrandthen s@yrmomething ptige tostrengthen the other
persaim € One of my customers just canceled the coachinggspect heisdat € One
customer had this bi gwab rdgpargstankitwdrkedahobt wa

trusted myseld ny skillsd € All in all,you recgivet as much as you are willingit@

Meeting witlsubject numbe3 was very intensiveven challenging/hat made it intesting

i's that s/ he didndt seem t o n dhbeicanganitahe al
tion was very busind#iee and based on facts, with little elaboration or personaltirgut.

hard to say if this the natural way for him/her to communicatevhether s/he does it on

purpose to give a certgpowereffect.
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oDi f f er esmakeyadbe¢hava ih differentseaystimes more or less predict&ity-

atios changet personality Youlearmot to bang your head against the, valvever d-

termined personyouaie@ b 6 v e d ar e dthetcamfoe zbnes énd treesonaty s e | f
theyareoa r e n ® # b Ddamdtiat before you can learn something from other people,
yothavéo know yoursaiid especialligatl can listenore thantalk. € 6 6 v e hnedinc u st
really difficult situations and it has helpedmderstapeopte é kb your coaching is techn

cally perfect, nothing happe¥vieu have to have connibtibe customer, and bble tarect

and empowerduarthat he can figure out the answers remt  f Yowhévé to undstand the

mental stagjehe conversation and then use techniques to takpetdles Ithinkl 6 m pr et
structureahd thisusually creates a Beshfgty for people, knowing whatgoeetd € Y¥ou

need to stay calmn if your head hurts, and not give answersrbrente e . 6

Subject numbethad positive confidence that s/he was able keep up and still be very profe
sional With relaxed demeanor and personal stories s/he clearly had worked arobnd the su

ject on selthwareness.

OReevalumigandprioritizingas an effect thinkd € b 6 createthbersonahy of coomicatig

with people at work and it makes things eased/ith each customer you need to evaluate
whether yoshare the sameyvaluesv en t hough it is business
it.0 é Ihteractionth people is easy for me; tfallengenot to give@dviced é6l 6 ve had
studyeading people.€ Gommunication is never mechanigal; have to give a lotselfyou

too.6 é IBam asolution segkeant resuitbisaction)ook for beneficial theng& n d  tdtadlym

confidethtat we all have answers to all possibque ns i n t he worl d! é

Subject numbéywas enthusiastic and bubhblyd hadyone through a lot in the subject of
selfawareness. S/he had a lot of positive energy that was corithgfioeisability to act

with selfreflection was noticeable, open demeanor invited in a deep conversation.

ODur i ng tHaetoworkavithesgHnmergsskot: Is this how | react? Now what do |
say when he said like this? We were all so difieéelb 6 v e nat te jadgenpeaple by their
appearancg.é Now | have strentgiliace different kinds of peopl® ¢ 6 v e a@emoue t o
cannot change other peoplé. 16 6 m tachange thenaie coach to advisor, if
needea é And if | notice thigs moving too much in the direction of therapiep
bacld é Wou have to be reabgnsitivi® be able tdisten welb é ¥ou learn by doingdyying
outwhat feels right for ne.€ busually makeng term commitmentd now t hat |
this (trainig), | can do gthingChange is not scary afteball.
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Subject numbe¥hadreservedlemeanoa nd di dndt vol unt eter muc
wards the traininigad been big and there was some disappointment in the air. However, s/he
admitted tanaybenot being very attentive dng the trainingglamingpartly weak guidance.

Selfawareness was a familiar subject.

0 hotice my reactmiasmostiknow whatto expetté 6 dondt take the b
t hi ngs dont |amdobg objedatiédogiveitha edpandbittipse whom it
belongsinstead of takingritys e | f l.redligthatifl 6 m n of somasie of myself, it
caninterfere with commuidéatiou just need taccefitthat new things take prasigo

€ olhaveaed o0 bel ong t ol &veo mmuduingghn osé @ o aa cntiin
stilhesitast b o ut s o me twimgl loak the viodd thiokigh these ggasbesmore
observanéé 6 My jnat to chargye pevelwne doesitallbylere | f . 6

Subject numbéftwas extremely open and canclidating an atmosphere of intimacy and
sharingThis much of opening up with a stranger is not usual, but given theo$siaiiect
awarenes# wasggenerous anaghderstandable. S/he seemed to betalbictivelyevaluate

the @pacity of the listenand adjust the choice of words and intensity of the stories.

oThedrived hashndallthestumbliigd v e  héaddé oli dabamdoney body many

timesd € b t pairsful to aceemoaching thatthebj ect i ve i s mdt mine
eroéhb.ove exper i elroneedosyman takealmosktanythinghe client

and not freak oot € Bhisacceptatmeards self can be made visiblateractingth people,
apologizing instelaidiof) €6 At t he same t i dveeednd ihmw bothgnb b €
fact that every person has their own road to follow and arfierét | t s ewor t h g
andl need to honor and resp&ttiancreate an atmosphere ahdafetetimes people,

even men, feel secure enough to cry.

7.3.4 View of oneself

A personwithgoodsedefwar eness understands oneds own
positive, yet realistic view of oneself. This seemed to be true for all of the subgectse
of it has already been apparent in te@qurs answers

L.ol am a -tfyypen deraddeer who easily orogedni zes
development is one of my goals indite.lband my ego can have these conversations, he sits
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here @ my shoulder giving advice and we negétiatéhave beereally harsh to reglf;
others have helped reee the good person in theough positive feedbaktlé b people see

even half of the things | see in other peoplerlike | 6 m arsomber ri fi c pe

40Youdre in balance; accept yourself, you
option, i foéYowdrcanwialchiege miracl esj if
sion away.

50 6m able to | et ot hedaslameandsnty lifeinajso gosd, buth e
| 8m sureodyours is too!

6:0l know a part of me is wary and another part gets things done. Realizing this helps me
control things,not o waste my energy. o6

700 6m not afraid wmysefdknopbhése8&8scangeodi pgr
there and whatever 8moodrle us efd ntdo whoahudgtandhpuirn
| ve had to say it. Now | dm at peace, I

good, itdsed agnéw way of b

7.4 Goals for selfawareness irCertified Progress Coachtraining

It has been established earlier that one of the things that maatified Progress Co&ch
training unique is the fact that it places great valuedwaetiness and the realizationithat
is the key to helping othémsbusiness coachifihis goal was well achieved within thee pe

ple who were interviewed.

The basis of what the saifiareness is built on (age, gender, religion etc.) was excluded from
closer examination, except for trengncomments on life stages that were mentioned by
many in the interviews. TBertified Progress Coddhaining strives to explore the basic life
strategy of each student, as well as the purpose in life. To do this, one must explore beliefs
values andxpectations (see Chapter 4.4). Also biases, traits, skills and capacitres are exa

ined.

It is obvious fronthe answers introduced earlier, that Enneagram has been an important wa
of finding the basic |ife stwthangagthedut But 1
jects. How and with what tools beliefs, values or expectations were taught, was also not ob
ous. The question of values did not come up with everyone, but it was clear that they were
specifically examined during the training, becatsll knew what they were. The same goes
with biases; they didndét come up in the |
to have been gone through thoroughly in many group sessions.
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Many had experiencedme kind ofangible change themselves during the training, a
though not all. Increased smlfareness had added the positive view of self, and given conf

dence.

Did yoehange somedhowg the trainiDgfyou expect it to happen?

Lo didndt really waskxgally pasitivelysurprised tha Ipcipapged sa n d
much!l had expected to learn professional tools, not to go on a journey ofcBalbigally

t hought | coul dndhee cdh@hde, |t lyaotu itthd@&s tirmpg
about it6

2:0Yes, Idi d, | 6ve received mbeaod tt ccepemmnalidede tan d e
opment process. It didndt go at all -as |

awareness and understandingritasased.

5:00h yes, absolutely! Itsvan 6t on t hebd omgpu od Imyt headgh t |
and get toolé. é 6 E v g jab cinangedd 6And Enneagram and the support in the groups
helped and made things grow like in a vegetable garden, and they made old things bloom &
wellb

7. 0l was ogn toeverythingand yes, | didring change® € bconsider it a happy thing for
myself that | tiendedd

7.5 Summary of the findings

As a summary of this Capstone project, it can be concluded @extifiesd Progress
CoacRtraining did indeed increasdfawarenes$he people who were interviewed also
received positive feedback ttatfirmed and greltnown strength$Surprisingly, thenly
one of the tools introduced in Chapter 5, and that was named by the sulfetisagrasn.

In the beginningveryone claimed to know themselvesamelighThis subjective view was

a good starting point but quite vague, aswselfeness was not determined in any way. Ne
ther was the levef it. But it wasunanimody concludethat seHawarenessgery importan
foracoach,ands a | i fel ong pr ocess apesonca\nee 0 an
totallyready

It was obvious that selfvareness is something that takes time to groograaigobe
learned in interaction with others: Observing thaviimhof other people, imitating it, giving
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and receiving fdback A per sonds age -agwarengss, and getiimgdgamitiao | e
with a lifecycle theory with its transfer periods, can bring new perspective and deeper unde
starding of both seland other people.

No matter whether still a student or @ifted coach, the same things were named as being
the most influential concerning seifareness during the trainingerestingly, none of these
were offered as a ready choice, nor were theficgly asked about, but volunteered-spo

taneouslyThese were (not in anyesihic order):

- Enneagram as a whole
- Peer support, especially the interactemtbacknd practicing in small groups

- Ms. Harju herself, her persona, professional knowladgbeabpening inteew

Although only one person admitted entering the program in order to seek personal growth,
everyone felt that their level of sefareness has at least somewhat incoeaseglthe

training dueto one or all of these thingche eveland backgrounaf the students in theeb
ginningwas very different, but notevious trainingurrent job nogenders welie no way

found to have aamon aspects in the way the subjects talked about or experienced self
awareness. It @soobviouslya very personal and even intimate subject to talk aboueand sp

culate on.

Although only five of the subjects said thaiasedireness is essential for a Coach, it can be
safely concluded from the interview material that all of them agreed thatiestise
case. Esryone had also used these newly found or strengthened features in coaching, eithe

alreadyn their job ottraining with the customers, or on each other.

All of the subjects felt that thengre be ableork as a Coach after this tragniputalso said

that it takes a lot of practicing, and as witkag&lfeness, it is also something you can never
magter completelywWhat was very positive, although not directly connectedawasdhess

only, was the fact that everyone, both thesiilestudying to be a Coach and the okes a

ready graduated, said that they had been able to achieve significant success with their clier
This is due to the combination of seifareness, Enneagram, and the questions adking tec

nique.

Although not ong@erson mentioned Appreciative Inquiry, Systems Thinking or Action Lear

ing, and NLP was mentioned only very briefly by two, they were clearly used somehow in tt
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training. The things people brought up in the interviews can be directly connected to these
tools: Having a holistic view, promoting positive attitude and making people parsef the sy
tem (Systems Thinking), learning from others, interaction and using earlier experience (Act
Learning), strengthening what works, using past success to buildemingnoroblems as
possibilities (Appreciative Inquiry).

All'in all, everyone was happy with the training and felt like having been able to learn what
they originally wanted, whether it wmaseasedelfawareness or merely tools for the trade.
They dveloped a professional identity of a coach to the extent that they all were comfortabl
with being called a Coach, although not everyonedvaskae. Increased selfareness

built a more realistic view of self and increasetbséilence. Everyone wasling to re-

ommend the&Certified Progress Coddthainingfor someone who wants to be a coach.

51



8 Conclusion

This Capstone project has studiedtified Progress Co&thaining program for business
Coaches. The objective was to find out how the yganagram supports selivarenessa
order tofind ways to develop the program.

8.1 Summary

In the continuously changing world of business people are required be resilient and have a
wide rage of tools and skills, in order to keep them in the game. AgapaeVvs in pap

lai ty it can be included in the compani es:¢
marginal support tool for the elite. Coaching is a superitopegat tool for every level of
people in an organization.

This Capstone projestudied the development of seifareness ertified Progress Codch
training It was done as a qualitattase study, and the material was collected by interviewing
seven paple, four of whom had already graduated and three students who wethestill on

training but close to finishing their studies.

The process of the study was to determine the focus and the research question, ptan the in
views (determining the questions and subjects), do the interviews, process and analyze the
answers, and finglihterpret and report the findings. The questions were asked in oe partic
lar order and not always using the same words, to keep thsatmmvBowing as freely as
possible and tryirng catch the undercurrents of the interaction, things that wedyeimgt

said, and at the same time offer a way to find new possibilities or points of view.

Based on the findings it can be concluded thatveaténess is an important subjectrbut i
tangible and even vague, and thus challengearband evaluatét also takes willgness

and effort to learnWillingness to listen and learn from others, accept other people as unique
individuals and value their opiniama key success factor in the learning process of becoming
a Coach. At best, the communication fliveedy and opens doors to new possibilities-to d

velopment and change in self, which in return helps communication with others later.

The teachers have a great responsibility during the studies. The support of the teachers, in

case Ms. Bfju, was ephasized in the answers. She has an important role throughout the
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training in supporting the growth of seMfareness and in finding new strengths and possibil
tiesinthestudentsluc h of the trainingds succelss r €

ject and the tools that she chooses to teach.

8.2 Recommendations

One of the main goals of this Capstone project is to find recommendations to develop the

program. The main research question was:

- How does @ertified Progress Qmining supporizsedfreness?

People who were open to new things, were willing to accept the principles of Enneagram, a
were impressed by Ms. Harju, were clearly the ones who had changed the most, or learnec

most of themselves.

As in all trainregeivemmsenmschi ke g¥auar
tant infindingways to increase the motivation and willingness tcsteelisnb, to be able to
really |l earn new things about self. As ol
seem gry attractive at first, but the success stories asneeryagingnd could be used as

a reference in the beginning of the training.

Based on the material collected by interviewing people who have attended or are currently
attendingCertified ProgresCoachtraining but are almost finished with it, it can be co
cluded that the while the training supportsasedieness, the are some points that are worth

further consideration.

Selfawareness is clearly very important part of the training. Maliiegait objective to

achieve personal growth during this training and defining common terminology around self
awareness would be helpful in getting deeper into the subject. The leader of the program
should make sure everyone understands the meaningwbt&asiaring, throwing your

self in it in order to achieve results, and encourage practicing with different people as much

poss$ble throughout the training.

What sets th€ertified Progress Codttaining program apart from other business coach

training programs is the fact that it emphasizes the importanceawfaseliess in coaching.

However, none of the subjects brought up how it was actually taught or handled during the
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training. If the way to better salffareness is through Enneagram, tistrould be clearly

stated. If it was, it did not come up in the interviews.

It became also obvious that people with the same Enneagram number were alie to signif
cantly support and learn important things about self from each other. Making sure that ther
was more practicing among people with the same number would probably bringmew dime
sions to the training. However, it may not always be possible because the Enneagram num
only becomes known to the participants after the training has alreadgpistattede may

not be two students of each number.

Enneagram was extremely dominating in throughout the training. While it is googthat ever
one is put on a same map, so to speak, and a common Enneagram language is determinec
there might be a bigriskhvdt happens i f a student doesr
The one subject who didndt really think |
any change in him/her. Also, it seems thaCréfied Progress Co&dttaining program is

very depnded on the Enneagram. This dependency may be a risk to the success of an ind

vidual student concerning the growth ofagHreness.

Ms. Harju had clearly made a strong impreShenwas the only trainer mentioned; none of
the others were named &tlalfact, her personadtearlyone of the key factofsr the si-

cess of the whole program. It was very intege® find that while none of the questions
concerned her, she was quite extensively talked about in the interviews. To an outsider, it
seens to be very challenging to bond so strongly with so many different kinds of people. An
if the connection is not made, what happens to the learning and motivation of this student?
Also, if Ms. Harju é&comes unavailable to continue trainingytiwe traning program is at

risk because so much of it is based solelyeopersona and expertise.

Based on the interviews and especially the strong influence of the group work, | would also
recommend that an alumni or a voluntary support group would bésdahope who have
already graduated. As learning from each othstraragyemphasizenh the answers and
storiesit could be valuable network &reryone concerned; a supportive team of witkrs
whom eperiences could be sharelisTgroup could ne¢ 12 times a year to share good
practices and success stories, give support in tough situations and sustain theiidea of cont

nuous leanng.
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8.3 Suggestions for further research

One of the points that became obvious in the very beginning in the inteageies fact

that there were no common terms and definitions fekrseiMledge. Therefore people may
have talked aboutffiirent things, using their own terms and meanings for those terms. While
it was also a good t hi @mapwesnvere persona and spanin a |
neous with no preparation, the results might be very different if they all had the-word self
awareness defined and questions given beforehand. Comparative study mightrgive other i
portant etails that did not come up ingtstudy.

Anotherthing that can be further researchel®i®lopinghe selectiorprocess of newtst
dentsAs the Certified Progress Cdachining becomes better known and even morne- pop
lar, there will be more student material to choose dmlthe ke tofuturesuccess of the
training program lies in the type of students that are acceptednain kind of openness
and willingness to change increased thaveaiéness of theudents more than in those who
merely wanted to learn tools for theér@he Certified Progress Coatining stresses the
fact that knowing oneself is the key to helping others and thisa®hess makes helping
others as effective and meaningful as it could be. Therefararih studyingwhichcriteria
would bethe best in the choosing process of new studecepted in this training order

to get the best people, with the best potential in becoming a good Coach

One more importarthing worth further researwthrough a customer view: Which kind of
Coachs will get the best resulih the customerskhere were two kinds stbjects in this

study. Three of themere independent Coaches, three were in a manageioal @od one
wasyetunsure of how to use the newly acquired Jlolisnd out whethethese two groups
benefit from the same things, a further study could be made of how they use their skills, wh
tools they benefit from the most, and if they are able to get the same kind of results. In the
future, there coulchaybebe two different kindsf training: One for indepdent Coaches,

one for managers and leaders.

Everyone said that they had received enough coaching tools to serve their purpose and wo
as a Coach. A study that would find out what these tools really are, besides the gbvious qu
tion asking rethods, and how exactly are they used in coaching, could bring out interesting
details when developing thegrmam.
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Appendix 1

Certified Progress Coddhaining progranHarju, K.18.3.2008

Days 13:

Coaching, supportive management as a pooi@ssiethod and process

% coaching in real life, the process of coaching, the effects of change

Days4-5:

The blocks and opportunities of change in individuals and groups

% exploring strengths and oweaknessgé

Days 67:
Remodelling thougts, feelings and actions as part of coaching

% developing interpersonal skills for coaching

Days 89:

Influencing organizations through individuals

% how organization is involved in coaching, developing skills for spreiztainces

Days 1013:

Methods and practical examples for different coaching situations

% developing deeper understanding of skills learned, presenting final reports
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Appendix 2

Influences on the Sd&lfoncep{Caponi 2005, 38)
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Different life stages IB@aniel JLevinsor(Harju 2005, 36)

Appendix 3

Late adulthood transféb 60

Mid-adulthood
matuity: 5360

Late adukthood
devdopment: 60

50year transfer:
4853

Mid-adulthood
startup: 4550

Middle adulthood transis: 40

40-year transfr: Mid -adulthood
3843 development: 4065
Early adulthood

matuity: 3340

30year transfer:
2833

Early adulthood
startup: 2228

Early adu

Ithood diem 122

Early adulthood
development 1745

Time before
adulthood: 622
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Appendix 4

Selfawareness Dertified Progress Codctaining
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