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Change and complexity are perhaps
changing organizational landscape is one
superior job performance. Relatedly, the bene
coachee’s improved capacity to accommodate cha
insufficient in the currency of executive development.

to adapt to that change: to change oneself in lockstep w
our approaches to coaching to meet the adaptability require
Management scholars from two different universities in Hong
best lend themselves to facilitating adaptive performance - definec
to or in anticipation of changes relevant to job-related tasks” - on th
relationship. The authors were also interested to see whether such diffe
performance and job-related anxiety. The study drew from a large of sa
organizations, and collected data over multiple time waves. The study was

In the study, the authors employed two different approaches to coaching withi
hypotheses: guidance coaching and facilitation coaching. Guidance coaching re
model: employing clear feedback and expectations on the part of coachees, and u
promote new knowledge and capabilities and guide improvements in job-related be
direct empowerment of the coachee themselves: supervisors encourage subordinates
possible solutions to relevant job tasks, and create the conditions through which super
behaviors. The authors hypothesized that facilitation coaching would positively contrib
coaching would negatively impact upon it. The rationale behind this difference was that
learning among subordinates: prompting them to explore and analyze solutions on their o
strategy as communicated to them by their supervisor. This kind of deep learning should,
responsiveness on the part of subordinates, such that they can adapt their performance mo
the job environment than could someone who was guided extensively by someone else in t
also hypothesized that facilitation coaching would be negatively related to task performan
it), and that facilitation coaching would be negatively associated with the subordinates’ job
coaching ought to alleviate or mitigate job-related feelings of anxiety). ,
And so it turned out: facilitation coaching was indeed predictive of adaptive performance o
coaching relationship, as per the authors’ hypotheses. This finding was consistent with the
of the subordinates being coached by a supervisor lends itself to enactive learning: whereb
generalize across a range of experiences. Guidance coaching on the other hand, dependent
tethered relationship between the supervisor and the subordinate they are coaching, did no
as the authors hypothesized. These findings were reversed in the case of regular task perfo
regarding the relationship between facilitation coaching and job-related feelings of anxie
finding lends further support to the proposition that facilitation coaching is an approach
gives them the requisite sense of control for improved adaptive performance: arming the
negotiate ever-changing demands in the organizational environment.

While the authors pointed out the limitations of their study, and encouraged future res
results contribute substantively to the existing canon of work which underlies the tre
approaches to coaching. While guidance-based approaches may bear some short-te
rapid uptake of learning, as well as exposing those receiving coaching to task co
benchmarked, they are nevertheless approaches which constrain autonomy and s
based approaches put the senses of control and mastery within the purview of
respect to how their performance in a job role can be changed and adapted to
supervisors in coaching roles can use facilitation coaching to better prepar
well as giving them a toolbox through which they can develop their ow



