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Professional Certificate in Social Change in Coaching

Effective Communication in Coaching

Effective communication is the cornerstone of coaching, especially within the context of social change
where the coach must navigate complex interpersonal dynamics, cultural sensitivities, and systemic barriers.
Mastery of the vocabulary associated with this discipline enables coaches to articulate ideas precisely, build
trust, and facilitate transformative dialogue. The following explanation outlines the most critical terms,
providing definitions, illustrative examples, practical applications, and common challenges that learners may
encounter.

Active Listening refers to the process of fully concentrating on what a client says, both verbally and
non‑verbally, while withholding judgment and preparing to respond thoughtfully. It goes beyond hearing
words; it involves noticing tone, pace, and body language. For example, when a community organizer shares
frustration about a stalled policy initiative, the coach demonstrates active listening by maintaining eye
contact, nodding, and reflecting back the sentiment: “It sounds like you feel discouraged because the
council has not yet responded.” Practical application of active listening includes using paraphrasing,
summarising, and asking clarifying questions. A frequent challenge is the tendency to “listen to respond”
rather than “listen to understand,” which can cause the coach to miss underlying emotions or motivations.

Empathy is the ability to perceive and resonate with another person’s emotional state without losing one’s
own perspective. It is distinct from sympathy, which involves feeling pity. In coaching, empathy allows the
practitioner to create a safe space where clients feel validated. For instance, a youth activist may express
fear of retaliation; an empathetic coach acknowledges this fear: “I can see why that would be unsettling for
you.” Empathy is operationalised through reflective statements and by matching the client’s emotional
intensity. The primary challenge lies in maintaining professional boundaries while still offering genuine
emotional support, especially when the coach’s own experiences mirror the client’s situation.

Open‑Ended Questions are inquiries that cannot be answered with a simple “yes” or “no” and invite
expansive reflection. They begin with prompts such as “what,” “how,” or “why.” An example in a
social‑change coaching session might be: “What are the core values that drive your advocacy work?” These
questions stimulate deeper thinking, encourage clients to articulate their goals, and uncover hidden
assumptions. Coaches must avoid leading questions that steer the conversation toward a predetermined
answer. A common difficulty is formulating questions that are sufficiently open without becoming overly
vague; practice and feedback can refine this skill.

Feedback is information provided to a client about their performance, attitudes, or behaviours, intended to
promote growth. In coaching, feedback is most effective when it is specific, timely, and balanced between
strengths and areas for development. For example, after a client delivers a public speech, the coach might
say, “Your opening story captured attention beautifully; consider slowing your pace during the data
segment to improve comprehension.” Constructive feedback should follow the “sandwich” model—positive
observation, constructive critique, positive reinforcement—though some practitioners prefer a more direct
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approach depending on the client’s preferences. Challenges include the client’s potential defensiveness and
the coach’s discomfort delivering criticism; establishing a culture of mutual accountability helps mitigate
these issues.

Non‑Verbal Communication encompasses facial expressions, gestures, posture, eye contact, and tone of
voice. These cues often convey more information than spoken words. A coach who leans forward and
mirrors a client’s posture signals engagement and alignment. In multicultural contexts, non‑verbal signals
may have different meanings; for instance, direct eye contact is respectful in many Western cultures but may
be perceived as confrontational in certain Asian contexts. Coaches must develop cultural competence to
interpret and adapt non‑verbal signals accurately. A frequent obstacle is the reliance on one’s own cultural
norms, which can lead to misinterpretation of a client’s signals.

Rapport is the relational foundation built on trust, mutual respect, and understanding. Establishing rapport
early in a coaching relationship facilitates open dialogue and willingness to explore vulnerable topics.
Techniques for building rapport include mirroring language, showing genuine curiosity, and acknowledging
the client’s achievements. For example, a coach might begin a session by recognising a recent community
event the client organised, thereby demonstrating attentiveness. Maintaining rapport over time requires
consistency, confidentiality, and reliability. Breakdowns in rapport often occur when the coach appears
disinterested or when boundaries are unclear.

Clarifying involves confirming the meaning of statements to ensure shared understanding. It is essential
when clients use jargon, acronyms, or culturally specific terms. A coach might ask, “When you say ‘policy
bottleneck,’ could you elaborate on the specific obstacles you’re encountering?” Clarifying prevents
miscommunication and aligns expectations. The challenge is to ask clarifying questions without implying
that the client’s language is inadequate; phrasing should be respectful and collaborative.

Reframing is the technique of presenting a situation from an alternative perspective to shift perception and
create new possibilities. In social‑change coaching, reframing can transform perceived obstacles into
opportunities. For instance, a client who views a funding cut as a failure might be guided to see it as a
catalyst for innovative fundraising strategies: “How might this constraint inspire you to explore
community‑based financing?” Reframing must be done sensitively, respecting the client’s emotions while
encouraging constructive thought. Over‑reliance on reframing can be perceived as dismissing legitimate
concerns, so balance is crucial.

Goal‑Setting refers to the collaborative process of defining clear, measurable, achievable, relevant, and
time‑bound (SMART) objectives. In the realm of social change, goals may range from increasing public
awareness to influencing legislation. An effective goal‑setting conversation might proceed as follows: “What
specific outcome would you like to achieve in the next three months, and how will you know you’ve
succeeded?” Coaches help clients break down broad aspirations into actionable steps, monitor progress,
and adjust plans as needed. Pitfalls include setting goals that are too vague or overly ambitious, which can
lead to demotivation.

Reflective Practice is the habit of systematically reviewing one’s coaching sessions to gain insights, improve
skills, and maintain ethical standards. Coaches may keep a journal, record sessions (with consent), or engage
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in peer supervision. Reflective practice encourages self‑awareness and continuous learning. For example,
after a session, a coach might note that they interrupted the client twice and plan to practice patience in
future interactions. Common challenges include finding time for reflection and confronting uncomfortable
personal biases.

Boundaries are the limits that define the professional relationship between coach and client, protecting
both parties from role confusion and ethical breaches. Boundaries cover topics such as confidentiality,
availability, and the scope of advice. A coach might state, “I am available for scheduled sessions and email
follow‑up within 48 hours; emergencies should be directed to appropriate support services.” Clear
boundaries enhance trust and prevent dependency. Violations often arise unintentionally when coaches
become overly involved in a client’s activism, blurring the line between support and partnership.

Confidentiality is the ethical duty to protect client information from unauthorized disclosure. In
social‑change contexts, confidentiality can be especially sensitive, as clients may share strategic plans or
personal risks. Coaches must explain the limits of confidentiality, such as legal obligations to report
imminent harm. An example statement could be: “Everything you share here is confidential, except if I
become aware of a credible threat to your safety.” Maintaining confidentiality builds safety; breaches can
irreparably damage trust and jeopardise the client’s work.

Culture‑Responsive Communication acknowledges and adapts to the cultural backgrounds, values, and
communication styles of clients. This includes recognising power dynamics, language preferences, and
community norms. A coach working with Indigenous leaders, for instance, might incorporate storytelling
traditions and respect protocols around decision‑making. Practical steps involve learning key cultural
concepts, asking open‑ended questions about cultural identity, and seeking feedback on communication
style. Challenges include unconscious bias, assumptions of cultural homogeneity, and limited exposure to
diverse cultural frameworks.

Power Dynamics refer to the subtle and overt ways in which authority, influence, and control are exercised
within the coaching relationship. Coaches must be vigilant about not imposing their own agenda, especially
when working with marginalized groups. One technique is to explicitly invite the client to direct the agenda:
“What would you like to focus on today?” Recognising power imbalances enables the coach to empower
the client rather than dominate the conversation. Failure to address power dynamics can lead to client
disengagement or reinforcement of oppressive structures.

Listening for Values involves identifying the core principles that motivate a client’s actions. Values act as an
internal compass that guides decision‑making and commitment. When a client expresses frustration about
systemic inequality, the coach might probe, “What underlying principle drives your dedication to this
cause?” Discovering values such as justice, solidarity, or dignity helps align coaching strategies with the
client’s intrinsic motivations, increasing resilience. A common difficulty is that clients may not have
articulated their values explicitly, requiring the coach to gently surface them through reflective questioning.

Co‑Creation is the collaborative development of strategies, solutions, and learning pathways between coach
and client. Rather than prescribing solutions, the coach facilitates the client’s own creative process. In a
co‑creative session, the coach might ask, “What resources do you already have that could support this

Read online: https://certificates.lsba.org.uk/guides/3918144/effective-
communication-in-coaching

London School of Business and Administration · 22 Jun 2026



G U I D E

initiative?” This approach fosters ownership and sustainability. Challenges arise when clients expect the
coach to provide ready‑made answers; clarifying the co‑creative nature of the relationship early on
mitigates this expectation.

Positive Reinforcement is the practice of acknowledging and rewarding desirable behaviours or progress,
thereby encouraging their recurrence. In coaching, reinforcement can be verbal, such as praising a client’s
effective stakeholder engagement, or it can involve providing tangible resources like a template or referral.
For example, after a client successfully launches a community survey, the coach might say, “Your thorough
outreach has clearly resonated with participants; this will strengthen your data set.” Overuse of
reinforcement may diminish its impact, so it should be specific and proportionate.

Mindful Presence denotes the coach’s ability to remain fully attentive, non‑judgmental, and grounded in the
present moment during interactions. Mindfulness techniques, such as brief breathing exercises before a
session, enhance focus and reduce distractions. A coach who practices mindful presence can better detect
subtle cues, respond authentically, and model calmness for clients dealing with high‑stress activism.
Potential obstacles include internal chatter, multitasking, or external interruptions; establishing a consistent
pre‑session routine helps overcome these barriers.

Emotional Intelligence (EI) encompasses the capacity to recognise, understand, and manage one’s own
emotions and those of others. High EI enables coaches to navigate emotional turbulence, de‑escalate
tension, and foster empathy. In practice, a coach with strong EI might notice a client’s rising frustration
during a role‑play exercise and intervene with a calming technique before the situation escalates.
Developing EI involves self‑reflection, feedback, and training in emotional regulation strategies. A typical
challenge is the tendency to suppress emotions, which can lead to burnout or reduced authenticity.

Storytelling is the strategic use of narratives to convey meaning, inspire action, and build connection. In
social‑change coaching, storytelling can help clients articulate their vision, share impact, and mobilise
supporters. Coaches can guide clients to craft compelling stories by focusing on characters, conflict, and
resolution. For instance, a coach might help a client frame a personal experience of discrimination as a
catalyst for advocacy, thereby humanising the broader issue. Pitfalls include over‑reliance on anecdotal
evidence without supporting data, which may weaken credibility.

Metaphor is a figurative language tool that creates understanding by linking an unfamiliar concept to a
familiar one. Metaphors can simplify complex systemic issues. A coach might ask a client, “If the policy
landscape were a garden, what kind of soil are we working with?” This invites the client to explore
conditions, obstacles, and opportunities in a vivid manner. Effective metaphors are culturally appropriate
and resonate with the client’s experience. Misapplied metaphors can cause confusion or appear patronising;
testing the metaphor’s relevance with the client ensures alignment.

Feedback Loop describes the cyclical process by which information about performance is fed back into the
system to inform future actions. In coaching, establishing a feedback loop means regularly checking
progress, adjusting strategies, and re‑evaluating outcomes. For example, after implementing a community
outreach plan, the coach and client review metrics, discuss what worked, and decide on next steps.
Maintaining a feedback loop promotes continuous improvement and accountability. Challenges include
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inconsistent data collection and reluctance to discuss setbacks; creating a non‑judgmental environment
encourages honest dialogue.

Active Inquiry refers to a purposeful questioning style that probes deeper layers of thought, feelings, and
assumptions. It differs from passive listening by actively challenging the client to examine underlying beliefs.
An active inquiry might sound like, “What assumptions are you making about the board’s willingness to
adopt your proposal?” This technique uncovers blind spots and stimulates strategic thinking. The risk is that
overly aggressive questioning can feel interrogative; pacing the inquiry and pairing it with supportive
statements maintains balance.

Systems Thinking is an analytical approach that views problems as part of interconnected networks rather
than isolated events. Coaches employing systems thinking help clients map relationships, identify leverage
points, and anticipate ripple effects. A practical exercise involves drawing a causal loop diagram of a
community health issue, highlighting feedback loops and external influences. Systems thinking expands the
client’s perspective beyond immediate symptoms to root causes. The main difficulty is the complexity of
systems, which can overwhelm clients; breaking the analysis into manageable components aids
comprehension.

Coaching Contract is a formal agreement that outlines the purpose, scope, duration, responsibilities, and
evaluation criteria of the coaching relationship. It establishes expectations for both coach and client,
ensuring clarity and mutual consent. A typical contract may state, “Sessions will occur bi‑weekly for six
months, focusing on leadership development for community advocacy.” Contracts also address
confidentiality, fees, and termination clauses. Neglecting to create a clear contract can lead to
misunderstandings and scope creep. Coaches should review the contract regularly and adjust as needed.

Self‑Disclosure involves the coach sharing personal experiences or feelings to build rapport, illustrate a
point, or normalise a client’s experience. In social‑change coaching, limited self‑disclosure can demonstrate
solidarity, such as a coach revealing a past challenge with fundraising. However, self‑disclosure must be
purposeful, brief, and client‑centred. Over‑sharing can shift focus away from the client and blur boundaries.
The challenge lies in judging when disclosure adds value versus when it becomes self‑servicing.

Active Paraphrasing is the skill of restating a client’s words in one’s own language to confirm understanding
and show attentiveness. For example, after a client says, “I’m worried the coalition will fracture,” the coach
might respond, “You’re concerned that the partnership could break apart.” Paraphrasing validates the client
and clarifies meaning. Excessive paraphrasing can become redundant; using it strategically maintains flow
while ensuring accuracy.

Silence is a purposeful pause that allows the client to reflect, process emotions, or articulate thoughts
without interruption. In coaching, silence can deepen insight and encourage the client to fill the space with
meaningful content. A coach might remain silent after asking a powerful question, giving the client time to
consider. The discomfort associated with silence may tempt coaches to fill it with filler comments; learning
to tolerate and utilise silence enhances the depth of conversations.

Non‑Judgmental Stance is the commitment to suspend personal biases, values, and critiques while
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engaging with the client’s perspective. This stance creates a safe environment where clients feel free to
explore controversial or uncomfortable topics. Practically, a coach demonstrates non‑judgment by saying, “I
hear your concerns without taking a position on the policy itself.” Maintaining this stance can be
challenging when the coach’s personal convictions are strong; regular reflective practice and supervision
help preserve neutrality.

Respectful Language refers to the intentional use of words that honour the dignity, identity, and
experiences of the client and their community. This includes avoiding jargon, stereotypes, or terminology
that may be perceived as disempowering. For instance, using “community member” instead of “beneficiary”
respects agency. Coaches should stay updated on preferred terminology, especially related to gender,
ethnicity, and disability. Missteps can damage trust; promptly acknowledging and correcting language
errors demonstrates humility.

Goal Alignment involves ensuring that the client’s personal aspirations, organisational objectives, and
broader social‑change aims are coherent and mutually supportive. Coaches facilitate alignment by mapping
individual goals to collective outcomes. An example might be linking a client’s desire to develop public
speaking skills with the organisation’s need for effective advocacy at city council meetings. Misalignment
can cause wasted effort and frustration; regular check‑ins help maintain coherence.

Action Planning is the process of translating goals into concrete steps, timelines, resources, and
accountability measures. Coaches guide clients to specify what actions will be taken, who is responsible, and
how success will be measured. For example, an action plan might include: “Draft policy brief by March 15,
share with three stakeholders, schedule follow‑up meeting by April 1.” Effective action planning
incorporates flexibility to adapt to unforeseen challenges. Over‑planning can lead to rigidity; balancing
structure with adaptability is essential.

Accountability is the mechanism by which clients commit to follow through on agreed‑upon actions and
report progress. Coaches can establish accountability structures such as check‑in emails, progress tracking
sheets, or peer‑support groups. When a client misses a deadline, the coach addresses it constructively: “I
noticed the report was not submitted; what barriers did you encounter, and how can we adjust the plan?”
Accountability reinforces responsibility and momentum. A challenge is avoiding punitive language that may
discourage risk‑taking; framing accountability as supportive rather than punitive fosters resilience.

Resilience Building focuses on strengthening the client’s capacity to recover from setbacks, sustain
motivation, and adapt to change. Coaching techniques include identifying personal strengths, developing
coping strategies, and celebrating incremental wins. A coach might ask, “What past challenge did you
overcome that can inform your current situation?” Resilience is especially vital in social‑change work where
resistance and burnout are common. The challenge is to avoid romanticising hardship; acknowledging
genuine fatigue while providing tools for renewal creates a realistic resilience framework.

Boundary Setting is the intentional act of defining limits to protect personal wellbeing and professional
integrity. In coaching, this may involve stating availability, refusing to engage in political lobbying on behalf
of the client, or redirecting to specialised services when needed. For instance, a coach might say, “I can
support you in developing communication strategies, but I’m not able to serve as a legal advisor.” Clear

Read online: https://certificates.lsba.org.uk/guides/3918144/effective-
communication-in-coaching

London School of Business and Administration · 22 Jun 2026



G U I D E

boundaries prevent role confusion and preserve the coach’s capacity to serve multiple clients effectively.
Violations often arise from over‑commitment; regular self‑assessment helps maintain healthy limits.

Coaching Presence is the quality of being fully engaged, authentic, and attuned to the client in the moment.
It combines mindful presence, emotional intelligence, and purposeful attention. Coaches who embody
presence can sense shifts in tone, energy, and readiness, adapting their interventions accordingly. Practical
cultivation includes grounding exercises, conscious breathing, and eliminating distractions before sessions.
The main obstacle is mental rumination about other tasks; establishing a ritual of transition into the
coaching space mitigates this distraction.

Ethical Decision‑Making involves applying professional codes, legal standards, and personal values to
resolve dilemmas that arise during coaching. Scenarios may include conflicts of interest, confidentiality
breaches, or cultural insensitivity. Coaches should follow a systematic process: identify the issue, gather
relevant information, consider the ethical principles, evaluate options, and decide on a course of action.
Documentation of decisions enhances transparency. Common challenges include ambiguous situations
where multiple ethical principles clash; seeking supervision or peer consultation provides clarity.

Active Summarising is the technique of concisely recapping the key points of a conversation to ensure
mutual understanding and reinforce learning. At the end of a session, a coach might say, “To summarise,
you will draft the outreach email, seek feedback from two community leaders, and schedule a follow‑up
meeting before the end of the month.” Summarising solidifies commitments and provides a reference for
future sessions. Over‑summarising can feel repetitive; timing the summary at natural transition points
maintains relevance.

Positive Psychology is the study of strengths, virtues, and factors that contribute to flourishing. In coaching,
integrating positive psychology encourages clients to focus on what works, cultivate optimism, and build
hope. Techniques include strengths identification, gratitude exercises, and envisioning best‑possible futures.
For a social‑change leader, this might involve reflecting on past successes to boost confidence for
upcoming campaigns. A potential pitfall is neglecting the reality of systemic oppression; balancing positivity
with acknowledgment of structural barriers ensures authenticity.

Reflective Listening merges active listening with reflective statements that capture both content and
emotion. It demonstrates empathy and validates the client’s experience. For example, after a client describes
a tense negotiation, the coach might respond, “It sounds like you felt both determined to present your case
and anxious about the reaction you might receive.” Reflective listening deepens rapport and encourages
further disclosure. The challenge lies in avoiding the trap of merely echoing words without adding insight;
integrating emotional nuance enriches the reflection.

Strategic Communication is the purposeful planning and execution of messages to achieve specific
objectives, often within advocacy or policy contexts. Coaches help clients develop clear, compelling
narratives, select appropriate channels, and tailor messaging to target audiences. An action step might
involve drafting a press release that aligns with the client’s core values and resonates with media outlets.
Strategic communication requires audience analysis, message testing, and timing considerations. Common
obstacles include limited resources for media outreach and resistance to adjusting messaging based on
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feedback; iterative refinement addresses these issues.

Conflict Management encompasses techniques for navigating disagreements, tension, or opposition in a
constructive manner. In coaching, conflict management skills enable the coach to model effective dialogue,
de‑escalate heated exchanges, and guide clients toward collaborative solutions. A coach might employ the
“interest‑based” approach, asking each party to articulate underlying needs rather than positions. Practical
tools include active listening, reframing, and establishing common ground. Challenges arise when power
imbalances exacerbate conflict; acknowledging and addressing these imbalances is essential for equitable
resolution.

Coaching Ethics are the standards and principles that govern professional conduct, confidentiality,
competence, and respect for autonomy. Ethical practice is especially critical in social‑change contexts where
vulnerable populations may be involved. Core ethical tenets include beneficence (doing good),
non‑maleficence (avoiding harm), autonomy (respecting client self‑direction), and justice (fair treatment).
Coaches should regularly review ethical guidelines from professional bodies and incorporate them into
session planning. Ethical lapses, such as sharing client information without consent, can erode trust and
have legal repercussions.

Psychological Safety is the shared belief that the environment is safe for interpersonal risk‑taking, such as
expressing doubts or sharing innovative ideas. Coaches can foster psychological safety by modelling
openness, encouraging questions, and responding without judgment. When a client proposes a radical
strategy, the coach’s supportive response validates the client’s creativity, reinforcing a culture of
experimentation. Barriers to psychological safety include hierarchical structures, past experiences of
criticism, and cultural norms that discourage dissent. Addressing these barriers involves explicit agreements
on respectful communication and affirming each participant’s contribution.

Strengths‑Based Approach focuses on identifying and leveraging a client’s existing assets, competencies,
and talents rather than concentrating primarily on deficits. In social‑change coaching, this means
highlighting the client’s network, leadership abilities, and past achievements to build confidence and
momentum. A coach might ask, “What personal strengths have helped you navigate previous advocacy
campaigns?” This perspective promotes empowerment and reduces the risk of demoralisation.
Over‑emphasis on strengths without acknowledging areas for growth can lead to complacency; balancing
strengths with developmental opportunities creates holistic growth.

Learning Agility is the capacity to acquire new skills, adapt to changing circumstances, and apply lessons
across contexts. Coaching for learning agility encourages clients to embrace curiosity, experiment, and
reflect on outcomes. For a community activist, developing learning agility might involve attending
workshops on digital mobilisation and immediately applying new tactics to an upcoming rally. Coaches can
assess learning agility through reflective questions and provide feedback on adaptability. A common
challenge is resistance to change, often rooted in fear of failure; normalising experimentation mitigates this
resistance.

Systems Mapping is a visual or conceptual representation of the interrelationships among actors, processes,
and influences within a particular ecosystem. In social‑change work, systems mapping helps clients
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understand the complexity of the problem they aim to address. Coaches guide clients through steps:
identify key stakeholders, delineate flows of resources, and pinpoint leverage points. The resulting map can
reveal hidden dependencies or opportunities for collaboration. Difficulties include capturing the full scope
without oversimplifying and ensuring that the map remains actionable rather than purely academic.

Co‑Creation of Metrics involves jointly developing indicators that will measure progress toward goals.
Rather than imposing external metrics, coaches collaborate with clients to define meaningful, culturally
relevant measures. For example, instead of counting only the number of petitions signed, a client may also
track community sentiment through focus groups. Co‑creating metrics ensures relevance, buy‑in, and
motivation to collect data. Challenges include aligning metrics with funding requirements while preserving
authenticity; transparent negotiation addresses this tension.

Facilitation Skills are the abilities to guide groups through discussions, decision‑making processes, and
collaborative activities. Coaches often act as facilitators when working with teams or coalitions. Core
facilitation techniques include setting clear agendas, managing time, encouraging participation, and
summarising outcomes. A facilitator might use round‑robin questioning to ensure each member’s voice is
heard. Common pitfalls include dominating the conversation or allowing dominant personalities to eclipse
quieter participants; skilled facilitators employ balancing tactics such as “parking lot” ideas or small‑group
breakouts.

Intercultural Competence is the capability to interact effectively across cultural differences, respecting
diverse values, communication styles, and worldviews. This competence is built through cultural
self‑awareness, knowledge acquisition, and skillful adaptation. Coaches develop intercultural competence
by seeking out cultural immersion experiences, engaging in reflective dialogue about biases, and practicing
culturally appropriate communication. In practice, a coach working with a refugee‑led organisation might
adjust meeting structures to align with collectivist decision‑making practices. Barriers include ethnocentrism
and assumptions of cultural homogeneity; continuous learning and humility mitigate these obstacles.

Self‑Regulation refers to the ability to manage one’s emotions, thoughts, and behaviours in alignment with
personal goals and professional standards. In coaching, self‑regulation helps maintain composure during
heated discussions, avoid over‑identifying with a client’s struggle, and preserve objectivity. Techniques
include deep breathing, cognitive reframing, and scheduled breaks. A coach who feels triggered by a
client’s anger might pause, note the feeling, and return to the conversation with a calmer demeanor. Failure
to self‑regulate can lead to burnout or impaired judgement; regular self‑care practices support sustainable
coaching.

Goal Prioritisation is the process of ranking objectives based on urgency, impact, and resource availability.
Coaches assist clients in distinguishing between “must‑do” items and “nice‑to‑have” activities, ensuring
focus on high‑leverage actions. A prioritisation matrix might plot tasks along axes of importance and effort,
guiding the client to tackle quick wins first. Misprioritisation often results from emotional attachment to
certain tasks; objective criteria and stakeholder input help maintain clarity.

Learning Transfer describes the application of skills, knowledge, or insights gained in coaching sessions to
real‑world contexts. Effective coaches design interventions that promote transfer, such as role‑plays that
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mimic actual advocacy scenarios, followed by debriefs that link practice to upcoming tasks. Monitoring
learning transfer involves checking in on the client’s implementation of new techniques and adjusting
support as needed. Obstacles include lack of opportunity to practice skills or competing priorities;
scheduling dedicated practice time enhances transfer.

Mentoring vs Coaching distinguishes two complementary developmental relationships. Mentoring typically
involves a more experienced individual providing guidance, advice, and networking support, whereas
coaching focuses on facilitating self‑discovery, goal setting, and skill development through questioning. In
social‑change contexts, a coach may clarify this distinction to manage expectations: “I can help you explore
your leadership style, but I may not have the industry contacts that a mentor could offer.” Understanding
the boundaries of each role prevents role confusion and ensures appropriate support structures.

Solution‑Focused Dialogue centres on identifying desired outcomes and the steps required to achieve
them, rather than dwelling extensively on problems. This approach accelerates progress and maintains a
forward‑looking mindset. A coach might ask, “If the policy change were already in place, what would be
different for your community?” The client’s response reveals the vision, from which actionable steps can be
derived. Potential drawbacks include insufficient exploration of underlying systemic issues; balancing
solution focus with critical analysis preserves depth.

Dialogue Mapping is a visual representation of the flow of conversation, capturing questions, answers, and
emerging ideas. This technique aids in tracking complex discussions, ensuring that key points are not lost,
and facilitating follow‑up. Coaches can use simple tools like a whiteboard or digital mind‑map to document
dialogue in real time. The map serves as a reference for both coach and client, reinforcing accountability.
Challenges include maintaining the map without disrupting the natural flow of conversation; practicing
concise notation mitigates this interference.

Client‑Centred Language prioritises the client’s terminology, perspective, and framing when discussing
issues. Rather than imposing the coach’s jargon, the coach mirrors the client’s words, enhancing resonance
and empowerment. For example, if a client describes their work as “building community resilience,” the
coach should use that phrase rather than substituting “capacity building.” This practice validates the client’s
expertise and fosters ownership. A common mistake is unconsciously reverting to professional terminology;
conscious attention to language choice sustains client‑centred communication.

Reflective Questioning involves posing questions that prompt introspection, analysis, and synthesis. These
questions often begin with “What,” “How,” or “Why,” encouraging deeper cognition. In a coaching session, a
reflective question might be, “What patterns do you notice in the feedback you receive from stakeholders?”
Reflective questioning stimulates critical thinking and self‑awareness. Overuse of reflective questions
without providing space for contemplation can overwhelm the client; pacing questions and allowing silence
nurtures thoughtful responses.

Co‑Design Workshops are collaborative sessions where coaches and clients jointly develop tools, strategies,
or resources. The co‑design process emphasizes equal participation, creativity, and iteration. For instance, a
workshop might involve brainstorming communication templates for a campaign, with the coach facilitating
idea generation and the client contributing contextual knowledge. Co‑design fosters ownership and ensures
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relevance. Logistical challenges include coordinating schedules, managing differing expectations, and
ensuring that outcomes are actionable; clear facilitation structures address these concerns.

Feedback Reception is the client’s ability to receive, process, and integrate feedback constructively. Coaches
can enhance this skill by establishing a supportive environment, framing feedback positively, and
encouraging a growth mindset. A coach might ask, “How do you feel about the observations I shared?”
allowing the client to express reactions and clarify misunderstandings. Resistance to feedback often stems
from fear of judgment or perceived incompetence; normalising feedback as a routine development tool
reduces defensiveness.

Emotional Contagion describes the phenomenon where emotions spread from one individual to another,
influencing mood and behaviour. Coaches must be aware of emotional contagion, especially when working
with emotionally charged topics such as injustice or trauma. Maintaining a calm, grounded demeanor can
help regulate the emotional tone of the session. Conversely, a coach’s anxiety may amplify a client’s stress.
Practising mindfulness and monitoring one’s own emotional state mitigates unintended contagion.

Values Alignment ensures that the client’s actions and decisions are consistent with their core principles,
fostering authenticity and motivation. Coaches explore values by asking, “Which principles are
non‑negotiable for you in this work?” Aligning strategies with values increases commitment and reduces
cognitive dissonance. Challenges arise when external pressures conflict with personal values; coaches can
support clients in navigating ethical dilemmas and negotiating compromises that preserve integrity.

Strategic Listening combines active listening with a purposeful focus on extracting information relevant to
the client’s strategic objectives. This technique helps coaches identify key data points, stakeholder concerns,
and emerging opportunities. For example, while a client discusses community meetings, the coach listens
for cues about power dynamics and decision‑making processes. Strategic listening informs coaching
interventions that are directly tied to the client’s strategic plan. The difficulty lies in balancing
comprehensive listening with the need to keep sessions time‑efficient; selective focus and summarisation
aid efficiency.

Collaborative Accountability is a shared responsibility model where coach and client jointly track progress,
celebrate milestones, and address setbacks. This partnership encourages transparency and mutual support.
Tools such as shared progress trackers or joint reflection logs embody collaborative accountability. When a
client misses a deadline, the coach and client discuss the barrier and co‑create a revised plan, reinforcing
partnership. Potential pitfalls include over‑reliance on the coach for motivation; fostering client
self‑motivation safeguards autonomy.

Micro‑Coaching refers to short, focused coaching interactions that address specific issues or provide rapid
feedback. In fast‑moving social‑change environments, micro‑coaching can deliver timely support without
extensive scheduling. A micro‑coaching session might involve a 15‑minute check‑in before a public
testimony, offering last‑minute confidence‑building techniques. The brevity of micro‑coaching requires
clear objectives and concise communication. Coaches must ensure that micro‑coaching complements,
rather than replaces, deeper developmental work.
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Coaching Presence (revisited) emphasises the integration of authenticity, empathy, and attentiveness. It is
cultivated through regular self‑reflection, mindfulness practice, and alignment of personal values with
professional conduct. A coach who embodies presence can navigate complex emotional landscapes while
maintaining a steady, supportive stance. The ongoing challenge is sustaining presence across multiple
clients and contexts; intentional self‑care and boundary management preserve the coach’s capacity to be
fully present.

Action Review is the systematic examination of completed tasks to assess effectiveness, identify lessons
learned, and inform future planning. Coaches guide clients through an action review by asking, “What
worked well in your outreach effort, and what could be improved?” This reflective step closes the loop on
goal execution and reinforces learning. Common obstacles include reluctance to acknowledge failures;
framing review as a learning opportunity encourages openness.

Growth Mindset is the belief that abilities and intelligence can be developed through dedication and effort.
Coaches nurture a growth mindset by praising effort, highlighting progress, and encouraging
experimentation. For a client facing resistance from policymakers, a growth‑mindset coach might say, “Your
persistence shows adaptability; each interaction is building your advocacy skill set.” Fixed‑mindset attitudes,
such as believing talent is innate, can hinder development; coaches help shift these beliefs through
evidence‑based feedback.

Strategic Storyboarding involves visualising a narrative sequence to plan communication campaigns, events,
or policy initiatives. Coaches can assist clients in creating storyboards that map out key messages, audience
touchpoints, and desired outcomes. This visual tool clarifies the flow of ideas and identifies gaps. Challenges
include translating abstract concepts into concrete visuals; collaborative sketching and iterative refinement
address this.

Resource Mobilisation is the process of identifying, securing, and deploying assets—financial, human, or
material—to support social‑change initiatives. Coaches help clients develop resource mobilisation plans, set
fundraising targets, and build partnerships. For example, a coach might guide a client through a
donor‑mapping exercise to uncover potential funding sources. Barriers include limited networks and
competition for resources; strategic networking and value articulation enhance success.

Stakeholder Mapping identifies individuals, groups, or organisations that have an interest in, or influence
over, a particular issue. Coaches facilitate stakeholder mapping by prompting clients to list actors, assess
their power and interest, and develop engagement strategies. A completed map reveals allies, opponents,
and neutral parties, informing targeted communication. Common difficulties include under‑estimating
hidden influencers; thorough research and community consultation improve accuracy.

Conflict Resolution skills enable coaches to guide clients through disagreements, negotiate compromises,
and restore collaborative relationships. Techniques include active listening, reframing, and interest‑based
bargaining. In a coalition dispute over resource allocation, a coach might mediate by clarifying each party’s
underlying needs and exploring win‑win solutions. Resistance to conflict resolution often stems from fear of
damaging relationships; establishing a safe, neutral space reduces anxiety.
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Adaptive Leadership describes the capacity to navigate complex, changing environments by encouraging
learning, experimentation, and shared responsibility. Coaches develop adaptive leadership in clients by
challenging them to confront adaptive challenges, such as shifting policy landscapes, and to mobilise
collective intelligence. A coach may ask, “What new skills will you need to address the emerging regulatory
changes?” Adaptive leadership fosters resilience and innovation. The main obstacle is comfort with the
status quo; encouraging curiosity and risk‑taking nurtures adaptability.

Co‑Creation of Vision is the collaborative development of a compelling future picture that guides strategic
action. Coaches facilitate vision co‑creation by eliciting aspirations, values, and desired impact. For instance,
a client
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