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ABSTRACT 

  

 

The purpose of this project was to study whether coaching is a useful leadership 

development tool for Chinese Alliance churches in Canada (hereafter called CAC) to 

develop emerging leaders in the multicultural setting.  A coach asks thought-provoking 

questions to guide and empower his/her coachees who learn through their deep thinking and 

are empowered to explore new perspectives to discover their solution, instead of being given 

the coach’s advice.  Empowering others, active listening and asking thought-provoking 

questions are the three core factors of coaching that would affect the effectiveness of 

coaching.   

In the qualitative survey of this project, nine coaches and five coachees from The 

Christian and Missionary Alliance in Canada participated in this study.  This project studied 

these participants’ evaluation of how these three factors affect the effectiveness of coaching.  

The results of the qualitative analysis of participants’ responses suggested a positive 

evaluation of these three factors.  The research findings revealed not only the strength of 

asking a series of questions but also some challenges in coaching emerging Chinese leaders. 

To unpack these challenges, the situations of people of diverse cultures in CAC, 

namely, high versus low power distance, individualism versus collectivism, and 

postmodernism versus modernism, become the foci of studying the implications of the 

research findings as they apply to coach emerging leaders in CAC.  As a result, coaches in 
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CAC need to adopt situational leadership techniques and be equipped for cross-cultural 

coaching.  Some guidelines for addressing these three coaching factors, namely, adaptation 

to the high vs low power distance, direct vs indirect communication, and powerful 

questioning vs advice giving, are summarized for effective coaching in CAC.  The coaches 

need to apply wisely the situational leadership techniques to adapt to the various cultural 

differences.   

In conclusion, the research findings support the notion that coaching is a useful 

leadership development tool, worthy of being promoted for the development of emerging 

leaders in Chinese Alliance churches in Canada.     

 

 

 

 

 

 

 

 

 

 

 

 

 

 



iv 
 

 

 

 

ACKNOWLEDGEMENTS 

 

This project would have never been completed without God’s grace, and the support 

of many faithful friends.  I would like to offer my sincere thanks to numerous people, 

including: 

Dr. Gerald Chan, for being my inspiring project advisor, his excellent guidance and 

wise advice, and taking tremendous time to help me revise several drafts of the dissertation.   

Dr. Wendall Phillips, for being my supportive second reader, and his positive 

feedback and encouragement. 

Dr. Daryl Busby for making helpful suggestions to revise my project proposal. 

Dr. Penelope Hall for thoroughly editing my project proposal and several drafts of 

the dissertation. 

Dr. Kwing Hung, Dr. Edward Ng, and Dr. Paddison Wong for providing some 

helpful feedbacks to drafting the tables of the qualitative survey of the project.  They have 

worked in Statistics Canada for many years and provided their professional opinions for 

helping me to put the qualitative data into presentable tables. 

My wife, Catherine, for her continuous support and encouragement throughout 

conducting the project survey and the writing of this dissertation. 

 

 

 



v 
 

 

 

 

ABBREVIATIONS 

 

C&MA The Christian and Missionary Alliance in Canada 

CAC Chinese Christian and Missionary Alliance churches in Canada 

CCACA Canadian Chinese Alliance Churches Association 

EACO Emmanuel Alliance Church of Ottawa  

ECAC Edmonton Chinese Alliance Church 

ICF The International Coach Federation 

   

Versions of The Holy Bible: 

ESV English Standard Version 

HCSB  Holman Christian Standard Bible 

ISV International Standard Version 

NASB New American Standard Bible 

NCV New Century Version 

NIV 1984 New International Version (1984 edition) 

NKJV New King James Version 

NRSV New Revised Standard Version 

TLV Tree of Life Version 

VOICE The Voice Bible 

 



vi 
 

 

 

 

TABLE OF CONTENTS 

 

ABBREVIATIONS ...…...…………………………………………………………............. v  

 

TABLE OF CONTENTS ...…………………………………………………………....….. vi 

 

CHAPTER ONE:  INTRODUCTION …………………………………………...……....... 1 

    Defining the Problem ....…………………….………………………………...…….…... 2 

    Ministry Context for Studying this Problem …………………………………...…..…… 6 

  The Case in Edmonton Chinese Alliance Church ………………………........… 6 

  The Case in Emmanuel Alliance Church of Ottawa …………………………… 8 

  Cultural Differences in These Two Cases ...…………………………...……… 10 

 Ministry Context for a Possible Solution …………………………………...………… 12 

 Coaching and Leadership Development .…………………………………...…….….... 13 

 Research Question .....………………….…………………………………...…….….... 17 

 Hypotheses …….......………………….…………………………………...…….…..... 18   

 Purpose …..…….......………………….…………………………………...…….…..... 18   

 Methodology ….......………………….…………………………………...…….......... 19 

 Definition of Terms ………………….…………………………………...……..…...... 20 

 Summary of Chapters ……………….…………………………………...………......... 22 

 

CHAPTER 2:  REVIEW OF LITERATURE AND THEORETICAL FOUNDATIONS .. 23  

 Literature Review on Leadership .….…………………………………...………........... 23 

  Relationship and Leadership ….…………………………………...………....... 24 

  The Influence of Leadership ….…………………………………...………....... 25 

  People Development in Leadership …..…………………………...………....... 28 

  Servant Leadership …..….………………………………………...………....... 29 

 Literature Review on Coaching …………………………………………...………....... 31 

  The Definition of Coaching .……………………………………...………........ 31 

  The Coaching Mindset …..….………………………………………....………. 34 

  The Empowerment of Coaching………………………………….…....………. 36 

  The Active Listening of Coaching ……………………………….…....………. 39 

  The Powerful Questioning of Coaching ………………………….…....………. 41 

   Thought-provoking Questions for Stimulation ..………….…....…....… 42 

   Thought-provoking Questions for Empowerment …….…....…………. 45 



vii 
 

 Literature Review on Coaching as a Leadership Development Tool ..….......………… 47                

  Coaching Emerging Leaders in the Twenty-first Century …….…....……….… 47 

   The New Kind of Leadership….…………………….…....……….…… 48 

   The New Tool of Leadership Development ...……….…....…………… 49 

  Coaching Emerging Leaders in the Postmodern Era ……….…....……………. 51 

  Coaching Emerging Leaders in Chinese Alliance churches ..…....……………. 53 

   Coaching in China and Hong Kong ..……………….…....……………. 53 

   Coaching in Chinese churches …..………………….…....………….… 56 

     Coaching in Chinese Alliance churches in Canada .…………………... 58 

 Summary ...…….......………………….…………………………………...…..……..... 58 

 

CHAPTER 3:  BIBLICAL AND THEOLOGICAL FOUNDATIONS …...………........... 60 

 Biblical Principles for Coaching ……….…………………………………...……...…. 61 

  Biblical Mandate for Coaching .…………………………………...…….……. 62 

  Biblical Functions of Coaching …………………………………...…….…….. 64 

  Biblical Goal of Coaching ………………………………………...….……….. 65 

  Coaching—Walking Alongside Another Biblically ….…………...………….. 66 

  Biblical Relational Influence of Coaching ………………………...….………. 67 

 Biblical Practices for Coaching ………………………………….…...….………...….. 69 

  God’s Relational Empowerment …………………………........….…………... 70 

  God’s Powerful Questioning Method ……………….…............….………….. 72 

  Jesus’s Powerful Questioning Method ...…………………........….………….. 74 

  Jesus’s Questions and Relational Empowerment ...…………………...........… 75 

   Jesus’s First Question to His New Disciples ………………...........….. 75 

   Jesus’s Thought-provoking Questions to His Disciples …..........….…. 76 

   Jesus’s Thought-provoking Questions in Answer to Questions …....… 77 

   Jesus’s Thought-provoking Questions Leading to Transformation …... 78 

   Jesus’s Thought-provoking Questions Leading to Renewal ...………... 80  

 Biblical Role Models for Coaching …………………………........….…………........ 83 

  The Role Model of a Servant-Leader ……………………........….……….…... 85 

  The Role Model of an Encourager …………………........….…………............ 89 

  Summary .…….......………………….…………………………………...……...….... 90 

 

CHAPTER 4:  PROCEDURES AND RESEARCH DESIGN …………...…………,…... 93 

 The Research Process .……………….…………………………………...……....…… 93 

  The Project Survey Method …………………………………...……...…….… 94 

  The Project Survey Instrument …………………...……...…….……………... 96  

  The Project Survey Limitations …………………...……..…….……………... 98 

  The Project Survey Delimitations …………………...……..…….…………… 99 

  Project Survey Reliability …………………………………...……………...... 101 



viii 
 

 Research Data Findings …………….……………..……………………...…….......... 102 

  Qualitative Data from Responses to Guiding Questions ………...……............ 102 

  Tables of Qualitative Results ….…………………………………...……....... 103 

 Research Data Analysis ……………….…………...………………………...……..... 103 

  Coach’s Questions Asked in Coaching …………………………...……......... 105 

  Coachee’s Feelings When Being Asked ………………………...……............ 105  

  The Effects of Thought-provoking Questions ………………...……............... 107 

  The Effects of Active Listening ………………………………...……............ 109 

  The Strengths of A Series of Questioning ……………………...……............. 111 

  The Weaknesses of A Series of Questioning …………………...……............ 114 

  Deficiency in A Coaching Process ……………………………...……............ 116 

  Reflections and Ways To Improve Empowering Others ……...……............... 119                 

 Summary …….......………………….…………………………………...……...…..... 122 

 

CHAPTER 5:  CONCLUSION AND IMPLICATIONS ………………...……...…..….. 124 

 Implications of Research Findings ….…………………………………...…….....….. 124 

  A Chinese Coachee in High-Power Distance Culture …………...……...…… 125 

   High-Power Distance Culture ……………………………...……...…. 126 

   Influence of High-Power Distance Culture …………...……...………. 127 

   Autonomous Learning in High-Power Distance Culture …...………... 129 

  The Chinese Coach in High-Power Distance Culture ………...……...………. 130 

   Influence of High-Power Distance Culture …………...……...………. 131 

   A Subconscious Attitude of High-Power Distance Culture .....………. 132 

   Equipped for Coaching in High-Power Distance Situation ...………... 133 

   Equipped with Situational Leadership for Coaching …...……………. 135 

  Second-generation Chinese in Canadian Culture ……………...……......…… 136 

   Canadian Individualist Culture …………………………...……...…... 136 

   Direct Communication in Canadian Culture ……………...……...….. 137 

   Coaching Second-generation Chinese .…………………...……...…... 138 

   Equipped for Coaching in Canadian Culture …………...……...…..... 141 

  The Chinese Coachee in Postmodernism ………………………...……...…... 142 

   Feeling and Relationship in Postmodernism ……………...……...….. 142 

   Coaching a Postmodern Coachee ………………………...……...…... 143 

   Equipped for Coaching in Postmodernism ……………...………….... 144 

 Effective Coaching in the CAC with Various Cultural Differences ………................. 145 

 Objective Achieved Through Positive Assessment .……………..………….............. 149 

 Recommendations for Coaching in CAC …...………………………...……............... 151 

 Recommendations for Future Research ….……...……………………...……............ 154 

 Coaching Emerging Leaders ….………...……………...……..................................... 155 

 



ix 
 

APPENDICES ………………………………………...........……………………........... 157 

Appendix A:  The Skills of Coaching ……………………………………….............. 157 

Appendix B:  Tables of The Project Survey Method ….…………………….............. 159 

Table 1:  Coding System for Survey Participants ….……………………............ 159  

Table 2:  Profiles of Survey Participants ...…...……………………………........ 160 

Table 3:  The Steps of the Project Survey ...…...………………………………... 161  

Appendix C:  Survey Questionnaires for the Evaluation of Coaching ……………… 162 

Questionnaire 1:  To be completed by a coach ………………………………..... 163 

Questionnaire 2:  To be completed by a coachee …………………………..…... 164 

Appendix D:  Tables of Qualitative Results ……………………………………........ 165 

Table 5:  Qualitative Results of Coach’s Questions Asked in Coaching ……...... 165 

Table 6:  Qualitative Results of The Effects of Thought-provoking Questions ... 168 

Table 7:  Qualitative Results of The Effects of Active Listening ……………..... 170 

Table 8:  Qualitative Results of Deficiency in a Coaching Process …………...... 173 

Table 9:  Qualitative Results of The Strengths of a Series of Questioning …....... 175 

Table 10:  Qualitative Results of The Weaknesses of a Series of Questioning .... 178 

Table 11:  Comprehensive Summary of Overall Qualitative Results ………....... 180 

 

BIBLIOGRAPHY ………………………………………...........……………….............. 182 

 

VITA ………………………………………...........………………................…............... 197 

 

 

 

 

 

 

 



1 
 

 

 

 

CHAPTER ONE  

INTRODUCTION 

 

Chinese churches in Canada have been overgrowing during the past five decades, 

mainly due to several waves of Chinese immigrant influx: from the 1960s to the 1990s, 

international students and immigrants from Hong Kong, and since 1991, immigrants from 

China.1  The number of Chinese immigrants from China has continuously been increasing.  

China has become Canada’s major country of origin for immigrants and ranked in the range 

of the top three during the period between 1991 and June 2015.2   

The Chinese Christian and Missionary Alliance churches in Canada (hereafter called 

CAC) have rapidly increased in number from one in 19623 to ninety-two in 2017.4  In the 

past decade, the resulting rapid growth of CAC came mainly from Mandarin adult and their 

children who joined the English congregations of CAC.  According to the 2017 

                                                           
1 Gerald Kin-On Chan, “Mobilizing “Second-Mile” Christians to Engage in Ministries in a Chinese 

Church through the Tribe of Caleb Project: An Initiative to Equip Cantonese-Speaking Senior Christians and 

Provide Them with Opportunities to Serve” (DMin thesis, Toronto, Ontario: Tyndale University College and 

Seminary, 2015), 1. 

 
2 “Table 1, Top 10 country of birth of recent immigrants, 1981 to 2006,” Censuses of Population, 1981 to 

2006, Statistics Canada, accessed July 24, 2018, https://www150.statcan.gc.ca/n1/pub/11-008-

x/2008001/t/10556/5214757-eng.htm, and Jean-Dominique Morency, Éric Caron Malenfant, and Samuel 

MacIsaac, “Immigration and Diversity: Population Projections for Canada and its Regions, 2011 to 2036,” 

Statistics Canada, 12-13, accessed September 9, 2017, http://www.statcan.gc.ca/pub/91-551-x/91-551-x2017001-

eng.pdf.    

  
3 Reynolds Lindsay, Rebirth – The Redevelopment of The Christian and Missionary Alliance in Canada 

1919-1983 (Willowdale, Ontario: The Christian and Missionary Alliance in Canada, 1992), 131.  

 
4 Canadian Chinese Alliance Churches Association, Handbook of CCACA Annual Conference 2018, 5.  

http://www.statcan.gc.ca/pub/91-551-x/91-551-x2017001-eng.pdf
http://www.statcan.gc.ca/pub/91-551-x/91-551-x2017001-eng.pdf
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“Immigration and Diversity” report of Statistics Canada, the population of Chinese 

immigrants was 1.38 million in 2011 and is projected to be between 2.13 and 2.63 million in 

2036.5  From the statistics projection, CAC have excellent potential for future growth and so 

a need for more leaders due to the continuous influx of Chinese immigrants.   

 

Defining the Problem 

Many CAC function as trilingual congregations –  Cantonese, Mandarin, and 

English.  Due to the continuous growth, there is a challenging need of new emerging leaders 

in the trilingual congregations of CAC.  Developing these new emerging leaders, who have 

leadership potential but need to be intentionally developed to become able leaders, remains a 

pressing challenge in CAC for the current and future healthy growth.   

In general, the Cantonese congregations of CAC have been the first congregations to 

be established, and have gone on to develop the English and Mandarin congregations.  Now, 

however, many Cantonese congregations of CAC are ageing6 and so are the Cantonese 

leaders of CAC.  Besides, some Cantonese leaders, who speak Mandarin and have a passion 

for making disciples among the Mandarin people, left their leadership roles in the Cantonese 

congregations and moved to lead in the Mandarin congregations.  Similarly, some Cantonese 

parents joined their youth in the English congregations to teach the youth and lead in the 

English congregations.  Both cases have drawn able leaders away from the Cantonese 

congregations which, thus, need to develop more emerging leaders to replace them. 

                                                           
5 Morency, Malenfant, and MacIsaac, “Immigration and Diversity,” 44. 

 
6 Chan, “Mobilizing “Second-Mile” Christians to Engage in Ministries,” 1.   
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In 2015, “The Tribe of Caleb Project” was completed to develop the retirees and 

seniors of the Cantonese congregation of Ottawa Chinese Alliance Church.7  The 

participants of this pilot project were trained to serve, plan and lead the outreach ministry.  It 

serves as an excellent pioneering model for CAC to effectively develop emerging leaders 

from senior Cantonese and Mandarin Christians in CAC.8   

In their book Forging Future with Tradition, Solomon Chiang and Francis Tam 

commend the healthy development of CAC but point out the pressing challenge of Mandarin 

leadership development at CAC.9  Most Mandarin-speaking Christians in Canada are new 

Christians who need time to grow in spiritual maturity and gain adequate ministry 

experience to engage in leadership roles.10  In general, Mandarin congregations of CAC 

need able leaders to shape their unique ethnic ministry.  CAC may continue to use the 

traditional leadership development tools of authoritative teaching, mentoring and training, to 

effectively develop emerging leaders, who are used to the Chinese culture, in Cantonese and 

Mandarin Congregations in CAC.   

Moreover, the English congregations of CAC generally lack leaders from the second-

generation Chinese who have grown up in Canada.  When they start their university study or 

work, many of them move to other cities and Caucasian churches.  Their parents are first-

generation Chinese who migrated and grew up outside Canada and may become leaders in 

                                                           
7 Chan, “Mobilizing “Second-Mile” Christians to Engage in Ministries,”  112.   

 
8 Chan, “Mobilizing “Second-Mile” Christians to Engage in Ministries,”  116-117.   

 
9 Solomon Chiang and Francis Tam, Forging Future with Tradition: The History and Development of 

Chinese Alliance Churches in Canada, trans. Kwing Hung (Scarborough, Ontario: Canadian Chinese Alliance 

Churches Association, 2015), 83. 

 
10 Chiang and Tam, Forging Future with Tradition, 79-80. 
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the English ministry of CAC to teach and mentor the second-generation Chinese.  One of the 

pressing challenges of CAC is the development of second-generation English-speaking 

leaders,11 who have grown up in postmodernism and the Canadian culture, and Cantonese 

and Mandarin leaders who have been greatly influenced by postmodernism and the 

Canadian culture during their study and at work in Canada.  This situation presents CAC’s 

need for a new leadership development tool to develop emerging leaders who are not used to 

the Chinese culture and the traditional tools.  Thus, this research is to study whether a new 

leadership development tool can fulfill this need for CAC.  

《加國華人教會》(Canadian Chinese Churches Newspaper) is published quarterly 

with articles and interview reports about today’s pressing issues of Canadian Chinese 

churches.  In 2011, a reporter for the newspaper reported on three different mentoring cases:   

1.  An emerging leader expresses his/her experience of difficulties in finding a good 

mentor.  The emerging leader finds that most Canadian Chinese church leaders with 

an excellent reputation are very busy, and so he/she does not want to get hold of a 

busy leader to be his/her mentor.  The emerging leader also worries that the relational 

chemistry between a reputable mentor and an emerging leader may not work well 

and a godly leader may not necessarily be competent enough to mentor an emerging 

leader.  

2.  In a mentorship program at a Canadian Chinese church, some couples with ample 

experience in marriage and Christian living came to mentor a group of young 

couples.  The couples passionately cared about them, but they did not feel that their 

                                                           
11 Chan, “Mobilizing “Second-Mile” Christians to Engage in Ministries,” 1.   
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mentoring supported their spiritual growth very well.  The couples operated the 

mentoring program for a while, but it soon failed and did not achieve the expected 

result.  This situation caused the young couples to feel frustrated.   

3.  In another church, an emerging female leader happens to be serving together with an 

older sister who is a well-equipped ministry co-worker.  They naturally mingle 

together and develop a friendship with open-dialogue, sharing life experiences in 

depth.  The older ministry co-worker openly shares her ministry experience and 

passion, while tending to this emerging leader’s spiritual growth.  The emerging 

leader then feels encouraged and empowered by her colleague’s friendly reminders.  

These unexpected moments of inspiration help the emerging leader to learn a lot, and 

she then looks forward to sharing and growing in empowerment. 12 

In just these three reports, the reporter suggests that the yearning heart of emerging 

leaders of Chinese churches is their hope to be developed as leaders.13   

In his article “Is Chinese Culture Helping or Restricting Church Growth?” published 

in Canadian Chinese Churches Newspaper, Si-Kit Lo points to the issues prevailing in 

Chinese churches in Canada as a result of Chinese culture.14  For example, Lo questions 

whether seniority and good relationships with other key leaders control the development and 

appointment of emerging leaders in Chinese churches.15  Lo explains the neutral function of 

                                                           
12 陳孟賢 (Anthony Chan)：〈勉導個案面面觀〉，《  加國華人教會》第 29 期 (2011 年 2 月) ， 頁

1。 

 
13 陳孟賢：〈勉導個案面面觀〉，頁 1。 

 
14盧士傑 (Si-Kit Lo) ：〈「華人文化」對於教會成長是阻力還是助力?  〉，《  加國華人教會》第

34 期  (2012 年 12 月) ， 頁 1-3 。 

 
15 盧士傑 (Si-Kit Lo) ：〈「華人文化」對於教會成長是阻力還是助力?  〉，頁 1。 
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culture and encourages readers to reflect on whether Chinese culture becomes a helping 

force or a restricting force to church development.16  This article and the reports relate to the 

concern of the current research – the development of emerging leadership in CAC.    

 

Ministry Context for Studying this Problem 

For twenty years, this researcher has ministered as pastor in two well-established 

trilingual CAC and experienced similar trilingual ministry challenges requiring the need for 

developing emerging leaders who are raised in or significantly influenced by postmodernism 

and the Canadian culture.  The following two ministry cases in CAC serve as examples to 

substantiate the need of finding a new leadership development tool to solve this problem. 

 

The Case in Edmonton Chinese Alliance Church 

Edmonton Chinese Alliance Church (hereafter called ECAC), in which this 

researcher ministered from 1997 to 2011, is a typical trilingual CAC developed in 1970.17  

In her first two decades, ECAC mainly consisted of Cantonese students and families, and 

rapidly grew with her Cantonese congregation.  Due to the lack of international students and 

immigrants from Hong Kong since 1997, the ECAC Cantonese congregation and leadership 

followed the prevailing trend of ageing in the Cantonese congregations in CAC.  

In the 1990s, due to the influx of Chinese immigrants to Edmonton, the ECAC 

Mandarin Ministry steadily grew.  It required more Mandarin-speaking leaders to develop 

the ministry further.  In the early 2000s, some Cantonese leaders, who can speak Mandarin, 

                                                           
16 盧士傑 (Si-Kit Lo) ：〈「華人文化」對於教會成長是阻力還是助力?  〉，頁 1。 

 
17 Chiang and Tam, Forging Future with Tradition, 119. 
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gradually shifted to the Mandarin Ministry to help lead the ministry.  In general, the ECAC 

senior leadership came mainly from the relatively older Cantonese generation. 

Cantonese and Mandarin parents at ECAC have brought their children and youth to 

church.  Through biological growth, the ECAC English congregation grew together with the 

Cantonese and Mandarin congregations.  Most of the high schoolers and university students 

in the English congregation are second-generation English-speaking Chinese from Chinese 

families at ECAC.  As such, more able leaders are required to help develop the English 

ministry.  Some Cantonese parents from Hong Kong, who had graduated at a Canadian 

university and worked in a professional job in Edmonton, shifted from the Cantonese 

congregation to the English congregation to help lead the English ministry.   

Some turmoil in ECAC resulted in the English Pastor’s departure in 2000.  Many 

young leaders and young adults of second-generation Chinese gradually left ECAC, either to 

join other Caucasian churches or to become drop-outs, who stopped attending church, 

resulting in a gradual exodus of the English congregants and a shortage of young leaders.   

In her dissertation “Reaching the Next Generation in the Chinese churches of 

Edmonton, Alberta,” Kuen Yee, who was a second-generation Chinese leader of the English 

Ministry in ECAC for many years before pastoring at another church, identifies the problem 

of second-generation Chinese drop-outs.18  She concludes that “the top challenges include 

leadership development of the Canadian-born Chinese or second-generation Chinese.”19    

At ECAC Elders Board meetings, this researcher often heard an outcry, the need to 

develop leaders from her three congregations to serve as elders and deacons.  From his 

                                                           
18 Kuen Yee, “Reaching the Next Generation in the Chinese churches of Edmonton, Alberta” (DMin diss., 

Langley, B.C.: Trinity Western University, 2009), 3-4. 

 
19 Yee, “Reaching the Next Generation in the Chinese churches of Edmonton, Alberta,” 162. 
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pastoral experience, he anticipates that in order to move the church forward, ECAC must not 

only keep on using the traditional tools but also use a new leadership development tool to 

develop emerging leaders who are not used to the Chinese culture and the traditional tools. 

 

The Case in Emmanuel Alliance Church of Ottawa 

In 1989, Emmanuel Alliance Church of Ottawa (hereafter called EACO), where this 

researcher has ministered since 2011 till present, was planted with a core group of seven 

Cantonese families.  EACO has gradually grown after developing the English congregation 

in 1995 and the Mandarin congregation in 1997.20  Throughout the years, the clear majority 

of EACO congregants has always been ethnic Chinese.  Similar to ECAC, the EACO 

Cantonese Ministry has been affected by the ageing problem.  Besides, some Cantonese 

leaders have shifted to the EACO English Ministry or moved to another city for work.  Thus, 

there is a need to develop emerging leaders from the EACO Cantonese congregation. 

Resulting from the influx of Mandarin professionals to Ottawa since the 1990s, the 

EACO Mandarin congregation has grown in the last decade.  Marriage problems and family 

problems between youth and parents have often hindered EACO Mandarin families from 

growing.  The Mandarin leaders have spent much energy in trying to solve these problems. 

More home-grown emerging leaders from the EACO Mandarin congregation are desperately 

required to help sustain its growth through a viable peer model and to provide leadership.   

Besides, the EACO English Ministry needs developing young emerging leaders.  

About half of the EACO English Sunday Service attendees are now in grade five to grade 

twelve youth.  The majority of the EACO English congregation are first- or second-

                                                           
20 Aaron K. Tang, “A Strategy for Developing Disciples at Emmanuel Alliance Church of Ottawa” (DMin 

diss., Pasadena, California: Fuller Theological Seminary, 2008), 24.   
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generation Chinese.  A few Caucasian adults and seniors have regularly joined the EACO 

English Sunday Service.  In the past few years, the EACO English Ministry leadership has 

mainly comprised of seniors who are either Caucasians or first-generation Chinese.   

Multi-ethnic, intercultural and intergenerational differences have become critical 

issues in the English Ministry’s development.  The cultural conflicts in the English Ministry 

are “due to gaps in language, age, interests, or worship and activity styles.”21  Even though 

the second-generation English-speaking Chinese youth and young adults, and the Caucasian 

adults and seniors at EACO English Congregation all have grown up in Canada, they still 

have intergenerational gaps/differences in their value systems, their modernism mindset or 

postmodernism mindset, their worship and preaching styles, and their ministry emphases.  

Similarly, these intergenerational issues are also evident in Chinese congregations.  

The intergenerational gaps/differences in worship and preaching styles have become 

the focus of many discussions among the EACO English Ministry congregants, and in some 

cases, a disconnection between the age groups in the EACO English congregation exists.  

Like the situation of ECAC, in past years the EACO English Ministry suffered from the 

gradual exodus of young people and a shortage of young leaders.  Because of the English 

Ministry leaders’ encouragement and the new English Pastor’s welcoming gesture, some 

young adults, who had left to Caucasian churches, have returned and served at EACO.   

The EACO senior leadership has encouraged the second-generation young adults to 

serve and take up the leadership baton actively.  To date, one young adult has recently been 

elected to serve as an elder for EACO.  Young adults have been encouraged by the election 

                                                           
21 Peter Yuen, “Anxieties about ABC Ministries,” Seattle Pacific University, accessed August 26, 2017, 

http://spu.edu/temp/denuol/anxiety.htm, and quoted in Yee, 44. 

http://spu.edu/temp/denuol/anxiety.htm
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of one of their peers as a recognized elder/leader.  Developing more emerging leaders from 

them can certainly help to move the English Ministry forward. 

 

Cultural Differences in These Two Cases 

In his article “The ‘Chinese’ Way of Doing Things,” Samuel Ling explains that 

culture is not just the behaviour pattern of people, but has three essentials beneath the 

surface: values, beliefs and worldview.22  In dealing with the ministry, congregants in these 

two trilingual CAC also carry their values, beliefs and worldview of culture in which they 

have grown up.  First-generation Chinese, who grew up in Hong Kong or mainland China, 

usually look at things through their accustomed cultural values, beliefs and worldview.  

Similarly, second-generation Chinese, and Cantonese and Mandarin young adults, who have 

been greatly influenced by the Canadian culture during their study and at work in Canada, 

usually look at things through the Canadian culture that is mostly different from that of their 

first-generation Chinese parents, mentors, and fellowship counsellors.   

The cultural differences between people in trilingual CAC can be accelerated to 

result in bi-cultural conflicts if they do not accept the other party’s culture and deliberately 

make efforts to resolve the cultural differences.  Yee asserts that “plans need to be put in 

place to allow for leadership development.  Resolving bi-cultural conflicts is another 

In these two CAC, there is a strong need to develop emerging leaders from second-

generation Chinese, and Cantonese and Mandarin young adults who have been greatly 

influenced by postmodernism and the Canadian culture.  However, they can easily clash 

                                                           
22 Samuel Ling, “The ‘Chinese’ Way of Doing Things: Contours of Overseas-Born Chinese and 

American-Born Chinese Cultural Differences,” China Horizon, 3, accessed August 26, 2017, 

http://www.chinahorizon.org/Articles/B%20-%20Chinese%20Way.PDF.  

http://www.chinahorizon.org/Articles/B%20-%20Chinese%20Way.PDF
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with the first-generation Chinese in bi-cultural conflicts. They prefer the leadership 

development tool to be relational, empowering and postmodern.  The first-generation 

Chinese leaders, however, tend to mentor or train emerging leaders with their traditional 

tools of traditions and authoritative teaching.23  Second-generation Chinese could have a 

feeling of despair as they feel that the first-generation Chinese leaders are “preaching 

Chinese culture in the name of God as a means of exhorting them to behave in a Chinese 

way rather than adopting”24 the Canadian culture in ministry.   

Due to bi-cultural conflicts, second-generation Chinese, and Cantonese and 

Mandarin young adults, who have been greatly influenced by postmodernism and the 

Canadian culture, may not appreciate the traditional tools used by the first-generation 

Chinese leaders.  In these two CAC that this researcher has used as examples earlier, some 

able leaders are either seniors or approaching retirement age, but they find a lack of 

emerging leaders to whom they can pass the leadership baton.   

This situation prompts this researcher to reflect: “Why are emerging leaders reluctant 

to take on leadership roles within CAC churches?”  This researcher wonders whether the 

root of this problem could be intergenerational differences and bi-cultural conflicts causing 

emerging leaders’ resistance to the traditional leadership development tools in CAC.  The 

emerging leaders’ resistance is the impetus for this research, as it calls for a new tool to 

develop emerging leaders from the three congregations of CAC.  This researcher will further 

discuss the bi-cultural issues in chapter five.  

 

                                                           
23 Yee, “Reaching the Next Generation in the Chinese churches of Edmonton, Alberta,” 44-46.   

 
24 Samuel Ling and Clarence Cheuk, The "Chinese" Way of Doing Things (Vancouver, B.C.: China 

Horizon and Horizon Ministries Canada, 1999), 10. 
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Ministry Context for a Possible Solution 

The Christian and Missionary Alliance in Canada (hereafter called C&MA) has six 

districts across Canada.  In early 2013, the Eastern District of the C&MA, to which this 

researcher belongs, worked with a professional coaching institute to provide training for 

several pastors who subsequently became certified coaches.  These pastors, then, started to 

coach emerging leaders in the churches of the C&MA.  At the 2013 Tri-district Conference 

of the C&MA, the speaker in a coaching workshop noted that the Central District of the 

C&MA is promoting the practice of coaching to develop emerging leaders in the Central 

District churches.   

In 2014, the general assembly of the C&MA offered a one-day coaching workshop, 

“Intro to Excelerator Coaching: The Coach Approach,” for the C&MA delegates to learn to 

coach.  This researcher learned from the coaching workshop that coaching is already 

widespread in leadership development.  The workshop speaker confidently commented that 

“Coaching is fast becoming an essential discipline for generating measurable changes to 

attitudes and behaviours that can transform an organization and its leaders.”25  In a coaching 

seminar at the 2015 biannual conference of the Eastern District of the C&MA, the district 

superintendent presented coaching to pastors as a tool to develop emerging leaders.   

Chinese churches usually use the format of adult Sunday school, weekend seminars 

and a series of training for teaching information and skills for ministry to equip Christians.26  

Since Chinese culture emphasizes practical results, these formats for equipping are practical 

and efficient for the ministry needs.  A Chinese book of coaching 《伴你前行： 教練與領

                                                           
25 Essential Impact, Intro to Excelerator Coaching: The Coach Approach (Surrey, B.C.: Essential Impact, 

2014), 32. 

 
26 陳鴻耀 (Hui-Yui Chan) ： 《伴你前行： 教練與領導》 (香港：滙美書社， 2007) ，頁 172。 
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導》(Walk alongside with you: Coaching and Leadership), however, reveals that these 

traditional tools lack a long-term perspective for fully developing leaders.27   

CAC often stress the slogan, “Life Influencing Life,” but in practice, leaders of CAC 

only put minimal efforts into direct personal contact with emerging leaders to nurture their 

development.  If there is a lack of personal leadership development, how can we expect the 

good development of emerging leaders?  In tackling the problem, Yee brings out the need 

for leadership development among second-generation Chinese, as “they would like to be 

empowered for ministry.”28  Coaching emphasizes personal relationship and empowering 

others.  This research is, thus, going to explore whether coaching is a possible solution to 

emerging leadership development in CAC. 

 

Coaching and Leadership Development  

Coaches appropriately express coaching as “a big bus moving people from where 

they are to where they want to be.”29  In his classic book Christian Coaching, Gary Collins 

concisely clarifies the core of coaching stating that “Coaching is the art and practice of 

enabling individuals and groups to move from where they are to where they want to be.”30   

Several factors are affecting the effectiveness of coaching, but empowering others, 

active listening and asking thought-provoking questions are the three core factors of 

coaching.  First, the coach enables the person being coached (hereafter called coachee) to 

                                                           
27 陳鴻耀 (Hui-Yui Chan) ： 《伴你前行： 教練與領導》，頁 172。 

 
28 Yee, “Reaching the Next Generation in the Chinese churches of Edmonton, Alberta,” 162. 

 
29 Gary R. Collins, Christian Coaching: Helping Others Turn Potential into Reality, 2nd ed. (Colorado 

Springs, Colorado: Navpress, 2009), 12. 

 
30 Collins, Christian Coaching, 14. 
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change through empowerment.  In order to empower the coachee to achieve his/her goals, 

the coach practises the belief that people have the potential to achieve their own goals.31  

The essence of coaching is the new coaching mindset of empowerment and believing in 

people’s potential 32 which is much different from that of the traditional tools.  The primary 

difference is the coach’s paradigm shift from telling to listening, and from advising to 

asking.   

Second, the coach’s active listening positively conveys to the coachee an unspoken 

message that you are so important, your saying is so valuable, and I believe in you.33  The 

coach can only clearly understand the coachee’s agenda, concerns, problems, ideas and mind 

through active listening.  Without stopping to tell, the coach cannot truly listen to the 

coachee.  The more the coach listens, the more the coach believes in people and wants to 

listen.34 

Third, by asking thought-provoking questions, the coach presents a tangible way of 

believing in the coachee’s potential to achieve his/her own goals.35  Coaches ask open-ended 

questions to aim at empowering people to freely express their feeling and mind when 

responding to the subject matter.  The thought-provoking questions in coaching are often 

open-ended so that the coachee is given the liberty to think more deeply, leading to new 

insights and creative possibilities.   

                                                           
31 Tony Stoltzfus, Leadership Coaching: The Disciplines, Skills and Heart of a Christian Coach 

(Charleston, South Carolina: Booksurge, 2005), 7. 

 
32 Stoltzfus, Leadership Coaching, 7. 

 
33 Stoltzfus, Leadership Coaching, 55. 

 
34 Stoltzfus, Leadership Coaching, 56. 

 
35 Stoltzfus, Leadership Coaching, 56. 
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The coach is not to provide answers and solutions to the coachee but to listen, ask 

questions, and hold the coachee responsible.  Instead of teaching, instructing, advising, and 

telling, the coach asks the coachee thought-provoking questions to stimulate him/her to think 

more in-depth, and listens to his/her responses.  This empowering process is the means while 

maximizing the coachee’s potential is the end goal of coaching.   

As such, the coach empowers the coachee to think deeper for self-directed learning 

and self-discovery of new ways to maximize their potential.36  Coaching, unlike counselling 

or therapy, is less concerned about problem-solving, but more to inspire people to unlock 

and so maximize their potential.37  In other words, coaching is an empowering process 

through the coach’s active listening, appreciative feedback and thought-provoking questions 

to guide the coachee to think more deeply and to explore new ways to realize his/her goal.38   

Jesus Christ asked many thought-provoking questions to educate and empower 

people to think deeper and reflect.  In the Bible, there are many examples of Jesus’s 

powerful questioning and relational empowerment.  Jesus lived out His servant leadership in 

His role model and teachings.  Barnabas exercised his servant leadership not only humbly 

forsaking his prominent position, but also gladly encouraging and empowering Paul to take 

up the ministry leadership.  Coaching is also a form of servant leadership.39  This researcher 

will thoroughly discuss these in the literature review on Biblical foundations in chapter 

three.   

                                                           
36 Chad W. Hall, Bill C. Copper, and Kathryn A. McElveen, Faith Coaching: A Conversational 

Approach to Helping Others Move Forward in Faith (Hickory, NC: Coach Approach Ministries, 2009), 63. 

 
37 Collins, Christian Coaching, 14. 

 
38 Jack Canfield and Peter Chee, Coaching for Breakthrough Success: Proven Techniques for Making 

Impossible Dreams Possible (New York, NY: McGraw-Hill Education, 2003), xiv.   

 
39 Collins, Christian Coaching, 77. 
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In 2008, the American Management Association commissioned a research team to 

study the state of the art of coaching.  From the research results of the qualitative survey 

with one thousand and thirty executives in the world about their use of coaching, the team 

affirmed the coaching’s function of leadership development stating that “coaching will 

continue to expand and mature as an important leadership development practice.”40  The 

team found that coaches often viewed leadership development as the purpose of most 

coaching assignments.41  Coaching is expected to become one of the keys to developing 

leaders in the future.42   

In 2006, Hung-Yui Chan completed his research project on coaching and leadership 

development fulfilling the requirement for the degree of Doctor of Ministry at The Alliance 

Bible Seminary in Hong Kong.  This project included a qualitative survey and a pilot project 

of coaching.  First, he conducted a semi-structured qualitative survey about the situation of 

leadership development in churches in Hong Kong.  He interviewed four pastors from four 

different denominations in Hong Kong, and they expressed a mutual quest for a useful 

leadership development tool for developing emerging leaders in Hong Kong.43   

Second, Hui-Yui Chan led a pilot project for six months that he individually coached 

three emerging leaders of the church that he ministered.  He then conducted a qualitative 

analysis for each of the three emerging leaders at the end of the coaching period.  The 

research findings of the three cases reveal that they all showed positive progress because of 

                                                           
40 Holly B. Tompson et al., Coaching: A Global Study of Successful Practices (New York, NY: 

American Management Association, 2008), vii, accessed April 20, 2018, 

https://www.opm.gov/WIKI/uploads/docs/Wiki/OPM/training/i4cp-coaching.pdf.   

 
41 Tompson et al., Coaching, 2. 

 
42 Tompson et al., Coaching, vii.  

 
43 陳鴻耀 (Hui-Yui Chan) ： 《伴你前行： 教練與領導》，頁 35。 

https://www.opm.gov/WIKI/uploads/docs/Wiki/OPM/training/i4cp-coaching.pdf
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being coached.44  According to the research results, he concluded that coaching is one of the 

viable leadership development tools to develop emerging leaders in Chinese churches.45   

Hui-Yui Chan modified his research paper when he published it as a Chinese book of 

coaching in 2007.  Simon Lee, Hui-Yui Chan’s research supervisor, commends in the 

foreword to Chan’s book that Chan’s research could be one of the earliest pioneering 

researches of coaching among Chinese churches, and may catalyze the healthy development 

of coaching in Chinese churches.46  Could coaching be effectively applied to CAC to 

develop emerging leaders?  Being inspired by Hui-Yui Chan’s research, this researcher takes 

up the baton of further research to study the effectiveness of coaching in the multicultural 

setting of trilingual CAC.  This researcher will discuss the purpose of coaching and its 

function of leadership development in the literature review in chapter two. 

 

Research Question  

Given the vital role that the three core factors, namely empowering others, active 

listening and asking thought-provoking questions, play in coaching, this research will focus 

on the merits and challenges of coaching that connect with these three core factors.  This 

researcher intends to probe the research question, “How will selected Christian and 

Missionary Alliance coaches and coachees evaluate the effectiveness of empowering others, 

active listening and asking thought-provoking questions?”  

 

                                                           
44 陳鴻耀 (Hui-Yui Chan) ： 《伴你前行： 教練與領導》，頁 163。 

 
45 陳鴻耀 (Hui-Yui Chan) ： 《伴你前行： 教練與領導》，頁 171。 

 
46 李耀全 (Simon Lee) ：序文在《伴你前行: 教練與領導》，作者陳鴻耀 (Hui-Yui Chan) (香港: 滙

美書社， 2007) ，頁 8。 
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Hypotheses  

In order to answer the Research Question, this project is designed to conduct a 

qualitative survey to evaluate how these three core factors can affect the effectiveness of 

coaching.  Thus, there are three hypotheses of this research project as follows: 

1.  Empowering others in coaching can be strengthened through continuously-

improving communication skills in active listening and powerful questioning. 

2.  Active listening in coaching can help the coachees feel supported and empowered 

to develop their ideas towards self-discovery. 

3.  Asking thought-provoking questions in coaching can help and encourage the 

coachees to think deeper, with focus and from new perspectives. 

This researcher will analyze the research results for testing these three hypotheses 

according to how the survey participants, who respond from their experience of coaching, 

evaluate these three core factors.   

 

Purpose  

The purpose of this research project is to study whether coaching is a useful 

leadership development tool for trilingual CAC to develop emerging leaders in the 

multicultural setting.  This researcher aims to gain a deeper understanding of the 

effectiveness and challenges of coaching emerging leaders in the multicultural setting of 

trilingual CAC.  If the research result shows a candid assessment of the merits of coaching 

practice, CAC leaders will find encouragement and motivation to practise coaching for 

developing emerging leaders actively.  Then they will learn from the experience of others 

and explore the feasibility of practising coaching in CAC.   
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Methodology  

The research design of this project uses a qualitative model of appreciative approach 

which implies something that is positive in experience and worth appreciating.  In order to 

avoid any bias in this methodology, the survey questionnaires will include the open-ended 

questions about the coachees’ feeling of being asked, the strengths and the weaknesses of 

asking a series of thought-provoking questions, and the deficiency of the coaching process.  

If the participants’ evaluation is favourable toward the coaching process, they will positively 

commend the three factors.  If, on the contrary, their evaluation is not favourable, they will 

negatively mention the three factors.   

The survey questionnaires are designed to facilitate collecting relevant data, 

identifying the participants’ evaluation of the three core factors of coaching, namely 

empowering others, active listening and asking thought-provoking questions.  There will be 

two questionnaires with the same focus in the series of questions, one for coaches and 

another one for coachees.  A series of five open-ended guiding questions will be used to 

guide the participants to express in their own words about their coaching experience.   

This researcher will conduct a qualitative survey by collecting the participants’ 

qualitative responses.  The project strategy is primarily to collect the research data by 

personal interview for 30 to 45 minutes, either face to face or by telephone.  The interviews 

will be semi-structured that allows this researcher to ask follow-up questions to explore new 

information emerged from the conversation with the participants.  If a participant is not 

available for an interview, this researcher will provide the participant with a questionnaire 

which he/she will return in a written response form.   
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The anticipated sample size will be fifteen survey participants, including five 

Chinese coaches, five non-Chinese coaches and five Chinese coachees.  Due to the busyness 

and the lack of interest of the potential participants, the composition and the exact numbers 

of the coach participants and the coachee participants may slightly differ from the 

anticipation.  This researcher will get referrals from district leaders of the C&MA in order to 

invite some coaches from various districts to participate in the survey, and then, with the 

coaches' permission ask for referrals to their coachees.  With the understanding that there are 

only a few coaches and coachees now practising coaching in CAC, this survey will include 

non-Chinese coaches in the C&MA for a wider sample collection.  The non-Chinese 

coaches’ experience can provide valuable insights into practising coaching in Canadian 

culture.   

In analyzing the research data, this researcher will develop the themes and the 

subthemes according to the responses of both the coach participants and the coachee 

participants on the three core factors of coaching.  He will then unbiasedly analyze the 

research results for testing the three hypotheses according to the essential patterns of their 

coaching experience, and the commonality in their interpretations of the three core factors of 

coaching.  He will further discuss the details of the research process, and the qualitative 

analysis in chapter four. 

   

Definition of Terms 

In this dissertation, several key terms and acronyms are used and defined as follows: 

1.  Chinese churches in Canada:  In this dissertation, “Chinese churches in Canada” 

refer to Chinese-Canadian, Christian, multilingual churches wherein most of the congregants 
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speak Chinese.  Often in these churches, Cantonese and Mandarin are the main Chinese 

dialects spoken. 

2.  Trilingual congregations:  Many of the Chinese churches in Canada consist of 

three congregations which are identified by the main languages spoken.  Thus, the three 

congregations of trilingual Chinese churches in Canada are Cantonese, Mandarin, and 

English congregations. 

3.  C&MA:  Stands for the Christian and Missionary Alliance in Canada. 

4.  CAC:  Stands for Chinese Christian and Missionary Alliance churches in Canada  

5.  CCACA:  Stands for Canadian Chinese Alliance Churches Association, which is 

an ethnic ministry association under the C&MA  

6.  ICF:  Stands for The International Coach Federation  

7.  Coaching:  In this dissertation, per the definition of ICF, coaching is “defined as 

partnering with clients in a thought-provoking and creative process that inspires them to 

maximize their personal and professional potential.”47   

8.  Coach:  As a noun, in this dissertation, it usually refers to one person in a 

relationship with a person being coached, unless this researcher identifies explicitly as a 

sports coach.  As a verb, it refers to the act of coaching exercised by the coach. 

9.  Coachee: Refers to a person being coached. 

10.  Drop-outs:  As a noun, in this dissertation, it refers to Christians who had 

regularly attended Chinese churches but now have stopped attending churches regularly. 

11.  Emerging leader:  In this dissertation, it refers to a person who has the potential 

to be a lay leader in a church or a pastor but needs further leadership development.  

                                                           
47 “How does ICF define coaching?,” Frequently Asked Questions, International Coach Federation, 

accessed February 10, 2018, https://coachfederation.org/faqs. 

https://coachfederation.org/faqs
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12.  Second-generation English-speaking Chinese:  Refers to second-generation 

Chinese who have grown up in Canada, and whose preferred language is English. 

13.  Second-generation Chinese:  Stands for the short form of Second-generation 

English-speaking Chinese. 

14.  First-generation Chinese:  Refers to Chinese immigrants who grew up outside 

Canada.  Their children are second-generation Chinese. 

 

Summary of Chapters 

In this introductory chapter, this researcher addressed the need for developing 

emerging leaders in trilingual CAC and identified coaching as one of the leadership 

development tools.  He will conduct a qualitative survey about coaching emerging leaders in 

empowering others, active listening and asking thought-provoking questions.  The survey 

responses of both the coach participants and the coachee participants on the three vital 

factors of coaching will be analyzed to evaluate the three hypotheses.   

Chapter two will study the theoretical foundations of coaching and the application of 

coaching to leadership development.  Chapter three will review the Biblical principles, 

practices and role models for coaching.  It will examine whether coaching stands on the 

Biblical foundation.  Chapter four will explain the research process and present the research 

findings and qualitative analysis.   

Chapter five will discuss the implications of the research findings and conclude this 

project.  This researcher will discuss the current cultural situations of people in CAC in the 

implications.  Finally, this researcher will make some recommendations for coaching in 

CAC and for future research about coaching in CAC.  
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CHAPTER TWO 

REVIEW OF LITERATURE AND THEORETICAL FOUNDATIONS 

 

In the previous chapter, this researcher indicated that CAC need a new tool to 

develop emerging leaders who are not used to the Chinese culture and the traditional ways 

of leadership development.  He identified coaching as one possible new leadership 

development tool.  The objective of this chapter is threefold:  a)  to review the critical 

aspects of leadership, b)  to survey the purpose and functions of coaching, and c)  to explore 

coaching as a leadership development tool.  The goal of this literature review is “to translate 

available scholarship and research into an applied perspective for ministry,”48 and so to 

highlight the connection between precedent literature and this research project. 

 

Literature Review on Leadership 

Leadership has many different definitions and meanings.49  In this literature review, 

this researcher will discuss four of the critical aspects of leadership that are highly relevant 

to coaching, and these are relationship, influence, people development, and servant 

leadership. 

  

                                                           
48 Craig Van Gelder, The Essence of the Church: A Community Created by the Spirit (Grand Rapids, MI: 

Baker Books, 2000), 9. 

 
49 Peter G. Northouse, Leadership: Theory and Practice, 5th ed. (Thousand Oaks, California: SAGE 

Publications, 2010), 2. 
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Relationship and Leadership 

Leadership is a relationship.50  In their book The Leadership Challenge, James 

Kouzes and Barry Posner highlight that “leadership is a relationship between those who 

aspire to lead and those who choose to follow.”51  It is not a science to be developed just by 

getting knowledge about leadership.52   It is an art to be developed by skillfully crafting 

interpersonal relationships between the leaders and their followers.53  In his book Leadership 

Is an Art, Max De Pree insightfully remarks that the nature of leadership is an art.54   

According to the research of Kouzes and Posner, they find that the success in 

leadership critically depends upon the leaders’ capacity to build and sustain those human 

relationships that get along well with people and “enable people to get extraordinary things 

done on a regular basis.”55  They comment the relational leadership revealed in their 

research, noting that “the relationship is one of service to a purpose and service to people.”56   

Leadership focuses on people by treating, developing and relating to them.57  In his 

book Be a People Person, John Maxwell provides eleven key principles of relationship for 

                                                           
50 James M. Kouzes and Barry Z. Posner, The Leadership Challenge, 3rd ed. (San Francisco, CA: Jossey-

Bass), 20. 

 
51 Kouzes and Posner, The Leadership Challenge, 20. 

 
52 George Barna, “Nothing Is More Important Than Leadership,” in Leaders on Leadership, ed. George 

Barna (Ventura, California: Regal Books, 1997), 21. 

 
53 Max De Pree, Leadership Is an Art (New York, NY: Bantam Dell, 1989), 3. 

 
54 De Pree, Leadership Is an Art, 3. 

 
55 Kouzes and Posner, The Leadership Challenge, 21. 

 
56 Kouzes and Posner, The Leadership Challenge, 27. 

 
57 Kenneth O. Gangel, “What Leaders Do?,” in Leaders on Leadership, ed. George Barna (Ventura, 

California: Regal Books, 1997), 32. 
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effective leaders— helping people to better connect with, relate to, and lead others.58  

Relating to people is one of six key leadership tasks.59  Effective leadership, thus, depends 

upon the leaders’ ability to relate effectively to their followers.60   

In another book The 21 Indispensable Qualities of A Leader, Maxwell recognizes 

that “the ability to work with people and develop relationships is indispensable to effective 

leadership.”61  Echoing with Kouzes and Posner, he emphasizes that leaders need to get 

along well with people because people only care how much the leaders care to understand, 

love and help them.62  Likewise, in his book Relational Leadership, Walter Wright asserts 

that as leadership is a relationship, leaders seek to influence followers’ thoughts, behaviours, 

beliefs, and values.63  The primary role of leadership is to cultivate relationships in order to 

make a meaningful difference in followers.64  The relationship provides leaders with the 

ability to influence people.65   

 

 The Influence of Leadership  

                                                           
58 John C. Maxwell, Be a People Person: Effective Leadership Through Effective Relationships, 2nd ed. 

(Colorado Springs, CO: David C. Cook, 2007), 10. 

 
59 Gangel, “What Leaders Do?,” 31. 

 
60 Maxwell, Be a People Person, 11. 

 
61 John C. Maxwell, The 21 Indispensable Qualities of A Leader: Becoming the Person Others Will Want 

to Follow (Nashville, TN: Thomas Nelson Publishers, 1999), 106. 

 
62 Maxwell, The 21 Indispensable Qualities of A Leader, 103, 106-108. 

 
63 Walter C. Wright, Jr., Relational Leadership: A Biblical Model for Influence and Service (Milton 

Keynes, UK: Paternoster Press, 2000), 2. 

 
64 Wright, Relational Leadership, 2. 

 
65 Richard J. Goossen and R. Paul Stevens, Entrepreneurial Leadership: Finding Your Calling, Making a 

Difference (Downers Grove, IL: IVP Books, 2013), 29. 
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The second aspect of leadership is an influence.  In his classic book Spiritual 

Leadership, Oswald Sanders remarks that “Leadership is an influence, the ability of one 

person to influence others.”66  A leader leads with influence in order to make a meaningful 

difference in his/her followers’ lives.67  In his book The Making of a Leader, Robert Clinton 

emphasizes that emerging leaders need to learn to shape their influence to achieve God’s 

purposes.68  It is because “the central task of leadership is influencing God’s people toward 

God’s purposes.”69   

Likewise, Henry Blackaby and Richard Blackaby in their book Spiritual Leadership, 

remark that “Spiritual leadership is moving people on to God’s agenda.”70  Using influence, 

spiritual leaders “take people from where they are to where God wants them to be.”71  They 

further emphasize that spiritual leaders need to depend on the Holy Spirit to influence and 

move people to obey God’s will.72   

John Maxwell in another book, Developing the Leader Within You, reinforces that 

leadership is an influence and the higher the influence, the higher the level of leadership.73  

He identifies influence as not only an effective focus for leaders but also an effective ability 

                                                           
66 Oswald Sanders, Spiritual Leadership, reprint ed. (Chicago, IL: Moody Press, 1994), 31. 

 
67 Sanders, Spiritual Leadership, 31. 

 
68 J. Robert Clinton, The Making of a Leader: Recognizing the Lessons and Stages of Leadership 

Development, 2nd ed. (Colorado Springs, CO: NavPress, 2012), 157. 

 
69 Clinton, The Making of a Leader, 184. 

 
70 Henry T. Blackaby and Richard Blackaby, Spiritual Leadership: Moving People on to God’s Agenda 

(Nashville, TN: Broadman & Holman Publishers, 2001), 220. 

 
71 Blackaby and Blackaby, Spiritual Leadership, 220. 

 
72 Blackaby and Blackaby, Spiritual Leadership, 21. 

 
73 John C. Maxwell, Developing the Leader Within You (Nashville, TN: Thomas Nelson, 1993), 1, 5. 
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that leaders have, inspiring people to follow them.74  Leaders should be cautious that 

allowing followers to become dependent on the leader is hurting them instead of helping 

them.75  

In their book Becoming A Person of Influence, John Maxwell and Jim Dornan assert 

that a nurturing influencer is a giver of love, respect, sense of security, recognition, and 

encouragement.76  A nurturing influencer emphasizes giving not getting.77  As people need 

caring for their emotions, encouragement naturally generates influence.78  They commend 

the practical impact of encouragement noting that “when a person feels encouraged, he can 

face the impossible and overcome incredible adversity.”79  By cultivating a positive attitude 

of believing in people and helping them move to a higher level, a leader can increase his/her 

influence on others’ lives and become an effective nurturing influencer.80   

Leadership is “a specific application of influence.”81  Maxwell identifies five stages 

of leadership that indicate the increase of a leader’s influence.82  After the first three stages, 

namely, position, permission, and production, the fourth stage is people development when 

                                                           
74 Maxwell, Developing the Leader Within You, 2. 

 
75 John C. Maxwell and Jim Dornan, Becoming A Person of Influence: How to Positively Impact the Lives 

of Others (Nashville, Tennessee: Thomas Nelson), 39. 

 
76 Maxwell and Dornan, Becoming A Person of Influence, 40-47. 

 
77 Maxwell and Dornan, Becoming A Person of Influence, 40. 

 
78 Maxwell and Dornan, Becoming A Person of Influence, 47. 

 
79 Maxwell and Dornan, Becoming A Person of Influence, 47. 

 
80 Maxwell and Dornan, Becoming A Person of Influence, 54-55. 

 
81 Maxwell and Dornan, Becoming A Person of Influence, 5. 

 
82 Maxwell, Developing the Leader Within You, 12. 
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the leader develops his/her followers to reach their potential.83  In other words, effective 

leaders exert influence to develop people through encouragement.  

 

People Development in Leadership 

People development is the third aspect of leadership that is relevant to coaching.  

Max De Pree asserts that leaders are responsible for developing and nurturing future 

leaders.84  He concurs with the leadership principle that “efficiency is doing the thing right, 

but effectiveness is doing the right thing.”85  He further applies this principle to a leader’s 

roles in that “leaders can delegate efficiency, but they must personally deal with 

effectiveness.”86  He emphasizes that effective leadership be achieved “through enabling 

others to reach their potential.”87  In other words, developing people to reach their potential 

is not only dealing with effectiveness, but also doing the right thing in leadership. 

Empowerment can help people unlock their potential.  In their book Entrepreneurial 

Leadership, Richard Goossen and Paul Stevens commend the role of good leaders in 

developing leaders through empowerment as follows: 

We define leadership as a relationship of influence in which a follow-ship is gained, 

and goals are met. … Insecure leaders keep all power to themselves.  Good leaders 

who are secure give power away by empowering others.  The irony is that when a 

person does this, he or she does not lose power completely but rather multiplies 

power and the capacity to empower.  Finally, good leaders make followers into 

leaders. This is what Jesus did.88   
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Good leaders empower followers through relational influence to develop them into 

leaders.  De Pree highlights leaders’ responsibility in that true leadership cultivates one to 

become a servant and a debtor.89  To De Pree, a leader is a debtor who owes his people 

space to freely exercise their gifts and diversity, so that they have the space to grow in 

leadership.90  A leader is also a servant who practices servant leadership.   

 

Servant Leadership 

The last aspect of leadership is servant leadership.  In 1970, Robert Greenleaf started 

the modern servant leadership movement by introducing the paradoxical idea of servant 

leadership in his classic essay The Servant as Leader, stating,  

The servant-leader is servant first … It begins with the natural feeling that one wants 

to serve, to serve first.  Then conscious choice brings one to aspire to lead.91   

 

Greenleaf’s paradoxical insight emphasized that real leadership is servant-first and is 

fueled by the motivation of a sincere desire to serve others.92  Thus, “to lead is to serve.”93  

Greenleaf’s idea of servant-leader clarified the leadership priority that “being a leader is 
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important but being a servant is most critical.”94  He advocated the relevance of servant 

leadership for the church and the marketplace and regarded Jesus as the archetypal servant 

leader.95  It is likely because spiritually Greenleaf had been grounded by his Judeo- Christian 

upbringing and Quaker values.96   

Joe Anderson, Larry Spear, James Sipe and Don Frick, writers on servant leadership, 

listed similar sets of servant leaders’ typical characteristics and actions.  Two common 

characteristics on their lists are: listening and developing others.97  These two characteristics 

are also important in coaching.  Walter Wright identifies coaching as one of servant 

leadership’s strategies for developing people, and highlights that “Coaching moves people 

along the maturity development continuum by walking alongside them.”98   

Jesus Christ, the true servant leader, equipped and developed His disciples for 

leadership through walking alongside and empowering them by His words and example.  

Collins confirms that “coaching is one of the clearest forms of servant leadership”99 that 
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Jesus demonstrated in His life.  In chapter three of this thesis, Biblical foundations, Jesus’s 

servant leadership will be further discussed, including discussion of some Bible passages.    

In their book Servant Leader, Ken Blanchard and Phil Hodges urge leaders to follow 

Jesus’s model as servant leaders investing their time to develop the next generation.100  

Further, in their book Leadership by the Book, Ken Blanchard, Bill Hybels and Phil Hodges 

remark that “Coaching is the most important servant leadership element in helping people 

accomplish their goals.”101  In the following sections, this researcher will discuss the above 

four critical aspects of leadership about their relevancy to coaching. 

 

Literature Review on Coaching 

In order to understand the purpose and functions of coaching, this researcher will 

discuss the definition of coaching, the coaching mindset, the empowerment of coaching, the 

active listening of coaching and the powerful questioning of coaching. 

 

The Definition of Coaching  

Since 1974, Tim Gallwey, a tennis expert, wrote two books, The Inner Game of 

Tennis and The Inner Game of Work, in which he “was perhaps the first to demonstrate a 

simple but comprehensive method of coaching that could be readily applied to almost any 

situation.”102  According to Gallwey, if a coach helps a player reduce the internal obstacles 
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to his/her performance, his/her amazing natural ability to learn and perform will surface.103  

In his classic book Coaching for Performance, John Whitmore remarks that the essence of 

coaching “is unlocking people’s potential to maximize their performance.”104  In other 

words, coaching is “to release the self-knowledge and potential that everyone possesses.”105  

Sports coaches teach and tell, but coaching helps people learn instead of teaching them.   

Although the concept of coaching originated in the world of sports, it has moved 

from the realm of sports into the corporate world.106  After training with Gallwey, Whitmore 

made a significant impact on the evolution of coaching and the development of the coaching 

profession.107  Coaching has developed as a profession in various fields, such as executive 

coaching, life coaching, and leadership coaching.108  Since the 1990s, the coaching 

profession has grown globally into many professional coaching organizations.   

The International Coach Federation (hereafter called ICF) is the largest leading 

global organization of professionally trained coaches.109  As the most recognized global 

credentialing agency for the coaching profession,110 ICF does not train coaches but sets high 
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coaching standards and provides independent certification.111  Some Christian coaches, such 

as Gary Collins, Chad Hall, Linda Miller, Mark Tidsworth and Ircel Harrison, commend the 

contribution of ICF to the growth of the global coaching profession.112   

There are different definitions of coaching found in many coaching books which 

provide diversified emphasizes according to the authors’ perspectives.  Collins comments 

that some of them “are long and more confusing than enlightening.”113  ICF provides a 

working definition of coaching, summarizing its essentials as follows: 

ICF defines coaching as partnering with clients in a thought-provoking and creative 

process that inspires them to maximize their personal and professional potential.114  

 

The coach and the coachee are partners, engaging in a thought-provoking and 

creative process in which the coach is not to tell but to ask thought-provoking questions, 

stimulating the coachee to think deeper with new perspectives.  The objective of coaching is 

to maximize the coachees’ personal and professional potential.  In order to get the potential 

out of the coachees, the coach has to believe the coachees’ potential is in there.115   

In their book The Little Book of Coaching, Ken Blanchard and Don Shula illustrate 

the significance of believing in people’s potential in coaching well. 

You may be creating a turning point in that person’s life.  For the real difference in 

coaching is not about talent.  Or personality.  Or pride.  Or ambition.  It is about your 
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believing in someone.  And then doing whatever it takes to help that person be his or 

her very best.  God Bless!116 

 

The unique characteristics of coaching are about believing in people’s potential that 

enables them to reach many of their dreams and empowering them to be their very best.  The 

coachee is stimulated by the coach to get the facts and new ideas, not from the coach but 

from within himself /herself.  It is essential for competent coaches to believe in people’s 

potential and cultivate this belief in their coaching mindset. 

 

The Coaching Mindset  

To be a competent coach, one requires not only coaching skills but also, more 

importantly, to shift one’s thinking to a coaching mindset.117  Keith Webb in his book The 

COACH Model for Christian Leaders highlights his change to coaching not only in 

communication skills but also in his way of thinking from a know-it-all mindset to a 

coaching mindset of empowering people.118  The coaching mindset “has positive regard for 

others”119 and believes that people do not intentionally make mistakes but are inherently 

good and want to contribute and improve.120  A coaching mindset can change the coach from 

advice-giving to asking thought-provoking questions. 
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In their book The Heart of Coaching, Thomas Crane and Lerissa Patrick describe The 

Results Cycle of a mindset.  The Results Cycle has four categories in a cyclical relationship: 

beliefs, behaviours, relationships, and results.121  At the core of one’s mindset are his/her 

beliefs. They teach that a change in beliefs would result in a chain reaction of consecutively 

changing all the categories and then the cycle self-reinforces and self-perpetuates.122    

A change in the cycle launches new thinking.  It, however, requires determination to 

put away old habits of thinking and takes time to develop new ways of thinking.  Besides, 

many Christian leaders “resist coaching because they have a hard time grasping the notion 

that they can help someone by asking rather than telling.”123  Shifting to a coaching mindset 

is not only a challenge but also a long journey of the intentional shift.124   

Effective coaching starts with the heart.125  Coaching is not merely applying skills, 

but “a way of treating people, a way of thinking, a way of being.”126  A whole coaching 

mindset works through the coach’s open and authentic relationships with the coachees.   

Furthermore, Christian coaches should cultivate a coaching mindset from God’s 

perspective.  Stoltzfus explains a Christian coaching mindset as one that believes that— 

God is already active in the lives of others and that they can take responsibility and 

solve their own problems much better than I can.  They most need me to believe in 

them and to provide support, encouragement, and accountability as they act on what 

they know.127 
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The Holy Spirit works through a coach’s encouragement and empowerment.128  In 

their book Coaching for Christian Leaders, Linda Miller and Chad Hall echo that Christian 

coaches help people discern and release their God-given potential.129  Collins remarks that 

“Christian coaching is the art and practice of enabling individuals and groups to move from 

where they are to where God wants them to be.”130  In other words, Christian coaches walk 

alongside the coachees to empower them to move forward according to God’s will. 

  

The Empowerment of Coaching 

Jack Canfield and Peter Chee in their book Coaching for Breakthrough Success, 

summarize the essence of an empowering process as follows:  

Coaching, in a nutshell, is an empowering process of drawing out solutions from 

people through effective listening, asking great questions, using feedback, 

appreciating and continuously supporting people to take ownership and be 

accountable for taking action to realize their goals. (emphasis added)131  

 

In an empowering process, the coach leads in non-directive ways: 1)  active listening, 

2)  asking thought-provoking questions to deepen the coachee’s reflective thinking, 3)  

providing appreciative feedback, and 4)  supporting the coachee to stay accountable to 

his/her solution.132   

The process empowers the coachee to think more in-depth about the issue, 

formulating his/her action plan and finally realizing his/her goal.  As coaches do not tell but 
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ask, the coachee feels empowered and is responsible for acting.  Coaching “is a way of 

effectively empowering people to find their answers, encouraging and supporting them.”133   

Furthermore, in the book Leading at a Higher Level, Alan Randolph and Ken 

Blanchard renew the traditional view of empowerment, giving people the power to a new 

perspective of unleashing the power residing in people, and explain that— 

Empowerment is the process of unleashing the power in people – their knowledge, 

experience, and motivation – and focusing on that power to achieve positive 

outcomes … Empowerment requires a major shift in attitude.  The most crucial place 

that this attitude must occur is in the heart of every leader. (emphasis added)134   

 

In the renewed view, the key to empowerment is to unleash people’s power which 

already resides in people’s knowledge, experience, and motivation.  Coaches need to 

wholeheartedly shift their attitude of empowerment from giving power to unleashing the 

power in coachees.  Like a shift of mindset, coaches take a significant shift in attitude “to 

fight the battle against the habit and tradition.”135   

In his book Designs for Adult Learning, Malcolm Knowles, known as the father of 

adult learning, remarks that “when adults learn something naturally rather than ‘being 

taught,’ they are highly self-directing.”136  He also concurs with the adult-research findings 

noting that when adults take their initiative to learn, “they learn more keenly and 
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permanently than what they learn by being ‘taught.’”137  Adults would take real challenges 

to develop their solutions because they could learn best when they are learning from life.138   

In the book Excellence in Coaching, Frank Bresser and Carol Wilson explain the 

empowerment of coaching: “At the heart of coaching lies the idea of empowering people by 

facilitating self-directed learning, personal growth, and improved performance.”139  Thus, 

coaching is a tool of relational influence for empowering adult leaders.  Through the coach’s 

empowerment, coachees become self-directed to learn and take self-leadership.140   

Empowerment facilitates self-directed learning and makes coaching distinct from 

other tools, such as counselling, discipling and mentoring.141  First, counselling focuses on 

diagnosing the client’s emotional or psychological problems and suggesting solutions.  By 

contrast, coaching focuses on finding fulfillment and enabling coachees to reach their goal.  

Instead of fixing problems from the past, coaching helps coachees improve by focusing on 

creating a better future.142   

Second, discipleship traditionally centers on a teacher-student relationship, teaching 

the basics of Biblical truth and spiritual disciplines to new or less mature Christians.    

However, coaching is not primarily for spiritual growth.  Coaches do not teach but help 

coachees getting unstuck when they go through life transitions, building better relationships, 
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and developing and reaching their goals.  Collins argues that although coaching skills can be 

used effectively for discipleship, they “are used more broadly than the focused goal of 

building mature disciples of Jesus Christ.”143   

Third, a mentor works as an expert and imparts wisdom and guidance based on 

his/her experience.  Conversely, a coach assumes that the expertise is within the coachee 

who “is the one best able and most likely to find direction and move forward.”144  Mentoring 

is better at building up followers than at developing leaders.145  Coaching is a useful tool for 

helping adult leaders take responsibility and lead, not to follow.  Coaches help coachees to 

learn instead of giving them the answer and bring out their best self-leadership. 

Collins observes that “over the years, mentoring has broadened to look more and 

more like coaching.”146  To make mentoring effective, many mentors use the skills of 

coaching.  A wide variety of professionals use the skills of coaching within their 

noncoaching roles because they find “the skills of coaching to be useful complements to 

their primary roles.”147  

 

The Active Listening of Coaching 

In coaching literature, the authors discuss essential coaching skills, but they 

commonly consider two skills as core: active listening and powerful questioning.148  Other 
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coaching skills relate in some way to these two core skills.149  While keeping the focus on 

these two core skills, this researcher lists other coaching skills in Appendix A for reference.   

The active listening of coaching has a threefold role: 1) to focus entirely on what the 

coachee is saying and what is not being said, 2) to understand the meaning of what the 

coachee is saying in his/her context, and 3) to encourage the coachee to self-express.150   

While listening actively, a coach is fully engaged in concentrating on what the 

coachee is expressing and conveys confidence in the coachee’s abilities.  The coach’s 

listening also effectively conveys a message of empowerment to the coachee that he/she and 

what he/she is saying are important.  The coachee then feels relaxed to share more openly, 

and confidently to put his/her ideas into words for self-expression. 151   

A coach listens not only with his/her ears but also with his/her eyes and other senses 

to observe the coachee’s tone of voice, the pace of speech, gesture, choice of words, and 

body language.152  Intuitive listening can also be employed to hear the sentiments behind the 

words, and so the coach intuitively picks up what the coachee unconsciously has in mind.153   

Moreover, a Christian coach listens not only to the coachee but also sensitively to the 

still voice of the Holy Spirit.  In her book Christ-Centered Coaching, Jane Creswell advises 

Christian coaches to listen, observe, and receive insights from the Holy Spirit.154  While 
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letting the Holy Spirit work through the coaches’ questions and the coachees’ answers,155  

Miller and Hall further urge Christian coaches to prayerfully prepare to hear and respond to 

the insights, intuitions, and leading of the Holy Spirit.156   

It is the Christian coach’s job to walk alongside coachees to help them discern what 

God is doing in their lives and to achieve the goals that God puts into their lives.157  

Continuing to listen to the Holy Spirit in the conversation, the Christian coach follows with 

encouragement and powerful questioning to help the coachee think further in-depth.158   

  

The Powerful Questioning of Coaching 

Powerful questioning is the flip side of active listening.159  After listening actively, 

the coach follows with the feedback of encouragement to reinforce the coachee’s 

expressions of feelings, perceptions, concerns, beliefs, and suggestions.160  The coach could 

then follow up with thought-provoking questions.161  ICF suggests that coaches ask 

questions for the following reasons: 

1.  to reveal an understanding of the coachee’s perspective as a result of active listening, 

2.  to arouse the coachee’s self-discovery, insight or action, 

3.  to generate greater clarity, new perspectives or learning, 
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4.  to move the coachee toward his/her desire, without requiring the coachee to justify 

himself/herself or look backward.162  

In summary, powerful questioning can stimulate the coachee to explore a new 

perspective and reveal his/her thoughts and plan for the coachee’s benefit. 

 

Thought-provoking Questions for Stimulation 

Powerful questioning can stimulate reflection and open people up to express their 

ideas.  Collins affirms that “asking powerful, thought-provoking questions that stimulate 

fresh thinking, lead to insights, clarify issues, and challenge clients to explore innovative 

possibilities.”163  Powerful questions may trigger unexpected but helpful connections in the 

coachee’s mind, and so stimulate the coachee to create his/her thoughts, focus, and action.164  

They can cause the coachees to stop and think,165 and so are thought-provoking.166  As such, 

they help coachees’ self-directed learning. 

Different categories of questions may have different levels of efficiency to stimulate 

people’s reflection and self-directed learning.  Bloom’s revised taxonomy of learning 

categorizes cognitive levels into six domains: remembering, understanding, applying, 
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analyzing, evaluating, and creating.167  The first three domains are at the lower level, 

whereas the second three domains are at the higher level.   

Similarly, questions that elicit responses in the first three domains are in the lower 

order.168  Questions that elicit responses in the second three domains are in the higher 

order.169  The lower order questions, such as closed questions, and knowledge type 

questions, involve recalling information.170  Closed questions tend to shut down a 

conversation.  Whitmore points out that closed questions “close the door on the exploration 

of further details.  They do not even compel someone to engage their brain.”171   

The higher order questions, such as open-ended, evaluative and inquiry type 

questions, involve the mental manipulation of information to generate an answer.172  They, 

thus, elicit more in-depth and more critical thinking. 173  Open-ended questions enable self-

disclosure and encourage deeper thinking and reflection.174   

Stoltzfus comments that he asks coachees open-ended questions to talk through the 

situation out loud so that they can think outside the box where their creativity can solve 
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problems.175  Open-ended questions can be useful for raising awareness and 

responsibility.176  Everyone can convert a question from closed to open-ended by beginning 

with an interrogative such as, when, where, what and how.    

Co-authors of the article, THE ART OF POWERFUL QUESTIONS, find that the 

linguistic construction of a question can make the difference in opening the listener’s 

mind.177  For example, the following questions refer to the same topic, that of a working 

relationship, but each starts with a different interrogative: 

1.  Are you satisfied with our working relationship? 

2.  When have you been most satisfied with our working relationship? 

3.  What is it about our working relationship that you find most satisfying?178 

 

In this example, the ‘when’ question is less powerful than the ‘what’ question.  The 

co-authors assert that these three questions show an order of increasing power in stimulating 

“more reflective thinking and a deeper level of conversation.”179  This example shows that a 

powerful question “provokes thoughtful exploration and evokes creative thinking.”180   

In coaching, a ‘why’ question is generally discouraged as “it often implies criticism 

and evokes defensiveness.”181  A ‘why’ question tends to encourage analytical thinking, but 

it takes people into the past, into guilt, into excuses and into defending a position.182   
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Coaches may misuse questions which can cause hurting the coaching relationship.  

Ogne and Roehl advise coaches to avoid the following four situations: 

1.  interrogation caused by the coach’s judgmental tone or rapid-fire questions,  

2.  manipulation forcing the coach’s agenda on the coachee, 

3.  setup questions preparing for the coach to give his/her answer, 

4.  random questions confusing the coachee instead of leading to discovery.183 

Thought-provoking questions are the best tool for coaching, but coaches need to use 

them wisely.  Coaches should ask thought-provoking questions to empower coachees. 

 

Thought-provoking Questions for Empowerment 

Thought-provoking questions, which demonstrate the coach’s confidence in the 

coachee, can raise the coachee’s self-esteem and so significantly empower the coachee.184  

Questions may result in either disempowering or empowering the listeners.   

To answer questions, one will travel mental journeys in search of the answers.185  If 

the questions are empowering, these mental journeys can be confident and empowering, 

inspiring creativity, giving insights and new perspectives.186  Questions, which build 

listeners’ positive attitudes and self-esteem, can empower people to be open to creativity and 

unexpected possibilities.187  In his book Leading with Questions, Michael Marquardt asserts 
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that questions, which empower people, can “create a high-energy, high-trust environment 

and enable people to identify, clarify and express their wants or needs.”188   

On the contrary, if the questions are disempowering, these mental journeys can be 

negative and disempowering, provoking a defensive mode.189  Questions, which either focus 

on the reasons for failure or result in blaming others, such as ‘why’ questions, are 

disempowering.190  These questions will disempower coachees by threatening their self-

esteem and by getting them stuck in their problems.191    

For example, one may arouse a defensive mode by asking: “What is the problem 

with your project?”  Conversely, coaches can build the coachee’s positive attitude on the 

same issue by asking: “How do you feel about the progress of the project?” or “How would 

you describe the way you want this project to turn out?”192    

In their book Enlightened Leadership, Ed Oakley and Doug Krug highlight the 

empowerment of questions by stating that thought-provoking questions can provide an 

empowerment bridge to creative thinking in many ways, such as  

1.  Getting people to focus and think more deeply 

2.  Empowering people to discover their answers and take ownership 

3.  Developing people so that they feel satisfied, fulfilled and valued 

4.  Building people’s self-esteem and positive attitudes 

5.  Removing blocks and opening the door to unexplored possibilities and creativity 
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6.  Encouraging people to take positive actions to change.193 

Oakley and Krug remark that thought-provoking questions are the Ultimate 

Empowerment Tool, and assert that by listening and asking questions, leaders can help 

people develop a paradigm shift from the disempowerment state of reactive thinking to the 

empowerment state of creative thinking.194  In summary, asking thought-provoking 

questions is an excellent tool for empowering others in coaching and for developing leaders. 

 

Literature Review on Coaching as a Leadership Development Tool 

Coaching is a tool for leadership development.  In this review, this researcher 

discusses coaching emerging leaders in three areas: 1) in the twenty-first century, 2) in the 

postmodern era, and 3) in Chinese Alliance churches.  The objective is to explore how 

coaching emerging leaders applies to today’s world and today’s CAC. 

 

Coaching Emerging Leaders in the Twenty-first Century 

Nowadays, we are in a paradigm shift age according to Warren Bennis.195  The fast-

paced internet resulting in an information explosion has radically transformed the world, and 

so has primarily contributed to the paradigm shifts.  As there are many avenues to access 

information, leaders in the twenty-first century no longer need to know everything.  The 

fast-paced internet has also transformed leadership development in this paradigm shift age.   
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In the past, the traditional telling style of leadership development worked, but this traditional 

style does not work now due to paradigm shifts.196   

 

The New Kind of Leadership  

Since 2005, the Center for Public Leadership at Harvard University has conducted a 

series of annual studies of national confidence in leadership in the USA.  Their reports of 

2005, 2006 and 2007 showed an alarming result of declining American public confidence in 

leadership, and so revealed a current leadership crisis in America requiring a new leadership 

paradigm.197  Nowadays people expect more out of their lives and workplaces, such as more 

avenues to voice their opinions, more participation in decisions, and more impact.198   

Betsy Meyers oversaw the study.  In her co-authored book Take the Lead, she 

reflects on the leadership crisis and realizes that people’s emerging need requires “a new 

kind of leadership, one based on listening, transparency, and a fundamental honouring of 

relationships.”199  She insightfully asserts that leaders of the new paradigm move from 

telling to asking, not only to know more but also to include and motivate others.200   

Likewise, Peter Drucker, a leadership guru of the twentieth century, once said: “The 

leader of the past was a person who knew how to tell.  The leader of the future will be a 
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person who knows how to ask.”201  Affirming Peter Drucker’s insight, Michael Marquardt 

recognizes that leading with questions is a new level of leadership for empowering 

people.202  In the twenty-first century, asking has become the key to leadership excellence 

and success.203  Echoing Peter Drucker’s insight, Gary Cohen in his book Just Ask 

Leadership highlights the importance of asking open-ended questions for empowering 

people in the twenty-first-century leadership.204   

 

The New Tool of Leadership Development  

The above remarks of Betsy Meyers, Michael Marquardt, and Gary Cohen reinforce 

the principles of coaching.  Betsy Meyers further comments that the new kind of leaders is 

willing to ask questions and devote their energy to developing others towards success.205   

In his afterword to Meyer’s co-authored book, Warren Bennis reinforces people 

development, noting that “The DNA of leadership is relationship-based collaboration. …  

Leadership is about bringing out the best in others, as well as in ourselves.”206  Coaching is 

just that.  According to Stoltzfus, being relationship-based is the first element of a coaching 

methodology.207  The objective of coaching is to bring out the best in others.   
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Greg Harkavy stresses the purpose of leadership: “Leaders are called to develop 

people.”208  In his book Becoming A Coaching Leader, Daniel Harkavy encourages coaches 

to lead through walking alongside their coachees and helping them develop professionally, 

relationally, personally, and spiritually.209  Coaches take the priority to develop people and 

invest their time in coaching them to higher levels of performance and effectiveness. 210   

Concerning coaching for leadership development in the twenty-first century, Collins 

confirms that coaches are leaders,211 who empower emerging leaders to reach their potential, 

and so coaching can be used to build leaders.212  Stoltzfus explains that due to the paradigm 

shift in leadership development, “leadership coaching is the discipline of using relational 

influence to develop and empower adult leaders.”213  Leadership coaching is a twenty-first-

century means to maximize others’ potential.214  Recognizing the paradigm shift, Collins 

passionately affirms coaching as a ministry in the church.  

Someday, “training Christians to coach” could become common parlance and a 

valuable ministry in the church … It can help transform Christian leadership away 

from top-down managing and into the coaching style of leadership that Jesus 

demonstrated, and that emerging generations appear to prefer.215 
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In other words, Collins encourages church leadership to follow Jesus’s coaching style by 

setting up a coaching ministry to empower and develop emerging leaders, which is the 

preferred style of the postmodern generation.  In summary, coaching is considered one of the 

excellent leadership development tools for the twenty-first century.   

 

Coaching Emerging Leaders in the Postmodern Era  

Postmodernism has changed our culture and moulded postmodern people to question 

everything.  Nowadays, postmodern people emphasize that everything meaningful happen in 

a relationship and they want to have friends walking alongside them when they are seeking 

answers.  Gary Collins notes that “the widespread acceptance of postmodern perspectives is 

changing the way we teach, do ministry, and live.”216  The leadership perspectives of young 

and postmodern people differ significantly from traditional leadership.   

Ogne and Roehl explain that “young and postmodern leaders are looking for a 

relationship, proximity, and affinity with those they allow to empower them.  It is essential 

to building a good relationship with them first so that they feel good to let a leader empower 

them.  Ogne and Roehl further emphasize the importance of authentic relationships with 

postmodern people in coaching them and explain that: 

The relationship, proximity, and affinity require time together, time to hang out, 

shared lives, shared food, and shared ministry. A coach who is interested only in 

ministry effectiveness will not relate well to young and postmodern leaders.217 

 

Young and postmodern people need to have an authentic relationship with a coach so 

that they will respect the coach and respond well to his/her coaching leadership.  
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Relationships require proximity, and they want a coach who can be there for them.218  

Coaching is person-to-person and so “consistent with the need for proximity.”219  It 

emphasizes getting together and looking for affinity and a coach who can identify with the 

coachees in shared values, in motivating their ministry and in shared interest beyond 

ministry.  

“Coaching at its core is about the relationship,”220 and so can work well for 

developing postmodern leaders.  Jane Creswell identifies a coach’s role as a customized 

adult-learning partner in this one-on-one relational approach, and remarks that “coaching fits 

with the postmodern mindset.”221  Ogne and Roehl consider coaching as the preferred tool 

for effectively equipping and empowering leaders in the emerging church of today’s culture, 

and remark that 

Coaching may be the primary vehicle for empowerment and equipping that makes 

the transition from modern to postmodern ministry paradigms.  It is one tool that a 

modern leader can use effectively to empower a postmodern.222   

 

Postmodern people need empowerment and accountability more than supervision, 

and learn best from their experience, even the experience of failing.223  Coaching is focusing 

contextually on the postmodern coachee’s life and ministry, “so that it bends and stretches 

for the diversity of postmodern ministry expressions.”224   
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Coaching, thus, empowers the postmodern coachee to contextualize ministry 

principles for his/her culture.  Coaches are facing a cross-cultural challenge to adapt their 

approach, meeting unique individual needs and emerging cultural trends to develop 

postmodern people. .With ample coaching experience, Gary Collins concludes that 

“coaching is very appropriate for the postmodern mentality but needs to be adapted.”225  

 

Coaching Emerging Leaders in Chinese Alliance churches 

Coaching has been developing in Chinese societies—in China, Hong Kong and 

Taiwan.  Some Chinese certified coaches in these areas have ample coaching experience 

with corporate clients and decent credentials, such as Eva Wong, Lawrence Leung and 

Catherine Ng who are Master Certified Coaches of ICF.  Since 1995, Eva Wong set up a 

coach training company in Hong Kong and developed offices in several cities in China.   

 

Coaching in China and Hong Kong 

In their book The Power of Ren [Person], Eva Wong and Lawrence Leung describe 

useful cases of coaching in China.  They assert that coaching fits the Chinese way of 

interpersonal relationships as “in Chinese society, everything is personal.”226  Based on the 

Chinese philosophical thought of “harmonizing the inner and the outer self,”227 they develop 

their Ren Coaching Model and train Chinese business leaders to coach, emphasizing their 
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relationship with others and their focus on people, not on issues.228  Chinese philosophical 

thought encourages people development and self-development.229    

In reviewing The Power of Ren, Keith Webb finds that the co-authors demonstrate 

how Chinese coaching leaders are culturally appropriate in “finding new and ancient ways 

of empowering people.”230  It presents a possible example of contextually applying the 

Western coaching approach to Chinese culture, but Chinese coaches need to adapt coaching 

carefully.  Like Eva Wong, Catherine Ng has promoted professional coach training in China 

and developed a Dialectical Approach of Team Coaching which is grounded in Western and 

Chinese cultures.231   

According to the coaching experience and insights of these highly qualified Chinese 

coaches, blending the Western coaching approach with the Chinese culture is more effective 

in China.  Collaborating Western and Chinese cultures well in coaching is the key to making 

coaching useful in Chinese societies. 

Since 2005, Frank Gallo has coached business executives in China.  In his book The 

Enlightened Leader, he finds that potential Chinese business leaders in China treat coaching 

as remedial and are not ready “to open up in such a way coaching requires.”232  In addition 

to cultural differences, he finds that Chinese coachees’ lack of understanding and experience 
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in coaching affects their openness and the trust relationship dramatically with the coach.  He 

confirms this important fact from his discussions with Chinese executive coaches in China.   

Gallo did an interview survey with twenty-one Western and Chinese executive 

coaches, and the results significantly contribute to his book.  According to one of the 

Chinese interviewees, “there is no difference between a Western and a Chinese coachee.  

The issue is whether they are familiar with what coaching is and is not.”233   

The findings of these interviews reinforce the importance of Chinese coachees’ 

understanding and experience of coaching.  Compared to coaching in the West, it takes 

Western and Chinese coaches longer to establish a relationship of trust with Chinese 

coachees in China and to explain the differences between coaching, consulting and training 

to them.  Chinese coachees in China need more understanding and experience in coaching in 

order to get ready to be coached.  The maturity of coaching in China is far behind that in 

Western countries, but the situation is improving.   

Gallo is learning to modify the best of the typical Western coaching practices to suit 

the situation in China.  If his Chinese coachee is new to coaching, he may not follow the 

standard Western-based ethic of encouraging the coachee to take charge of the coaching 

process.234  Gallo will be more up-front in the coaching process until the coachee is more 

comfortable with him, with the coaching relationship and with a coachee’s role.235  Speaking 

with highly qualified executive coaches in China, he learns that he is not alone in this 

approach.236   
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This method is a valuable hint for coaches to modify coaching Chinese in Canada.  

As the CAC is growing as a result of the continuous influx of Chinese immigrants from 

China, the valuable experience and insights of coaches in China can significantly help 

leaders in the CAC to effectively coach young emerging leaders who come from China.  

Since 2001 in Hong Kong, Keith To and John Lau have been two of the pioneers 

promoting coaching and witnessing Hong Kong people’s gradual acceptance of coaching.  

Their Chinese book on coaching《人生教練 Life Coaching  ─ 助人自助的藝術與技巧》

is one of the pioneering Chinese books on coaching.  They identify coaching as a mirror 

helping people self-discovery rather than guiding, leading and instructing them.237  They 

explicitly point out that those who are not ready to think, not able to think and not willing to 

think are not suitable for being coached but other helping tools may be suitable for them.238  

Their idea helps potential Chinese coachees grasp a correct understanding of coaching.  

People in Hong Kong and China are alike and need more understanding and experience in 

coaching in order to get ready to be coached.   

 

Coaching in Chinese churches 

 As a pioneer of the coaching ministry in Chinese churches around the globe, since 

2000 David Chiu has launched coach training in Chinese churches in Hong Kong, Australia, 

and North America.  In their book 《展翅上騰 - 教練入門 》(Coaching 101), Robert 

Logan and David Chiu contextualize the examples and materials of Coaching 101 for people 
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living in the Chinese culture, highlighting that coaching is an excellent tool to develop 

emerging leaders in Chinese churches.239  Coaching 101 is translated into Chinese for 

Chinese readers and provides Logan’s coaching model: Relate, Reflect, Refocus, Resource, 

and Review.240   

Different from secular authors of books of coaching, Chiu puts Christian principles 

into the framework of their book.  Chiu also suggests that Christians practise peer coaching, 

walking alongside one another as both coach and coachee.  Several Chinese church leaders 

in Hong Kong affirm this book and support promoting coaching in Chinese churches.241  

Chiu has promoted coaching with this book and in training sessions in Chinese churches.  

As mentioned earlier, in 2006, Hung-Yui Chan completed his research project on 

coaching and leadership development in Hong Kong fulfilling the requirement for the degree 

of his Doctor of Ministry.  He then modified his research paper when he published it as a 

Chinese book of coaching 《伴你前行: 教練與領導》 (Walking Alongside with You: 

Coaching and Leadership).  His book provides a solid academic foundation and positive 

research results to promote coaching in Chinese churches.  Since then, he has taught 

coaching in seminaries and led coach training in Chinese churches.   

In 2011, Simon Lee and Hung-Yui Chan wrote another Chinese book of coaching   

《交託給忠心的導師: 牧養、教練與督導》 (Entrusted to Faithful Counsellors: 

Shepherding, Coaching and Supervision), in which they teach their 5A Coaching Model.  

Based on positive psychology and the Biblical foundation, their 5A Coaching Model 
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provides five practical steps: 1)  Attend to personal needs, 2)  Ask powerful questions, 3)  

Adopt effective strategy, 4)  Activate achievable plan, and 5)  Assess visible results.242  

Their book helps them promote coaching in Chinese churches. 

 

Coaching in Chinese Alliance churches in Canada 

Simon Lee was a seminary professor in Hong Kong and has moved back to Canada. 

He is now pastoring in a Chinese Alliance church in Richmond, British Columbia.  Chiu, 

another coaching expert, has resided in British Columbia and has led On Track Ministry, 

focusing on ministering and promoting coaching in Chinese churches.  In effectively 

promoting coaching in CAC, Chiu and Lee are good candidates to help CAC lead a possible 

coaching movement in the CAC.   

As mentioned above, the Central District and the Eastern District of the C&MA have 

promoted coaching to pastors of the C&MA.  Some pastors and leaders of CAC in Ontario 

have taken the coach training and practised coaching in CAC.  However, CCACA has not 

actively promoted coaching to pastors and leaders of CAC.  Excellent resources for 

promoting coaching in CAC are in place, waiting to be fully utilized. 

 

Summary 

The quest of this chapter was to study the relevance of this research— coaching 

emerging leaders in CAC, in three areas: leadership, coaching, and coaching for leadership 

development.  Relationships, relational influence, and people development are the essentials 
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of leadership development and highly relevant to coaching.  Servant leadership has become 

popular in the field of leadership and applied adequately to coaching. 

In this paradigm shift age, asking rather than telling is appropriate in leadership and 

can encourage and empower people to develop their self-directed learning, self-knowledge, 

and self-leadership.  Coaching and effective leadership both emphasize leading with 

questions and empowering people to unlock their potential and develop their leadership.   

The first key to effective coaching is for a coach to believe in people’s potential and 

to shift to a coaching mindset.  In coaching, the expertise lies within the coachee.  The coach 

empowers the coachee to think of new perspectives and to find his/her solution.   

Based on this review, this researcher recognizes an apparent challenge to traditional 

CAC in that the determination for a coaching mindset is needed to put away the old habit of 

telling and instructing.  It takes time and effort for CAC leaders to develop the coaching 

mindset and restrict themselves not to give advice.  Indeed, it is not only a challenge but also 

a long journey of the intentional shift.  Is it worth shifting to a coaching mindset?  Yes, it is 

worthwhile because it is a useful tool that brings substantial benefits to the development of 

emerging leaders in CAC which require emerging leaders to move the growth of CAC 

forward.  

The review of four Chinese books of coaching provides an encouraging motivation to 

coach emerging leaders in CAC.  Coaching is also a preferred tool for developing emerging 

leaders in the postmodern era in CAC.  As such, this research is essential because coaching 

is appropriate for developing emerging leaders in postmodernism and the new paradigm.  In 

the next chapter, this researcher will further discuss the Biblical foundations of coaching. 
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CHAPTER THREE   

BIBLICAL AND THEOLOGICAL FOUNDATIONS 

 

In chapter two, this researcher studied the three core factors of coaching, i.e. 

empowering others, active listening and asking thought-provoking questions, and the 

application of coaching to leadership development.  This chapter discusses whether these 

three core factors in coaching emerging leaders are built upon a sound theological and 

Biblical foundation.  

Coaching has been developed over the past few decades, but the words, “coach” and 

“coaching,” are never used in the Bible.243  Is coaching Biblically sound?  The Bible 

commands Christians to make disciples, to listen to the Holy Spirit, and to love and 

encourage one another, but in most cases, it does not tell Christians how to do these 

things.244   

Thus, it is apparent that a Christian may use any method consistent with Biblical 

principles to develop others, provided that the end is a Biblical one.  “God leaves the 

methodology up to us.”245   In his article Biblical Foundations of Coaching, Robert Logan, a 

noted expert in coaching and church planting, remarks that “coaching is one such method–
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and in this case a method that is incredibly consistent with Biblical principles.”246  In this 

respect, this researcher will examine the Biblical foundations of this research in three areas: 

Biblical principles for coaching, Biblical practices for coaching, and Biblical Role Model for 

Coaching. 

 

Biblical Principles for Coaching  

The Bible provides principles, from which people can develop an understanding of 

coaching and mentoring terminology.247  Christians can apply some Biblical principles 

derived from a Bible passage to coaching and mentoring.  This researcher already discussed 

the difference between coaching and mentoring in chapter two.   

Differentiating coaching according to a Biblical perspective from coaching in a 

secular sphere, Gary Collins explains the critical distinction between these two perspectives 

in his book Christian Coaching as follows:  

Coaching is the art and practice of enabling individuals and groups to move from 

where they are to where they want to be.  Christian coaching is the art and practice of 

enabling individuals and groups to move from where they are to where God wants 

them to be.248 

 

Coaching from a Biblical perspective emphasizes where God wants the coachees to 

be rather than on where the coachees want to be.  Jane Creswell further emphasizes Christ-

centred, Scriptural principles, and the Holy Spirit’s guidance in Christian coaching.  She 

highlights the emphasis on coaching according to a Biblical perspective as follows:  
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Coaching focuses on promoting discovery.  Christ-centered coaching additionally 

utilizes the power of the Holy Spirit in the discovery process.249 

 

Coaching from a Biblical perspective is an empowerment process of walking 

alongside a person or group “to help them discover God’s agenda for their life and ministry, 

and then cooperating with the Holy Spirit to see that agenda becomes a reality.”250  Let us 

explore how Biblical principles can develop coaching. 

 

Biblical Mandate for Coaching 

In Ephesians 4:11-13, the apostle Paul highlights the fact that God provides gifted 

leaders to equip His people for the work of ministry, as the means for building up the body 

of Christ.  The role of Christian leaders from the first century until today is primarily to 

equip others.  According to Paul’s teaching, Christian leaders do not do the work of ministry 

for God’s people but equip them to learn to do the work of ministry.251  In Ephesians 4:12, 

the Greek word katartismos has been translated as equipping but this word is not found 

elsewhere in the Bible.252  Katartismos is an ample word having several connotations and 

can be translated into three different English words, namely, equip, perfect, and prepare: 253  

1.  “equip/equipping” in the English Standard Version, the New King James Version, 

and the New Revised Standard Version of the Bible,  

2.  “perfecting” in the King James Version, and the Young Literal Version of the Bible,  
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3.  “fully equip and perfect” in the Amplified Version of the Bible, and 

4. "prepare” in the New Century Version of the Bible. 

In his Chinese book Glimpses of Heaven–A Study on Ephesians, Paul Shen explains 

that the word katartismos comes from the verb katartizo which means “to put in order 

again.”254  Paul Shen supports translating katartismos in Ephesians 4:12 as equipping, based 

on the context of helping God’s people move back into a functional order in preparation to 

build up the church.255  Concurring with translating the word as equipping, Robert Logan 

further remarks that “Essentially, to equip is to make something functional so it can be used 

to fulfill its intended purpose.  That is what a coach does.”256   

In his commentary on Ephesians 4:12, Francis Foulkes discusses the connotation of 

katartismos, noting that “we may say with Robinson that the word denotes ‘the bringing of 

the saints to a condition of fitness for the discharge of their functions in the Body.’”257   

Ogne and Roehl emphasize katartismos as best describing the essence of relational 

empowerment of coaching, and aptly relate katartismos to coaching as follows:  

“Coaching is a role that focuses on ‘bringing of the saints to a condition of 

fitness’ which is a God-given function in the Body of Christ.”258   

 

Through relational empowerment, coaching brings Christians into the condition of being 

well equipped and fit to fulfil their functions in building up the church.  Thus, this is the 
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Biblical mandate for coaching which “is an essential way to katartizontas [equip] 

leaders.”259  Now we need to consider what Biblical functions are to fulfill this mandate. 

 

Biblical Functions of Coaching 

In First Thessalonians 2:11-12, Paul vividly shares how a Christian leader should 

passionately develop others in their faith: like a father training his children, in three 

functions.  They are: encouraging, comforting and urging (NIV, 1984) as translated from 

three Greek participles.  Robert Logan asserts that “These are the core functions of coaching 

as well.”260  The three Greek participles are rich with meaning and translated differently in 

various English Bible versions.  Paul says that “as you know how we exhorted, and 

comforted, and charged every one of you, as a father does his children” (First Thessalonians 

2:11, NKJV).  In his Explanatory Notes Upon the New Testament, John Wesley explains 

how these three functions could vibrantly develop others as follows: “by exhorting, we are 

moved to do a thing willingly; by comforting, to do it joyfully; by charging, to do it 

carefully.”261   

This Biblical insight of relational empowerment is valuable for coaching.262  

Following the essence of the text, Eugene Peterson in The Message paraphrases this passage 

about the three functions well.  
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With each of you, we were like a father with his child, holding your hand, whispering 

encouragement, showing you step-by-step how to live well before God, who called 

us into his own kingdom, into this delightful life. 263   

 

This passage paints a vivid portrait of good coaching according to Biblical principles.264  A 

Christian coach is not only practising these three functions but also guiding his/her coachee 

in God’s will toward the Biblical goal of coaching others. 

 

Biblical Goal of Coaching 

What is the goal of coaching from the Biblical perspective?  It is not to discover what 

an individual coachee wants to be, but rather to discover what God wants the coachee to 

be.265  “For we are his workmanship, created in Christ Jesus for good works, which God 

prepared beforehand, that we should walk in them” (Ephesians 2:10, ESV).   

The goal of coaching from a Biblical perspective is to discover what good works God 

has prepared for the coachee to do and then urging him/her to do it.266  Coaching is the 

process of walking alongside the coachee, under the Holy Spirit’s guidance, to move the 

coachee on to God’s agenda for his/her life and ministry.  Every Christian coachee may have 

different kinds of gifts for work, but one universal principle for all Christian coachees is to 

discover and follow God’s will, in all its varied and colourful forms, through listening to the 

Holy Spirit’s guidance.267   
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Coaching—Walking Alongside Another Biblically 

Jesus promised to ask the Father to send another Helper, who is the Holy Spirit, to 

dwell in His disciples (John 14:16-17).  In John 14:16, the word Helper is translated from 

the Greek word Paracletos which means “one called alongside to help; or Comforter, 

Advocate, Intercessor,”268 and “has the idea of someone who encourages and exhorts.”269 

When Jesus was preparing His disciples for His departure, He promised them that He would 

send the Holy Spirit, to comfort, to encourage and guide them.  The Holy Spirit would also 

guide them into all truth by reminding them of what Jesus taught them  (John 14:26; 16:13). 

Thus, Ogne and Roehl convincingly have drawn our attention to the fact that the 

Holy Spirit is not only a Helper, who walks alongside every Christian but the Paracletos.  

He is also active in a role that is parallel to that of a coach in its applications and 

implications.270  Nowadays coaches follow the Paracletos’ role in walking alongside 

coachees to help, comfort, encourage and exhort them.   

Furthermore, Christian coaches not only understand the theological foundation of 

coaching that is based on the Paracletos’ role but also collaborate with the here-and-now 

guidance of the Holy Spirit in the coaching process.  The Holy Spirit is now present and 

actively working in the conversation between the coach and the coachee.  Christian coaches, 

therefore, seek to be more sensitive to the leading of the Holy Spirit, and through active 
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listening and powerful questioning, they empower coachees to reflect, listen to the Holy 

Spirit and act accordingly. 

In the coaching process, the coach and the coachee let the Holy Spirit work through 

the coach’s questions and the coachee’s answers to help the coachee develop and then do 

good works according to God’s will.271  The Bible teaches us that not only we have the 

Paracletos walking alongside us as Christians, but also other Christians walking alongside 

one another. 

 

Biblical Relational Influence of Coaching  

The Book of Proverbs provides pithy principles and timely insights graphically 

portraying the influence and empowerment of relationships.272  Proverb’s verses teach us 

that we can grow in wisdom through healthy relationships with others who walk alongside 

us— to listen, ask, encourage, sharpen, and even challenge us.   

“A plan in the heart of a man is like deep water, but a man of understanding draws it 

out” (Proverbs 20:5, NASB).  In some new reliable English Bible versions, Bible scholars 

translate the Hebrew word plan into different words, such as real motives (VOICE), intent 

(TLV), intentions (ISV) or thoughts (NCV).  Portraying a vivid metaphor of drawing out 

deep water, Proverbs 20:5 describes a relationship between two persons in which a wise one 

has the keen discernment to draw out the other person’s deepest intentions and thoughts in 

order to grasp wise counsel.273   
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Nowadays, the coaching relationship, in which the coach draws out the deepest 

intentions and thoughts of the coachee through the coach’s active listening and powerful 

listening, is like the relationship described in Proverbs 20:5.  Effective coaches guide 

coachees to dig below the surface to get better clarity on their intentions and plans of 

actions. 

“Iron sharpens iron, and one person sharpens the wits of another,” and “just as water 

reflects the face, so one human heart reflects another” (Proverbs 27:17, 19, NRSV).  The 

Hebrew word panim, which is translated as wits in Proverbs 27:17, literally means face and 

can also refer to the edge of a sword translated in Ecclesiastes 10:10.  These two verses 

textually link together and illustrate the relational influence of one life on another.274   

These two verses use two vivid metaphors, one of sharpening a sword and the other 

of water reflection, to show a friendship in which there is a mutual sharpening of character 

and a mutual reflection and care for one another.275  These two verses, thus, highlight a 

Biblical principle that friendship has a sharpening influence by reflecting what one 

genuinely sees in his/her friend’s heart.276   

“Two are better than one because they have a good reward for their toil … two will 

withstand him—a threefold cord is not quickly broken” (Ecclesiastes 4:9-11, ESV).  This 

passage emphasizes the benefits of having a friend walking alongside, and so portrays the 

need for companionship and partnership.  The companionship of friends is worth 

treasuring— friends sharpen one another; friends enjoy the encouragement of 
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companionship; friends protect one another; and friends give help by questioning, by 

opening new perspectives, by constructive challenges, and by lending a listening ear to one 

another.   

The Biblical principles of Proverbs and Ecclesiastes highlight companionable 

relationships that result in relational influence and opportunities to dig deeper into one’s 

thoughts.  Today, “coaching at its best is grounded on Biblical principles and practices.”277 

 

Biblical Practices for Coaching 

Is coaching practised in the Bible?  There is no such title, role, or ministry gift that 

exactly parallels the task of a twenty-first-century coach, but we can “find coaching in 

Biblical principles and practices.”278  Bible stories show that people in the Bible welcomed 

dialogue, deep communication, positive encouragement, personal questioning and 

constructive reflection in the context of non-hierarchical relationships.279   

Thomas Hawkins, an author who writes about coaching and church leadership, notes 

that many Biblical characters’ lives show “the qualities of what is known as a coach-like 

relationship style.”280  The relationship qualities of people in the Bible combine to paint a 

comprehensive portrait of coaching expressed in a coach-like relationship style.281  
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In their article “Coaching – A Biblical Perspective,” Tim Cosby and Mike McGervey 

highlight the coach’s relationship with the coachee who is internally motivated to make 

changes, explaining that the coaching approach includes asking open-ended questions to 

probe the coachee to stop in his/her track and think about what he/she is doing and where 

he/she is heading.282  Throughout the Old Testament, passages often show that God asked 

probing questions for this “stop and think” purpose.283 

 

God’s Relational Empowerment  

In the garden of Eden, after the fall, Adam and Eve hid from God, but God came 

alongside to call Adam and ask him questions. “Where are you?”  “Who told you that you 

were naked?  Have you eaten of the tree of which I commanded you not to eat?”284 (Genesis 

3:9, 11, ESV).  It is worth noting two words, but and you, used in Genesis 3:9-11.  The word 

but in Genesis 3:9 reveals that God knew the couple’s situation, but God maintained the 

personal relationship with Adam and came alongside to guide him with questions.   

In God’s grace, God asked him questions to draw him out of hiding, rather than to 

drive him out.285  In the three questions (Genesis 3:9, 11), “in Hebrew you is singular” as 

explained in the footnote of English Standard Version of the Holy Bible.  As God knew that 

Adam and Eve were hiding together from Him, the singular Hebrew you emphasized a 
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personal dialogue with Adam to get his attention.  God deliberately asked Adam thought-

provoking questions to make him “stop and think.”   

After Adam’s reply, God also specifically asked Eve, “What is this that you have 

done?” (Genesis 3:13, ESV).  God’s questioning was also to get her attention, to make her 

“stop and think.”  God already knew the answers before He questioned them.  Why did God 

still ask Adam and Eve questions?  Could it show that God guides them to think deeper and 

reflect on how they could reconcile with Him?286   

It is worthwhile to note a commentator’s remark that “it was God their Creator, who 

now as God the Redeemer was seeking the lost.”287  God came to seek Adam and Eve.  God 

did not only ask, but also listened to their responses and then guided them to reflect.  God 

finally made garments of skins for them and clothed them (Genesis 3:21).   

A noted Bible commentator recognizes that God’s provision of clothing for them not 

only covered their shame of nakedness, but also it was for them “a reminder of their 

sinfulness.”288  Some Bible scholars go further recognizing two key parallels in God’s grace 

of killing an animal after the human’s fall: 1) as a parallel to the divine instituted system of 

animal sacrifices to atone for sin, that God later instituted through Moses, and 2) as a 

foreshadowing of “the eventual sacrificial death of Christ as an atonement for sin.”289  Since 

it was the physical death of an animal instead of the couple, who first sinned, it could 
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present as a foreshadowing of “the reality that God would someday kill a substitute to 

redeem sinners.”290   

Did God make atonement for the couple’s sins by killing an animal?  Bible scholars 

and commentators have had interesting discussions on this “unduly subtle”291 topic.  The 

Bible clearly shows that after God comes alongside, questioning, and listening to the couple, 

God announces the sentence and by His grace kills an animal to provide the garments of 

skins to care for their immediate needs.292  As we journey through the Bible, we can find 

God asking thought-provoking questions, leading people to find guidance by this “stop and 

think” method.293   

 

God’s Powerful Questioning Method 

The following are some examples of God’s use of powerful questioning: 

1.  When Moses refused to lead Israel out of Egyptian bondage, God asked Moses: “Is there 

not Aaron, your brother, the Levite?” (Exodus 4:14, ESV). 

2.  After the men of Ai defeated Israel, Joshua was upset, raised his complaint to God and 

asked for God’s help.  God told Joshua to stand up and asked him: “Get up! Why have 

you fallen on your face?” (Joshua 7:10, ESV).  After the probing question, God told 

Joshua the reason for their defeat— Israel sinned and did not keep God’s command.  

Then, Joshua got a renewal. 
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3.  When Samuel mourned over Saul, God asked him: “How long will you grieve over Saul, 

since I have rejected him from being king over Israel?” (1 Samuel 16:1, ESV).  Then, 

God gave him an important task, to anoint one of Jesse’s sons to be king. 

4.  The prophet Elijah was suffering from burn-out in a cave of Horeb.  God asked Elijah the 

same question twice: “What are you doing here, Elijah?” (1 Kings 19:9, 13, ESV).  Elijah 

responded with the same answer to both questions.  In between, Elijah heard the sound of 

sheer silence from God after experiencing a powerful wind, an earthquake and a fire 

outside the cave.  He then came out of the cave and heard the second question.  God’s 

question provoked Elijah to reflect during the period of silence.  Although Elijah replied 

with the same negative answer in his depressed state, he set out from there to follow 

God’s call.   

5.  In a vision, Isaiah saw God sitting on the throne; then God caused his lips to be touched 

with burning coal, to tell him that his sin was covered.  Then God asked him, “Whom 

shall I send?” (Isaiah 6:8a, ESV) and Isaiah replied, “Here I am! Send me.” (Isaiah 6:8b, 

ESV). 

6.  When Jeremiah was looking for excuses to get away from God’s call to prophesy, God 

guided Jeremiah and asked him the same question twice: “Jeremiah, what do you see?” 

and “What do you see?” (Jeremiah 1:11, 13, ESV).  God finally told Jeremiah to get 

ready for work, to stand up and prophesy.  Jeremiah did! 

God practised this powerful questioning pattern throughout the Old Testament.294  

Jesus also used the tool of powerful questioning, to move His disciples to “stop and think.”  
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Jesus’s Powerful Questioning Method 

How many questions did Jesus ask in the four Gospels?  According to The Questions 

of Jesus and Jesus is the Question, the authors of these two books find that the four Gospels 

record three hundred and seven questions asked by Jesus.295  The figure may vary because, 

in some Bible versions, the translators translate a verse as a statement instead of a question.   

By contrast, in the four Gospels, Jesus was asked only a total of one hundred and 

eighty-three questions.  He answered most of these questions with a question; only three 

questions did He answer directly.296  These statistics show that His useful teaching tool is “to 

ask questions rather than to provide direct answers.”297   

Jesus, the Son of God, is not only a great teacher but also a great questioner.298  At 

the age of twelve, Jesus sat among the teachers in the temple courts, listening to them and 

asking them questions.  “And all who heard him were amazed at his understanding and his 

answers” (Luke 2:4, ESV).  In reply to His worried mother, Jesus asked, “Why were you 

looking for me?  Did you not know that I must be in my Father's house?” (Luke 2:49, ESV).   

It is noteworthy that “the first words Jesus spoke in the Gospels are in the form of 

questions.”299  Questioning “is central to Jesus’s life and teachings.”300  Coaches also use 

Jesus’s method of powerful questioning to empower their coachees.   
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Jesus’s questions are a handy tool to educate, to guide, to illuminate, and to help to 

transform His listeners.  Some of Jesus’s questions are rhetorical or are leading to an answer.  

However, many of His questions interrupted, probed and “made people think for themselves 

and examine their hearts.”301   

 

Jesus’s Questions and Relational Empowerment 

Just stated, Jesus’s questions are always thought-provoking.302  It is worth noting that 

the first words Jesus speaks to His disciples in the Gospels are in the form of questions.   

 

Jesus’s First Question to His New Disciples 

When John the Baptist directed his two disciples to follow Jesus Christ, Jesus turned 

around and asked them, “What are you seeking?” (John 1:38, ESV).  In the first discipling 

dialogue, Jesus did not teach any great lessons to His disciples but asked them a thought-

provoking question to draw them out.  It immediately got their attention to reflect on what 

they were seeking by following Him.  The question made them not only stop in their tracks 

but also stop their wild imagining in following someone unfamiliar.  They could then 

examine their minds and hearts by themselves.  

Listening to their response, Jesus invited them to stay with him and so built a 

discipling relationship with them.  In calling the twelve disciples, He further emphasized this 

relational aspect.  “And he appointed twelve (whom he also named apostles) so that they 

might be with him and he might send them out to preach” (Mark 3:14, ESV). 
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Inherent in the discipling relationship, Jesus likely set aside much of His time to be 

with His disciples, especially the twelve and even more time alone with the inner three, to 

walk with them, to questions them and to listen to them.   

 

Jesus’s Thought-provoking Questions to His Disciples 

The disciples misunderstood when Jesus warned them about the yeast of the 

Pharisees and Sadducees.  He then asked a series of five questions focusing on his two 

recent miracles of feeding multitudes of people (Matthew 16:5-12).  These questions aimed 

at strengthening their faith and helping them guard against false teaching.   

The apostle Matthew continued to elaborate that Jesus asked the disciples a thought-

provoking question to empower them to think through their recent experience with Him, 

“Who do people say that the Son of Man is?” (Matthew 16:13, ESV).  After listening to 

them, Jesus followed up with another thought-provoking question, “But who do you say that 

I am?” (Matthew 16:15, ESV, emphasis added).   

This question directly empowers them to reflect on how they were involved in His 

new miracles, all that they had learned from His questions and teachings, and their very 

relationship with Him.  The apostle Peter got it right and replied, “You are the Christ, the 

Son of the living God” (Matthew 16:15, ESV).  Jesus’s questions are direct and thought-

provoking, while Jesus’s questioning strategy is not only intentional but also progresses 

“from general (Who do people say…?) to specific (Who do you say…?).”303  Similar 

dynamics of Jesus’s interactions with people appear in the four Gospels. 
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Jesus’s Thought-provoking Questions in Answer to Questions 

With the intention of testing Jesus, an expert in religious law stood up and asked 

Jesus, “Teacher, what should I do to inherit eternal life?” (Luke 10:25, ESV).   Jesus did not 

directly answer the question but asked, “What is written in the Law?  How do you read it?” 

(Luke 10:26, ESV, emphasis added).   

On this occasion, it is likely that Jesus was teaching a crowd of people, including 

some of His disciples, and the expert stood up to show off by challenging the famous rabbi.  

Jesus’s question aimed at not only replying to the expert but also guiding the surrounding 

crowd to reflect deeper.  Although Jesus affirmed that the expert in the law replied well in 

citing the great commandment, the expert wanted to justify himself by asking another 

question, “And who is my neighbour?” (Luke 10:29, ESV).   

Again, Jesus did not give a direct answer to the second question, but in the dialogue 

context about the great commandment, He told a related story to engage the expert and the 

crowd in exploring the options of who our neighbour is.  Listening to Jesus’s famous story 

of the Good Samaritan, the expert and the crowd were astonished at the kind help of the 

Samaritan compared to the no-mercy behaviour of a priest and a Levite who passed by. 

 The expert and the crowd absorbed with the story and engaged in the options of the 

three characters who could be a neighbour to the injured man.  Concluding the story, Jesus 

asked a thought-provoking question to guide them to choose who our neighbour is, “Which 

of these three, do you think, proved to be a neighbour to the man who fell among the 

robbers?” (Luke 10:36, ESV, emphasis added).   
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With the original intention of testing Jesus and justifying himself, the expert was 

probed to reflect on his inner change as a result of the story Jesus told and His concluding 

question.  He chose, “The one who showed him mercy” (Luke 10:37, ESV).  In this 

conversation, Jesus did not pursue an intellectual debate or providing more information but 

aimed at a real transformation in the expert’s inner life.304  His powerful questioning 

accomplished it. 

 

Jesus’s Thought-provoking Questions Leading to Transformation 

After Jesus’s crucifixion and resurrection, although two disciples of Jesus had heard 

about the report of Jesus’s empty tomb from a group of women and men, and the news of 

the angels saying that Jesus was alive, they felt depressed and left Jerusalem (Luke 24:13-

24).  Jesus walked alongside them, while they were discussing these things on their way to 

the village of Emmaus.   

“But their eyes were kept from recognizing him” (Luke 24:16, ESV).  Why did the 

resurrected Jesus keep them from recognizing Him?  In other words, in doing so, how could 

it help them in the subsequent conversation with Jesus?  Jesus first asked them, “What is this 

conversation that you are holding with each other as you walk?  And they stood still, looking 

sad” (Luke 24:17, ESV, emphasis added). 

Jesus’s question probed them to “stop and think,” not only to stop walking onward 

but also to stop from continuing their stalled perspective of Jesus’s death and resurrection.  

In other words, they might be probed to reflect with the following paraphrased questions: 

“Do you hear what you are saying?  Do you know how your perception of reality has 

                                                           
304 Taylor, “The Impact of the Coaching Relationship on Pastoral Leaders,” 19. 
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affected your speech?”305  Listening to their response, Jesus followed up with a simple 

thought-provoking question, “What things?” (Luke 24:19a, ESV).   

Jesus’ simple question prompted them to speak their mind about their stalled 

perspective openly.  They concluded by sharing their unsolved puzzle, saying that “some of 

our companions went to the tomb and found it just as the women had said, but they did not 

see Jesus” (Luke 24:24, ESV, emphasis added).  It presents their puzzled mind that Simon 

Peter (c.f. John 20:6) and others saw an empty tomb, but they do not know where the 

resurrected Jesus is now.  To them, seeing is believing, and so they were sad.   

After listening to them long enough to learn of their unsolved puzzle and skewed 

perspective of Jesus’ death and resurrection, Jesus guided them on and asked the third 

thought-provoking question, “Was it not necessary that the Christ should suffer these things 

and enter into his glory?” (Luke 24:26, ESV). 

This question helped them get un-stuck and gain a fresh perspective.  Jesus then 

walked them through the Old Testament Scriptures concerning Christ, so that they had their 

hearts burning and were able to connect all the dots to form a full portrait of the Suffering 

Christ.   

Why did they keep not recognizing Jesus?  It is likely that instead of recognizing 

Him in the journey, He could guide them by walking alongside them, asking them questions, 

listening to them, encouraging them with the Scriptures concerning Christ, and getting them 

to revise their perspective.  Their eyes were suddenly opened to recognize Jesus at the table, 

while Jesus’ empowerment resulted in an inner transformation coupled with a fresh 

perspective based on the Biblical truth.   
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The Gospel of Luke refers to their uneasiness about whether Simon Peter and the 

others had seen the resurrected Jesus.  The two disciples went back to Jerusalem and met the 

Eleven and those with them in a gathering, “who said, ‘The Lord has certainly been raised, 

and has appeared to Simon!’” (Luke 24:34, HCSB).  As clarified in the footnotes of HSCB, 

the Greek, which is translated as who in Luke 24:34, “is specific that this refers to the 

Eleven and those with them.” After recognizing Jesus at a glance at the table, the two 

disciples further got confirmation from the Eleven and the other disciples that Simon Peter 

had seen the resurrected Jesus as well.  While they were still talking, Jesus suddenly 

appeared, taught them, and charged them to be His witnesses.   

The two disciples’ puzzle was solved after they experienced Jesus’ relational 

empowerment on the journey which brought real transformation to them, rather than just 

simply seeing the answer.  After reflection, they changed their perspective, which had been 

based originally on the necessity of seeing.  Nowadays coaching follows Jesus’s example of 

providing relational empowerment for a coachee’s self-reflection by walking alongside 

him/her on the journey rather than giving the answer. 

 

Jesus’s Thought-provoking Questions Leading to Renewal 

After the Apostle Peter’s threefold denial of Jesus, Peter experienced Jesus’s 

empathetic glance at the high priest’s house, his regretful crying, his encounter with the 

resurrected Jesus, and listening to Jesus’s teaching together with the Eleven and the other 

disciples.  How did Peter feel at that time?  In his commentary to the Gospel of John, 

William Hendriksen illustrates Peter’s troubled heart as follows:  

Besides, even though Jesus after his resurrection had already manifested himself to 

Peter, it may not have been entirely clear to the mind of the latter that he, who had 
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basely denied his Master three times, had the right to resume his spiritual activities 

whether as a missionary or as a minister.306  

 

Carrying his regret, Peter did not start preaching but went fishing since he and the other 

disciples also needed to gain a livelihood, naturally from their skilled occupation of 

fishing.307  The other six disciples followed Peter’s lead, and they went fishing together.  

Would it be an interesting coincidence that these experienced fishermen went fishing 

at the best time of the day but caught nothing, like the incident in chapter five of the Gospel 

of Luke?  Jesus performed a similar miracle at that time, as Peter caught one hundred and 

fifty-three large fish following Jesus’ advice to cast the net on the right side of the boat.  As 

such, the disciple, whom Jesus loved, immediately recognized that this was their Lord Jesus.   

Why did Jesus come to meet them?  While they were busy fishing on the lake, Jesus 

came to the seashore and asked a funny question, “Children, you have no fish, have you?” 

(John 21:5, NRSV, emphasis added).  The question may have triggered them to question 

how this person knew about their empty fishing nets.  These experienced fishermen, 

therefore, followed the advice of the unknown person on the shore without hesitation. 

After breakfast, Jesus asked Peter three questions: “Simon, son of John, do you love 

Me more than these?”  “Simon, son of John, do you love Me?”  “Simon, son of John, do you 

love Me?” (John 21:15-17, HCSB, emphasis added).  The questions empowered Peter to 

speak from his heart that he loved Jesus.  In between the questions, Peter replied to the first 

two questions with the same answer: “Yes, Lord, You know that I love You” (John 21:17, 

HCSB, emphasis added).   
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After Peter replied to each question, Jesus gave a task to Peter: “Feed My lambs,” 

and “Shepherd My sheep” (John 21:15, 16, HCSB) respectively to commission Peter to be a 

shepherd.308  Jesus’ third question, however, caused Peter to grieve.  Peter then replied, 

“Lord, You know everything! You know that I love You” (John 21:17, HCSB, emphasis 

added).  Why did Peter grieve upon the third question?  The Holman Christian Standard 

Bible provides a footnote (John 21:15) explaining two Greek words translated as love.  

Two synonyms are translated love in this conversation: agapao, the first two times 

by Jesus (vv. 15-16); and phileo, the last time by Jesus (v. 17) and all three times by 

Peter (vv. 15-17).  Peter’s threefold confession of love for Jesus corresponds to his 

earlier threefold denial of Jesus; Jn [sic]18:15-18, 25-27.309 

 

Peter grieved because Jesus followed Peter’s usage of the word phileo in His third question 

instead of agapao, which He used in the first two questions.  This change caused Peter’s 

troubled heart to feel hurt.  Jesus then continued to re-commission him the third time and 

said, “Feed My sheep” (John 21:17, HCSB).  

Tackling Peter’s troubled heart, Jesus’s three similar closed-ended questions directly 

probed Peter to confirm from his heart whether he loved Jesus and to confess it now.   

Besides, Jesus gave Peter a threefold restoration, which corresponds to Peter’s earlier 

threefold denial, to affirm Peter’s threefold confession of love.   

Furthermore, Jesus announced Peter’s future faithful ministry, which would conclude 

with Peter dying as a martyr for Him and to glorify God.  Finally, Jesus called Peter with a 

common calling, “Follow Me!” (John 21:19, HCSB).  As Jesus commissioned and 

transformed Peter, Peter followed Him.   
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Because of Jesus’ questioning and relational empowerment, this seashore event 

provides threefold leadership development to Peter so that: 1)  Jesus fully reinstated Peter,310 

2)  Jesus fully healed Peter’s troubled heart, and 3)  Peter experienced a spiritual renewal to 

follow Jesus.  After Jesus’s ascension, Peter courageously stood up to witness for Jesus and 

preached the gospel in the temple and other areas.  Years later, he shared with the other 

disciples what he learned through Jesus’s restoration and care— “casting all your anxieties 

on him, because he cares for you” (1 Peter 5:7, ESV).  

At the seashore, Jesus came alongside His disciples and asked a funny question to 

empower them to realize that their Lord Jesus is always taking care of them.  Peter was 

renewed through Jesus’s walking alongside him, asking him questions, listening to his 

responses, and encouraging him with restoration and re-commissioning.   

Is coaching Biblically sound?  Based on Jesus’s practices, coaching is firmly 

grounded in Biblical practices.  Jesus never said that he was a coach who practised coaching.  

In Jesus’s time, there were no such terms as “coach” and “coaching.”  Jesus practised an 

effective method of relational empowerment to develop people.  Nowadays coaching has 

been developed from following Jesus’s practices.  Coaching is, therefore, Biblically sound! 

Jesus practised not only powerful questioning and relational empowerment but also 

servant leadership.  He taught His disciples about servant leadership and practised it by 

personally washing the feet of all twelve apostles at the last supper.  The attitude of servant 

leadership is crucial in effective coaching.   

 

Biblical Role Models for Coaching 
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When there was a dispute about leadership among the twelve apostles, Jesus taught 

them not to follow the secular way of leadership but follow His way of servant leadership.   

Jesus said to them:  

But it shall not be so among you.  But whoever would be great among you must be 

your servant, and whoever would be first among you must be slave of all.  For even 

the Son of Man came not to be served but to serve, and to give his life as a ransom 

for many (Mark 10:43-45, ESV, emphasis added). 

 

The incarnate Son of God, Jesus Christ, came not to be served but to serve.  His life 

modelled His serving mandate and servant leadership.  Jesus taught that a leader is required 

to serve as a servant.  The Apostle Paul also learned the essence of Jesus’s servant 

leadership and so wrote to the Corinthian church that he made himself “a servant to all” (1 

Corinthians 9:19, ESV) to win more people to Christ, and that he and his co-workers became 

“your servants for Jesus’ sake” (2 Corinthians 4:57, ESV).    

Teaching His disciples to be humble servant leaders, Jesus said to them that “the 

greatest among you shall be your servant. Whoever exalts himself will be humbled, and 

whoever humbles himself will be exalted” (Matthew 11-12, ESV, emphasis added). 

Walking through the blessed experience of humility, Peter encouraged Christian leaders that 

“Clothe yourselves, all of you, with humility toward one another, for “God opposes the 

proud but gives grace to the humble” (1 Peter 5:5, ESV, emphasis added).  

Encouraging Christians to have the same mindset as Jesus Christ while serving each 

other, Paul wrote about the humbled and exalted Christ. 

Who, though he was in the form of God, did not count equality with God a thing to 

be grasped, but emptied himself, by taking the form of a servant, being born in the 

likeness of men.  And being found in human form, he humbled himself by becoming 

obedient to the point of death, even death on a cross.  Therefore, God has highly 

exalted him (Philippians 2:6-9, ESV, emphasis added). 
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This passage paints a portrait of Jesus’s life in humble service.  Jesus Christ took the very 

nature of a servant to give up his divine privileges.  After He humbled Himself in obedience 

to God, dying the death on a cross, God exalted Him.   

Servant leadership is, thus, not only counterculture but also a self-abandonment “on a 

downward path to greatness.”311  Peter shared the lesson he had learned about a humble and 

exalted leader from Jesus.  “Humble yourselves, therefore, under the mighty hand of God so 

that at the proper time he may exalt you” (1 Peter 5:6, ESV).  Servant leadership is not “a 

leadership of power and control, but the leadership of powerlessness and humility, in which 

the suffering servant of God, Jesus Christ, is made manifest.”312  As a follower of Jesus, a 

Christian leader must be humble and serve as a servant.   

 

The Role Model of a Servant-Leader 

When Jesus and His twelve disciples ate the Passover meal, there was no one to wash 

their feet.  Jesus rose, wrapped a towel around his waist, poured water into a basin to wash 

disciples' feet one by one (John 13:4-5).  Why did Jesus wash His disciples’ feet?  It is not 

only because Jesus walked His talk as a servant leader, but also because Jesus loved His 

people.  There is a clue at the beginning of the passage in John 13:1-16 to help readers grasp 

the key to understanding how to follow Jesus’ model of humble servanthood. 

The beginning of the passage highlights that Jesus loved them and therefore, “having 

loved his own who were in the world, he loved them to the end” (John 13:1, ESV, emphasis 
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added).  He then showed them the full extent of His love.  Regarding the Gospel of John, 

“The Greek noun agape (‘love’) and the verb agapao (‘love’) occur only eight times in 

chapters 1–12 but 31 times in chapters 13–17.”313  This useful statistical comparison reveals 

“Jesus’s emphasis on love.”314   

Henry Blackaby and Richard Blackaby highlight Jesus’ washing the disciples’ feet as 

the clearest example of servant leadership, and love as the first key to servant leadership.315  

They remark that “servant leadership flows from the love leaders have for their people.”316  

Servant leadership always abandons power in favour of love.317  His disciples experienced 

His unfathomable love, and so they loved their Lord Jesus and followed Him unwaveringly 

with lifelong loyalty, even to martyrdom.  Through love, the baton of His servant leadership 

has been passed along to His disciples up to the present day. 

Further, Blackaby and Blackaby explain two more keys to servant leadership.  The 

second key is self-knowledge— “Leaders must know and accept who they are.”318  Jesus 

Christ did not only know but also was comfortable with His divine identity and His 

relationship with His disciples for whom He willingly washed their feet.   

The third key is the understanding of servant leaders’ relationship with those whom 

they serve.  The Bible records an account of Jesus’s washing His disciples’ feet only once, 
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and Jesus did not regularly wash their feet.319  Jesus was not His disciples’ servant, but the 

Father’s servant.  Jesus followed only the Father’s will.  Likewise, Christian servant “leaders 

are not their people’s servants; they are God’s … called upon to serve one another.”320   

Jesus set the example and commanded His disciples to follow Him in servanthood 

serving each other (John 13:15).  Christian servant leaders must follow the Lord’s will to 

serve.  Peter and Paul knew their identity as apostles and their relationship with those whom 

they served in the way of servanthood.  Embracing Jesus’s commands of loving one another 

and servanthood service, Peter encourages Christians when he writes: 

Above all, keep loving one another earnestly, since love covers a multitude of sins.  

Show hospitality to one another without grumbling.  As each has received a gift, use 

it to serve one another, as good stewards of God's varied grace (1 Peter 4:8-10, ESV). 

 

Based on his learning experiences with Jesus, such as His telling the story of the good 

Samaritan, His washing the disciples’ feet, and His threefold restoration, Peter urges 

Christians to love and serve one another. 

 How can we show deep love for each other?  Following His model, deep love is best 

practised in servant leadership and serving with kindness without grumbling.  Urging 

Christians to practise the discipline of service like His servanthood, Richard Foster remarks, 

“As the cross is the sign of submission, so the towel is the sign of service.”321 

How do Christians Biblically follow His example of taking up the towel and washing 

others’ feet nowadays?  Based upon His washing of His disciples’ feet, Gene Wilkes 

highlights a practical principle of servant leadership, noting that “Servant leaders take up 
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Jesus’ towel of a servant to meet the needs of others.”322  In other words, it is entirely for the 

good of others, that the servant leader is there to serve others.323 

One excellent way to apply servant leadership is to serve others by coaching.  Walter 

Wright affirms that servant leadership empowers another person to develop his/her 

potential.324  Embracing the objective of leadership development and empowering people to 

become what God wants them to be, Walter Wright further considers coaching as one of the 

“practical applications of this empowering model for servant leadership.”325   

In coaching, coaches encourage coachees to set the conversation agenda and lead the 

direction of dialogue with their replies.  Following Jesus’ servanthood model, coaches must 

live out humility, and serve with a servant’s heart to empower and develop coachees entirely 

for their good.  A Christian coach is, thus, not only a coaching leader but also, more 

importantly, he/she is to serve as a servant and a friend walking alongside the coachee for 

the coachee’s development in God’s will.   

The coach’s servanthood “service should be motivated and directed by the Holy 

Spirit.”326  During coaching conversations, the coach should be sensitive to the Holy Spirit’s 

leading and so yield to the Holy Spirit’s guidance in questioning and the coachee’s reflection 

and reply.  Jesus’s role model of servant leadership and command of servanthood are not 

only well applied to coaching but are also well exhibited in Barnabas’ life. 
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The Role Model of an Encourager 

Barnabas, a leader in the first-century church, is of particular interest to those 

involved in coaching nowadays.327  In the first century, there was no such terminology as a 

coach, but Barnabas exhibited the character of encouragement that nowadays coaches should 

develop.  A Levite named Joseph was nicknamed Barnabas, which means son of 

encouragement, by the apostles in Jerusalem (Acts 4:36).  This nickname serves best to 

describe him.   

Barnabas is considered the most influential leader in encouraging other vital leaders 

to grow in maturity and develop in leadership, such as encouraging Paul and Mark.328  It is 

worth noting that Barnabas did not seek power and any prominent position of leadership, but 

rather servanthood.329  A few passages in the book of Acts reveal this fact. 

After his conversion on the road to Damascus, Saul, who was also called Paul 

starting from Acts 13:9, proclaimed Jesus Christ in Damascus and Jerusalem.  The disciples 

in Jerusalem were afraid of him, but Barnabas brought him to the apostles explaining his 

conversion and his bold preaching about Jesus (Acts 9:26-28).  Barnabas developed Saul, an 

emerging leader, by believing in him, getting other leaders to recognize his passionate 

ministry, and encouraging him for ministry.  In other words, Barnabas encouraged and 

empowered Saul to develop his God-given potential to do good works that were prepared by 

God beforehand.   
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In Acts 11: 22-24, Barnabas came alongside the new disciples in Antioch to build 

them up.  In Antioch, Barnabas saw God’s grace upon new disciples, was glad about them 

and encouraged them to stay true to the Lord.  Barnabas then intentionally sought Saul and 

brought him into the discipling ministry since Barnabas wanted to develop him further (Acts 

11:25).  Their ministry was useful as the disciples in Antioch were first called Christians 

(Acts 11:26).  Saul could have been much encouraged by Barnabas’s seeking him for this 

active discipling ministry and their supportive relationship in this active ministry. 

The Book of Acts talks of their working relationship mentioning Barnabas and Saul 

(Acts 11:30) but during their first mission trip, reverses the order to Paul and Barnabas (Acts 

13:42).   It reveals that Barnabas may have encouraged Paul deliberately to step up into the 

lead role of the mission team so that he could further develop Paul’s leadership potential 

could.  In today’s coaching terminology, Barnabas is exercising his servant leadership not 

only by humbly forsaking his power and prominent position but also by gladly encouraging 

Paul to take up the ministry leadership and empowering him to reach his God-given 

potential. 

Barnabas did the same for encouraging and developing John Mark, a young disciple, 

who later wrote the Gospel of Mark.  Barnabas brought Mark on the first mission trip, but 

Mark left the team after the first city on their mission trip.  Barnabas gave this young 

disciple a second chance to be involved in the mission, even at the expense of a sharp 

disagreement with Paul and then separation from Paul.  Paul later commended Mark as a 

good fellow teammate in his ministry (2 Timothy 4:11).  The success of Mark is mainly due 

to Barnabas’ encouragement and support, to develop him to reach his God-given potential. 
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Today coaches could learn a lot from Barnabas’ example to walk alongside coachees, 

celebrate with them, and encourage them to keep up their good work.  Barnabas’s model not 

only shows us how to develop leaders with sincere encouragement but also shows us a godly 

model of “a good man, full of the Holy Spirit and of faith” (Acts 11:24, ESV).  Both could 

contribute a lot to the effectiveness of Christian coaching. 

Barnabas’s life shows not only a model of servant leadership of powerlessness and 

humility but also a role model of developing emerging leaders through encouragement.  In 

other words, Barnabas’s life follows his Lord Jesus to provide a role model for today’s 

coaches to imitate for effective coaching and servant leadership. 

  

Summary 

In this chapter, a thorough study of the Scriptures has shown a solid foundation of 

Biblical principles, practices and role models for coaching.  Since the terminology of 

“coach” and “coaching” are not found in the Bible, the study of Scriptures can only provide 

sound applications of Biblical principles, practices and role models for coaching.  Relevant 

Biblical passages provide sound principles for the mandate, functions and goal of coaching.  

The study of the role of Paracletos and teachings of Proverbs and Ecclesiastes provide vivid 

principles of walking alongside and the relational influence of coaching.   

The study of the questioning method and relational empowerment of God and Jesus 

Christ provides Biblical practices for coaching.  It is worth noting that Jesus was asked one 

hundred eighty-three questions and only directly answered three questions, but He asked 

questions to answer most of the questions.  Further, the four Gospels record three hundred 

and eighty-three questions that Jesus asked.  These statistics show that His useful teaching 
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tool was to ask questions so that He could educate and empower listeners to think deeper 

and reflect on the issues.   

Jesus’s teaching and His role model of servant leadership provide a solid theological 

base to the servanthood role and empowerment practice of coaches.  Christian coaches are 

not only coaching leaders, but also servant leaders.  The life of Barnabas provides an 

excellent role model for Christian coaches to develop emerging leaders.  

Thus, coaching is Biblically sound and one of the “practical applications of this 

empowering model for servant leadership.”330  The literature review of coaching and 

leadership development in chapter two is also consistent with the study of relevant Biblical 

texts, concerning coaching in the areas of powerful questioning, relational empowerment, 

servant leadership and leadership development.  

There are both a theoretical base and a Biblical foundation for coaching as a 

leadership development tool.  After affirming servant leadership of powerlessness and 

humility, Henri Nouwen remarks that strenuous theological reflection will critically allow us 

to discern where God is leading us.331  A thoughtful theological reflection that this 

researcher has taken has provided a strong momentum for this research project about 

coaching emerging leaders through empowering others, active listening and asking thought-

provoking questions. 

 

 

 

                                                           
330 Wright, Relational Leadership, 44. 

 
331 Nouwen, In the Name of Jesus, 85. 
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CHAPTER FOUR 

 PROCEDURES AND RESEARCH DESIGN 

 

The theoretical and theological foundations of coaching were outlined in Chapters 

two and three respectively.  In this chapter, this researcher will first describe the research 

process in detail and then present and analyze the research.  The objective of this chapter is 

to study the Research Question of this project, restated here: “How will selected Christian 

and Missionary Alliance coaches and coachees evaluate the effectiveness of empowering 

others, active listening and asking thought-provoking questions?”   

To address the Research Question, this researcher will analyze the research findings 

to test the three hypotheses of this project.  The three hypotheses are restated as follows:  

1.  Empowering others in coaching can be strengthened through continuously-

improving communication skills in active listening and powerful questioning. 

2.  Active listening in coaching can help the coachees feel supported and empowered 

to develop their ideas towards self-discovery. 

3.  Asking thought-provoking questions in coaching can help and encourage the 

coachees to think deeper, with focus and from new perspectives.   

 

The Research Process 

The research process outlines the procedures for obtaining the research findings.  

According to The SAGE Dictionary of Qualitative Management Research, “Appreciative 
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inquiry is a process that involves exploring the best of what is (or has been) and amplifying 

this best practice.”332  Appreciative inquiry is an investigation with the goal of identifying 

what is already working and is most effective, rather than focusing on the problems that 

need fixing.333   

In this project, this researcher took an appreciative inquiry approach by using a five-

question qualitative survey on those who already practised coaching, either as a coach or as 

a coachee.  This approach does not ignore the weaknesses or past failures, but it helps people 

to get a more positive perspective and so to come up with ideas for improvement.334  We 

shall review how to use the appreciative approach in this project. 

 

The Project Survey Method  

This researcher conducted this project survey in five steps.  First, he obtained the 

approval from the Vice-President of the Home Ministry of the C&MA to conduct this survey 

in churches of the C&MA.  He then consulted with an experienced Chinese Alliance leader 

who knew about the situation of the coaching movement in the C&MA and has served in the 

Canadian Chinese Alliance Churches Association (hereafter called CCACA) and the Eastern 

District Executive Committee of the C&MA.  The Chinese Alliance leader’s input helped to 

establish a short list of coaches who could potentially be participants in this project survey.  

                                                           
332 “Definition,” Appreciative Inquiry, The SAGE Dictionary of Qualitative Management Research, 

accessed February 14, 2018, http://methods.sagepub.com/reference/the-sage-dictionary-of-qualitative-

management-research/n11.xml.    

 
333 “What is Appreciative Inquiry?,” Coaching Leaders, accessed February 14, 2018, 

https://coachingleaders.co.uk/what-is-appreciative-inquiry/.  

 
334 Coaching Leaders, “What is Appreciative Inquiry?.”  

http://methods.sagepub.com/reference/the-sage-dictionary-of-qualitative-management-research/n11.xml
http://methods.sagepub.com/reference/the-sage-dictionary-of-qualitative-management-research/n11.xml
https://coachingleaders.co.uk/what-is-appreciative-inquiry/
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He also introduced some names of district leaders from whom this researcher could obtain a 

referral to other coaches. 

Second, this researcher contacted these leaders and the coaches on the short list, and 

subsequently received more names of other coaches from them.  He cordially invited the 

potential coach participants to join this survey.  He also sought referrals to their coachees 

from them.  Third, some of their coachees were referred to this researcher by them.  These 

potential coachee participants were subsequently invited to participate in this survey.   

After the invitation of the potential coach participants in this survey, at the 2017 

CCACA Joint Mission Convention, this researcher discussed coaching with the senior pastor 

of a large CAC who is a potential coach participant.  It is noteworthy to mention that the 

senior pastor and his leadership team had joined a coach training, but they considered 

coaching by solely questioning without giving any advice as not suitable for the present 

situation of developing and counselling their Chinese congregants.  As such, they did not 

show any interest in participating in this survey.   

This researcher contacted the potential participants from four districts of the C&MA 

across Canada from British Columbia to Ontario.  After communicating with a total of 

thirty-five potential participants, he discovered that some declined to participate in this 

survey due to their busyness and they had no interest in it.  Finally, five Chinese coachees, 

and three Caucasian and six Chinese coaches agreed to participate.  There were in total of 

fourteen participants in this survey.   

Fourth, this researcher conducted either in-person or telephone interviews with six 

coaches who participated in the five-question qualitative survey.  Fifth, this researcher sent 

out questionnaires to other participants and then received a total of eight written responses 
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from three coaches and five coachees.  The project survey method is summarized in Tables 1 

to 3 in Appendix B to show the coding system for the participants, the profiles of the 

participants and the steps of the survey respectively.   

 

The Project Survey Instrument 

The project survey instruments are two sets of questionnaires, each of which consists 

of five open-ended guiding questions.  The first set is for the coach participants and the 

second set is for the coachee participants.  All participants received a copy of the 

questionnaire well before the survey interview or before the written response was required.  

The questionnaires were designed to explore the participants’ experiences with coaching and 

focus their evaluation on the effectiveness of powerful questioning, active listening, and 

empowering others.  A copy of the two sets of questionnaires is in Appendix C.  Table 4 

shows the five guiding questions of the two questionnaires in parallel for easy cross-reference. 

   

Table 4:  The Two Survey Questionnaires of This Project Shown in Parallel 

Questions 

About: 

Questionnaire for Coachee Questionnaire for Coach 

1.  What 

Questions to 

ask 

When probing you to think 

deeper, what specific questions 

can you recall your coach asking 

in a coaching conversation?  (E.g. 

how you felt, did you feel 

threatened, upset, empowered, or 

encouraged, how you assessed the 

situation, what you thought might 

be useful to implement) 

 

When probing your coachees to 

think deeper, what specific 

questions can you recall asking in a 

coaching conversation? (E.g. how 

they felt, did they feel threatened, 

upset, empowered, or encouraged, 

how they assessed the situation, 

what they thought might be useful 

to implement) 
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2.  In What 

Ways the 

Questions 

Helped 

In what ways did you find these 

questions helped you to think 

about ministry? 

In what ways did you find these 

questions helped your coachees to 

think about ministry? 

3.  In What 

Ways Actively 

Listening was 

Empowering 

When your coach actively listened 

to you, in what ways did this 

empower you to commit to your 

plan? 

 

In what ways did actively listening 

to your coachees help you to 

empower them to commit to their 

plan?   

4.  What did 

not Work Well 

in the 

Coaching 

Process 

In your experience of being 

coached, what has not worked 

well? (E.g. the ways your coach 

asked questions, the ways you 

gave feedback to your coach’s 

questions, the ways your coach 

stirred up your response, etc.)    

  

In your coaching process of asking, 

what has not worked well? (E.g. the 

ways you asked questions, the ways 

your coachees gave feedback to 

your questions, the ways you stirred 

up your coachees’ response, etc.) 

5.  The 

Strengths and 

Weaknesses of 

a Series of 

Questioning 

According to your experience as a 

coachee, what are the strengths 

and weaknesses of continually 

responding to thought-provoking 

questions probing you to think 

deeper? 

According to your experience as a 

coach, what are the strengths and 

weaknesses of persistently asking 

thought-provoking questions so that 

your coachees are probed to think 

deeper? 

 

The two sets of questionnaires follow the same sequence of inquiry, but each has 

slightly different wording to suit different respondents, depending on whether he or she is a 

coach or a coachee.  The first guiding question for the coach participants directly corresponds 

to the first guiding question for the coachee participants.  The rest of the questions in the 

sequence follow the same pattern to facilitate easy cross-reference for analysis and cross-

tabulation.  As an example, these are the questions asked in the two sets of the second guiding 

question: “In what ways did you find these questions helped your coachees to think about 

ministry?” and “In what ways did you find these questions helped you to think about 

ministry?”   
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To answer the Research Question, this researcher uses a qualitative survey by way of 

a semi-structured interview technique.335  This researcher conducted such interviews either 

in person or by telephone with six coach participants who chose to be interviewed.  The 

semi-structured interviews allowed him to explore relevant information that emerged during 

the conversations with the interviewees.   

The survey design includes some limitations and delimitations.  This researcher 

chose to delimit the survey by taking some limits in the survey.  He will discuss both 

limitations and delimitations in the following respective sections. 

 

The Project Survey Limitations 

This survey has three inherent limitations.  First, it is limited in scope because 

participation in this survey is strictly voluntary.  The number of participants is limited to the 

potentially interested participants available not only from the short list of coaches and 

coachees but also depending on the potential participants’ interest and willingness.   

Second, busyness in ministry significantly affects the potential participants’ 

willingness to complete this survey.  There was one potential coachee participant who 

showed interest in completing the survey questionnaire, but because of some turmoil in his 

ministry, he regretfully withdrew his participation in the survey.  Some coachee participants 

showed no interest even though their coach referred them to participate in this survey. 

Third, the survey findings are limited to the participants’ subjective responses due to 

the little opportunity to assess the reliability of their comments and answers.  This project 

sets the inherent limitation of a one-time assessment in the interview process.  The mood and 

                                                           
335 John Swinton and Harriet Mowat, Practical Theology and Qualitative Research (London, England: 

SCM Press, 2006), 67. 
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circumstances surrounding the participants, who were under pressure to provide prompt 

responses to the interviewer, can mainly affect their responses during the interview.  The 

survey participants were encouraged to provide honest responses as to how they sensed the 

real situation, not what they believed to be the ideal answer. 

 

The Project Survey Delimitations 

As mentioned earlier, this researcher chose to take the appreciative inquiry approach 

in this project to obtain the qualitative survey responses from both the coach and coachee 

participants.  They should have already practised coaching, were related to the C&MA, 

referred to him and willing to participate in this survey.  In this survey, there are three areas 

of delimitation.   

First, he chose participants to be within the C&MA.  He obtained a referral list of 

coaches and coachees from other leaders of the C&MA.  They were coaches and coaches in 

the C&MA, already practised coaching and were willing to respond to the qualitative 

survey.   

Second, he followed the appreciative inquiry approach to seek the research findings 

from an anticipated survey size of fifteen coach and coachee participants.  He chose not to 

survey only either the coaches or the coachees.  He did not establish a new pilot coaching 

project to obtain the survey responses only from the coachees.    

In a pilot coaching project, a coach takes time to individually coach several coachees, 

who have not been coached before, for some time.  Some researchers choose to experiment 

with a pilot coaching project for six months in order to find support for their project 
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hypotheses.336  However, the coach’s limited available time restricts the number of his/her 

coachees in the pilot project to as low as three.337  If the coach conducts the pilot project 

through telephone conversations, the number of his/her coachees can go up to six.338  This 

researcher, however, expected the survey participant size to be fifteen to obtain adequate 

representation for the research. 

Moreover, in such a pilot project, the research obtains the research results from the 

analysis of a pre-coaching survey and a post-coaching survey from the coachees’ 

responses.339  The research results of the pilot project do not have the coaches’ responses to 

the survey and, thus, represent only one side of the coaching.  This researcher surveyed by 

obtaining the research results from the responses of both the coach and coachee participants, 

and so he chose not to use the method of a pilot project.   

Third, he chose to delimit the survey to be entirely qualitative by setting only five 

open-ended guiding questions in the questionnaire.  As such, he forsook using any five-point 

Likert scale questions which are essential in measuring a respondent's agreement with a 

variety of statements.340  Rensis Likert, an organizational psychologist, developed the Likert 

scale to evaluate the respondents’ level of agreement or disagreement of a symmetric agree-

disagree scale.341  For example, in responding to a statement “I felt cared for by my coach,” 

                                                           
336 Taylor, “The Impact of the Coaching Relationship on Pastoral Leaders,” 10.  

 
337 陳鴻耀 (Hui-Yui Chan) ： 《伴你前行： 教練與領導》，頁 152。  

 
338 Taylor, “The Impact of the Coaching Relationship on Pastoral Leaders,” 67-68. 

 
339 Taylor, “The Impact of the Coaching Relationship on Pastoral Leaders,” 84-85.  

 
340 “Likert Scale Questions - How it helps measure Respondent Attitude,” Likert Scale Questions with 

Examples, QuestionPro, accessed on Oct. 19, 2018, https://www.questionpro.com/article/likert-scale-survey-

questions.html.  

 
341 QuestionPro, “Likert Scale Questions - How it helps measure Respondent Attitude.”  

https://www.questionpro.com/article/likert-scale-survey-questions.html
https://www.questionpro.com/article/likert-scale-survey-questions.html
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a coachee respondent chooses an answer from the following five choices: 1) Strongly 

Disagree, 2) Disagree, 3) No opinion, 4) Agree, and 5) Strongly Agree.342 

Answers to the Likert scale questions could provide some relevant statistics for 

quantitative analysis.  After answering the Linkert scales questions, the respondents could 

gradually shift their attention to the survey topic and would then be more open to answering 

further questions.  Instead of using this method, this researcher chose to obtain as many 

relevant qualitative responses as possible from the two questionnaires in a short interview.  

The five open-ended guiding questions might motivate the respondents to respond at length 

concerning what they think of the topic.  It was a tough trade-off.  Instead of getting 

statistical results from the 5-point Likert scale questions, he chose to maximize to obtain 

adequate qualitative responses from all five open-ended guiding questions in a short 

interview or written survey.    

 

Project Survey Reliability 

This project does not focus on creating a new model for coaching in CAC but studies 

the current situation and the effectiveness of coaching practices among several Christian 

coaches.  Participation of the coaches and the coachees was strictly voluntary and 

anonymous.  The participants do not receive any direct benefit.  All responses from them 

were based entirely on their experience of either coaching others or being coached by a 

coach.  Their responses contribute significantly to the qualitative findings for analysis. 

 

                                                           
342 Robert J. Rowley, “Successfully Coaching Church Planters” (DMin diss., Dallas, TX: Dallas 

Theological Seminary, 2005), 92, accessed February 16, 2018, http://church-

planting.net/FreeDownloads/General%20Church%20Planting/Successful%20Coaching.pdf.  

http://church-planting.net/FreeDownloads/General%20Church%20Planting/Successful%20Coaching.pdf
http://church-planting.net/FreeDownloads/General%20Church%20Planting/Successful%20Coaching.pdf
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Research Data Findings 

This researcher has followed the analytical process as outlined in the book of John 

Swinton and Harriet Mowat Practical Theology and Qualitative Research.  The analytical 

process is as follows: 1) setting the themes according to the main categories of the survey, 2) 

coding each theme into subthemes, 3) giving meaning to the themes and subthemes through 

interpretive and reflective work, and 4) reflecting on the interpretation.343  He has also 

followed the coding practice as outlined in John Creswell’s book, Research Design: 

Qualitative, Quantitative, and Mixed Methods Approaches, for coding subthemes.344  He 

will discuss the details of grouping the data and developing the tables of qualitative results.  

 

Qualitative Data from Responses to Guiding Questions 

The five guiding questions on the questionnaires establish the three main categories 

of the survey, namely, empowering others, active listening, and asking thought-provoking 

questions.  The Guiding Questions #1 and #2 both emphasize getting responses to thought-

provoking questions.  The Guiding Question #3 keeps the focus on getting responses to 

active listening.  Coaching empowerment can be strengthened through improved 

communication in the coach’s questioning and listening.  The Guiding Questions #4 and #5 

focus on getting responses concerning the deficiency of the coaching process, and the 

strengths and weaknesses of a series of questioning.   

In analyzing the data from the personal interviews, this researcher put aside some 

data from the introduction dialogues, details of stories and irrelevant information.  After 

                                                           
343 Swinton and Mowat, Practical Theology and Qualitative Research, 68. 

 
344 John W. Creswell, Research Design: Qualitative, Quantitative, and Mixed Methods Approaches (Los 

Angeles: SAGE, 2014), 197-200. 
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several cycles of coding subthemes and grouping thematic findings, seven themes emerged, 

and he coded four to five subthemes into each theme.  He then developed six tables of 

qualitative results with each table expressing one theme, the coded subthemes, and the data 

of the thematic findings. 

 

Tables of Qualitative Results 

The six tables of qualitative results are Tables 5-10.  Related original qualitative data, 

either in phrases or in sentences, which express one common idea, are grouped as the 

thematic findings under one subtheme.  This researcher developed each table with the 

qualitative data from the responses to one guiding question only.  Tables 5-8 show the 

responses to the Guiding Questions #1-#4 respectively.  He split the answers to the Guiding 

Question #5 into two themes: strengths and weaknesses.  He developed both Table 9 and 

Table 10 with the answers to the Guiding Question #5.   

This researcher arranged Tables 5-10 in the same format with three columns, namely: 

subthemes, coachees’ responses, and coaches’ responses.  The responses of coachees and 

coaches appear in the same subtheme row.  The number and percentage of occurrences of 

the responses from coachees or coaches appear in each row of the subtheme.  Lists of 

subthemes of all tables of qualitative results show the subthemes in the order from the 

highest number of responses to the lowest.  Table 11:  Comprehensive Summary of Overall 

Qualitative Results summarizes the six themes, their coded subthemes and the number and 

percentage of the responses for a macro-view summary.  Tables 5-11 appear in Appendix D.   

 

Research Data Analysis  
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This researcher will analyze each subtheme from the highest number of responses to 

the lowest in each of Tables 5-10.  Table 5 consists of Parts A and B as Part A summarizes 

the types of questions in coaching and Part B provides the coachees’ feelings when being 

asked.  The analysis of Tables 5-6 provides the evaluation of the third hypotheses regarding 

asking thought-provoking questions.  The analysis of Table 7 provides the evaluation of the 

second hypotheses regarding active listening.  The analysis of Table 5-10 provides the 

evaluation of the first hypotheses regarding empowering others.   

Table 12 summarizes the essential information of Tables 5-10.  It serves as an aid for 

analysis and appears below. 

Table 12:  Concise Summary of the Overall Qualitative Results 

* The number in ( ) is the total number of responses in the themes or subthemes in each 

table. 

1.  Table 5               *(66 Responses) 

o Theme:  Coach’s Questions Asked in   

              Coaching  

o Subthemes:  

A.  Questions Collected: 

1. Open-ended “What”      *(25) 

2. Open-ended “How”         (13) 

3. Closed                              (  7) 

4. Other Open-ended           (  2) 

B.  Coachees’ Feelings When Being 

Asked 

1.  Encouraged                        (10) 

2.  Empowered                        ( 6) 

3.  Uncomfortable                   ( 3) 

2.  Table 6                   (38 Responses) 

o Theme:  The Effects of Thought- 

              provoking Questions  

o Subthemes:  

1. Feel Encouraged                      (  9) 

2. Think Deeper                           (  8)  

3. Think in New Ways                 (  7) 

4. Think with Focus                     (  6) 

5. Solve Coachee’s Problems      (  5) 

6. Feel Uncomfortable                 (  3) 

3.  Table 7                    (34 Responses) 

o Theme:  The Effects of Active 

              Listening  

o Subthemes:  

1.   Feel Someone is listening              (10) 

4.  Table 8                  (28 Responses) 

o Theme:  Deficiency in a Coaching  

                     Process  

o Subthemes: 

1.    Defective Communication         (12) 
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2.   Feel Supported by body language (  9) 

3.   Self-discovery to take Ownership (  8) 

4.   Feel Motivated                              (  7) 

2.    Long Process Time                    (  7) 

3.    Defective Questions                   (  6) 

  4.    Long Meeting Time                   (  3) 

5.  Table 9                  (38 Responses) 

o Theme:  The Strengths of a Series of  

              Questioning  

o Subthemes: 

1.   Effective Questioning                (13) 

2.   Develop Own Thinking             (10) 

3.   Think Deeper                             (  7) 

4.   Explore New Perspectives         (  4) 

  5.   Motivate to Change                   (  4)  

6.  Table 10                 (20 Responses) 

o Theme:  The Weaknesses of a Series         

               of Questioning  

o Subthemes: 

1.   Causing Emotional Reaction      (  7)  

2.   Causing Fatigue in Thinking      (  7)  

3.   Causing Confusion                     (  4) 

   4.   Relying on the Coach                 (  2) 

Sum of the Total Number of Responses in 

Table 5 to Table 10:  224 

 

 

 

Coach’s Questions Asked in Coaching  

Part A of Table 5 is a summary of the coach’s questions asked in coaching.  

According to the forty-seven questions collected, there are four subthemes: 1) Open-ended 

“What” Questions, 2)  Open-ended “How” Questions, 3)  Closed Questions, and 4)  Other 

Open-ended Questions.  The coachees contributed two-thirds of the sample questions as 

open-ended, and the coaches responded 97.7 % of the sample questions as open.   

In summary, the data findings highly support the fact that coaches often use open-

ended questions, especially “what” and “how” questions, to probe the coachees.  The open-

ended questions help the coachees freely explore their ideas on the subject.  The “what” 

questions guide them to think deeper about what they are going to achieve with their plan.  

The “how” questions guide them to think further about how they can achieve their goal.   

 

Coachee’s Feelings When Being Asked 
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After asking the Guiding Question #1in the interviews with five coaches, this 

researcher asked some follow-up questions about the coachees’ feelings when being asked.  

In a written response, a coachee also wrote two responses about his/her feelings.  Thus, this 

researcher summarized the coaches’ seventeen responses and the coachee’s two written 

responses under the theme of “Coachees’ Feeling When Being Asked” in Part B of Table 5.  

He developed three subthemes of how the coachees feel, namely, Encouraged, Empowered, 

and Uncomfortable. 

First, the subtheme of “Encouraged” represents 52.6% of the responses overall.  The 

coachees affirmed the coaches’ questions which encouraged them to think deeper and helped 

them a lot.345  The coaches expounded with a variety of eight words to present their 

understanding of the coachees’ feelings of being “Encouraged,” namely, felt good, felt 

happy, felt positive, felt listened, felt cared, felt appreciated, let them feel safe, and let them 

feel not challenged.346 

Second, the subtheme of “Empowered” represents 31.6% of the responses overall.  

The coaches elaborated how the coachees felt empowered with a variety of six ways, 

namely, felt empowered, felt confident to implement, felt helpful to have a new awareness 

with clarity, felt helpful to have new thinking, felt helpful to find a way to change, and felt 

helpful to find the solution.347   

Third, the subtheme of “Uncomfortable” represents 15.8% of the responses overall.  

In a balanced view, the coaches provided three responses that were under the subtheme of 

                                                           
345 Appendix C, Table 5:  Qualitative Results of Coach’s Questions Asked in Coaching. 

 
346 Appendix C, Table 5. 

 
347 Appendix C, Table 5. 



107 
 

“Uncomfortable,” namely, felt frustrated, felt they were not buying it in, and felt uneasy but 

appreciated.348  In summary, 84.2% of the responses confirm that the coachees had a 

pleasant feeling of encouraged and empowered toward being asked thought-provoking 

questions.   

 

The Effects of Thought-provoking Questions 

In answer to the Guiding Question #2, the coaches and the coachees continued to 

express how the thought-provoking questions could affect the coachees’ feelings.  In Table 

6, this researcher further developed two subthemes, namely, Feel Encouraged, and Feel 

Uncomfortable, under the theme of “The Effects of Thought-provoking Questions.” 

Table 6 summarizes six subthemes under the theme of “The Effects of Thought-

provoking Questions” and records a total of thirty-eight responses.  The six subthemes 

represent six ways in which the coaches felt regarding how thought-provoking questions 

could help the coachees: Feel Encouraged, Think Deeper, Think in New Ways, Think with 

Focus,  Solve Coachee’s Problem, and Feel Uncomfortable.    

First, the subtheme of “Feel Encouraged” represents 23.7% of the responses overall.   

The coaches expounded with a variety of six words to present their understanding of the 

coachees’ feelings of being “Encouraged,” namely, felt encouraged, felt affirmed, felt 

satisfied, felt confident of improving, felt coach’s support, and felt enjoyment.349  The 

coachees confirmed that the coaches’ questions encouraged them.   

                                                           
348 Appendix C, Table 5. 

 
349 Appendix D, Table 6: Qualitative Results of The Effects of Thought-provoking Questions.  
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Second, the subtheme of “Think Deeper” represents 21.1% of the responses overall.  

Asking questions to push the coachees to “think deeper,” the coaches guided them, not only 

to go beyond the surface to think further and more in-depth to respond but also to discover 

areas to improve and avoid overlooking.  One coachee confirmed that thought-provoking 

questions could help her “think deeper one step at a time,”350 but later in answering another 

question about the deficient areas, she responded, “open-ended questions took longer to 

process.”351  Her response presents a mindful precaution to coaches that for some coachees, 

they prefer not to be pushed too hard in a single coaching conversation, but to let the 

coachees have space, one step at a time, to process.   

Third, the subtheme of “Think in New Ways” represents 18.4% of the responses 

overall.  Helping the coachees “think in new ways” to get unstuck, the coaches guided them, 

not only to change the way they think but also to see new things and find new ways forward 

that bring about transformation.352  A coachee appreciated his coach to encourage him to 

“think more of a singular long-term goal.”353 

Fourth, the subtheme of “Think with Focus” represents 15.8% of the responses 

overall.  The coaches guided the coachees to focus on specifics and narrow down their 

thoughts to focus more on what they found most important for the conversation.  The 

coachees appreciated the coaches to help them keep on track and think specific on the 

working dynamic and relationships. 

                                                           
350 Appendix D, Table 6.   

 
351 Appendix F, Table 8: Qualitative Results of Deficiency in a Coaching Process. 

 
352 Appendix D, Table 6.  

 
353 Appendix D, Table 6.  
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Fifth, the subtheme of “Solve Coachee’s Problems” represents 13.2% of the 

responses overall.  The coaches guided the coachees to take the challenge and find ways to 

solve his/her issue.  A coachee affirmed that her coach’s questions help her to objectively 

analyze and solve her problems while she became stronger in faith.  

Sixth, the subtheme of “Feel Uncomfortable” represents 7.9% of the responses 

overall.  It is worthwhile to note that a coach mentioned that allowing the coachees to have 

an uncomfortable feeling at times, helped them to change.  This coach continued to 

comment that “If they are not feeling a level of discomfort, they probably are not 

changing.”354  Discomfort serves as a motivation for change.  

In summary, the overall responses in the six subthemes portray an affirmative picture 

that the coaches’ questions encourage the coachees and stimulate a self-discovery process, 

helping the coachees to “think deeper” “with focus” and “in new ways” to solve their 

problems.  Even the uncomfortable feeling could also motivate the coachees to change.   

In analyzing the qualitative results of Tables 5 and 6, the research findings 

favourably support the third hypotheses of this project that “asking thought-provoking 

questions in coaching can help and encourage the coachees to think deeper, with focus and 

from new perspectives.” 

 

The Effects of Active Listening 

Table 7 summarizes four subthemes under the topic of “The Effects of Active 

Listening” and records a total of thirty-four responses.  The four subthemes represent the 

four areas of empowering and supporting the coachees: Feel Someone is Listening, Feel 
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Supported by Body Language, Self-discovery for Taking Ownership, and Feel Motivated.  

The four subthemes in this sequence represent 29.4%, 26.5%, 23.5% and 20.6% of the 

responses respectively.   

First, in the subtheme of “Feel Someone is Listening,” a coachee appreciated the 

coach’s patient listening, noting that “solutions and answers are not always what I seek, but 

patience is always my most significant encouragement.”355  The coaches responded that a 

good coach is to be a good listener, patient and concentrating, listening and reacting to what 

they say.  A coach confidently affirmed the role of a Christian coach in active listening to 

both the Holy Spirit and the coachee as follows: 

I try to listen to what the Spirit of God is saying and to what the coachee is saying.  It 

allows me to confirm what I am hearing so I can ask more powerful questions to lead 

the coachee towards the desired result and what God has for them.356 

 

Second, in the subtheme of “Feel Supported by Body Language,” the coachees felt 

that they were being understood, supported, and given an affirmation signal.  In elaborating 

“Feel Supported by Body Language,” a coach explained it well as he said:  

To ensure I had heard them correctly – I would repeat what they had said to ensure I 

had heard them accurately – right body language and words of encouragement helped 

at this point.357   

  

Coaches further expressed that they provide “affirmation and support with eye 

contact” and the coachees “feel empowered together by a coach’s body language.”358   
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Third, affirming “self-discovery for taking ownership,” a coachee remarked that “I 

would further develop my idea and put it into a plan.”359  The coaches concentrate on 

helping the coachee towards self-discovery so that “the coachee has ownership of the 

situation and can find a solution.”360  A coach further explained that “active listening also 

allows the coachee to discern if what they said is what they are thinking.”361   

Fourth, in the subtheme of “Feel Motivated,” the coaches confirmed, not only that 

the coachees’ encouraged feelings but also that “it is kind of like providing a new solid 

footing to keep them moving forward with confidence.”362  The coachees also responded 

with various words of feeling, such as: feeling loved, feeling honoured, feeling respect from 

the coach, and feeling encouraged.363   

In summary, the responses overall affirm the empowerment that comes from the 

coaches’ active listening.  In analyzing the qualitative results of Table 7, the research 

findings favourably support the second hypotheses of this project: “active listening in 

coaching can help the coachees feel supported and empowered to develop their ideas 

towards self-discovery.”   

 

The Strengths of A Series of Questioning 

In order to evaluate the effectiveness of “empowering others,” this researcher is 

going to analyze the research findings in the sequence of “The Strengths of a Series of 
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Questioning,” “The Weaknesses of a Series of Questioning,” and “The Deficiency in a 

Coaching Process.”  He refers to “a series of questioning” as continually asking questions of 

the same nature, probing the coachee to think deeper.   

Table 9 summarizes five subthemes under the topic “The Strengths of a Series of 

Questioning” and records a total of thirty-eight responses.  The five subthemes represent five 

areas of strengths: Effective Questioning, Develop Own Thinking, Think Deeper, Explore 

New Perspectives, and Motivate to Change. 

First, the subtheme of “Effective Questioning” represents 34.2% of the responses 

overall.  In “Effective Questioning,” the coaches responded that they use follow-up 

questions after filtering the coachees’ replies; they can change the ways and questions to stir 

the coachees up while addressing the problem, and “use intuition to keep on questioning.”364   

A coach suggested an excellent strategy to ask about four questions in one session.  

Likewise, the coachees echoed that it is reinforcement and the priority is stressed. 

It is worth noting that while the pace is essential, a coach remarks his strategy in 

coaching to provide emotional release valves by allowing “the coachee to breathe after an 

intense section of coaching emotionally.”365  This coach further elaborated that it “is 

important to serve their emotional needs that support the reflective and deep thinking 

required for some issues they are facing.”366 

Second, the subtheme of “Develop Own Thinking” represents 26.3% of the 

responses overall.  The coaches responded that they guide the coachees to share their 
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answers, find their solutions, and take responsibility for the results that they wish to 

accomplish.  Through “a series of questioning,” the coach “empowers and gives the coachee 

the freedom to create the process that works best for them.”367  This empowerment to 

coachees helps them possess their ideas.  The coachees responded that they were able to 

develop their skills in addressing difficult situations so that they are trained to analyze the 

situations themselves.   

Third, in the subtheme of “Think Deeper,” the coachees responded that it is an 

excellent way to probe coachees to think more and deeper.  The coaches commented that “a 

series of questioning” provides coachees with a “challenge to think differently and in new 

ways,” as persistency can “provoke thinking to go deep.”368  A coachee thus responded, “I 

was able to get to the so-called bottom in a short time.”369   

Fourth, “a series of questioning” can also help coachees “explore new perspectives” 

concerning their specific situations.  The coaches reported that the coachees could then 

“look at things at different angles” for “exploring new and undiscovered territories of 

thought and possibilities of future ministry opportunities.”370  Besides, it could “help them 

recognize and see new ways, solutions, and pathways through the situation.”371 

Fifth, in “Motivate to Change,” the coaches responded that “a series of questioning” 

is a “powerful behavioural change agent” and the “best way to get coachees to think about 
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themselves without telling them to change.”372  One coachee responded that it “encouraged 

me to seek to be a better servant (instead of being satisfied with the current situation).”373   

In summary, the thirty-eight responses in the four subthemes constructively support 

the strengths of “a series of questioning.”  Questioning is useful when the questions are built 

upon the coachees’ responses and lead to different ways to stir up their thinking.  It helps the 

coachees think deeper to develop their thinking and explore new perspectives.  The coachees 

are motivated to change as they think through the issue and find the answer by themselves.   

 

The Weaknesses of A Series of Questioning 

Table 10 summarizes four subthemes under the theme of “The Weaknesses of a 

Series of Questioning” and records a total of twenty responses.  The four subthemes 

represent four areas of weaknesses: Causing Emotional Reactions, Causing Fatigue in 

Thinking, Causing Confusion, and Relying on the Coach.  The number of responses is the 

same for the top two subthemes, and each represents 35% of the responses overall.   

First, in the subtheme of “Causing Emotional Reactions,” a coachee remarked that it 

might risk stirring up defensiveness when the coach continually threw questions at the 

coachee.374  The coaches also sensed that “a series of questioning” could cause some 

emotional reactions in the coachees, such as the unhappy feeling, the feeling of being 

interrogated, and other negative feelings.375   
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One coach also empathetically remarked that continually asking questions of the 

same nature is “presenting an environment whereby a coachee feels overwhelmed with 

actually having to work through the issues at hand.”376  It can make the coachee feel 

frustrated when he/she is not emotionally prepared to deal with the issues.  Further, another 

coach insightfully observed the coachees’ frustration that the coachees may have a one-sided 

expectation of being coached.  They are looking for a mentor or a peer to talk through 

various thoughts and then give them advice instead of relying on their thinking to answer the 

coach’s “series of questioning.”377  This situation is similar to that in Frank Gallo’s report on 

his experience with Chinese coachees in China as mentioned earlier.  

Second, in the subtheme of “Causing Fatigue in Thinking,” the coachees 

acknowledged that there were high pressure and tiredness in the thinking process.  A 

coachee revealed the situation noting, “If I have a few more days to think it over, I may 

achieve a deeper level.”378  Likewise, the coaches observed the coachees’ fatigued situation 

and found that during the coaching conversation, the coachees overthink about the issue 

without telling the coach what they are thinking and struggling on the issue.379  A coach 

responded that the thinking process of coaching is very long, and so church leaders may not 

afford time because of other administration issues.380 

Third, the subtheme of “Causing Confusion” represents 20% of the responses 

overall.  The coaches observed that in “a series of questioning,” the coachees look confused 
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and their misunderstanding led them to draw an incorrect conclusion after the session.  

Acknowledging the coachees’ confusion, a coachee explains that questions “might further 

confuse the coachee when he/she cannot connect and relate the question to the situation.”381 

Fourth, the subtheme of “Relying on the Coach” represents 10% of the responses 

overall.  A coachee commented that it could “make me rely on the coach too much,” and 

“trust my coach too much, so I found it difficult to accept advice from other people.”382 

In summary, the four subthemes of Table 10 reveal the weaknesses of questioning so 

that the coaches will be able to improve their efforts to empower their coachees.  These 

weaknesses provide warnings about pitfalls that coaches need to watch for and avoid so they 

will not establish an environment of interrogation and defensiveness.   

 

Deficiency in A Coaching Process 

Table 8 summarizes four subthemes under the topic “Deficiency in a Coaching 

Process” and records a total of twenty-eight responses.  The four subthemes represent four 

deficient areas: Defective Communication, Long-Time Process,  Defective Questions, and 

Long Meeting Times.   

First, “Defective Communication” represents 42.9% of the responses overall.  The 

coaches responded that the coachees felt judged, that the coach’s tone showed bias, that it 

was not safe to express their ideas, and that the relational chemistry between the coach and 

his/her coachee blocked the communication.  One coach commented that a coach sometimes 
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is not ready to devote himself/herself to a coaching conversation when he/she has other 

things on his/her mind, making his/her inner space not ready.  

When a coach is occupied with other things, his/her coachee might feel that the 

coach is unable to help in the coaching conversation.  The coachees also expressed that the 

communication was defective in the situations when they not only sensed criticism but also 

when an objective analysis was provided by the passionate coach who left little room for the 

coachees’ analysis.   

On the other hand, another coach reflected that he was “making assumptions and 

projecting outcomes in advance of the coachee processing for himself/herself the issues 

before him/her.”383  This approach could present a case where the coach uses questions that 

set up the situation so that the questions lead the coach to deliver his/her answers.  The 

coachee may then feel like he/she is being pushed to take the coach’s solution or way of 

solving the issue.  As mentioned earlier, this is one of the four situations that Ogne and 

Roehl advise coaches to avoid misusing questions.  

Second, “Long-Time Process” represents 25% of the responses overall.  A coach 

reported the long process, in that “it takes much longer to steer the coachee to find the 

coachee’s solution.”384  As mentioned earlier, a coachee revealed, that it was easier to think 

deeper one step at a time in the coaching process, and then followed up with personal 

reasons.  The coachee not only takes longer to answer open-ended questions but also is not 

ready right away to answer concerning what to do in the next step.  
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This adverse situation may then push the coachees to “give casual answers”385 right 

away.  A coach insightfully observed that it is possible that the coachee is so stuck on one 

opinion that to continue asking questions on the same issue may not necessarily move her 

away from her pre-determined mindset.   

Third, regarding “Defective Questions,” the coachees commented that the coach’s 

questions sometimes are either hard to understand or there are not enough thought-

provoking questions.  The coaches acknowledged that their questions sometimes were not 

good enough and that it was better to break things up into steps instead of asking big 

questions.  This suggestion shows how this adverse situation can be improved.  

Furthermore, a coach responded with an in-depth personal reflection that he catches 

himself sometimes asking questions that are not helpful, but instead are leading “toward a 

specific end instead of supporting the coachees to discover and find solutions.”386   This way 

is one of the four situations mentioned by Ogne and Roehl misusing questions to put the 

coach’s agenda on the coachee.  After personal reflections, he can intentionally avoid these 

kinds of questions and improve the adverse situations in order to empower the coachees.   

Fourth, regarding “Long Meeting Times,” a coach commented that “the coachee 

talked too much and very long.”387  This situation is not only out of the coach’s control but 

also a signal for the coach to adjust to the coachee’s talking style.  To improve the meeting 

time of coaching, coaches could further reflect on a coachee’s comment to arrange “more 

structured times of coaching.”388  
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In summary, the four subthemes of Table 8 disclose four functional areas where 

coaches need to address the deficiencies in order to improve to empower the coachees.   

 

Reflections And Ways To Improve Empowering Others 

The responses from both Table 8 (The Deficiency in A Coaching Process) and Table 

10 (The Weaknesses of A Series of Questioning) present some practical adverse situations 

where the coaches need to improve their efforts at empowerment.  The coaches’ responses in 

these two tables also present their reflections in the adverse situations of coaching so that 

they are willing to improve in adverse situations.   

In Table 10, the responses in the subtheme of “Causing Emotional Reaction” reveal 

some areas for improvement in “asking a series of questions.”  For the sake of helping 

coachees think through their issue effectively, coaches need to intentionally accommodate 

their coachees’ emotional reactions and frustration to “a series of questioning.”   

One of the leading causes of coachees’ frustration is the coachees’ one-sided 

expectation to get advice in coaching.  In establishing the coaching relationship, coaches 

need first to help coachees understand the principles and practices of coaching and the 

respective roles of a coach and a coachee.  The coachees can then have the right expectation 

to co-work with their coaches to think deeper about their plans.   

To solve the coachees’ emotional reactions and frustration, the coaches’ responses in 

the subtheme of Table 9 (Effective Questioning) offer two great strategies that the coaches 

“provide emotional release valves” and “ask about four questions in one session.”389  Hence, 
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the coaches can reflect on “The Weaknesses of  A Series of Questioning” and continuously 

adjust and improve their strategies to empower their coachees.   

In the theme of “Deficiency in A Coaching Process,” “Defective Communication” 

and “Long-Time Process” are the top two deficient areas and could significantly hinder the 

effectiveness of empowering the coachees.  The responses in Table 8 provide four practical 

hints and suggestions for coaches to improve their empowerment to the two areas.  

First, after personal reflection, a coach understands that his/her coaching approach is 

too passionate in making assumptions and projecting outcomes; thus, he/she can take more 

effort in believing the coachee and refraining from making his/her assumptions.   

Second, at the beginning of every coaching conversation, a coach can begin by 

establishing some good rapport with the coachee to further develop their coaching 

relationship, and a caring and trusting environment.  The coachee may then feel safe and 

open to reveal his/her present worries and anything that is troubling his/her mind.  The 

coaching agenda will then focus on solving the coachee’s present problem, and so the 

coachee can feel the coach’s immediate help.   

Third, if a coach senses that the relational chemistry has been revealed to be not a 

good match with his/her coachee, because of a severe pre-determined mindset or because of 

some personal inner hurts, the coach may consider referring the coachee to another coach or 

another one-to-one helping profession, e.g. counselling or mentoring.  In most situations 

where a severe pre-determined mindset or personal inner hurts are present, coaching, which 

follows the approach of believing the expertise within the coachee, may not be the proper 

help or therapy for the coachee.   
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Fourth, experienced coaches reflect on their impatient tones in the coaching process.  

They then learn to be patient in taking several coaching sessions to help their coachees begin 

to make some moves in their thinking and some changes in their pre-determined mindset.  

Thus, coaches can reflect and continuously adjust and improve in the above deficient areas.   

Moreover, the responses in Table 9 positively evaluate “The Strengths of A Series of 

Questioning” and support that “a series of questioning” empowers the coachees to think 

deeper to develop their thinking and have their motivation to change.  Two subthemes in 

Part B of Table 5 about coachees’ feelings when being asked, namely, “Encouraged” and 

“Empowered,” and the subtheme of “Feel encouraged” in Table 6 favourably support the 

function of empowering others in asking thought-provoking questions.  All the subthemes in 

Table 7, namely, “Feel Someone Is Listening,” “Feel Supported By Body Language,” “Self-

discovery To Take Ownership” and “Feel Motived,” favourably support the function of 

empowering others in active listening.  

Since every coachee is different; sincere coaches will strive to empower the coachee 

through continuous adjustment and improvement in the coaching relationship, active 

listening and powerful questioning for the sake of developing the coachee.  Empowering 

others is not only the essence of coaching but also the working product of the coach’s 

continuous improved active listening and powerful questioning.   

In analyzing the qualitative results of Tables 5 to10, the research findings favourably 

support the first hypotheses of this project that “Empowering others in coaching can be 

strengthened through continuously-improving communication skills in active listening and 

powerful questioning.” 
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Summary 

Adequate qualitative responses to the five guiding questions fuel up this project.  

After several cycles of coding subthemes and grouping thematic findings, this researcher 

developed six themes, and thirty coded subthemes supported by the thematic findings of two 

hundred and twenty-four qualitative responses.  A group of nineteen to forty-seven 

responses supports a theme.  Forty-seven responses of questions support the likely use of 

open-ended questions in coaching.  A total of one hundred and twenty-three responses in 

Part B of Table 5, and Tables 6, 7 and 9 support the positive evaluation of empowering 

others in active listening and powerful questioning.  

 Following the design of the questionnaires, this researcher developed Tables 8 and 

10 to get qualitative results about the deficient areas in coaching and “The Weaknesses of A 

Series of Questioning” respectively.  In these two tables, there are eight subthemes 

supported by the thematic findings of forty-eight responses.  The eight subthemes reveal 

practical adverse situations of coaching that cannot be ignored.  The coaches should 

continuously improve their communication skills and empowerment in these situations.  

This researcher also discussed the reflective analysis on how to improve coaching 

empowerment in these adverse situations, especially at length on three subthemes: Causing 

Emotional Reaction, Defective Communication, and Long Process Time. 

In summary, the research findings support the three hypotheses of this project 

regarding the effectiveness of the three core factors of coaching, namely, empowering 

others, active listening, and asking thought-provoking questions.  The results of the 

qualitative analysis suggest that the participants’ responses support a positive evaluation of 
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the three hypotheses of this project.  In chapter five, this researcher will discuss the 

implications of the research findings and recommendations for coaching in CAC. 
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CHAPTER FIVE 

CONCLUSION AND IMPLICATIONS 

 

Research findings were gathered and analyzed in this project.  The primary aim of 

this research project was to discover how these research findings will help when coaching 

emerging leaders in CAC.  Thus, this researcher will focus on reflecting the implications of 

the research findings as they apply to coach emerging leaders in CAC.  

 

Implications of Research Findings 

As Jesus Christ always asked questions to educate and empower His disciples, who 

were learners following Him, asking questions can be an excellent tool to stir up thinking 

and empower learners.  Likewise, a coach asks questions to guide and empower his/her 

coachees who learn through their deep thinking and are empowered to explore new 

perspectives to discover their solution, instead of being given the coach’s advice.   

The research findings revealed not only the strengths of “a series of questioning” but 

also some challenges in coaching in using the method of  “a series of questioning.”  How 

will these research findings affect coaching emerging leaders in CAC?  First of all, it is 

essential to understand the current cultural situations of people in CAC, namely, power 

distance, individualism versus collectivism, and postmodernism versus modernism. 

Traditional Chinese culture is high in power distance and collectivism whereas the 

Canadian culture is low in power distance and high in individualism.  Most Chinese 
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immigrants in CAC are boomers, born in 1946-1964, and have grown up in Chinese culture 

and the era of the modernism.  However, the second-generation Chinese have grown up in 

Canadian culture when postmodernism has taken over. 

Thus, to study the impact of the research findings of first-generation and second-

generation Chinese, this researcher will thoroughly discuss the implications of high versus 

low power distance, individualism versus collectivism, and postmodernism versus 

modernism on them.  He will refer to the research findings of this project and responses 

from seven of the fourteen participants to support the discussion.  He will assign an English 

pseudonym to each of the seven participants to keep their privacy and anonymity and list 

their characteristics in Table 13 below. 

Table 13:  The Participants’ Characteristics 

Participants (Pseudonym) Gender Ethnicity  Coach/Coachee 

Alan M Chinese Coach 

Bob M Chinese Coachee 

Charles M Chinese Coach 

Dora F Chinese Coachee 

Edward M Chinese Coachee 

Frank M Caucasian Coach 

Gloria F Chinese Coachee 

 

 

A Chinese Coachee in High-Power Distance Culture 

Chinese culture not only emphasizes respect for people of authority but is also 

influenced by the Confucian-heritage culture.  As such, a traditional Chinese learner respects 

figures of authority and their knowledge and expects to get advice from his/her teacher.   

Alan, a Chinese coach participant, responded that some coachees might 

unconsciously look for a mentor or a peer to talk through various thoughts and obtain some 
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advice from them, instead of looking for someone who makes him think deeper to explore 

his solution.  This situation prompts this researcher to explore whether the traditional 

Chinese culture of respecting people of authority and their knowledge would influence the 

coachees.  

The traditional Chinese culture of seeking and receiving advice from a person of 

authority and knowledge may stand as a potential obstacle to the practice of coaching in the 

CAC.  Upon reflection, this researcher related the situation of seeking and receiving advice 

with a high-power distance culture which was introduced to him by a second-generation 

Chinese Christian leader in a talk about leadership conflicts in trilingual CAC.  Power 

distance is one of the culture dimensions as explained in the next section. 

 

High-Power Distance Culture  

Geert Hofstede in his book, Culture's Consequences, defines culture as “the 

collective programming of the mind that distinguishes the members of one group or category 

of people from another.”390  Geert Hofstede identified five dimensions of culture: power 

distance, uncertainty avoidance, individualism versus collectivism, masculinity versus 

femininity, and long-term orientation.391  He later added one more dimension: indulgence.392   

The idea of power distance is an important cultural concept and of high relevance to 

the reflection of the research findings.  According to Geert Hofstede’s research, the power 

distance indices of Canada, China, Hong Kong, and Taiwan are 39, 80, 68, and 58 
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respectively.393  It was discovered that the higher the power distance index, the more the 

respect and deference to figures of authority and more acceptance of unequal power 

distribution.   

The indices, thus, show that Chinese culture, which is represented by people in 

China, Hong Kong, and Taiwan, generally has a higher power distance compared to that of 

Canadian culture.  Immigrant families from these three areas are the majority of the 

congregants in CAC.   

Potential coaches and coachees in CAC, except second-generation Chinese, are thus 

influenced by high-power distance culture.  Traditional Chinese families and churches are 

used to high-power distance culture in which junior members of the family naturally defer to 

higher level people and accept the situation of unequal-distributed power.394  It presents a 

norm of taking deference and unequally distributed power as the natural order.395   

 

Influence of High-Power Distance Culture 

Since, among the six dimensions of culture, power distance was reported to have a 

more significant influence on students’ learning, Yi Leaf Zhang, a university professor in 

Texas, chose to research the dimension of power distance.396  Zhang conducted a face-to-

face qualitative survey by way of a semi-structured interview technique with twelve Chinese 

                                                           
393 ““Canada, China, Hong Kong, Taiwan,” Country Comparison, Hofstede Insights, accessed March 16, 

2018, https://www.hofstede-insights.com/country-comparison/canada,china,hong-kong,taiwan/.   

 
394 Kate Sweetman, “In Asia, Power Gets in the Way,” April 10, 2012, Harvard Business Review, 

accessed March 15, 2018, https://hbr.org/2012/04/in-asia-power-gets-in-the-way.  

 
395 Sweetman, “In Asia, Power Gets in the Way.”  
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undergraduate students from the Confucian-heritage culture, including those from China, 

Hong Kong, and Taiwan.397  The semi-structured interviews allowed her to explore relevant 

information that emerged during the conversations with them.   

They took online courses at a university in the southwestern U.S. and engaged in 

online discussion with the instructors and peers.  In her 2013 article Power Distance in 

Online Learning: Experience of Chinee Learners in U.S. Higher Education, she completed 

research studying “Chinese learners’ perceptions of power distance and its impact on their 

interactions with instructors and peers in an online setting.”398  From the research findings, 

she found that the Chinese learners demonstrated a high-power distance in the online setting 

and expressed concerns about the lack of instructors’ participation in online discussions.399  

The Chinese learners viewed instructors as figures of knowledge and authority and valued 

the instructors’ knowledge more than their peers’ opinions.  They, thus, expected to receive 

guidance from them instead of from their peers’ opinions.   

She concluded that Chinese learners perceive learning as more instructor-centred.400  

She, thus, commented that there is a need to guide Chinese learners towards greater 

autonomous learning by providing them with the instructor’s explicit explanations and 

expectations for the class.401  Her research contributes to the understanding of Chinese 

learners’ perception of power distance and is, thus, relevant to the study of the learning 

experience of coachees in CAC. 
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401 Zhang, “Power Distance in Online Learning,” 248. 



129 
 

 

Autonomous Learning in High-Power Distance Culture  

A Chinese immigrant, who migrated to Canada as a teenager, may still be 

significantly influenced by the Confucian-heritage culture.  The older the age of the 

immigrant arriving in Canada, the higher the influence of the high-power distance culture on 

the immigrant.  Chinese immigrants, who could be coaches or coachees in CAC, are in some 

degree influenced by the Confucian-heritage culture and are used to high-power distance in 

the Chinese culture.  They traditionally consider teachers, mentors, and coaches as people of 

authority and knowledge.   

Thus, in CAC, the high-power distance culture affects Chinese coachees’ attitude and 

expectation toward coaching.  Chinese coachees may unconsciously perceive coaches as 

figures of authority and knowledge, and so expect advice from them.  This one-sided 

expectation of receiving advice could make coachees feel frustrated and the coach unable to 

help, as reported in the research findings on coaching.   

In order to correct coachees’ one-sided expectation of receiving advice, it is essential 

to help them understand the principles and practices of coaching and the respective roles of a 

coach and a coachee.  Some prefer brainstorming with their friends and teammates to allow 

them to think deeper to explore new perspectives.  Some coachees may take the initiative to 

ask for suggestions.  After several dialogue sessions of questions and answers, the coach 

may be able to get the coachee’s consent to suggest helping him/her think further about a 

solid plan, without giving advice.   

Zhang’s comment in her research can provide a hint to help this situation of Chinese 

coachees’ one-sided expectation of receiving advice.  When establishing the coaching 
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relationship, coaches in CAC first ought to help coachees understand the rationales and 

benefits of coaching without advising so that coachees are steered “towards greater 

autonomous learning”402 through their own deeper thinking.   

Coaching aims to empower and keep coachees accountable for their plan.  To coach 

Chinese coachees “towards greater autonomous learning,” Chinese coaches may also adjust 

their approach to reduce the power distance between the coaches and the coachees as 

discussed in the next section. 

 

The Chinese Coach in High-Power Distance Culture 

Culture expresses in its values and norms while values vary from culture to 

culture.403  Values suggest how people behave and what should be sought or avoided 

because they are a culture’s standard for the desirable discerning states in society.404  Norms 

are reflected in cultural values and define how to behave by what society has defined as 

good, right, and essential.405   

Chinese culture profoundly influences Chinese with its values, such as high-power 

distance.  They behave in its norms, such as respecting people of authority.  The high-power 

distance culture influences not only Chinese learners but also Chinese leaders and coaches.   

In CAC, there are two kinds of coaches, namely first-generation Chinese coaches and 

second-generation Chinese coaches (hereafter called FCCH and SCCH respectively), and 

                                                           
402 Zhang, “Power Distance in Online Learning,” 248. 

 
403 William Little, Introduction to Sociology, 2nd Canadian Edition (B.C.: Open Book Publishing, 2016), 

chapter 3, accessed on Oct. 20, 2018, https://opentextbc.ca/introductiontosociology2ndedition/chapter/chapter-

3-culture/#section3.2.  

 
404 Little, Introduction to Sociology, chapter 3. 

 
405 Little, Introduction to Sociology, chapter 3. 

https://opentextbc.ca/introductiontosociology2ndedition/chapter/chapter-3-culture/#section3.2
https://opentextbc.ca/introductiontosociology2ndedition/chapter/chapter-3-culture/#section3.2
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two kinds of coachees, namely first-generation Chinese coachees and second-generation 

Chinese coachees (hereafter called FCEE and SCEE respectively).  FCCH and FCEE have 

grown up in the high-power distance and collectivism of the Chinese culture and received 

some influence from modernism.  Similarly, SCCH and SCEE have grown up in the low-

power distance and individualism of the Canadian culture and been impacted by 

postmodernism.   

 

Influence of High-Power Distance Culture  

As the Chinese culture is a high-power distance culture, FCCH tend to value giving 

advice and may unconsciously tend to ask advice-type questions and solicit coachees to 

listen to them.  It is crucial for them to understand and handle this situation correctly.   

As discussed in Chapter Four, a senior pastor and his leadership team in a CAC have 

not shown interest in coaching for developing and counselling their Chinese congregation.  

They did not buy into coaching because coaching focuses solely on questioning without 

giving advice.  In mentoring and counselling, mentors and counsellors often give advice.  In 

other words, they consider advising as very important in helping others.  Quite possibly most 

CAC Chinese leaders share a typical mentality of giving advice and most likely this relates 

somehow to the high-power distance of Chinese culture. 

Bob, a Chinese coachee participant, mentioned that his coach’s questions 

compellingly guided him through his thinking process, but if he could have a few more days 

to think the issue over, he might achieve more in-depth thinking.  Alan, a Chinese coach 

participant, shared in his reflection that he sometimes asked questions that led the coachees 

towards a specific end rather than supporting them to explore their thinking and solution.   
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In doing so, the coach took a high-power distance in his/her coaching and put advice 

in the form of a series of questions to lead coachees to reach the coach’s presumed solution.  

This approach works efficiently in reaching a solution, but it is not real coaching and 

manipulates the coachees towards the coach’s solution through the use of questions. 

 

A Subconscious Attitude of High-Power Distance Culture 

According to the coach participants’ responses, they found that coaching 

conversations may get stuck.  It can be due to many factors including the coachee’s various 

situations, such as — 1) being emotionally unprepared to deal with the issue, 2) feeling not 

ready to go for the next step, and 3) getting stuck as a result of pre-determined mindset.  It 

can generate a chain reaction in conversation.  Some FCCH then become impatient and may 

unconsciously communicate with their coachees in a tone of the high-power distance.   

Charles, a Chinese coach participant, reported that sometimes a coach’s tone might 

show bias.  The coach’s tone of voice, tonal pitch, and body language can quickly expose 

the coach’s mental superior attitude of the high-power distance.  The coachees might then 

feel like they are being criticized, judged or interrogated, as reported in the research 

findings.  They may react further by displaying an emotional defensive mood in response to 

the coach.  Besides, “a series of questioning” could stir up the coachees’ irritable mood to 

defend, especially when the coachees are emotionally unprepared or under overwhelming 

pressure to proceed. 

In summary, in the Chinese high-power distance culture, the FCEE tend to look for 

advice, and the FCCH value giving advice.  The FCCH may then put advice in the form of a 

series of questions, and unconsciously communicate with superior attitude in their voice 
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tone and body language.  Thus, coaching works more effectively in the low-power distance 

culture than in the high-power distance culture.  In order to make coaching work well in the 

high-power distance culture, FCCH need to adapt the coaching techniques to the high-power 

distance culture by recognizing and working with the culture. 

 

Equipped for Coaching in a High-Power Distance Situation 

Leaders in CAC should provide training to equip Chinese coaches and coachees to 

understand the principles, practices, benefits of, and challenges to coaching, and to handle 

the above adverse situations resulting from the high-power distance culture.  This training 

will hopefully equip them to practise coaching in the high-power distance culture.   

First, they should understand the “high-power distance” in Chinese culture and learn 

about its influences on a coach and a coachee.  As discussed earlier, FCEE need to 

understand their unconscious one-sided expectation of receiving advice due to their high-

power distance culture.  FCCH need to be aware of their tendency to giving advice and their 

unconscious superior attitude due to their high-power distance culture. 

Second, the FCEE can then understand that coaching is a different approach from 

providing advice and may work well for their leadership development even in the high-

power distance culture if they appropriately understand coaching.  As discussed earlier, 

besides understanding the respective roles of a coach and a coachee, the FCEE are 

encouraged to practise their role in the way coaching requires, and to navigate “towards 

greater autonomous learning” through their own deeper thinking.   

Third, the FCCH need to understand that their cultural background of high-power 

distance moves them towards putting advice in the form of a series of questions and 
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communicating with superior attitude in their voice tone and body language.  In order to 

overcome these drawbacks, they need to embrace the discipline of believing in people 

purposefully.   

Fourth, as discussed in Chapter Two, Frank Gallo found from his research that 

Chinese coachees in China need more understanding and experience in coaching in order to 

get ready to be coached.  FCCH and SCCH can adapt coaching to the high-distance culture 

by following Gallo’s successful example to be more up-front in the coaching process until 

the FCEE is more comfortable with the coach, with the coaching relationship and with the 

coachee’s role.  This researcher will further discuss Frank Gallo’s research in the 

recommendations for coaching in CAC. 

Fifth, as discussed in Chapter Two, the book of Eva Wong and Lawrence Leung, The 

Power of Ren, and Catherine Ng’s Dialectical Approach of Team Coaching both are 

grounded in the Western coaching approach and the Chinese culture and adapt coaching to 

the Chinese high-distance power culture.  Applying these highly qualified Chinese coaches’ 

experience and insights to coaching in CAC, FCCH and SCCH can adapt coaching to high-

distance culture by blending the Western coaching approach with the Chinese culture.  The 

Power of Ren and the Dialectical Approach of Team Coaching could be useful tools for 

equipping FCCH and SCCH to coach in the high-power distance culture.   

Sixth, competent coaches need to adapt their styles to their coachees’ preferred 

communication and learning styles.406  FCCH and SCCH should, thus, apply some 

situational leadership techniques as mentioned in the next section to handle the cultural 

impacts of coaching in CAC within the cultural dimensions, such as power distance and 

                                                           
406 Terry T. Bacon, and Karen I. Spear, Adaptive Coaching: The Art and Practice of a Client-Centered 

Approach to Performance Improvement (Palo Alto, California: Davies-Black Publishing, 2003), 112. 
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individualism, and to avoid any potential cultural conflicts with their coachees from diverse 

cultural backgrounds.  

 

Equipped with Situational Leadership for Coaching  

FCCH and SCCH are facing situational leadership challenges as a result of different 

power-distance cultures, individualism versus collectivism, and postmodernism versus 

modernism.  This researcher will further discuss the latter two situations in later sections.  If 

FCCH are equipped with applying the Situational Leadership II model407 to the situations of 

coaching SCEE, they will become more competent in coaching.  SCCH are also equipped 

with applying the Situational Leadership II model to the situations of coaching FCEE. 

According to the Situational Leadership II model developed by Ken Blanchard and 

his associates in the early 1980s, there are four leadership styles, namely S1 directing, S2 

coaching408, S3 supporting, and S4 delegating, regarding the four basic combinations of the 

amount of direction and support that the leaders give to their followers.409  There are four 

development levels of the followers ranging from the developing to the developed, namely 

D1 to D4, regarding the four basic combinations of their commitment and competence.410  

The leader chooses the right leadership style from one of the four styles to match with the 

follower’s development level, such as S1 for D1, S2 for D2, S3 for D3, and S4 for D4.   

                                                           
407 Blanchard and Hodges, The Servant Leader, 69, 75. 

 
408 Using the coaching style of Situational Leadership, the leader is directive to define the follower’s tasks 

and develops a two-way communication to seek the follower’s ideas and suggestions.  The coaching style is 

different from the professional coaching that does not provide advice but focuses on empowering others. 

 
409 Ken Blanchard, Patricia Zigarmi, and Drea Zigarmi, Leadership and the One Minute Manager: 

Increasing Effectiveness Through Situational Leadership II, Updated ed. (New York, NY: William Morrow, 

2013), 53-54.   

  
410 Blanchard, Zigarmi, and Zigarmi, Leadership and the One Minute Manager, 38. 
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The competent leader should adapt his/her leadership style to fit his/her follower’s 

development level.  Likewise, in handling the situational leadership challenges, the 

competent FCCH should apply the situational leadership to adapt their coaching style to 

their SCEE’s low-power distance culture, individualism, and postmodernism.  The 

competent SCCH should apply the situational leadership to adapt their coaching style to 

their FCEE’s high-power distance culture, collectivism, and modernism.   

FCCH and SCCH should also discern their coachees’ communication and learning 

style and seek to identify with them.  They need to change their preferred style in order to fit 

their coachees’ communication and learning styles resulting from their cultural backgrounds.  

Thus, they apply situational leadership to encourage and empower their coachees. 

 

Second-generation Chinese in Canadian Culture 

In Canada, Chinese parents generally have cultural differences from their second-

generation Chinese children at home and in church.  As discussed earlier, they come with 

the culture of their homelands, such as China, Hong Kong, or Taiwan.  Conversely, second-

generation Chinese have grown up in the Canadian culture which is very different from the 

Chinese culture, most notably in the dimensions of power distance and individualism.   

 

Canadian Individualist Culture 

 According to Geert Hofstede’s research, the individualism indices of Canada, China, 

Hong Kong, and Taiwan are 80, 20, 25, and 17 respectively.411  The higher the individualism 

index, the lower the degree of interdependence and the more the self-image centring in “I” 

                                                           
411 Hofstede Insights, “Canada, China, Hong Kong, Taiwan.”    
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rather than “we.”412  Canada scores 80 in her individualism index and is, thus, characterized 

as an individualist culture.413  Chinese culture, which is predominant in China, Hong Kong, 

and Taiwan, is low in the individualism dimension and as such is a collectivist culture.   

Canadian culture is low in power distance and high in individualism, but Chinese 

culture is just the opposite in these two dimensions.  In the Chinese collectivist culture, 

people highly value the personal relationship and harmony.   For example, people in Hong 

Kong value indirect communication to maintain harmony and avoid open conflicts.414 

 

Direct Communication in Canadian Culture  

According to Gert Hofstede’s research, the Canadian dimension index of power 

distance is as low as 39, and so in communication, “Canadians value a straightforward 

exchange of information.”415  Canadians are used to direct communication in a 

straightforward manner.  On the other hand, Chinese tend to talk about an issue using 

indirect communication to stimulate the other party to sensibly pick up the issue below the 

surface meaning of the talk. 

In a coaching conversation, the coach encourages the coachee to set the agenda to 

discuss the coachee’s issue and promotes an environment of unconditional acceptance and 

belief in people in order to help he/she think more clearly and in-depth.416  Through active 

listening and powerful questioning, the coach stays focused on the coachee’s agenda, moves 

                                                           
412 Hofstede Insights, “Canada, China, Hong Kong, Taiwan.” 
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414 Hofstede Insights, “Canada, China, Hong Kong, Taiwan.” 
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416 Stoltzfus, Leadership Coaching, 118. 
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him/her forward to explore his/her way and solution for his/her issue, and pushes the 

conversation toward action.  Coaching is, therefore, indirect in this sense.   

However, asking thought-provoking questions without giving advice does not imply 

that coaching is passive and uses indirect communication.  Competent coaches would use 

direct communication in their powerful questioning in a straightforward way to help their 

coachees identify the issue, realize their problem, formulate their action steps, and challenge 

them for taking up their responsibility to change.  Coaching is, thus, compatible with direct 

communication in this sense.  FCCH should take note not only of the differences between 

Canadian culture and Chinese culture but also apply the situational leadership to adjust their 

communication approach in coaching the SCEE who are used to direct communication. 

 

Coaching Second-generation Chinese 

The research findings of this project provide some coaching examples showing 

differences in diverse cultures.  First, the following example shows the value of the personal 

relationship and harmony in the Chinese collectivist culture that is significantly different 

from the Candian individualist culture.  Dora, an adult immigrant from China and a coachee 

participant, commented that she trusts and relies on her coach too much and so it becomes 

difficult to accept advice from other people.  In other words, she was not only respecting and 

deferring to her coach due to the high-power distance but she also highly valued the 

harmonious relationship and interdependence with her coach due to her low individualism.  

Coaching SCEE requires an entirely different approach. 

Second, the following example shows different communication styles in Chinese 

culture and Canadian culture.  Edward, a Canadian-born Chinese coachee participant, grew 
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up in Canadian culture and responded that he could benefit more if the coaching process 

were well structured and to use direct communication.  He also felt that his FCCH generally 

did not use too many thought-provoking questions.   

Direct communication could mostly help the coaches bring out the thought-

provoking impact from their questions.  Due to the different cultures in power distance and 

individualism, his FCCH might not communicate in the same wavelength as his.  In other 

words, he is used to direct communication, but they would like to use indirect 

communication to keep harmony.  As discussed earlier, indirect communication might 

significantly reduce the effectiveness of coaching.   

As a competent coaching conversation is always focused around a specific objective 

and sticks to the coachee’s issue, it requires direct communication to follow through his/her 

issue.417  The coach’s direct communication could adequately help the coachee understand 

the situation, and identify with and be responsible for solving his/her issue.  Thus, direct 

communication in coaching works well with SCEE.   

Third, the following case further explains the crucial role of direct communication in 

coaching to challenge the coachee in the Canadian individualism and low power-distance 

culture.  Frank, an experienced Caucasian coach participant, remarked that he sometimes 

purposefully wants his coachees to feel discomfort in order to challenge them to change.  

Canadian coaches tend to use direct communication to let their coachees fully understand 

their situation and to provoke discomfort and change.  However, FCCH often use indirect 

communication to keep harmony and avoid confrontation.  They face a cultural challenge in 

effectively communicating with their SCEE. 

                                                           
417 Stoltzfus, Leadership Coaching, 80-81. 
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The research findings of a 2005 project of interviewing three successful American 

coaches of church planters supported that the coaches in the low power-distance culture tend 

to use direct communication to challenge their coachees.  The common characteristic of the 

three American coach interviewees was that they used direct communication in coaching 

and were not afraid to challenge their coachees.418  One of them was an American C&MA 

coach, and in the interview, he provided many examples of this aspect of challenging his 

coachees.  “In the early days, he was more on the grace side, whereas now he is slightly 

more on the truth side.”419  After building a trust relationship with his coachees, he would 

use direct communication to challenge his coachees to face their real issue so that they can 

own it and do “not just parrot it.” 420  

The Canadian low-power distance culture values a frank exchange of information in 

communication.  The above research findings of the 2005 project echo the low American 

dimension index for power-distance which is 40 and just one point higher than that of the 

Canadian dimension index.421  The American coach interviewees used the same strategy of 

their Canadian counterpart to challenge their coachees to change.  In North American 

culture, it seems likely that Canadian coaches and coachees are similar to their American 

counterparts regularly practising direct communication.  

These three examples reveal a desperate need for FCCH to apply the situational 

leadership techniques to use direct communication in coaching SCEE. 

                                                           
418 Rowley, “Successfully Coaching Church Planters,” 50. 
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Equipped for Coaching in Canadian Culture 

One of the Chinese idioms says: “Knowing yourself and your enemy well; you shall 

always win.”  The objective of coaching is to help the coachees achieve their goals.  For the 

sake of helping their coachees, FCCH and SCCH need to understand their coachees’ culture.  

The Hofstede Insights Culture Compass™  is a useful tool for equipping them to understand 

the impact of their cultural value preferences and potential behavioural pitfalls while 

coaching their coachees born and raised in other cultures.422   

FCCH and SCCH may encounter cultural differences in power distance and 

individualism versus collectivism.  For effective cross-cultural coaching, they need to apply 

situational leadership techniques to adapt their coaching style to their coachees’ style of 

communication and learning due to the differing cultural backgrounds.   

Ken Blanchard and Phil Hodges in their book, The Servant Leader, explain how 

Jesus as a Situational Servant Leader employed different leadership styles to serve His 

disciples' needs for direction and support.423  Blanchard and Hodges identify Jesus as a 

performance coach to empower His followers while adjusting His leadership style 

appropriately to develop them.424  The book, The Servant Leader, provides Jesus’s practical 

example in equipping coaches in CAC to develop their situational leadership in coaching. 

In order to help people to understand intercultural communication, the Shanghai 

International Studies University offers a 5-week free online intercultural communication 

                                                           
422 “Cultural Compass,” Our Models, Hofstede Insights, accessed November 29, 2018, 

https://www.hofstede-insights.com/product/culture-compass/.  

 
423 Blanchard and Hodges, The Servant Leader, 69-82. 

 
424 Blanchard and Hodges, The Servant Leader, 83. 
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course in English that highlights some notable variations in communication styles, cultural 

values, individualism and collectivism.425  This free online course could be a useful tool 

equipping FCCH to understand individualism and communication styles.426   

 

The Chinese Coachee in Postmodernism 

Effects of postmodernism have been widespread for a few decades and impacted 

many people to varying degrees.  Postmodern people highly value the interpersonal 

relationship and need authentic relationships.  They learn through their experience and do 

not take a coach’s answers for granted.  A competent coach needs to be relational and 

incarnational by walking alongside his/her coachees, taking time to invest in the 

relationship, and staying together with them.427  Likewise, postmodern people “are looking 

for a relationship, proximity, and affinity with those they allow to empower them.”428  Thus, 

coaching is one of the useful tools to empower a postmodern person. 

 

Feeling and Relationship in Postmodernism 

In the research findings of this project, Gloria, a Chinese coachee participant, 

revealed her postmodern perspective in that she felt acknowledged, loved and understood, 

and the coach’s patience in listening was always her most significant encouragement.  She 

                                                           
425 “The 7th SISU-FutureLearn Intercultural Communication course,” Shanghai International Studies 

University, accessed December 9, 2018, http://en.shisu.edu.cn/resources/events/lecture/content8445, and 

“ONLINE COURSE: Intercultural Communication,” FutureLearn, accessed December 9, 2018, 

https://www.futurelearn.com/courses/intercultural-communication.  

 
426 “Understanding individualism and collectivism,” Shanghai International Studies University, accessed 

December 9, 2018, https://www.futurelearn.com/courses/intercultural-communication/0/steps/11068.  

 
427 Ogne and Roehl, TransforMissional Coaching, 216. 

 
428 Ogne and Roehl, TransforMissional Coaching, 216. 
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https://www.futurelearn.com/courses/intercultural-communication/0/steps/11068


143 
 

valued feeling, relationship, and time together for conversation.  She further emphasized that 

her coach has given sufficient time to listen to her case. 

After graduating from a university in Canada, she moved back to Hong Kong and 

worked for a few years.  She came to Canada again, completed her graduate studies and 

worked while she was an immigrant.  Her example of studying in Canada and then migrating 

to Canada is typical for many Hong Kong immigrants in Canada over the past few decades.  

A large percentage of Cantonese congregants in CAC has similar experiences.  She, thus, 

has grown up in diverse cultures, including Hong Kong culture, Canadian culture and 

postmodernism.  Compared to modernists, postmodern people have a different style of 

learning and require a different kind of motivation.  

From her postmodern perspective, she reported that asking a series of questions 

could make the coachee confused when he/she cannot connect the questions with the 

situation.  She even felt that the coach’s questions were being thrown at her gradually.  In 

her opinion, this ran the risk of stirring up defensiveness.  However, she affirmed that asking 

a series of questions could train the coachee to develop his/her skills to analyze and address 

the problematic situation himself/herself.  In other words, it helped her develop analytical 

skills. 

 

Coaching a Postmodern Coachee 

William Tenny-Brittian was a church consultant specializing “in church 

transformation amidst cultural change from a spiritual development paradigm.”429  In 2003, 

he presented a paper, Coaching the Postmodern Leader, to Northwest Graduate School, and 

                                                           
429 “William Tenny-Brittian,” Chalice Press, accessed on Oct. 25, 2018, 

https://www.chalicepress.com/Author.aspx?AuthorID=27.  
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indicated that vision is unlikely to motivate postmodern people who put a priority on values 

instead of vision.430  It explains how Gloria’s reaction when she answered a series of 

analytical questions.  She needed more time to process the ideas and was not ready to 

answer the question about what the next step would be.   

After gaining an insight from Tenny-Brittian that values are more important than 

vision in motivating postmodernists, Steve Ogne shared an excellent strategy for asking a 

postmodern coachee thought-provoking questions about values.431  To help the postmodern 

coachee articulate the future, the coach can ask a “what if” question and invite he/she to 

dream possible future situations.432  While he/she is talking about his/her dream, the coach 

asks about his/her place in the dream and what he/she might do to fulfill the dream.  His/her 

plan comes entirely from his/her thinking as the story unfolds in the dream.  Through 

dreaming, the coach helps he/she see his/her plan or vision as he/she develops the story in 

the dream.   

 

Equipped for Coaching in Postmodernism 

It can be a challenge to motivate postmodern people, but it is workable.  They need 

an authentic relationship and holistic support from the coach.433  They value accountability 

and empowerment, instead of supervision.  Effective empowerment to them comes in the 

form of encouragement.  Cheerleading can be a suitable way to empower another person.434   

                                                           
430 Ogne and Roehl, TransforMissional Coaching, 217, 277. 

 
431 Ogne and Roehl, TransforMissional Coaching, 219. 

 
432 Ogne and Roehl, TransforMissional Coaching, 220. 

 
433 Ogne and Roehl, TransforMissional Coaching,  226. 

 
434 Ogne and  Roehl, 226.  
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Furthermore, coachees are not looking for politeness or political correctness, but 

honest and direct communication from their coaches.  In a casual conversation with her 

friends, Gloria thanked one of her friends after he had pointed out to her sincerely that her 

resume required modification in order for her to better present herself on a job application. 

Gloria gladly received his comment as a significant benefit to her.   

FCCH are likely to be boomers and so will face a cultural challenge in coaching 

postmodern people.  Thus, they need to adjust their approach for effective cross-cultural 

coaching.  It requires a coach’s intentional efforts.  They should equip themselves so as to 

understand postmodern people and learn to empower them effectively.  Steve Ogne and Tim 

Roehl in their book, TransforMissional Coaching, provide an insightful chapter about how 

to coach and empower postmodern leaders.435  This chapter is a useful material for 

equipping FCCH to navigate in the differing relationship between modernism and 

postmodernism.    

 

Effective Coaching in the CAC with Various Cultural Differences  

The above discussion of the impacts of power distance, individualism and 

postmodernism on coaching, reveals a better understanding of coaching people of diverse 

cultures in CAC.  Upon a coachee’s request, the coaches can provide suggestions to guide 

him/her further in formulating his/her solution to solve his/her issue.  It is at the coachee’s 

discretion to decide how to make use of the coach’s suggestion.  Further, FCCH need not 

only to understand their coachees’ culture well but also to humbly put off their superior 

                                                           
435 Ogne and  Roehl, TransforMissional Coaching, 215-228. 
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attitude coming from their high-power distance culture and ask thought-provoking questions 

instead of giving advice.   

In CAC, there are two kinds of coaches, namely FCCH and SCCH, and two kinds of 

coachees, namely FCEE and SCEE.  Therefore, there are four coaching combinations 

between the coaches and coachees in CAC.  FCCH and SCCH are facing situational 

leadership challenges resulting from three cultural differences in CAC, namely high and low 

power distance, individualism vs collectivism, and modernism vs postmodernism.   

To make coaching effective in the CAC with various cultural differences, they need 

to apply wisely the situational leadership techniques to adapt to the cultural differences 

(direct/indirect communication, powerful questioning without giving advice, modernism and 

postmodernism).  Table 14 provides some guidelines for effective coaching in CAC for each 

of the four coaching combinations. 

Table 14:  The Guidelines for Effective Coaching in CAC 

 

Coaching 

Combinations  

Coaching Factors 

1.  Adaptation to the 

Cultural Differences 

2.  Direct vs Indirect 

Communication 

3.  Powerful 

Questioning vs 

Advice Giving 

1.  FCCH and 

FCEE 

a)  To provide pre-

coaching training for 

FCEE to understand 

the principles of 

coaching and the 

benefits of refraining 

from seeking advice 

since the FCEE in the 

high-power distance 

culture tend to seek 

advice. 

 

b)  To guide FCEE 

towards greater 

a)  To directly 

encourage FCEE to 

set the agenda 

according to their 

needs. 

 

b)  To stay focused on 

discussing the FCEE’s 

issue. 

 

c)  To keep the 

coaching conversation 

in a straightforward 

a)  To refrain from 

putting advice in the 

form of a series of 

questions and asking 

questions to lead to 

the coach’s projected 

goal. 

 

b)  To make more 

than one suggestion 

on one issue at the 

FCEE’s request, for 

helping them think 

further toward a solid 
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autonomous learning 

by helping them 

understand and 

practise the coachee’s 

role. 

manner to identify the 

FCEE’s problem. 

plan without giving 

advice. 

2.  FCCH and 

SCEE 

a)  To help SCEE 

fully understand the 

issue and to provoke 

discomfort and 

change in order to 

match with their norm 

of individualism.  

 

b)  To empower the 

postmodern SCEE 

through explicit 

encouragements.  

 

c)  To patiently listen 

to the postmodern 

SCEE who could then 

feel understood and 

encouraged. 

 

d)  To relationally 

walk alongside the 

postmodern SCEE by 

taking time to invest 

in the relationship and 

stay together with 

them. 

a)  To seek to identify 

with the SCEE’s 

direct communication. 

 

b)  To avoid indirect 

communication with 

SCEE, but in a 

straightforward way to 

guide them to explore 

their thinking and 

solution.  

 

c)  To avoid using 

vague feedback and 

questions that would 

leave SCEE to 

hopefully pick up the 

issue below the 

surface meaning of the 

talk. 

a)  To learn the 

SCEE’s culture in 

order to help them 

achieve their goals 

without giving 

advice.    

 

b)  To embrace the 

discipline of 

believing in people 

who can think of 

their solutions and do 

not need advice. 

 

c)  To drop the 

authority attitude 

from the high-power 

distance culture by 

intentionally 

supporting SCEE to 

think deeper.  

 

d)  To ask thought-

provoking questions 

to help SCEE 

identify the problem 

and formulate their 

action step. 

 

e)  To ask questions 

about values instead 

of talking about 

vision to motivate the 

postmodern SCEE. 
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f)  To ask the 

questions that reflect 

the values of the 

SCEE’s individualist 

self-image and 

benefits. 

 

g)  To ask 3-4 key 

questions about one 

issue instead of a 

series of analytical 

questions that could 

make the postmodern 

SCEE  confused. 

3.  SCCH and 

FCEE 

a)  To help FCEE 

understand the 

rationales and 

benefits of coaching 

without advising. 

 

b)  To explicitly 

encourage FCEE, 

who respect coaches 

in the high-power 

distance culture, not 

to rely on the coach 

but to reflect on the 

questions and think 

deeper. 

a)  To establish an 

environment of trust 

and unconditional 

acceptance in order to 

motivate the FCEE, 

who is influenced by 

collectivism, to 

identify the issue and 

their problem. 

a)  To be more up-

front in the coaching 

process until FCEE, 

who tend to seek 

advice, is more 

comfortable with the 

coach, with the 

coaching relationship 

and with the 

coachee’s role. 

4.  SCCH and 

SCEE 

a)  To provide 

accountability and 

empowerment to the 

postmodern SCEE 

instead of 

supervision. 

 

a)  To use honest and 

direct communication 

with the postmodern 

SCEE. 

a)  To ask some 

“what if” questions 

to stimulate the 

postmodern SCEE to 

articulate the future 

as they put a priority 

on values instead of 

vision. 

 

b)  To guide the 

postmodern SCEE to 
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dream possible future 

situations through 

their thinking. 

 

c)  To avoid a series 

of questions that 

could arouse the 

postmodern SCEE to 

defend in their 

responses.  

 

The practical application of the impacts of power distance, individualism vs 

collectivism, and modernism vs postmodernism on coaching is to encourage the coaches in 

CAC to be better equipped for cross-cultural coaching and to adopt a whole coaching 

mindset to empower the coachees coming from various cultures effectively.  The study of 

these three impacts on the first-generation and second-generation Chinese in CAC has 

supported the application of the research findings to coaching in CAC.   

 

 Objective Achieved Through Positive Evaluation 

As mentioned in Chapter One, there are three core factors of coaching, namely, 

empowering others, active listening and asking thought-provoking questions.  This project 

sought to address the research question, restated here, “How will selected Christian and 

Missionary Alliance coaches and coachees evaluate the effectiveness of empowering others, 

active listening and asking thought-provoking questions?”   

To address the research question, this researcher obtained the research findings from 

the qualitative survey to test the three hypotheses of this project, restated here as follows:  

1.  Empowering others in coaching can be strengthened through continuously-

improving communication skills in active listening and powerful questioning. 
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2.  Active listening in coaching can help the coachees feel supported and empowered 

to develop their ideas towards self-discovery. 

3.  Asking thought-provoking questions in coaching can help and encourage the 

coachees to think deeper, with focus and from new perspectives. 

The results of the qualitative analysis of the participants’ responses suggested a 

positive evaluation of the three hypotheses of this project and revealed some practical 

challenges in coaching.  The overall evaluation of the participants’ responses supported the 

effectiveness of empowering others, active listening, and asking thought-provoking 

questions.  The evaluation suggested that while coaching could have a positive impact on 

coachees, coaches in CAC should be looking for ways to improve in the areas where they 

may encounter the above-mentioned practical challenges.  

In addition to evaluating the three hypotheses of this project, this researcher has 

aimed at drawing some cultural applications for coaches in CAC to develop an active 

coaching ministry in CAC.  As discussed earlier, he has studied the cultural applications 

from the research findings while analyzing the three implications, that focus on power 

distance, individualism and postmodernism respectively, bring to coaching.  Coaches in 

CAC could effectively coach their coachees if they make appropriate considerations and 

adaptations to their cultural background.   

He has achieved the objective of this project through a positive evaluation of the 

research findings.  In conclusion, the research findings of this project support the notion that 

coaching is a useful leadership development tool, worthy of being promoted for the 

development of emerging leaders in CAC. 
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Recommendations for Coaching in CAC 

The research findings of this project have convinced this researcher that coaching is a 

useful leadership development tool and leaders of CAC can be more intentional in 

developing emerging leaders in CAC through coaching.  Considering the positive impacts 

and challenges of coaching, the leadership of every CAC can promote coaching in 

collaboration with the existing ministry programs and leadership development tools for a 

synergistic effect. 

Reflecting on this project, this researcher humbly recommends the following:  

1.  Canadian Chinese Alliance Churches Association (hereafter called CCACA) could 

consider organizing a leadership conference or training seminar for promoting coaching 

as a leadership development tool to develop emerging leaders in CAC, encouraging 

pastors and leaders in CAC to attend.  CCACA may arrange some coaches and coachees 

to share their coaching experience at the meetings. 

2.  After that, CCACA could work together with individual C&MA districts to provide a 

series of coaching training sessions in different cities.  The C&MA Central and Eastern 

Districts have actively promoted coaching to pastors of local churches.  The leadership of 

CAC can then encourage individual leaders to establish a coaching relationship with an 

emerging leader for one-on-one coaching with the objective of empowering the emerging 

leader to grow and develop in leadership.  

3.  A Chinese Alliance church could consider promoting coaching in collaboration with 

other leadership development tools and programs at a pace suitable for her ministry and 

leadership resources.  Leaders in that church can also mobilize people to participate in 
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conjunction with walking alongside movement to intentionally develop a coaching 

relationship. 

4.  Launching the coaching ministry in CAC, the leaders in CAC could provide adequate 

training for the emerging leaders in CAC to understand the principles and practice of 

coaching at the church.  The emerging leaders, who are immigrants from Hong Kong and 

China, are used to high-power distance culture, seeking advice from people of authority, 

and not opening up to thinking deeply in the way coaching requires.  As discussed in 

Chapter Two, To and Lau help potential coachees in Hong Kong to grasp a correct 

understanding of coaching.  They explicitly point out that those who are not ready to 

think, not able to think and not willing to think are not suitable for being coached.436  

With adequate training, coachees in CAC may thoroughly understand the principles and 

practice of coaching, and then open up to thinking deeply in the way coaching requires. 

5.  After that, the coaches in CAC could patiently encourage them to play the coachee’s role 

of in-depth thinking and refraining from seeking advice from them.  As discussed in 

Chapter Two, Frank Gallo found in his interview survey that Chinese coachees in China 

were not ready to open up in the way coaching requires.  The critical issue is their 

unfamiliarity with what coaching is and is not.  In China, he modified his standard 

Western coaching practice that encourages the coachees to take charge of the coaching 

process.  He has become more up-front in the coaching process until his coachee is more 

comfortable with him, with the coaching relationship and with a coachee’s role.  

Likewise, following Gallo’s modified practice, the coaches in CAC can patiently 

encourage the emerging leaders to play the coachee’s role in the way coaching requires.   

                                                           
436 陶兆輝 (To)、劉遠章 (Lau) :《人生教練 Life Coaching ─ 助人自助的藝術與技巧》，頁 29。 
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6.  CAC can consider developing peer coaching in conjunction with the walking alongside 

movement in which two or more peers intentionally establish a coaching relationship to 

empower each other.  CAC can then promote peer coaching and provides adequate 

training to the participants.  

7.  Coaching could be one of the effective avenues for the leadership of CAC to practise 

intentional disciple-making and help the emerging leaders develop in intentional 

discipleship.  Jesus commanded His disciples to follow Him and ‘go and make disciples.’  

Thus, intentional discipleship and disciple-making emphasize the deliberate priority to 

follow Him and go to make disciples for Him.437  If disciples live as intentional followers 

of Jesus, the natural outcome will result in intentional discipleship and disciple-making438  

that have been actively promoted by CCACA and the Chinese Coordination Centre of 

World Evangelism.  Coaching for intentional discipleship builds on the traditional 

structured basic discipleship.  The coaches of intentional discipleship intentionally 

develop disciples to live out the life and lordship of Jesus Christ in the disciples’ daily 

living.  In their book Disciple Development Coaching, Mark Tidsworth and Ircel 

Harrison remark that “Disciple Development Coaching does not replace these traditional 

approaches but takes personal disciple development in a new direction.”439  The disciple, 

who has the essential spiritual maturity, discerns his/her needs in the path of discipleship, 

whereas the coach empowers the disciple to think deeper with clarity, formulating a plan 

                                                           
437 John Kafwank and Mark Oxbrow, eds., Intentional Discipleship and Disciple-Making: An Anglican 

Guide for Christian Life and Formation (London, U.K.: The Anglican Consultative Council, 2016), 6, accessed 

on October 26, 2018, https://www.anglicancommunion.org/media/220191/intentional-discipleship-and-

disciple-making.pdf.  

 
438 Kafwank and Oxbrow, eds., Intentional Discipleship and Disciple-Making, 6.  

 
439 Tidsworth and Harrison, Disciples Development Coaching, 6. 

https://www.anglicancommunion.org/media/220191/intentional-discipleship-and-disciple-making.pdf
https://www.anglicancommunion.org/media/220191/intentional-discipleship-and-disciple-making.pdf


154 
 

to meet his/her needs on the path of discipleship.  Disciple development coaching 

facilitates disciples’ transformation and leadership development through an ongoing 

intentional coaching conversation.   

 

Recommendations for Future Research 

  Based on the qualitative survey of a total of fourteen coaches and coachees, this 

research project has studied the effectiveness of the three core factors of coaching, namely, 

empowering others, active listening and asking thought-provoking questions.  This 

researcher is proposing to further study the subject area of coaching as follows: 

1.  The survey instruments could be modified to include questionnaires of both open-ended 

questions and the 5-point Likert scales questions.  As discussed earlier, the design of this 

survey was to use only five open-ended questions in the questionnaire in order to get as 

many interviewees’ qualitative responses as possible.  After reflection on completing the 

survey, this researcher found that it would be worthwhile to add some 5-point Likert 

scales questions, perhaps even replacing one of the five open-ended questions in the 

questionnaire.  Answers to the 5-point Likert scales questions could provide some 

relevant statistics for quantitative analysis.  After answering the Linkert scales questions, 

the interviewees could gradually shift their attention to the survey topic and would then 

be more open to answering further questions.  The analysis would then correlate both 

qualitative and quantitative data and could forcefully present the case for further study.   

2.  After a few years are given to implement and try out the coaching approach, a similar 

project may be conducted under the auspices of CCACA to solicit more willing coaches 

and coachees to participate in further studying the effectiveness of the ministry of 
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coaching in CAC.  In this new study, more participants can be involved.  The participants 

would be entirely from the coaches and coachees in CAC and might cover more C&MA 

districts across Canada. 

3.  A Chinese Alliance church might consider arranging a pilot project of coaching, and all 

the coachees are from the same church.  In the pilot project, there will be two groups of 

coachees, each group under a different coach.  One group could have the coachees from 

the Cantonese/Mandarin congregation while another group could have the coachees from 

the English congregation.  These two groups represent two different cultures.  The 

researcher, in this case, can evaluate the effectiveness of coaching by surveying each 

group.  The research findings could be compared to find out whether the effectiveness of 

coaching in the Chinese congregation is different from that of the English congregation.  

The qualitative analysis of the survey of each group could shed light on how to 

effectively adapt coaching in both Chinese and English congregations of CAC.  

4.  Other ethnic groups within the Canadian C&MA churches can consider conducting a 

project on coaching similar to this project. 

 

Coaching Emerging Leaders 

The goal of this project was to seek practical applications from the research findings 

for coaching emerging leaders in CAC.  Coaching could serve as one of the useful tools to 

develop emerging leaders in CAC, especially second-generation Chinese leaders and the 

young leaders greatly influenced by Canadian culture and postmodernism.  Chinese leaders 

in CAC can use coaching to effectively develop second-generation Chinese leaders so that 

the English ministry of CAC can flourish further.   
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Since the C&MA Central and Eastern districts have opened the door to coaching 

emerging leaders, the leadership of CAC in these two C&MA districts can now boldly 

engage in developing emerging leaders.  Finally, this project has dramatically enlarged this 

researcher’s ministry horizon and his perspective on coaching emerging leaders.    
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APPENDICES 

 

 

 

Appendix A 

The Skills of Coaching 

In coaching literature, specific essential coaching skills are discussed, but two are 

commonly considered as core: listening and asking questions.440  In their book Coaching for 

Christian leaders, Linda Miller and Chad Hall identify these two as the core coaching skills 

and remark that each of other coaching skills is related in some way to these two core 

skills.441  In the book Transformational Coaching, Joseph Umidi emphasizes coaching 

involving dialogue with listening and asking questions.442  While this thesis keeps the focus 

on the two core skills, other coaching skills are listed here in Appendix A for reference. 

In addition to the two core skills: listening and asking questions, Gary Collins 

highlights the following responding skills to keep the process moving: 

1.  verbal responses and body language,  

2.  encouragement to acknowledge and compliment,  

                                                           
440 Stoltzfus, 55, and Collins, 100. 

 
441 Miller and Hall, 23. 

 
442 Joseph Umidi, “Critical Issues for Coaching in the Church and Ministry.” in Transformational 

Coaching: Bridge Building that Impacts, Connects, and Advances the Ministry and the Marketplace, ed. 

Joseph Umidi (Maitland, FL: Xulon Press, 2005), 94-95. 
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3.  feedback with affirmation and improvement ideas,  

4.  coach’s self-disclosure relevant to the coachee’s situation,  

5.  discussion to keep the coaching process on track,  

6.  brainstorming to generate ideas and possibilities,  

7.  debriefing after the coachee has tried something,  

8.  requesting the coachee’s consent for the coach to share experience or observation.443   

Miller and Hall teach similar responding skills but highlight two other skills: being 

silent and synthesizing.444  Silence keeps the conversation uninterrupted and sometimes 

allows for new thought or a different perspective.445  Coachees often need time to process 

thinking.  A coach uses the synthesizing skill to track themes from different conversations 

and link them together.446  It reveals to the coachee, not only the coach’s ability to link 

different themes but also that the coach is continually listening to the coachee.447 

 

 

 

 

 

 

 

                                                           
443 Collins, 111-112. 

 
444 Miller and Hall, 49-51. 

 
445 Miller and Hall, 50. 

 
446 Miller and Hall, 51. 

 
447 Miller and Hall, 51. 
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Appendix B 

Tables of The Project Survey Method 

 

 

 

Table 1:  Coding System for Survey Participants 

(To keep the survey participants anonymous, this researcher systematically assigned a coded 

label to each of the survey participants.) 

Groups of Survey Participants Coding Labels 

G1:  Six Coaches participating in In-person/Telephone Interview 

 

CCH1 – CCH6 

G2:  Three Coaches providing written survey responses 

 

CCH7 – CCH9  

G3:  Five Coachees providing written survey responses CEE1 – CEE5  
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Table 2:  Profiles of Survey Participants 

(Table 2 shows a profile of the three groups regarding their general characteristics, i.e. 

gender, province, ministry situation, race and the language used in ministry.)   

Characteristics: G1:   

Coaches 

providing a 

personal 

interview  

G2:   

Coaches 

providing a 

written response  

G3:   

Coachees 

providing a 

written 

response  

Total (no. and corresponding 

survey ID) 

6  

(CCH1 – CCH6) 

3  

(CCH7 – CCH9)  

5  

(CEE1 – CEE5) 

Gender 

• Female 

• Male 

 

0 

          6 

 

0 

3 

 

2 

3 

Province 

• Alberta 

• Ontario 

 

1 

5 

 

1 

2 

 

0 

5 

Ministry Situation 

• Former C&MA pastor 

• C&MA pastor/licensed 

worker 

• Lay leader 

 

1 

3 

 

2 

 

0 

3 

 

0 

 

0 

4 

 

1 

Ethnicity 

• Caucasian 

• Chinese 

 

1 

5 

 

2 

1 

 

0 

5 

The language used in ministry 

• English 

• Cantonese 

• Mandarin 

 

2 

3 

1 

 

3 

0 

0 

 

1 

2 

2 
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Table 3:  The Steps of the Project Survey 

(Table 3 shows the details of how the researcher conducted the project survey.)  

Survey Steps  Survey Activity Time-frame 

1.  Develop a 

Short List of 

Potential Coach 

Participants 

• Get the approval from the Vice-President of 

Home Ministry of the C&MA to conduct this 

survey in the C&MA  

• Consult with an experienced Chinese Alliance 

Leader for input for a short list of potential coach 

participants and some district leaders for referrals 

to potential coach participants  

March 2017  

2.  Contact 

Potential Coach 

Participants 

 

• Communicate with district leaders for referrals to 

potential coach participants  

• Communicate with potential coach participants 

• Communicate with interested coach participants 

to arrange the survey and get referrals to their 

coachees to participate in this survey 

March 2017 

– August 

2017 

 

3.  Contact 

Potential Coachee 

Participants 

• Communicate with potential coachee participants 

who were referred by their coaches 

• Communicate with interested coachee participants 

to arrange the survey 

March 2017 

– September 

2017 

 

4.  Conduct 

Personal 

Interview Survey 

• In-person/Telephone Interviews with six coach 

participants 

 

March 2017 

– July 2017 

5.  Collect 

Written Survey 

Responses  

• Collect completed survey forms from three coach 

participants  

• Collect completed survey forms from five 

coachee participants  

May 2017  

 

July 2017 – 

October 2017 

6.  Post Survey 

Work 

• Conduct analysis and evaluation of the survey 

findings 

February 

2018 – April 

2018 
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Appendix C 

Survey Questionnaires for the Evaluation of Coaching 

 

This qualitative research aims at answering the research question, “How will selected 

Christian and Missionary Alliance coaches and coachees evaluate the effectiveness of 

empowering others, active listening and asking thought-provoking questions?”  Research 

findings will be published as a dissertation entitled: “Coaching Emerging Leaders in Chinese 

Christian and Missionary Alliance churches in Canada” as the final requirement for a Doctor 

of Ministry degree at Trinity Western University.   

It will take approximately 20 - 25 minutes of your time to express your experience in 

coaching via a simple survey using open-ended questionnaires.  Your experience in 

coaching can become a significant contribution not only to this research but also to the 

development of lay leadership in Chinese Alliance churches.  Please be invited to join this 

meaningful research.   

Two questionnaires are included below, the first one to be completed by a coach and 

the second one by a coachee.   
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QUESTIONNAIRE 1:  To be completed by a coach 

Date of completion of this questionnaire: 

1.  When probing your coachees to think deeper, what specific questions can you recall 

asking in a coaching conversation? (e.g. how they felt, did they feel threatened, upset, 

empowered, or envisioned, how they assessed the situation, what they thought to 

implement etc.) 

 

 

2.  In what ways did you find these questions helped your coachees to think about ministry? 

 

 

3.  In what ways did actively listening to your coachees helped you to empower them to 

commit to their plan?   

 

 

4.  In your coaching process of asking, what has not worked well? (e.g. the ways you asked 

questions, the ways your coachees gave feedback to your questions, the ways you stirred 

up your coachees’ response & etc.) 

 

 

5.  According to your experience as a coach, what are the strengths and weaknesses of 

persistently asking thought-provoking questions so that your coachees are probed to think 

deeper? 
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QUESTIONNAIRE 2:  To be completed by a coachee 

Date of completion of this questionnaire: 

1.  When probing you to think deeper, what specific questions can you recall your coach 

asking in a coaching conversation?  (e.g. how you felt, did you feel threatened, upset, 

empowered, or envisioned, how you assessed the situation, what you thought to 

implement etc.) 

 

 

2.  In what ways did you find these questions helped you to think about ministry? 

 

 

3.  When your coach actively listened to you, in what ways did this empower you to commit 

to your plan? 

 

 

4.  In your experience of being coached, what has not worked well? (e.g. the ways your 

coach asked questions, the ways you gave feedback to your coach’s questions, the ways 

your coach stirred up your response & etc.)     

 

 

5.  According to your experience as a coachee, what are the strengths and weaknesses of 

continually responding to thought-provoking questions probing you to think deeper? 
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Appendix D 

Tables of Qualitative Results 

 

 

Table 5:  Qualitative Results of Coach’s Questions Asked in Coaching  

(Qualitative Data from Responses to the Guiding Question #1 for a coachee, “When probing 

you to think deeper, what specific questions can you recall your coach asking in a coaching 

conversation?  (e.g. how you felt, did you feel threatened, upset, empowered, or envisioned, 

how you assessed the situation, what you thought to implement etc.)” and the Guiding 

Question #1 for a coach, “When probing your coachees to think deeper, what specific 

questions can you recall asking in a coaching conversation? (e.g. how they felt, did they feel 

threatened, upset, empowered, or envisioned, how they assessed the situation, what they 

thought to implement etc.)”) 

* The following responses are describing feelings of coachees unless it stated otherwise. 

 Responses from Coachees  

(CEE1 – CEE5) 

Responses from Coaches 

 (CCH1– CCH9) 

A.  Questions 

Collected: 

(Number of 

Responses: 47) 

 

Number of Coachees’ Responses:  

15 

 

Number of Coaches’ Responses:  

32 

1.  Open-ended 

“What” 

Questions 

 

(Number of 

Responses: 25) 

 

Number of Responses: 6   

(40% of the total 15 questions), 

e.g. 

• What is your plan for this 

(particular ministry)? 

• What would I [you] do next? 

• What (knowledge, attitude, 

skills) do you want the youth 

to have when they leave (those 

Number of Responses: 19  

(59.3% of the total 32 questions), 

e.g. 

• What is challenging in this 

situation?   

• What will it look like one year 

down the road? 

• What, in your opinion, are the 

possible causes of the conflict? 

• What are the consequences?  
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who will go to university away 

from home)? 

 

• What is the scariest option for 

you? 

2.  Open-ended 

“How” 

Questions 

 

(Number of 

Responses: 13) 

Number of Responses: 4   

(26.7% of the total 15 questions), 

e.g. 

• How did you feel about it? 

• How would you do it if you 

were to do it again? 

 

Number of Responses: 9 

(28.1% of the total 32 questions), 

e.g.  

• How do you clarify your goal?   

• How will you do it again? 

• How will you avoid a negative 

and improve? 

• How has the 

event/situation/point of 

discussion affected their lives? 

3.  Closed 

Questions 

 

(Number of 

Responses: 7) 

Number of Responses: 5 

(33.3% of the total 15 questions), 

e.g. 

• Have [you] ever exercised 

your pastoral authority at any 

point of your ministry? 

• Do you think that it was 

effective? 

Number of Responses: 2  

(6.3% of the total 32 questions), 

e.g. 

• Can this help your teaching 

ministry? 

4.  Other Open-

ended Questions 

 

(Number of 

Responses: 2) 

 Number of Responses:  2 

(6.3% of the total 32 questions), 

e.g. 

Where do you see yourself one 

year from now if you take this 

course of action (when coachee 

needs to project outcomes of 

choices made)? 

B.  Coachees’ 

Feelings When 

Being Asked 

(Number of 

Responses: 19) 

 

Number of Coachees’ Responses:  

2 

 

Number of Coaches’ Responses:  

17 

1.  Encouraged 

 

(Number of 

Responses: 10) 

Number of Responses: 2 

(100% of the total 2 Responses) 

• Encouraged me to think deeper 

• Helped me a lot  

Number of Responses: 8 

(47.1% of the total 17 Responses) 

• Felt good 

• Felt happy 

• Felt positive 

• Felt listened  



167 
 

• Felt cared  

• Felt appreciated 

• Let them feel safe 

• Let them feel not challenged 

2.  Empowered  

 

(Number of 

Responses: 6) 

 

 

 

 

 

 Number of Responses: 6  

(35.3% of the total 17 Responses) 

• Felt empowered 

• Felt confident to implement 

• Felt helpful to have a new 

awareness with clarity 

• Felt helpful to have new 

thinking  

• Felt helpful to find a way to 

change 

• Felt helpful to find the solution 

3.  

Uncomfortable 

 

(Number of 

Responses: 3) 

 Number of Responses: 3  

(17.6% of the total 17 Responses) 

• Felt frustrated 

• Felt they were not buying it in, 

not willing to come again 

• Felt uneasy but appreciated 

Total Number of 

Responses: 66 

                        

                             17 

                           

                          49  
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Table 6:  Qualitative Results of The Effects of Thought-provoking Questions  

 (Qualitative Data from Responses to the Guiding Question #2 for a coachee, “In what ways 

did you find these questions helped you to think about ministry?” and the Guiding Question 

#2 for a coach “In what ways did you find these questions helped your coachees to think 

about ministry?”) 

* The following responses are describing feelings of coachees unless it stated otherwise.  

Effects: Responses from Coachees  

(CEE1 – CEE5) 

Responses from Coaches  

(CCH1 – CCH9) 

1.  Feel 

Encouraged 

 

(Number of 

Responses: 9) 

 

 

 

Number of Responses: 3  

(30% of the total 10 Responses) 

• Encouraged me to think 

• My coach encouraged me to 

keep on teaching 

• He encouraged me to teach 

other challenging courses 

 

Number of Responses: 6  

(21.4% of the total 28 Responses) 

• Felt encouraged 

• Felt affirmed 

• Felt satisfied 

• Felt confident of improving 

• Felt coach’s support  

• Felt enjoyment 

2.  Think Deeper 

 

(Number of 

Responses: 8) 

 

 

 

 

Number of Responses: 2 

 (20% of the total 10 Responses) 

• To think deeper one step at a 

time 

• Reflecting on what was done 

so as hopefully to improve 

 

Number of Responses: 6 

 (21.4% of the total 28 Responses) 

• Think deeper  

• Think deeper how to respond 

• Help the coachee to think 

deeper  

• Go beyond the surface level 

• Discover areas that could be 

overlooked 

• Self-discovery for 

improvement 

3.  Think in New 

Ways 

 

(Number of 

Responses: 7) 

 

Number of Responses: 1  

(10% of the total 10 Responses) 

• Think more of a singular 

long-term goal  

 

Number of Responses: 6 

(21.4% of the total 28 Responses) 

• Think and see different ways 

to do things  

• Change the way to think 

• See things from the standpoint 

of the other party 
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• See new things and find new 

ways forward that bring about 

transformation  

• Help them explore  

• Embrace and wrestle with new 

perspectives 

4.  Think with 

Focus 

 

(Number of 

Responses: 6) 

 

Number of Responses: 2  

(20% of the total 10 Responses) 

• Thinking regarding the 

working dynamic and 

relationships 

• Helps to keep on track with 

the schedule 

Number of Responses: 4 

 (14.3% of the total 28 Responses) 

• Focus on specifics 

• Narrow down their thoughts 

and focus more on what they 

find most important for the 

conversation 

• Narrows in on the specific 

topics but also creates space 

for the coachee to embrace the 

process   

• Project outcomes and next 

steps in moving ministry 

matters forward 

5.  Solve 

Coachee’s 

Problems 

 

(Number of 

Responses: 5) 

Number of Responses: 2  

(20% of the total 10 Responses) 

• Help to objectively and 

calmly analyze my problem  

• Help to solve problems while 

strengthening my faith and 

my work in the church 

Number of Responses: 3 

(10.7% of the total 28 Responses) 

• Explore the cause of the 

problem objectively 

• See how the issue can be 

resolved  

• Take the challenge  

6.  Feel 

Uncomfortable 

 

(Number of 

Responses: 3) 

 

 

 

 

 

 Number of Responses: 3  

(10.7% of the total 28 Responses) 

• I want the coachee to be 

working hard and feeling 

uncomfortable at times  

• If they are not feeling a level 

of discomfort, they probably 

are not changing   

• Change brings about a degree 

of discomfort 

Total Number of 

Responses: 38 

                        

                             10 

                           

                          28 
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Table 7:  Qualitative Results of The Effects of Active Listening  

(Qualitative Data from Responses to the Guiding Question #3 for a coachee, “When your 

coach actively listened to you, in what ways did this empower you to commit to your plan?” 

and the Guiding Question #3 for a coach, “In what ways did actively listening to your 

coachees helped you to empower them to commit to their plan?”) 

* The following responses are describing feelings of coachees unless it stated otherwise. 

Empowered 

Areas: 

Responses from Coachees 

 (CEE1 – CEE5) 

Responses from Coaches  

(CCH1 – CCH9) 

1.  Felt 

Someone is 

Listening  

 

(Number of 

Responses: 10) 

 

 

 

 

 

 

 

 

 

 

 

 

Number of Responses: 2 

(16.7% of the total 12 Responses) 

• Felt acknowledged 

• Solutions and answers are not 

always what I seek, but 

patience is always my most 

significant encouragement 

especially in the time of chaos 

and drama situation 

Number of Responses: 8 

(36.4% of the total 22 Responses) 

• Listen and react to what they 

say 

• The coachee has someone to 

listen  

• Good listener, patient and 

concentrating 

• Active and empathic about 

listening 

• Ask coachees short questions 

to clarify things 

• Repeating back what I am 

hearing is powerful in helping 

the coachee to discern their 

way forward in the 

conversation   

• The coachee wants another to 

walk along with him 

• I try to listen to what the Spirit 

of God is saying and to what 

the coachee is saying.  It 

allows me to confirm what I 

hear so I can ask more 
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powerful questions to lead the 

coachee towards the desired 

result and what God has for 

them  

2.  Feel 

Supported by 

Body Language 

 

(Number of 

Responses: 9) 

 

Number of Responses: 3  

(25% of the total 12 Responses) 

• Feeling supported 

• Sending an affirmation signal  

• Feeling understood 

Number of Responses: 6 

(27.3% of the total 22 Responses) 

• Affirmation and support with 

eye contact 

• Feeling understood 

• The coachee is not alone, and 

someone understands and is 

caring for him 

• Feeling empowered together 

by a coach’s body language 

• Acknowledging the coachee’s 

information as important 

• To ensure I had heard them 

correctly – I would repeat what 

they said to ensure I had heard 

them accurately – right body 

language and words of 

encouragement helped at this 

point 

3.  Self-

discovery for 

Taking 

Ownership 

 

(Number of 

Responses: 8) 

 

Number of Responses: 2 

(16.7% of the total 12 Responses) 

• I would further develop my 

idea and put it into a plan. 

• Believed [that] my idea might 

be useful 

Number of Responses: 6 

(27.3% of the total 22 Responses) 

• Concentrate on helping the 

coachee towards self-discovery 

• Self-discovery 

• The coachee has ownership of 

the situation and can find a 

solution 

• Active listening also allows 

the coachee to discern if what 

they said is what they are 

thinking 

• Active listening was helpful 

because it transferred the 

power to the coachee, rather 

than remaining with you as the 

expert/mentor. 
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• Often the relationship is the 

coachee looking for answers 

and expertise, but instead in 

the coaching relationship it 

gives the coachee the freedom 

and space to work through 

their thoughts by themselves 

4.  Feel 

Motivated 

 

(Number of 

Responses: 7) 

 

Number of Responses: 5 

 (41.7% of the total 12 Responses) 

• It is encouraging  

• Felt loved 

• Felt honoured 

• Felt respect from the coach  

• Felt much better, have power 

and new alternatives to do my 

ministry 

Number of Responses: 2 

 (9.1% of the total 22 Responses) 

• Felt encouraged 

• It is like providing a new solid 

footing to keep them moving 

forward with confidence. 

Total Number of 

Responses: 34  

 

                           12 

 

                           22 
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Table 8:  Qualitative Results of Deficiency in a Coaching Process  

(Qualitative Data from Responses of the Guiding Question #4 for a coachee, “In your 

experience of being coached, what has not worked well? (e.g. the ways your coach asked 

questions, the ways you gave feedback to your coach’s questions, the ways your coach 

stirred up your response & etc.)” and the Guiding Question #4 for a coach, “In your 

coaching process of asking, what has not worked well? (e.g. the ways you asked questions, 

the ways your coachees gave feedback to your questions, the ways you stirred up your 

coachees’ response & etc.)”) 

* The following responses are describing feelings of coachees unless it stated otherwise. 

Deficient Areas: Responses from Coachees 

(CEE1 – CEE5) 

Responses from Coaches 

(CCH1 – CCH9) 

1.  Defective 

Communication  

 

(Number of 

Responses: 12) 

 

Number of Responses: 2 

(20% of the total 10 Responses) 

• Criticism usually does not work 

well on me 

• Objective analysis from the 

coach  

 

Number of Responses: 10 

(55.6% of the total 18 Responses) 

• Felt judged 

• Did not feel safe 

• Coachee not feeling safe to 

express himself 

• Depends on the relational 

chemistry 

• Sometimes a coach’s tone may 

show bias 

• Coach’s situation, having other 

things in mind 

• Coach’s inner space not ready 

• Felt coach not able to help 

• Sometimes when I become too 

affirming (postures) as the 

coachees respond, I give the 

wrong impression of 

affirmation to the coachee (i.e. 

the head nods and the “uh 

huh”)  
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• Making assumptions and 

projecting outcomes in 

advance of the coachee 

processing for himself/herself 

the issues before him/her 

2.  Long-Time 

Process  

 

(Number of 

Responses: 7) 

 

Number of Responses:  4 

(40% of the total 10 Responses) 

• The open-ended question took 

longer to process 

• It takes some time for me to 

process the situation  

• At the end when I was asked: 

“What are you going to do?” I 

was not ready to answer  

• I could not answer the 

question right away when it 

came to the “next step.” 

Number of Responses:  3 

(16.7% of the total 18 Responses) 

• Takes much longer to steer the 

coachee to find his solution 

• It is possible that the coachee 

is so stuck with an opinion that 

to keep on asking may not 

necessarily take [the coachee] 

out of the pre-determined 

mindset 

• Give causal answers 

3.  Defective 

Questions 

 

(Number of 

Responses: 6) 

 

Number of Responses:  2 

(20% of the total 10 Responses) 

• Sometimes the questions were 

hard to understand and 

therefore, hard to answer 

• I felt that my coaches 

generally did not ask too 

many thought-provoking 

questions 

Number of Responses:  4 

(22.2% of the total 18 Responses) 

• Not good questions 

• Better to break into steps, no 

big question 

• There are moments when I 

catch myself with leading 

questions and find that it is not 

helpful in the conversation 

with the coachee 

• It ends up leading them 

towards a specific end instead 

of supporting the coachees to 

discover and find solutions and 

processes  

4.  Long 

Meeting Times 

 

(Number of 

Responses: 3) 

 

Number of Responses:  2 

(20% of the total 10 Responses) 

• Length of meeting tends to be 

a bit long 

• I may benefit more from more 

structured times of coaching 

Number of Responses:  1 

(5.6% of the total 18 Responses) 

• The coachee talked too much 

and very long 

Total Number of 

Responses: 28   

 

                           10 

 

                           18 
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Table 9:  Qualitative Results of The Strengths of a Series of Questioning 

(Qualitative Data from Responses to the Guiding Question #5 for a coachee, “According to 

your experience as a coachee, what are the strengths and weaknesses of continually 

responding to thought-provoking questions probing you to think deeper?” and the Guiding 

Question #5 for a coach, “According to your experience as a coach, what are the strengths 

and weaknesses of persistently asking thought-provoking questions so that your coachees 

are probed to think deeper?”) 

Strengths: Responses from Coachees 

(CEE1 – CEE5) 

Responses from Coaches  

(CCH1 – CCH9) 

1.  Effective 

Questioning 

 

(Number of 

Responses: 13) 

 

Number of Responses: 2 

(18.2% of the total 11 Responses) 

• Importance is stressed, so 

priority is put there 

• Reinforcement 

Number of Responses: 11 

(40.8% of the total 27 Responses) 

• Follow-up questions after 

filtering out the coachee’s 

reply  

• Use intuition to keep on 

questioning 

• Change the way or questions 

to stir up the coachee 

• Use different ways while 

addressing the problem 

• Rearrange questions about the 

topic 

• The pace is significant 

• Ask about four questions in 

one session 

• Provide emotional release 

valves in the coaching session 

that allow the coachee to 

breathe after an intense section 

of coaching emotionally 
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• Continually gauging the needs 

of the coachee is vital to serve 

his emotional needs, to support 

the reflective and deep 

thinking required for some 

issues he is facing 

• Better to ask about the specific 

issue at the end if the coachee 

talks long without touching on 

the issue 

• Only take the initiative to 

touch on the issue once 

without repeating the question 

2.  Develop 

Own Thinking 

 

(Number of 

Responses: 10) 

 

Number of Responses: 3  

(27.2% of the total 11 Responses) 

• Trained to analyze and 

understand the situation 

him/herself 

• Developed his/her skill set in 

addressing difficult situations 

• Encouraged to learn from my 

coach to use the same methods 

to help others 

Number of Responses: 7 

(25.9% of the total 27 Responses) 

• Guide the coachee to speak out 

his/her answer 

• Find his/her solution 

• Led him to possess his ideas: 

what is essential and what is 

not essential 

• Took the responsibility 

• Helped gain clarity 

• Know the result to accomplish 

• Empowered and gave the 

coachee the freedom to create 

the process that works best for 

him 

3.  Think 

Deeper 

 

(Number of 

Responses: 7) 

Number of Responses:  4 

(36.4% of the total 11 Responses) 

• It is an excellent way and 

helps me think deeper 

• Probed me to think deeper 

• Helped me to think more 

• I was able to get to the so-

called bottom in a short time 

Number of Responses: 3 

(11.1% of the total 27 Responses) 

• Challenged to think differently 

and new ways 

• Allowed the coach to rethink 

and formulate the issue 

• Fully covered, provoked 

thinking to go deep; persistent 

is the way 

4.  Explore New 

Perspectives 

 Number of Responses: 4 

(14.8% of the total 27 Responses) 
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(Number of 

Responses: 4) 

• Look at things from different 

angles 

• Exploring new and 

undiscovered territories of 

thought and possibilities of 

future ministry opportunities 

• Help coachees discover and 

find fresh perspectives towards 

their specific situations 

• Help them recognize and see 

new ways, solutions and 

pathways through the situation 

5.  Motivate to 

Change 

 

(Number of 

Responses: 4) 

Number of Responses: 2 

(18.2% of the total 11 Responses) 

• Remember the points my 

coach wants me to change 

• Encouraged me to seek to be a 

better servant (instead of being 

satisfied with the current 

situation) 

Number of Responses: 2 

(7.4% of the total 27 Responses) 

• Best way to get coachees to 

think about themselves without 

telling them to change 

• Powerful behavioural change 

agent 

Total Number of 

Responses: 38 

                    

                            11 

                           

                          27 
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Table 10:  Qualitative Results of The Weaknesses of a Series of Questioning 

(Qualitative Data from Responses of the Guiding Question #5 for a coachee, “According to 

your experience as a coachee, what are the strengths and weaknesses of continually 

responding to thought-provoking questions probing you to think deeper?” and the Guiding 

Question #5 for a coach, “According to your experience as a coach, what are the strengths 

and weaknesses of persistently asking thought-provoking questions so that your coachees 

are probed to think deeper?”) 

* The following responses are describing feelings of coachees unless it stated otherwise. 

Weaknesses: Responses from Coachees 

(CEE1 – CEE5) 

Responses from Coaches 

(CCH1 – CCH9) 

1.  Causing 

Emotional 

Reactions 

 

(Number of 

Responses: 7) 

 

Number of Responses: 1  

(14.3% of the total 7 Responses) 

• Taking the risk to stir up 

defensiveness when the coach  

continually threw at the 

coachee 

Number of Responses: 6   

(46.2% of the total 13 Responses) 

• Stirred up unhappy feelings 

• Felt like being interrogated 

• Negative feelings  

• Presenting an environment 

whereby a coachee feels 

overwhelmed with actually 

having to work through the 

issues at hand – when they 

may not be emotionally 

prepared to deal with the 

outcomes of their coaching 

session  

• I find that many people come 

into a coaching session 

looking for a mentor or a peer 

that will talk through the 

various thoughts and give 

advice instead of coaching 

them through the situation at 

hand 

• The frustration can be a 

limited understanding of the 
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expectation of the coaching 

session.  It is a weakness 

because frustration can deter 

people from the whole 

coaching experience 

2.  Causing 

Fatigue in 

Thinking 

 

(Number of 

Responses: 7) 

 

Number of Responses: 3 

(42.8% of the total 7 Responses) 

• If I had a few more days to 

think it over, I might achieve a 

deeper level 

• Can be tiring 

• Sometimes the pressure is high 

which may not help the 

thinking process 

Number of Responses: 4 

(30.8% of the total 13 Responses) 

• Fatigue 

• Overthinking about the issue 

without saying it to the coach 

• Takes much longer 

• No time for administration 

issues 

 

3.  Causing 

Confusion 

 

(Number of 

Responses: 4) 

 

Number of Responses: 1 

(14.3% of the total 7 Responses) 

• Further confusing the coachee 

when he/she cannot connect 

and relate to the question in 

the situation  

Number of Responses: 3 

(23.1% of the total 13 Responses) 

• Coachees look confused  

• Coachee’s misunderstanding 

leads the coachee to draw an 

incorrect conclusion after the 

session 

• Thinking that the coach has no 

solution and cannot help  

4.  Relying on 

the Coach  

 

(Number of 

Responses: 2) 

 

Number of Responses: 2 

(28.6% of the total 7 Responses) 

• Makes me rely on the coach 

too much 

• Trusted my coach too much, 

so I found it difficult to accept 

advice from other people  

 

Total Number of 

Responses: 20 

 

                     7 

 

                       13 
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Table 11:  Comprehensive Summary of Overall Qualitative Results 

Themes and Subthemes: Number of 

Responses 

Percentage of 

Responses 

1.  Table 5 

o Theme:  Coach’s Questions Asked in Coaching         

o Subthemes:  

A.  Questions Collected: 

1.    Open-ended “What”  

2.    Open-ended “How” 

3.    Closed 

4.    Other Open-ended 

            Sub-total of Responses: 

B.  Coachees’ Feelings When Being Asked:  

1.  Encouraged 

2.  Empowered 

3.  Uncomfortable 

Sub-total of Responses:  

 

 

 

 

25 

13 

  7 

  2 

       47 

 

     10 

    6 

    3 

         19 

 

 

 

 

53.2% 

27.7% 

14.9% 

  4.2% 

            100% 

 

52.6% 

31.6% 

15.8% 

             100% 

2.  Table 6 

o Theme:  Effects of Thought-provoking Questions  

o Subthemes:  

1. Feel Encouraged  

2. Think Deeper  

3. Think in New Ways 

4. Think with Focus  

5. Solve Coachee’s Problem  

6. Feel Uncomfortable 

            Sub-total of Responses: 

 

 

 

  9 

  8 

  7 

  6 

  5 

  3 

            38 

 

 

 

23.7% 

21.1% 

18.4% 

15.8% 

13.1% 

  7.9 %           

            100% 

3.  Table 7 

o Theme:  The Effects of Active Listening                

o Subthemes:  

1. Feel someone listened 

2. Feel Supported from Body Language 

3. Self-discovery for ownership  

4. Feel Motivated 

            Sub-total of Responses: 

 

 

 

10 

  9 

  8 

  7 

            34 

 

 

 

29.4% 

26.5% 

23.5% 

20.6% 

           100% 

4.  Table 8 

o Theme:  Deficiency in  a Coaching Process  

o Subthemes: 

1. Defective Communication 

 

 

 

12 

 

 

 

42.8% 
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2. Long Processing Time 

3. Defective Questions  

4. Long Meeting Times 

            Sub-total of Responses: 

  7 

  6 

  3 

            28 

25% 

21.4% 

10.7% 

           100% 

5.  Table 9 

o Theme:  The Strengths of a Series of Questioning                 

o Subthemes: 

1. Effective Questioning  

2. Develop Own Thinking 

3. Think Deeper 

4. Explore New Perspectives 

5. Motivate to Change 

            Sub-total of Responses: 

 

 

 

13 

10 

  7 

  4 

  4 

            38 

 

 

 

34.21% 

26.31% 

18.42% 

10.53% 

10.53% 

           100% 

6.  Table 10 

o Theme:  The Weaknesses of a Series of Questioning               

o Subthemes: 

1. Causing Emotional Reactions 

2. Causing Fatigue in Thinking 

3. Causing Confusion 

4. Relying on Coach 

            Sub-total of Responses: 

 

 

 

  7 

  7 

  4 

  2 

             20 

 

 

 

35% 

35% 

20% 

10% 

           100% 

Total Number of Responses:      224  
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