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Overview
Coaching Skills: 

• Listening
• Transparency/Authenticity
• Direct Communication
• The Grow Model
• Action Planning

Coaching Demos 
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Coaching Skills 

Objective: 

• Define what coaching is and is not
• Be familiar with the coaching ethics and competencies
• Identify coaching skills used to facilitate sessions and move

the employee forward in the self-discovery process
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What is coaching? 
Coaching helps leaders translate insights into actions to bring about 
individual and organizational change.  It focuses on current and  
future behaviors rather than past performance 

Coaching is: Coaching is not: 

Applying skillful questioning and direct 
feedback to help coachees gain 
greater awareness and insight 

Consulting: Coaches act as a sounding 
board, share observations, and help 
reframe situations; coaches do not solve 
coachee’s problems or give advice 

Helping leaders learn how to reframe and 
solve their own challenges 

Mentoring: Coaching is a development 
process and not dependent on specific 
functional expertise 

Providing support and feedback as 
coachee's strengthen their capacity to 
lead 

Training: Coaches do not deliver training 
content and do not prescribe the content 
or agenda of the coaching sessions 

Building on existing potential to become 
even more effective 

Counseling or Therapy: Coaches do not 
focus on resolving past issues 

Using exercises and practices tailored 
to the coachee’s specific development 
needs 
Focusing on creating new strategies, 
practicing skills, taking action, moving 
forward, and holding coachees 
accountable 
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Coaching Ethics & Competencies 
The International Coaching Federation (ICF) coaching ethics & competencies were 
designed to provide appropriate guidelines, accountability, standards of conduct, and 
support for the skills and approaches used in coaching: 

***The complete list of ICF ethics and competencies located in the reference section of 
this guide*** 

Professional Conduct

Conflicts of Interest

Professional Conduct with Clients

Confidentiality/Privacy

Continuing Development

Co-Creating the Relationship

Communicating Effectively

Cultivating Learning & Growth
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The Coaching Mindset 
Develop and maintain a mindset that is open, curious, flexible and client centered. 

How? 

Acknowledge clients are responsible for their own choices. 

Engage in ongoing learning and development as a coach. 

Develop an ongoing reflective practice to enhance one’s coaching. 

Remain aware of and open to the influence of context and culture on self and others. 

Use awareness of self and one’s intuition to benefit clients. 

Develop and maintains the ability to regulate one’s emotions. 

Prepare mentally and emotionally for sessions. 

Seek help from outside sources when necessary. 
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ACTIVITY  
Directions:  Convert the following from a closed to open question type. 

• Is friendship important to you?

  __________________________________________________ 

Authenticity vs Transparency 

Authenticity is the WHAT of sharing information that is true to yourself. 

Transparency is deciding HOW MUCH of that authenticity to share. It doesn’t 
mean verbally dumping all your life experiences on your coachee.  

You should only share your story if you think it will help your coachee 
to:  

• not feel alone,
• know someone else went through something

similar,
• know you as the coach “gets” how they are feeling.

You are NOT sharing to vent, or you’ve quickly made the coaching 
session about you. 

People respond to both authenticity and transparency because 
it creates trust. Trust is necessary in establishing relationships. 

Authenticity and transparency are especially important when establishing the mutually 
agreed upon coaching agreement between the coach and employee.  This is the first 
step in creating a trusting relationship because it sets the ground rules and/or 
arrangements for all coaching sessions. 

How do you know if you should share your story or not?  

Ask yourself if what you’re about to share will benefit the coachee, 
the goal, and/or the relationship with the coachee. 
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Non-Verbal Listening 
People are more vulnerable when they know they are really being listened to.  
Listening, in the context of coaching, requires deep focus on the other person, 
for the words, the silence, body language and shifts in energy. 

In business it is rare that people really listen to each other.   
At best, we hear the words and attempt to paraphrase the key points.  
At worst, we are consumed in our own judgments and assumptions.  

Listening is the gate through which all coaching passes. It occurs on 3 levels: 

• Level 1: Internal Listening

• Self-directed. The focus is inward
instead of externally, and it is very
personal

• Level 2: Focused Listening

• Intuitive and directed. It is a more
active type of listening that requires
concentration and interpretation to
hear the “unsaid” themes and
messages within a coaching
conversation

• Level 3: Global Listening

• The most active level. Within it, the
listener is aware of more than just
what they are hearing, but also the
entire environment.
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Verbal Listening 
Articulating better known as “Articulating what’s going on” involves  
telling coachees what feeling you hear or what you see them doing: 
repeating or mirroring back to them what they have just said or did.  

Sometimes telling the coachee what is going on at that time 
or how he/she physically appears at that moment.  
The coachee often cannot see the details of the  
whole picture or the expression on his/her face.  

How do you prove to your coachee you are present and listening? 
Empathy 

What does the world look like through my coachee’s eyes? Using empathic 
statements allows your coachee to be seen and heard.   
And for the coach, you have a (soft focus) on your  
coachee’s emotions and feelings. 

• Empathic Statements

• “I’m sensing…….” 

• “I’m noticing…….” 

• “What I’m hearing is…….” 

• “It sounds like you…….” 

• “What I’m learning about you is……” 

Paraphrase 

Paraphrasing is repeating in your words what you interpreted someone  
else to be saying.  It’s more of a hard focus on the words and specific facts. 
Offer a paraphrase that begins with “you,” not “I.” 

• Paraphrase Statements

• “So, I heard you say…….” 

• “If I’m hearing you right, you're saying that…...?” 

• “….you believe that…...?” 

• “……you feel that…...? 

• “So, you were frustrated when….?” 
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Questioning 
Powerful questions are open-ended questions that provoke us to think deeply and to 
engage intensely in conversation with others that leads to a deeper or broader 
understanding of a subject and new insights.  It potentially changes the direction in 
which we are moving 

Open “Powerful” Questions 

Characteristics Examples 

Open-ended “What would you like coaching on today?” 

Active “What’s important about that?” 

Expansive “What does that look like to you?” 

Simple & Clean “How will you know when you get there?” 

Closed Questions 

Characteristics Examples 

Either/Or “Any more questions?” 

Passive “Have you spoken to him/her about it?” 

Focused “Why?” 

Often “Loaded” or 
“contaminated” 
with assumptions 

“Would you?”, “Will you?”, “Could you?”, “Can you?”, 
“Should you?”, “Did you?”, “Do you?”, “Don’t you?”, 
“Have you?”    

Yes/No responses 

***Sample list of powerful questions located in the reference section of this guide*** 
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Metaphors 
We are hardwired to think in terms of metaphor.  We 
speak and write in metaphor.  Everyday language is 
bursting with them.  They connect our conscious with 
our subconscious. 

Why are metaphors useful in coaching? 

• Describe abstract, complex or emotional
things

• Gives the coach insight into the employee’s
unique perception of their situation

• Helps employees become more aware of the
unfamiliar parts of themselves through
similarities
with what is familiar

• Reduces fear
• Create mental pictures that sparks an employee’s

creativity and unlocks potential they did not realize they had

Examples: 

• I’m on a roll
• I’m in over my head
• I’m a fish out of water
• I feel like I’m chasing my tail
• I can see the light at the end of the tunnel
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What do metaphors sound like? 

Here are a couple of clues: 

“It’s as if….” 

“It’s like….” 

Or ask. Say: 

“What’s that like?” 

“What’s a metaphor to describe that?” 

And if they are still struggling, give them one: 

“It sounds like you are in over your head?” 

And once you have one, go with it! 

“You said you feel like you’re sinking in quicksand, say more about that….” 
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Direct Communication 

Storytelling 
Storytelling has been used for thousands of years to incite change 
in people’s thinking that leads to behavior change.   

Behavior change is what lies at the core of all coaching. 

Why is storytelling useful in coaching? 

• Promotes memorization
• Connects meaning to emotions
• Moves people to action
• Make new meaning of present circumstances
• Paints a picture of a changed future
• Unlocks creativity and imagination
• Develops emotional intelligence
• Teaches empathy
• Builds relationships
• Inspires behavioral change
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The GROW Model 

The GROW Model is a simple four-step process that helps you  
structure coaching and mentoring sessions with team members. 

To structure the coaching session using the GROW Model, take the following steps: 

1. Establish the Goal
2. Examine the Current Reality
3. Explore Options (or Obstacles)
4. Establish Will (or Way Forward)

***GROW Model chart located in the reference section of this guide*** 
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Action Planning for the Coach

An action plan is the “road map” used to add intentionality to coaching 
by focusing energy, actions, and steps that will be taken to accomplish  
agreed upon goals and provide accountability.  

It is a working/living document that should be reviewed periodically for feasibility. 

Questions to ask yourself in creating your action plan are: 

• What will you keep doing that works?
• What will you do differently?
• How and when will you do it?
• When and how will you check to see if you are on track and make necessary

modifications?

Sample Coaching Action Plan 
I will commit to applying these skills in the following ways: 

Describe the 
current situation 

Describe where I 
need to be 

Describe how I will 
apply the coaching 
mindsets and skillsets 

Who will hold me 
accountable? 

Example: 
I am told I am 
always too direct 
with my team, not 
allowing them 
space to grow 

I need to create 
more space for 
them, be more 
“coach-like” 
rather than direct. 

In next week’s 1:1, I will 
practice using more 
open questions and 
empathy.  I will try to use 
more of his/her language 
rather than imposing 
mine. 

I will follow up with one 
person (pick someone) 
in this room and let 
them know how it went. 
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Demonstration Exercise 

Triad Exercise 

Directions: 
• Get into groups of 3: 1 Coach, 1 Coachee, 1 Observer

• Objective:

Coach (Mentor): Start your questioning using relevant open-ended questions below as 

you see fit. 

• What would you like to discuss today?

• Why is this goal important to you?

• What’s getting in the way? What would change that?

• What would it look like if you were doing it well?

• What's the worst thing that could happen? How about the best?

• What do you need to grab onto to move forward?

• Tell me a little bit more about…

Coachee: Share your mentoring goal or a professional goal with the coach. 

Observer: Write down what you observed and heard from the Coach and Coachee 

interaction? Write feedback notes to give to the Coach

* Note to Coach:  Hold the belief your coachee is naturally creative and resourceful. Be
curious, stay focused on your employee (Listening Levels 2 & 3), use open questions and
lots of empathy

* Note to Coachee: Remember it’s your agenda. Have a topic for your coach to coach
you on
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  Helpful Feedback Example 
I liked how you paraphrased the employee’s topic at the beginning when you said, 
“So, I’m hearing the topic is your fear of presentations.  It really helped the coachee 
clarify.  You also used lots of empathy, specifically you said: “I’m sensing fear”, followed 
by a powerful question, “What does that fear look like to you?”  This really helped him/
her understand how the fear has such a hold on him/her. 

  Not So Helpful Example 

“Great Job!” 

Coach: Receiving Feedback 

Say thank you.  Use what is helpful and be curious about the rest.  Remember – it’s one 
person’s opinion. 

Acknowledgments 

An expression of the quality you see in someone else. 

“I want to acknowledge you for the sacrifice you made to your Mother by not taking 
that overseas opportunity.” 

Feedback & Acknowledging 
Observer: Giving Feedback 

Observe, be silent and save your comments until the end of the coaching 
session. Avoid eye contact with both the coach and coachee. 

Listen intentionally for the following: 

• Was the Coach operating from the coaching mindset?
• Which coaching skills did they use well?  What could they improve on?
• What do you think was the impact of the coaching on the coachee?
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Triad Exercise Note Taker 

Observer: Write feedback notes to give to the Coach 

Coach: Write feedback obtained from the observer on my coaching 

What’s one area of opportunity will you focus on? 
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Coaching Resource Information 
• ICF Coaching Ethics

• ICF Coaching Competencies

• The GROW Model Chart

• LinkedIn & ICF Powerful Coaching Questions
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ICF Code of Ethics Overview 

To elicit the best in each and every ICF coach, ICF Members and coaches are 
committed to: 

•Ethical behavior as the foundation of the coaching profession.

•Continued learning in the field of coaching as required.

•Search for continued self-awareness, self-monitoring and self-improvement.

•Acting and being an ethical individual in all professional interactions.

•Full accountability for the responsibility undertaken as an ICF Member and coach.

•Complete engagement with and commitment to the coaching profession, setting an

example both to the profession overall and to the community.

•Uphold the highest standards in a manner that reflects positively on the coaching
profession.

•Be fully present in each and every interaction in which we engage.

•Recognize and abide by the applicable laws and regulations of each country,
municipality

and local governing body. 

•Provide a safe space for trainers, service providers, coaches and coaches-in-training
to learn,

excel ethically and strive to become professional coaches of the highest caliber. 

•Embrace diversity and inclusion, and value the richness of our global stakeholders.



Updated ICF Core Competency Model 

October 2019 
Following a rigorous, 24-month coaching practice analysis, the International Coach Federation 
is announcing an updated ICF Coaching Core Competency Model. This competency model is 
based on evidence collected from more than 1,300 coaches across the world, including both 
ICF Members and non-members and representing a diverse range of coaching disciplines, 
training backgrounds, coaching styles and experience levels. This large-scale research 
initiative validated that much of the existing ICF Core Competency Model, developed nearly 25 
years ago, remains critically important to the practice of coaching today. Some new elements 
and themes that emerged from the data have also been integrated into the model. These 
include a paramount emphasis on ethical behavior and confidentiality, the importance of a 
coaching mindset and ongoing reflective practice, the critical distinctions between various 
levels of coaching agreements, the criticality of partnership between coach and client, and the 
importance of cultural, systemic and contextual awareness. These foundational components, 
combined with emerging themes, reflect the key elements of coaching practice today and will 
serve as stronger, more comprehensive coaching standards for the future. 

A. Foundation
1. Demonstrates Ethical Practice

Definition: Understands and consistently applies coaching ethics and standards of coaching 

1. Demonstrates personal integrity and honesty in interactions with clients, sponsors and relevant
stakeholders

2. Is sensitive to clients' identity, environment, experiences, values and beliefs

3. Uses language appropriate and respectful to clients, sponsors and relevant stakeholders

4. Abides by the ICF Code of Ethics and upholds the Core Values

5. Maintains confidentiality with client information per stakeholder agreements and pertinent laws

6. Maintains the distinctions between coaching, consulting, psychotherapy and other support
professions

7. Refers clients to other support professionals, as appropriate



2. Embodies a Coaching Mindset

Definition: Develops and maintains a mindset that is open, curious, flexible and client-centered 

1. Acknowledges that clients are responsible for their own choices

2. Engages in ongoing learning and development as a coach

3. Develops an ongoing reflective practice to enhance one's coaching

4. Remains aware of and open to the influence of context and culture on self and others

5. Uses awareness of self and one's intuition to benefit clients

6. Develops and maintains the ability to regulate one's emotions

7. Mentally and emotionally prepares for sessions

8. Seeks help from outside sources when necessary

B. Co-Creating the Relationship
3. Establishes and Maintains Agreements

Definition: Partners with the client and relevant stakeholders to create clear agreements about the 
coaching relationship, process, plans and goals. Establishes agreements for the overall coaching 
engagement as well as those for each coaching session. 

1. Explains what coaching is and is not and describes the process to the client and relevant
stakeholders

2. Reaches agreement about what is and is not appropriate in the relationship, what is and is not
being offered, and the responsibilities of the client and relevant stakeholders

3. Reaches agreement about the guidelines and specific parameters of the coaching relationship
such as logistics, fees, scheduling, duration, termination, confidentiality and inclusion of others

4. Partners with the client and relevant stakeholders to establish an overall coaching plan and goals

5. Partners with the client to determine client-coach compatibility

6. Partners with the client to identify or reconfirm what they want to accomplish in the session

7. Partners with the client to define what the client believes they need to address or resolve to
achieve what they want to accomplish in the session

8. Partners with the client to define or reconfirm measures of success for what the client wants to
accomplish in the coaching engagement or individual session

9. Partners with the client to manage the time and focus of the session

10. Continues coaching in the direction of the client's desired outcome unless the client indicates
otherwise

11. Partners with the client to end the coaching relationship in a way that honors the experience



4. Cultivates Trust and Safety

Definition: Partners with the client to create a safe, supportive environment that allows the client to share 
freely. Maintains a relationship of mutual respect and trust. 

1. Seeks to understand the client within their context which may include their identity, environment,
experiences, values and beliefs

2. Demonstrates respect for the client’s identity, perceptions, style and language and adapts one's
coaching to the client

3. Acknowledges and respects the client's unique talents, insights and work in the coaching process

4. Shows support, empathy and concern for the client

5. Acknowledges and supports the client’s expression of feelings, perceptions, concerns, beliefs and
suggestions

6. Demonstrates openness and transparency as a way to display vulnerability and build trust with
the client

5. Maintains Presence

Definition: Is fully conscious and present with the client, employing a style that is open, flexible, grounded 
and confident 

1. Remains focused, observant, empathetic and responsive to the client

2. Demonstrates curiosity during the coaching process

3. Manages one's emotions to stay present with the client

4. Demonstrates confidence in working with strong client emotions during the coaching process

5. Is comfortable working in a space of not knowing

6. Creates or allows space for silence, pause or reflection

C. Communicating Effectively
6. Listens Actively

Definition: Focuses on what the client is and is not saying to fully understand what is being 
communicated in the context of the client systems and to support client self-expression 

1. Considers the client’s context, identity, environment, experiences, values and beliefs to enhance
understanding of what the client is communicating

2. Reflects or summarizes what the client communicated to ensure clarity and understanding

3. Recognizes and inquires when there is more to what the client is communicating

4. Notices, acknowledges and explores the client's emotions, energy shifts, non-verbal cues or other
behaviors



5. Integrates the client's words, tone of voice and body language to determine the full meaning of
what is being communicated

6. Notices trends in the client's behaviors and emotions across sessions to discern themes and
patterns

7. Evokes Awareness

Definition: Facilitates client insight and learning by using tools and techniques such as powerful 
questioning, silence, metaphor or analogy 

1. Considers client experience when deciding what might be most useful

2. Challenges the client as a way to evoke awareness or insight

3. Asks questions about the client, such as their way of thinking, values, needs, wants and beliefs

4. Asks questions that help the client explore beyond current thinking

5. Invites the client to share more about their experience in the moment

6. Notices what is working to enhance client progress

7. Adjusts the coaching approach in response to the client's needs

8. Helps the client identify factors that influence current and future patterns of behavior, thinking or
emotion

9. Invites the client to generate ideas about how they can move forward and what they are willing or
able to do

10. Supports the client in reframing perspectives

11. Shares observations, insights and feelings, without attachment, that have the potential to create
new learning for the client

D. Cultivating Learning and Growth
8. Facilitates Client Growth

Definition: Partners with the client to transform learning and insight into action. Promotes client autonomy 
in the coaching process. 

1. Works with the client to integrate new awareness, insight or learning into their worldview and
behaviors

2. Partners with the client to design goals, actions and accountability measures that integrate and
expand new learning

3. Acknowledges and supports client autonomy in the design of goals, actions and methods of
accountability

4. Supports the client in identifying potential results or learning from identified action steps

5. Invites the client to consider how to move forward, including resources, support and potential
barriers



6. Partners with the client to summarize learning and insight within or between sessions

7. Celebrates the client's progress and successes

8. Partners with the client to close the session



THE GROW MODEL

There are different levels
of goals depending on

how far in the future you
are looking.

Identify the inspirational
goal to drive success and

keep energy and
motivation high.

What are you looking to
achieve?

What do we want to get
out of this meeting?

What's the bigger picture?

SIR JOHN WHITMORE'S COACHING FRAMEWORK FOR LEADERS

GOAL

REALITY

OPTIONS

WILL

Discuss the current
situation and what

barriers currently exist
between now and

achievement of the goal. 

Ask questions to help the
individual or team find

their strengths.

What is the current
situation?

What qualities/resources
do you have to help you?

What are the
internal/external

obstacles?

Explore the options for
moving forward. 

The more imaginative your
questions, the more likely
the individual or team may

have a breakthrough
insight. 

How would you tackle this 
if time wasn't a factor?

What option appeals to
you most right now?

What else could you do?

Agree specific actions and
timeframe and set
accountability and

reporting.

Check in on commitment
level and revisit the

earlier steps if it's lower
than 8 out of 10!

What will you do now?

When will you do it?

How will I know when
you've been successful?

How committed are you on
a scale between 1 and 10?

© The Estate of Sir John Whitmore &  Performance Consultants International 2019



 

 

 

 

 

 

 

 

 Important Note
Before reading, please note the following:

1. All questions have been listed as they appeared on the group page. No screening or
selection has been made. Neither have they been altered or changed in any way
(If you can’t find your question, please let me know by email)

2. Questions have been classified under categories that appear to be in line with comments
provided and questions that were repeated have been listed once only.

3. A title has been given to every comment to facilitate reading.
4. This is not a document from the ICF or Linkedin, but rather inputs from members of the

ICF group on linkedin.
5. All comments on powerful questioning have been regrouped in a ‘comments’ section

below. Similar comments or questions have been shown together.
6. Names of owners of comments or questions have been left out for fluidity of the

document.

 List of categories of questions

Category 1: Vision and Purpose - 46 questions  Category 8: I don’t know -7 questions 
Category 2: Goals for coaching session - 5 questions Category 9: Awareness on obstacles - 7q 
Category 3: Clarifying needs - 3 questions Category 10: facing fears - 12 questions 
Category 4: Listening/Focus - 26 questions Category 11: Client stuck/ confusion -29 q 
Category 5: Options/ Choices - 3 questions Category 12: Personal strengths - 10 q 
Category 6: Action/Responsibility/ Accountability - 39 questions 
Category 7: Limiting beliefs/new thinking/ new perspective - 17 questions 
TOTAL: 204 QUESTIONS 

Practice of Coaching 

Powerful Coaching questions 
From ICF group members on Linkedin 

This is a document relisting all the powerful and brilliant comments shared by Coaches, members of 

the ICF group on linkedin during the month of October-November 2010. 

The question asked by Coach Dorcas Manou Lasme Adou, Founding Director of imPROOV 

(www.improovcoaching.com), the 1st coaching practice in French-speaking West Africa was: 

‘MOST POWERFUL COACHING QUESTION: 

Let us all benefit from each other's experience regarding powerful questioning. 
Please share the Coaching question you consider MOST POWERFUL, and please state the client context, 
challenge or situation it is best used in.’ 

Thank you to everyone who participated. Hooray for our clients and for great Coaches! 

There are 3 parts in this document: 
1. List of powerful questions classified by category (List of all questions shared as of 12/11/10)
2. Notes on powerful questioning (All comments made regarding asking powerful questions.)
3. Web resources (list of links provided by coaches)



 

 

 

PART 1: LIST OF POWERUL QUESTIONS BY CATEGORY 

Category 1: VISION and PURPOSE 
Questions used to clarify vision, objectives and purpose 
Questions used when clients descend into the "shoulds" and "oughts" and "gottas" of life. 

1. What's missing?

2. What does success look like?

3. What do YOU really want?

4. What is most important to you?

5. What are you yearning for?
6. What is the biggest change you'd like to make in your business and life, assuming you had enough

support to do it?

7. On a scale of 1-10 (high), how important is it?

8. How do you define, at this stage of your life: a) success? b) happiness?

9. What motivates you?

10. What would you die for?

11. Are you happy?

12. What do you want to create?

13. What do you really need?

14. What's your heart telling you? .... and the golden key is definitely - silence. 

15. What would really make your heart sing?

16. How does the outcome of that task fit with your top five goals?

17. What's important now?

18. What wants to happen?

19. What do you want?

20. What is that like?
21. Who has had a great influence on your business-life? (Top 3 people that come to your mind)/

What was it that they did that caused such an influence?/What is it that you took away from that
influential situation?/"Whose list are you on for being influential on their lives?"

22. Who are you? I ask it in a way to open the conversation looking for more than the obvious.

23. WHO will you BE when you achieve... in other words, what will others see in you?

24. Where do you want to be in 5 or 10 years from now?
25. If this issue wasn't there to keep you busy, ... like a full time job,... what do you really want to do

with your vital energy?

26. What does this mean to you?

27. "And if you achieved that, what would that do for you, that is even more significant?"

28. To my perfectionist clients I ask "When is good, good enough?

Practice of Coaching 

Powerful Coaching questions 
From ICF group members on Linkedin 



 

 

Category 1: VISION and PURPOSE (Continued) 

29. To my egotistical clients "If someone did that to you, what would that motivate you to do? To feel?

30. What really Matters?

31. What do you want your legacy to be?

32. So what sport would you rather be playing?

33. What are you concerned it would mean if that was not a problem?

34. What would the IDEAL OUTCOME for your situation/issue look like?
35. If your anger was powerful fuel you can redirect to build or develop something you really want, what

do you want to go for, with all your heart and energy?
36. If no one ever gave you a break or a chance, if it was never going to happen, what would you have to

make happen?

37. Who do you want to be in this situation?

38. Who do you want to show up as...?

39. What is the goal for the situation (to self)? And what is it your hope to accomplish? (to client)
40. How important is it for you to find a solution for your problem? / What is it worth to you to find a

solution/eliminate the problem in terms of your time and energy?
41. Imagine that this coaching session has gone totally wrong, what exactly happened? / Imagine that

this coaching session went great, what exactly happened?

42. If you had six, perfectly healthy, months to live, what would you do now?

43. What do you want and why do you want it?

44. What do you REALLY want in this situation?

45. Who do you want to "be"?

46. What were you put on this earth to do?

Category 2: GOALS /OBJECTIVES FOR COACHING SESSION 
Useful questions at the beginning of a session to ascertain client’s outcome 

1. What could we work on that would make the biggest difference to you?

2. What would you like to have happen at the end of the session?

3. So tell me, what's going right for you? (good to get the coaching session started)

4. What is the biggest challenge in your life today?
5. What do you want to walk away with at the end of this call? How will you know we were

successful?

Category 3: CLARIFYING NEEDS 
Questions used to help clients clarify needs 

1. What is "good enough" for right now?

2. What would make you feel most empowered in this situation?

3. What needs to become clear for you?"
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Category 4: LISTENING / FOCUS 
Questions used to support clients in listening to themselves 
Questions that help clients stay focus and search deep inside. 

1. Do YOU believe what you just said?

2. What is the story you are telling yourself?

3. Really????

4. If you were providing yourself advice - what would you say to yourself right now.

5. What question do you have for yourself right now?
6. Can I ask you a completely different question?. When they say yes and focus, I ask them exactly

the same one again, with much more concentrated attention.

7. What is your body telling you?

8. If you were your own coach, what question or idea would you have right now?

9. I'd like you to have a dialogue with you as coach and you as client (two chairs,Gestalt style).
10. I'd like to try something unusual for me: you just work on your options, and I'll see if I can guess

your issue. But don't give me any clues that will make it too easy. OK? (OK is the question part).

11. Wow! Are you sure that's true?

12. Do you know that to be true?

13. How does the situation make YOU feel?

14. Am I ready to listen and say nothing? (question for the Coach)
15. What if you started trusting your legendary feminine intuition and just came out and admitted

to what you know you want to do anyway?

16. What if the opposite was true?

17. Do you listen to yourself?
18. What does this situation teach you about yourself?
19. How is this situation an opportunity for you to learn something really important for your

future?
20. If this person was actually your spiritual master helping you face a very personal challenge, how

do you need to grow here?

21. How is that working for you?

22. What do you make that mean about you?

23. Would you mind if we sit quietly and take a few deep breaths before we continue?

24. I can hear your solution, but I can't catch exactly what the problem is.
25. What???!!! , Really????
26. What feels right for you right now?

Category 5: OPTIONS/ CHOICES 
Questions used to help clients explore options 

1. What other choices do you have?

2. Which option best fits your goals?

3. What are your options?
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Category 6: ACTION/ ACCOUNTABILITY/RESPONSIBILITY 
Questions used to support clients in moving into action, be accountable and responsible 
Questions that project clients into the future 
Questions that tag into the emotional side of action 

1. What do you choose to do with that information?

2. How would improving that make you feel?

3. Who may be available to help/support you in this?

4. If not THE GROWTH COACH, Then WHAT? If not YOU, then WHO? If not NOW, then WHEN?

5. What can you do better?
6. Imagine you wake up one morning and whatever challenge you had previously was miraculously

overcome while you were sleeping. What is the first thing you notice that confirms something
actually happened?

7. What would it take to have such a day?

8. How willing would you be to do your part to make that happen ?

9. If nothing changes, what will that cost you?

10. What would be the result if you did X?
11. Is there something you have always wanted to do but never tried? possibly never even told

anyone?

12. Are you moving forward in the right gear?? Is it too high/low?? How can you change gear??
13. What other resources (people or things) can you use to help you find the answer to your

issue/problem/etc.

14. How would the situation look like if you had the power of a magician?

15. How are you planning to get there?

16. What do you want to do with this?
17. To succeed your meetings starting tomorrow, what is the first thing you will make sure you don't

do anymore?

18. Who will decide?

19. What's next?

20. What DO you have the power to do right now?

21. "Do you want to find out that anything is possible?"

22. "What if . . . .?"

23. "What is the smallest possible step you could immediately take, in the right direction?"

24. "So what would have to happen for you to set it up that way?":
25. "I would go for "If your sadness indicated that it was high time you really took care of yourself as

you would with your best friend ever, how can you really give yourself the ROYAL treat for which
you really yearn?"

26. How willing are you to do whatever it takes to discover the highest and best of who you are?
27. What could you be losing, if you do nothing?
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Category 6: ACTION/ ACCOUNTABILITY/RESPONSIBILITY (Continued) 

28. "What could you do to worsen this problem?"
29. "What have you already tried to overcome this problem?" sometimes coupled with "What is your

own theory why you haven't been able to overcome it?"

30. "Have you used all the resources at your disposal? Really??? ALL of them???"

31. "What could you do today without anything or anyone else changing?"

32. What would you do if you knew you couldn't fail?

33. "What wouldn't happen if you didn't do it?"
34. Imagine that you are 5 or 10 years in the future. “How do you remember this day (02.11.2010)?”

"What do you want to remember?"
35. Imagine that you can do anything... If you were the king/queen of Spain, what would you do in

this situation? What is it that you want to achieve/accomplish?

36. "What is the best use of your time RIGHT NOW?"

37. "What is the BEST use of YOUR TIME right now?"
38. "If you could wave a magic wand..." ( i.e. "what would this situation look like?" or "what would

you be doing?" or...)

39. Who is in control? Who decides?

Category 7: LIMITING BELIEFS/NEW THINKING/NEW PERSTPECTIVE 
Questions used to open clients to new possibilities or perspectives 
Questions that expose self limiting beliefs and open a path to a new thinking 

1. What is 'perfect' about this?

2. 'Is there anything we're missing here?'

3. What else ?

4. What assumptions are you making?

5. What are the underlying assumptions that you are making about yourself?

6. Are those assumptions supporting you or bringing you down?

7. What do you need to believe about yourself that will support you?

8. What would happen / what could and would you do if all obstacles magically disappeared?"

9. Where did these barriers come from?

10. Do you know that to be true?

11. “What would you like to celebrate/honor about your work today?”
12. If your close friend was in a similar situation (maybe describe the situation a little bit here)

what would you say to them?

13. What is the positive intention behind his behaviour (client’s perceived aggressor)?

14. What in this situation, can you be grateful for?
15. "How have you contributed to the success of the group? What can you contribute towards

the success of the group?

16. What would you tell someone else in the same situation?

17. If the same situation would arrive to your best friend, what would you recommend him?
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Category 8: ‘ I DON’T KNOW’ 
Questions used when a client does not know the answer 
Questions to help client get clear on the resolutions he/she is seeking 

1. What if you knew? what would you say?
2. Let's suppose you did know what the answer was, how would you know when you found it?

What would be different?
3. What are you pretending not to know, that if you were to know would enable you to make the

change easily and effortlessly, right now?

4. If you did know, what would you do...say...feel...decide?

5. If I could give you the answer to what you want right now, what would the question be?
6. "What's the greatest truth for you in this situation?" OR "What is the truest thing you know

about yourself in this situation?"
7. Question with "If" . For example "please imagine if you have every resources you need, what

will you do"

Category 9: ‘AWARENESS OF OBSTACLES’ 
Questions used to help client get an awareness of obstacles to reach target 
Questions to help client see where barriers may be and create the possibility of new solutions 

1. What might be preventing you from doing X?"
2. Imagine that money, time and skill were not an issue. Is there anything that would _stop_

you then?

3. Specifically, what is/are the biggest challenge(s) you face?

4. What is the hesitation about getting started now?

5. What is standing in your way ? What's the first step you can take ? When will you start?

6. 'What could hold you back in X situation ?'

7. "So what's getting in the way of you doing this right now?"

Category 10: ‘FACING FEARS’ 
Questions used to help client express, face and minimize their fears 

1. And what would happen - just imagine the worst ?

2. What is the worst case scenario if you would actually go forth with 'it'?

3. What is the senior leadership team saying behind closed doors about you?
4. If your fear was really useful for you to develop your awareness of areas where you need to be

particularly attentive, just to stay safe, how can you use it with high precision?

5. What would you do if you weren't afraid?

6. What is the worst that can happen to you?

7. What is the worst thing that could happen? Is that a risk you could live with?

8. What are you afraid would happen?

9. How would you approach this situation if you weren't afraid of failing?

10. What would be the best way to tackle that fear?
11. Where do you think you would be, right now, if it were not for your fear of taking a chance?
12. Where would you like to be, right now, in your career, your life, etc.? whichever is appropriate for

the situation...
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Category 11: ‘CLIENT STUCK/CONFUSION/ IN NEED OF AWARENESS 
Questions used when a client seems stuck, experiences confusion 
Questions to for situations calling for a change 

1. As you move towards your most inspired goal, what do you notice about who you are becoming?

2. "What is missing, that if present, would have the biggest impact?"

3. How's that working for you? How is that serving you?

4. What is this calling forth from you?
5. What do you mean by (a word, concept, idea) i.e. I'm a perfectionist : And what does perfectionist

mean for you... ?
6. If you were to meet the younger version of yourself at the point in your life where this ____ issue

became the most vivid, what would you share with her and what would you not share?

7. What does it feel like to be you?

8. By saying "yes" to longer work hours, what / who are you saying "no" to?

9. What is the benefit of the present situation?, what are the disadvantages of the new situation?
10. And what is true? (and if they ask, as some do, what do you mean?, I add: about this situation,

about what you know in your heart).

11. What % of your sales team is on track to exceed their goal this year?

12. Are you upset with him of yourself?

13. What would be the most powerful question I could ask you right now?
14. Does that really matter? If answer is yes, then "How?". If no, then "Why is it coming up for you

here?"

15. What do you need to let go of?

16. What do you really need to know?

17. Are you really persuaded that the confusion is in you and not in the situation
18. You seem convinced that this place is external to you. What if it was actually in you and so much

part of you that you could access it wherever you are?

19. And if that were true, what would that mean?

20. What is the truth of the matter?

21. What is the risk if you change ? ........  And what is the risk if you do not change ? 

22. Do you have to do X or do you want to do X?

23. Are you doing something for change this situation?
24. I have been struck by the power of questions related to a certain gesture, so often ask, what was

that..(movement) about?

25. What would it take to move you toward "yes"?

26. "What question do you hear me asking you right now?!"
27. "If you could start (this relationship, this project, etc) all over again from scratch, how would you do

it completely differently, knowing what you know now?"What can you do now to create that
reality?"

28. "What problems does that create for you"

29. By doing X, you are accepting Y. Is this the choice you are making?
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Category 12: ‘PERSONAL STRENGH’ 
Questions used when to help clients connect with their own personal strength 

1. What are you doing well?

2. How / why were you successful this past week?
3. If you were to advise your best friend about (your problem, difficulty, obstacle, situation, next

step action plan) what would you suggest?

4. What would your hero do in this situation?
5. And when you were being X, how did that situation work out better than when you were Y?" X

= highlight of strength and Y = reference to non-strength.

6. How did you manage to survive so far? What did you do to prevent worse?

7. When was the last time you were in a situation like this?

8. What did you do? What worked? What might you have done differently?
9. What can you learn from your past..?
10. What would you do if you were ten times bolder?

PART 2: NOTES ON POWERFUL QUESTIONING 

1. Familiarity with coaching questions:

I find clients are becoming more familiar with coaching questions and that one of the risks

with a 'tried and tested' good question is that it turns the clients mind and heart off very

quickly if they feel they are being put through a process. I've heard coaches use questions

like '...and if you did know the answer?' and seen clients quickly disengage.

2. Being cautious:

I am a bit cautious of anything that will place the client in a defensive mode. I think that

there are questions (although the tone used and the existing chemistry are key) that may

backfire if the client feels like he is being questioned.

3. Different meaning for different people:

As coaches, we know it's not so much the answer to the question, it's the question being

asked that sets up the 'aha' moment within the client. That's a powerful question!

I find 'no' risk with 'tried and tested' questions...as a person evolves that same powerful

question has a different meaning.

4. Benefiting from others:

I know we all have our favorite powerful questions and it's great to hear others favorites.

5. Avoiding coach routine: Letting a question choose us.

I agree to the idea that it is best never to ask the same question twice: a good way to avoid

coach routine. I like to think in categories of questions, like magical, or fast forward, or

paradoxical, or spatial, etc. And then each time let a question choose me rather than go look

for it. And if a powerful question doesn't come out of the blue, well silence is just as good.
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PART 2: NOTES ON POWERFUL QUESTIONING (Continued) 

6. The power of the simplest questions

There really is no most powerful question and all must come from really being present and

with the client, listening for what is wanted. The simplest question is often the most

powerful. "Clever", or ego driven "powerful" questions are more of a distraction than

anything. The most powerful questions are often the humblest ones that seem to come right

out of the space between- whisperings that we articulate without attachment.

7. Prioritizing the ‘rocks’ before the ‘pebbles’

It reminds me of Stephen Covey's prioritizing the "rocks" before the "pebbles" and

scheduling them. The rocks are really what supports our lives, the foundation, and source of

all we do. When we focus on the pebbles- which often is what happens in coaching, our

clients get more burned out and tired. They are spinning on the hamster wheel of their lives.

8. Focusing on client’s want and uniqueness

Coaches, often motivated by a desire to create change and results, can actually add to the

burnout by focusing on strategizing and "doing" without adequately distinguishing what is

most important and what really calls the client forward (and deeper) to what they want.

What calls them forward is unique to them and speaks more to their longing for "being",

"aliveness", and contribution.

9. Searching and Articulating what’s deep inside, Opening up the curtain

When you give your client "permission" to look beyond whatever the perceived limitations

are, it is truly amazing what opens up. I have seen my clients produce what they see as

"miracles" in their lives based on removing the obstacles through this kind of simple yet

powerful inquiry. Invite them to open the curtain, to see what is really wanting to happen.

When they actually articulate it they most often can find ways to remove the obstacles and

move forward- leap forward, faster and more powerfully than they could have imagined. It is

easy to skip over and buy into the clients very "real" obstacles or limits- or even address the

obstacles in some long range strategic way, skipping over this one vital step.

Invite them to articulate what they really want- if the obstacles were not an issue, and they

get in touch with their authentic desire, and true source of power.

10. Importance of timing and combination

Thank you for all for sharing your wisdom. As I read through each of the comments, I was

struck by the power of the type of question...descriptive or creative and how the timing and

combination make an impact on the client. I too, appreciate how silence after a question is

also a clue that something has landed at a deeper level.
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PART 2: NOTES ON POWERFUL QUESTIONING (Continued) 

11. The power of words

I love this quote: “Words like the chisel of the carver, can create what never existed before

rather than simply describe what already exists.” (Heidegger as cited in Hargrove, 2008, pp.

68-69).

12. Timing and being present in the moment

I find interesting that you identify " powerful questions" My style is to be in the moment and

let those questions emerged in the dance.

I of course use what you say and more but for me a powerful question is any question asked

at the right moment, so the timing is probably as important as the question.

13. General questions vs. powerful questions

There are questions in general and then there are powerful questions. In masterful coaching,

the latter are reputed to help clients operate major shifts in perspective or frame of

reference. The former are more incremental questions such as where, when, with whom,

how, etc, which the client can usually readily answer. And avoiding the "Why" question is

usually good policy. When you have asked a question that the client cannot readily answer, a

question that provokes a deep silence, then chances are it is very powerful. Sometimes that

reaction can be provoked by just repeating a key word or reformulating a key client phrase.

If the client answers your question right away, even if to say "My-my, now that's a good

question" (clients are often well trained to please their coaches) then chances are the

question is not so powerful.

14. The right number of questions in a session?

I find that in a coaching sequence, one really powerful question is more than enough. If you

find yourself trying to dish out many more questions than that, then chances are you are

carrying the coaching relationship too much, and that the number of questions could be

seriously reduced, and improved to become more powerful.

15. The 5 Why's

I used to think that asking 'why' was not good practice but since I came across the problem

solving technique of asking 5 straight-in-a-row "why's" for the explicit purpose of getting to

the root of a problem, my coachees and I have found it to highly instructive and simple

16. Balancing ‘favorite question’ with flowing with the moment

I also agree on being careful to balance "in the back pocket favorite questions" with asking

what "comes up" form a place of curiosity and being present with the client.
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PART 2: NOTES ON POWERFUL QUESTIONING (Continued) 

17. Particularity of the most powerful question

 To me the most powerful thing for both the coach and client is to know where the client

wants to go.

 The most powerful question is that which follows from the essence of what you have

heard from the coachee. Don't pluck a "great question" out of the air.

 It sounds like "the most powerful coaching question" is client dependent. There is that

right question at the right moment tailored for a particular client, taking into account

their needs and situation that is "most powerful".

 There are so many powerful questions that have been suggested in this wonderful

discussion, it is clear that the most powerful coaching question depends on the state of

consciousness of the client at that particular time.

 The most important thing to remember about "powerful questions" is that no question is

powerful in and of itself. The real power of the question comes from being present as a

coach and listening for what will open up a new perspective or deeper discovery.

 In general the most powerful question is one that does not draw attention to itself. It is

not a particularly "clever" question usually, but one that is short, simple, and intuitive.

Long or clever questions tend to distract, confuse, or send the client to searching for the

"right answer", or "to their "head", which actually creates a limitation.

18. Relation between Coach Alertness and level of listening and powerful questionning

This would apply to us as coaches too. Our state of consciousness, our alertness and level of

listening which is determined by how integrated our brain functioning is, determines how

powerful our questions turn out to be. Is our own awareness expanded and alert enough to

be really tuned in to the client’s needs such that we ask that most powerful coaching

question at any particular moment? That is very "Self Care" dependent - one of the most

under served aspects of daily life in our country that tends towards living to work rather than

working to live. This underscores the age old proverb that "knowledge or experience is

structured in consciousness". The quality of consciousness of the listener (in this case our

clients) determines how they perceive and filter things. If you wear red glasses, everything

looks red, if green then green. Same with the questioner (the coach). It also underscores the

need to utilize any proven methods to more powerfully develop the quality of consciousness

and brain functioning of ourselves and our clients.
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PART 2: NOTES ON POWERFUL QUESTIONING (Continued) 

19. Coach Awareness and powerful questions

Another aspect of the "powerful questions" is to be aware when we ask a powerful question

that it is aligned with the client's agenda. The agenda they have designed in coaching and all

of the aspects of getting the results they want. Sometimes coaches are so focused on moving

a client toward a result that they step over issues that need attention- which ultimately bring

greater possibility and congruency for the client.

20. New coaches: strategies vs. discoveries

New coaches sometimes "hide" behind powerful questions and other strategies, before they

have a deeper sense of confidence which allows them to be more present and connected to

what is really being communicated or what is missing that will bring to most discovery and

fulfillment.

21. The depth of the coaching relationship is key

So, these questions are all fine and ultimately the most powerful questions come from

experience, solid skills, and ability to be present and truly co-active. In my own experience

simple, short, questions are the most powerful at any time, and the depth of the coaching

relationship depends on much more than questions.

22. Over-emphasis on powerful questions or tools

But then... I find there is sometimes too much focus on powerful questions, effective action

plans and other results-oriented tools in the coaching world. This focus on powerful and

effective tools may be at the expense of more receptive coaching skills, such as very intense

presence, profound silence, creating a truly intention-free environment and giving clients all

the space they need to grow.  I sometimes feel that in the coaching community, the over-

emphasis on powerful tools may rest on remnants of macho values and the influence of the

business coaching market.  Regular emphasis and training on our more feminine receptive

tools and skills will remind us what coaching is also about.

23. Spontaneity: I never know what I'm going to ask when I begin a conversation with a coaching

client. It's by being present and listening to them that the questions come to me. It's a dance.

24. The Peak leadership model: We have developed a framework for determining the type of

question given the situation. We found that questions fall along to axis', outcome and

process. Outcome is either knowledge questions or action questions. The 'y' axis is process

either perspective questions or evaluation questions. We call the model PEAK Leadership

model. The interesting thing we learned was the best questions came from putting an

outcome and perspective together to form a question.
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PART 3: LINK OF WEB RESOURCES SHARED 

http://www.metasysteme.eu/english/toolbox-ii-question-skills-in-coaching/

http://www.mindtools.com/pages/article/newTMC_5W.htm 

http://powerfulcoaching.blogspot.com/

This document has been put together by Coach Dorcas Manou Lasme Adou 

Thank you everyone for your precious inputs. 

For any questions, or comments, I can be reached at: 

dorcas-adou@improovcoaching.com or dorcasadou@hotmail.fr 

Let’s keep on growing as Coaches 
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Coaching Skills: 
1-on-1 Meeting Agenda Template

Adapted from a template from various podcasts. 

The questions for each section of the meeting are sample questions. However be sure to follow the spirit of the 
question. For example, “how are you feeling” is very different than “how’s it going” because the first question allows 
space for the employee to open up about how they feel about what’s happening rather than only focusing on the 
tasks/events themselves. 

Building Trust and Empathy 
Time: 5 minutes 

1. How are you feeling?
2. How was your weekend?
3. How is your family?

Mentoring Responsibility 
Time: 5 minutes 
Note: this assumes your Mentee has other people 
reporting to them. If not, move on to the next item. 

1. How is your team?
2. How is their progress?
3. How is their morale?
4. What have you learned from them?
5. Any significant changes or red flags?

Eliminating Distractions 
Time: 5 minutes 

1. What are you focused on?
2. What is your highest priority this week and

this month?
3. How are you progressing?
4. What are your biggest obstacles to success?
5. What can I do to improve your chances of

success?

Recalibrating Open Loops 
Time: 5 minutes 

1. Any open items from last week?

Prioritizing and Acting on New Items 
Time: 20 minutes 

1. What new items would you like to discuss?
2. Here are a few things I would like to review

with you:
a. 
b. 
c. 

Providing Praise and Support 
Time: 5 minutes 

1. Name at least one specific positive thing that
the person did that you either observed or
heard about from others, and express your
appreciation for their hard work.

Modeling Leadership (a.k.a., asking for feedback) 
Time: 5 minutes 

1. Name at least one specific goal you have
been working on, and ask how your efforts
are being received. Focus on specific,
observable behaviors.

Clarifying Agreements 
Time: 5 minutes 

1. Review and clarify all agreements from the
meeting. Make sure you have clearly
described the successful outcomes for any
delegated item or commitment you have
made, including tangible descriptors.

Concluding the Session 
Time: 5 minutes 

1. Thank your Mentee again for their efforts,
their feedback, and for taking the time to
meet with you.

2. Confirm the date/time for next week’s 1-on-1
Leadership Meeting

3. Ask this question: What did we not cover
today that you wish we had discussed?



Coaching Skills: 
 Powerful Questions 

Overview: Powerful questions are provocative queries that put a halt to evasion and confusion. By asking the 
powerful question, the coach invites the coachee to clarity, action, and discovery at a whole new level. As you can 
see from the following examples, these generally are open-ended questions that create greater possibility for 
expanded learning and fresh perspective. 

Anticipation 
What is possible? 
What if it works out exactly as 
you want to? 

What is the dream? 
What is exciting to you about 
this? 

What is the urge? 
What does your intuition tell 
you? 

Assessment 
What do you make of it? 
What do you think is best? 
How does it look to you? 
How do you feel about it? 
What resonates for you? 

Clarification 
What do you mean? 
What does it feel like? 
What is the part that is not yet 
clear? 

Can you say more? 
What do you want? 

Elaboration 
Can you tell me more? 
What else? 
What other 
ideas/thoughts/feelings do you 
have about it? 

Evaluation 
What is the opportunity here? 
What is the challenge? 
What do you think that means? 
What is your assessment? 

Example 
What is an example? 
For instance? 
Like what? 
Such as? 
What would it look like? 

Exploration 
What is here that you want to 
explore? 

What part of the situation have 
you not yet explored? 

What other angles can you think 
of? 

What is just one more 
possibility? 

What are your other options? 

For Instance 
If you could do it over again, 
what would you do differently? 

If it had been you, what would 
you have done? 

How else could a person handle 
this? 

If you could do anything you 
wanted, what would you do? 

History 
What caused it? 
What led up to it? 
What have you tried so far? 
What do you make of it all? 

Implementation 
What is the action plan? 
What will you have to do to get 
the job done? 

What support do you need to 
accomplish it? 

What will you do? 
When will you do it? 

Integration 
What will you take away from 
this? 

How do you explain this to 
yourself? 

What was the lesson? 
How can you make sure you 
remember what you have 
learned? 

How would you pull all this 
together? 

Learning 
If your life depended on taking 
action, what would you do? 

If you had free choice in the 
matter, what would you do? 

If the same thing came up again, 
what would you do? 

If we could wipe the slate clean, 
what would you do? 

If you had it to do over again, 
what would you do? 

Options 
What are the possibilities? 
If you had your choice, what 
would you do? 

What are possible solutions? 
What will happen if you do, and 
what will happen if you don’t? 

What options can you create? 

Perspective 
In the bigger scheme of things, 
how important is this? 

So what? 
How do you want it to be? 

Planning 
What do you plan to do about it? 
What is your game plan? 
What kind of plan do you need to 
create? 

How do you suppose you could 
improve the situation? 

Now what? 

Predictions 
How do you suppose it will all 
work out? 

What will that get you? 
Where will this lead? 
What are the chances of 
success? 

What is your prediction? 



Coaching Skills: 
 Powerful Questions 

Resources 
What resources do you need to 
help you decide? 

What do you know about it now? 
How do you suppose you can 
find out more about it? 

What kind of picture do you have 
right now? 

Results 
What do you want? 
What is your desired outcome? 
If you got it, what would you 
have? 

How will you know you have 
reached it? 

What would it look like? 

Substance 
What seems to be the trouble? 
What seems to be the main 
obstacle? 

What is getting in your way? 
What concerns you the most 
about . . . ? 

What do you want? 

Summary 
What is your conclusion? 
How is this working? 
How would you describe this? 
What do you think this all 
amounts to? 

How would you summarize the 
effort so far? 

Taking Action 
What action will you take? 
And after that? 
What will you do? When? 
Is this a time for action?  
What action? 
Where do you go from here? 
When will you do that? 
What are your next steps? 
By what date or time will you 
complete these steps? 

Describe a time you asked a powerful question and the result. 
______________________________________________________________________
______________________________________________________________________
______________________________________________________________________
______________________________________________________________________
______________________________________________________________________ 

What powerful questions will you use in the next week? In what context will you use each? 
______________________________________________________________________
______________________________________________________________________
______________________________________________________________________
______________________________________________________________________
______________________________________________________________________ 
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