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Coaching is a partner of development in which a coach supports a
learner in achieving a specific personal or professional goal by
training and counselling. Pumping HR Model is one of the HR
development models based on the iceberg theory, which is divided
into the areas of the unconscious (unconscious region), pre-
conscious (pre-conscious region) and conscious (conscious re-
gion). Pumping HR Model places the unconscious as a function of
the heart, the pre-conscious as a function of the brain and con-
scious as a sensory function of human resources (HR). In prac-
tice, Pumping HR Model touches on 3 basic components of human
resource development, namely character development, competen-
cy development and behavior development. This research goal is
the purpose of this study is to prove that the Pumping HR model
can be used as a model in the coaching process. The method used
is qualitative descriptive & Integrating theory. Research data
were obtained through a Focus Group Discussion (FGD) and
post-workshop questionnaire. The results of this research: Pump-
ing HRM Coach is unique and can be one of the human resource
development models with a coaching approach.
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1. INTRODUCTION

Coaching is a method of developing human resources, which is now starting to emerge as a
model that supports and increases motivation, productivity, and competence. According to
Nugroho (2008) the better the process of employee coaching, the work motivation and em-
ployee performance will increase. The results also show that the Individual Coaching Program
with certain methods can improve the mastery of coaching competencies at the Head of Per-
sonnel Subdivision of PDAM Tirta Bumi Serasi Semarang Regency (Indriastuti, 2015). Horne
(2008) reports:

“When coaching opportunities arise on-the-job, the coaching manager uses facilitation skills
(effective questioning, active listening, giving feedback, motivating and reflecting) to engage
the employee in the problem-solving process”

According to Ramly (2019) the results of evaluation of training programs for human resource
development using the Pumping-HR learning model approach reported at least 3 essential
things that must be considered for the development of human success, namely (1) Strengthen-
ing the principle of success (pumping principle), (2) Competency development for success
(pumping competency), and (3) practicing successful behavior (pumping action).

Pumping HRM Coach is one of the coaching methods offered as an approach for coaches in
developing human resources both personally, professionally and institutionally. This paper
aims to find out whether the HRM Coach Pumping method can be used as one of the models
in developing human resources.

To understand this goal, this paper will answer the following scientific questions: (1) Does the
HRM Coach Pumping method have a special uniqueness compared to the existing coaching
methods? (2) What is the core strength of the Pumping HRM Model method? (3) What is the
name Pumping HRM Coach, a name that is perceived as "marketable™ in the world of profes-
sionals?

Coaching becomes an important tool in the process of developing one's personality and pro-
fessionalism. According to Rony (2015), the objective of each Coaching session is to increase
self-awareness, build an independent learning process, increase self-effectiveness, build influ-
ence and self-confidence, and build resilience and wisdom. According to ICF (in Benyamin,
2018) organizations with a strong coaching culture in place, benefit from increased engage-
ment among employees and stronger business performance.

The effectiveness of this coaching process can be achieved if it is influenced by several
things, including the common understanding of the coach and coachee regarding coaching,
the awareness to do coaching, the level of coaching competency owned by a coach, and the
initiative of the coachee in the coaching process (Gunarso, 2015).
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2. LITERATURE REVIEW

Training, counselling and coaching activities practically determine HR development in the
professional and educational world. According to Mondy (2008: 5), HR development includes
elements of training, planning, coaching, guidance, organizational development, management
and performance appraisal. Career planning, organizational development, management and
performance related to the processes of counselling, coaching and assessment.

Training, coaching, counselling and assessment are important parts of human resource man-
agement tools and practices, which help and assist individuals, management and organizations
in order to achieve good quality human resources in the learning process. According to Cush-
ion, Armour & Jones (2003), coaching is a continuous process involving important elements
of the program, participants and mentors. This continuous process will take place as a way of
learning through the proven HR development model, the Pumping HR model (Ramly, 2019).

Whitmore (in 27 Professional Coaches Indonesia, 2015: 52) writes that coaching is a method
of unlocking one's potential to maximize performance. According to Passmore, Jonathan, ed.
(2016):

‘Coaching is a form of development in which an experienced person, called a coach, supports
a learner or client in achieving a specific personal or professional goal by providing training
and guidance .

Coaching by Carol Wilson (in Hamalik, 2008) is as an activity that helps individuals or organ-
izations to achieve optimal performance, overcome obstacles and obstacles to growth to
achieve specific goals and challenges as a means of fulfilment, personal and professional de-
velopment, balance life and work.

ICF Model. According to Situmorang (2015) coaching in the view of ICF (International
Coaching Federation), Coaching is a form of partnership with clients (Coachee) to maximize
their personal and professional potential with processes that stimulate and explore creative
thoughts and processes. Coaching in the ICF (International Coaching Federation) consists of
11 (eleven) competencies that must be possessed by a coach where parents as effective coach-
es have 4 (four) competencies out of the 11 competencies.

The four competencies are (1) building ethics and agreement, namely discussing the good
deeds and bad deeds of humans to the extent that can be understood by the human mind such
as moral principles and behavioral guidelines (2) enhancing relationships and beliefs namely
discussing good deeds and bad deeds of humans to the extent which can be understood by the
human mind such as moral principles and guidelines for behavior. (3) Effective communica-
tion includes active listening knowledge, verbal and non-verbal communication, listening to
emotions and feelings, non-judgmental, empowering questions and direct communication and
(4) facilitating learning processes and results by building children's awareness, supporting
children in make an action plan, assist the child in making his plans in achieving his goals and
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monitor progress and maintain the accountability and commitment of the child. Whereas the
11 competencies in the ICF model are as shown in Figure 1 below.

10.

11.

Setting the Foundation

1. Meeting Ethical Guidelines and
Professional Standards

2. Establishing the Coaching Agreement

Co-creating the
Relationship

3. Establishing Trust and
’ Intimacy with the Client

4. Coaching Presence

Facilitating Learning and Results
8. Creating Awareness

9. Designing Actions

10. Planning and Goal Setting
11. Managing Progress and
Accountability

Communicating Effectively
5. Active Listening

6. Powerful Questioning
7. Direct Communication

Figure 1. Eleven Competency Coach
Source: (ICF, 2016)

Ethical Guidelines. A coach must be able to act in ethical guidelines.
Coaching Agreement. A coach must be able to make and understand agreements in
coaching.
Trust & Intimacy. A coach must be able to build trust and a comfortable atmosphere.
Coaching Presence. A coach must be able to fully attend and build relationships with
the coachee.
Active Learning. A coach must be able to understand what the coachee is saying. The
coach must be able to hear what the coachee's goals are. Good listening will help coach-
es in asking questions (ICF, 2016).
Powerful Questioning. A coach must be able to ask relevant questions, be able to invite
the coachee to do self-reflection and foster awareness.
Direct Communication. A coach must be able to communicate effectively, directly and
openly.
Creating Awareness. A coach must be able to integrate all information obtained during
the coaching session to help the coachee find awareness.
Menyusun Rencana Aksi. A coach must be able to encourage the coachee to develop
an action plan.
Planning and Goal Setting. A coach must have the ability to help coachee make plans
to reach goals.
Managing Progress & Accountability. A coach must be able to manage the progress
and accountability of the coachee. Give responsibility to the coachee to implement cor-
rective measures.

According to Brotman, Liberi, & Wasylyshyn, Frisch, Hunt, Levinson, Modoono (in Stern,
2004), a coach must have basic knowledge, namely: (a) Important knowledge and expertise in



Volume 12, Issue 3 Development of Coaching Model in. ... |384

psychology, and (b) Important knowledge and expertise in business, (c) Other knowledge
needed by a Coach.

Important knowledge and expertise in psychology are (1) Essential knowledge and expertise
in psychology, (2) individual assessment, (3) individual differences, (4) adult learning, (5)
organizational behaviour, (6) change management, (7) organizational systems theory, (8)
leadership, (9) interpersonal and group dynamics, (10) motivation, (11) organizational devel-
opment.

Meanwhile, important knowledge and expertise in business are (1) familiarity with the lan-
guage, history, and current conditions of the executive's industry and business environment,
(2) strategic and tactical planning and implementation, (3) organizational communication
(employee orientation, information sharing , settings of standards, roles and responsibilities,
feedback, plans, changes, customer contacts, and so forth), (4) business ethics, (5) technolo-
gy, (6) business functions.

Other knowledge needed by a Coach, such as (1) conflict mediation, (2) development of val-
ues, vision, and mission, (3) quality and process management, (4) team development / build-
ing, (5) board relations, (6) ) video feedback labor relations, (7) career development, (8) or-
ganizational restructuring, (9) work-life balance, and (10) stress management.

& &
Y x 4P x
& &

Dengan TRUST, Coachee akan menjadi lebih terbuka untuk

mengungkapkan pemikiran, perasaan dan keyakinannya

Figure 2. Trust in Coaching
Source: (ICF, 2018)

This program can be run by someone who has coaching skills. The high level of competency
possessed by a coach certainly greatly influences the success of this program. In the end this
research will produce a learning model that is career coaching (Rony, 2015).
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Pumping HR Model. Pumping Model is a learning concept that is used in training and HR
development programs as a learning approach model. The pumping model is an intellectual
work of the author that has been tested on training programs for 10 years since 2004. The
pumping model has received intellectual property rights (HAKI) from Kemenkumham with
No Haki: IDM000427876, August 15, 2011. Framework, structure, and the components of the
concept of learning pumping models are as shown in Figure 3 below.

oo

Gambar 3. Konsep Belajar Pendekatan Pumping HR Model Sumber: (Ramly, 2019)

According to Ramly (2019) the Pumping Model Framework is formed in 3 main foundations
namely pumping principle, Pumping Competency and Pumping Action which are sourced
from existing theoretical approaches and scientifically tested, namely: (1) using a good tree
parable consisting of roots, stems and fruit / leaves (QS.14: 24 dalam Laili, 2018), (2) relying
on the principles of the milky way model (solar system) consisting of the center of the orbit,
the orbital point and orbit line (Gynanjar dalam Mashuri, 2014), (3) relies on Iceberg's theory
that shows 3 human realms, namely the unconscious, conscious and conscious (Goodman,
2016), (4) relies on modern theories of human grace, namely the senses, intuition, and heart
(Ramly, 2011).

Research conducted by Ramly (2016) produced several important conclusions related to the
concept of learning Pumping HR models, namely: (1) Pumping HR Model-based HR devel-
opment training program is an effective training program, beneficial, and has an impact on the
performance of training alumni, (2) Pumping HR based training program has increased moti-
vation and professional work behaviour of participants through strengthening beliefs (princi-
ple) at work, the growth of competencies in successful behavior (competency) in the profes-
sion that is being carried out, and the activation of encouragement for successful actions (ac-
tions) in daily work through sensory activities, brain and heart, (3) a training program based
on the Pumping HR Model is felt very big benefits, both for yourself, work, family and life in
general. The most felt benefits are in terms of the ability to understand colleagues, work moti-
vation, work behaviour and performance improvement in daily work, (4) 77% of the Pumping
HR-based training model is fun, which has a positive impact on employee work productivity,
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(5) There are three important influences from the Training on HR Development based on
Pumping HR Model, namely (a) of 82.4% influencing self confidence and work (Pumping
Principle), (b) of 78.8% influencing the strengthening of soft skills (Pumping Competency),
(c) of 81.8% influence the development of attitudes, behavior and mentality at work (Pumping
Action).

In Ramly (2019) the Pumping Principle in the parable of the tree is the root of a good tree. In
the parable of the milky way is the center of the orbit of the solar system. In the Iceberg theo-
ry concept is an unconsiuous realm (the invisible iceberg). In the concept of human intelli-
gence, pumping principle is a function of the human heart. Pumping principle has four main
variables, namely (1) Belief System, (2) Awareness, (3) values, (4) Personality, as shown in
Figure 4 below.

Figure 4. Pumping Principle model
Source: Ramly (2019)

Personality is a combination of behaviour with character. In Figure 4 the behavior consists of
(1) energy, (2) Self-portrait and (3) learning styles. While the characters consist of (1) the path
of success, (2) mindset, and (3) brain hemispheres.

Pumping competency in the concept of a good tree (Qs: 14: 24 dalam Laili, 2018) is a
pillar/stem of human success. In the parable of the milky way are the orbital points of the
solar system. In Iceberg's theory, pumping competency is a pre-conscious region (the middle
region of the iceberg that sometimes seems to sometimes sink). In the concept of human
intelligence, pumping competency is a function of the brain/human mind. There are 6 main
components/variables of pumping competency, as shown in Figure 5.
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Figure 5. Pumping Competency model
Source: Ramly (2019)

The six important components of pumping competency are (1) vision, (2) motivation, (3)
leadership, (4) knowledge, (5) management, and (6) practice/exercise (Ramly, 2019). To sup-
port the six components in daily practice, it requires 2 pumping components, with 6 main var-
iables, namely (a) Personal mastery support, namely (1) mentality, (2) morality, (3) spirituali-
ty, and (b) Profession mastery support, namely (4) feeling, (5) intuition, and (6) thinking.

Pumping action (pumping do it) in the concept of a good tree is part of the fruit and leaves. In
the parable of the milky way is the orbit of the solar system. In Iceberg's theory, pumping ac-
tion is a conscious region (the upper region of the iceberg visible). In the concept of human
intelligence, pumping action is a function of the human senses. There are 5 main compo-
nents/variables of pumping action, as shown in Figure 6.

oooooooo

Collaboration

Figure 6. Pumping Action model

Source: Ramly (2019)

The five important components of pumping action are (1) Statement, (2) Personality Change,
(3) Self Controlling, (4) Synergic-Collaboration, and (5) Continuous Improvement (Ramly,
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2019).

Meta Coach Model. In the meta coach model, coaching is a process of glorifying human be-
ings with all their strengths; thought, taste and behaviour. In the view of meta coach (2016)
Coaching is a process of building and facilitating creativity. Coach and Coachee together cre-
ate an atmosphere and unlimited brainstorming. The coach facilitates the coachee to always
extend the limits (extending and expanding the limits) so that the coachee feels new experi-
ences about how they see life, work, performance, process, leadership management and con-
tribution more creatively.

In view of the Meta-Coach model (2016), Coaching is a conversation. Coaching is about fa-
cilitating someone or yourself through questions, giving feedback and using help to facilitate
someone who questions the process or structure of how to increase the power of our brain to
improve our performance.

According to DesJardins (2009), meta coaching has 7 core coaching skills. These core-
coaching skills are: (1) Listening, (2) Supporting, (3) Questioning, (4) Meta-Questioning, (5)
Inducing States, (6) Giving Feedback, (7) Receiving Feedback.

So that a coach is able to listen actively and effectively needed; (1) the ability of the senses to
see and detect someone's state, (2) the understanding of the representation system needed to
detect, recognize and record the sensory representations and the meta-representational system
that a person uses in understanding something he faces, (3) knowledge wins eye signals ( Eye
Accessing Cues) and sharpness see how someone processes information, the following states
that occur, and (4) knowledge understands the predicate used to detect the type of language
patterns that someone uses (Meta-Coach, 2016).

According to Hall (2010) the meta coach has 7 meta-models which are the framework of the
art of communication and coaching, namely: (1) NLP Communication model, (2) The Meta-
States model, (3) The Axes of Change model, (4) The Benchmarking model, (5) The Matrix
model, (6) Self-Actualization models, and (7) The Matrix Business Plan.

According to Linder, Pelz & Hall (in Lawly, 2016) Meta-Coaching, a goal-focused method
that is based explicitly on cognitive-behavioural psychology was chosen because of a stand-
ard, specific list of benchmarks. Indicators of competency behaviour are routinely used to ob-
serve, assess and state the coach's readiness for the coaching process (Hall, 2010). The validi-
ty of assessing Meta-Coaching competencies using a comparison score sheet has been docu-
mented previously (Linder-Pelz, in Lawly, 2016).

3. RESEARCH METHODS

This research uses a qualitative descriptive method and the Integrating Theory approach. The
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qualitative method is through the perception of the workshop participants, using the FGD
(Focus Group Discussion) technique and the distribution of post-workshop questionnaires via
Google Form. Participants who attended this workshop were trainers, coaches and NLP ex-
perts. The results of the questionnaire were processed and described with the help of a Likert
scale.

This research uses a qualitative descriptive method and the Integrating Theory approach. The
qualitative method is through the perception of the workshop participants, using the FGD
(Focus Group Discussion) technique and the distribution of post-workshop questionnaires via
Google Form. Participants who attended this workshop were trainers, coaches and NLP ex-
perts. The results of the questionnaire were processed and described with the help of a Likert
scale.

PUMPING
HRM

Figure 7. Model Integrated Pumping HRM Coach

According to Mayer (2013) there are 3 main factors that determine the success of this ap-
proach, is (1) two theories can speak to the same phenomenon but from different perspectives
(i.e., same dependent variable but different explanatory variables). (2) two seemingly dispar-
ate streams of research can be shown to actually not be so disparate after all (e.g., they may
share implicit assumptions or some other nonobvious link). (3) two theories may primarily
address different phenomena, but applying one theory to the domain of the other can generate
new insights. Finally, two theories may address related phenomena but draw on a related or
common set of explanatory factors.

4. RESULTS

The results of a survey of Coaching, Trainer, and Hypnotherapy practitioners who were in-
volved in the HRM Coach Pumping workshop said that the coaching program was very im-
portant for the development of professional human resources (HR). 77% thought it was very
important and 15% was important and 8% were quite important. Complete as shown in Fig-
ure 8 below.
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Coaching Bagi Pengembangan SDM Profesional

0% 0% 8% . .
[ |
T 15% tidak penting
M biasa saja
cukup penting
penting

M sangat penting

Figure 8: Importance of Coaching in Development HR Professional.

Related to the approach in the coaching process, the survey results show that the approach
used by a Coach is very influential on the success of coaching itself. The survey found that
46% of participants said that the influence of an approach to the success of the coaching pro-
cess was strong, and 39% said that the effect was strong, as in Figure 9 below:

Pengaruh Pendekatan/model dalam proses Coaching

0% -, 0% 15%

M tidak kuat
39% M biasa saja
/ 26% W cukup kuat
kuat

sangat kuat

Figure 9. Effect of an Inside Approach Coaching Process

The survey also asked whether, for the success of a coaching process, coaches need an under-
standing of the personality of the coaches. The result 46% was stated to be very important and
39% was important. The full details are presented in Figure 10.

Pentingnya Coach memahami Personality
Coachee
0% o, o,
_\OA 15% m tidak penting

u ® biasa saja
16% cukup penting

penting

W sangat penting

Figure 10. The Importance of a Coach Understanding Personality Coachee

About the figure of a good coach and gives positive energy to the coachee, it takes a strong
belief (Belief System) for a Coach. The survey results show that 61% is very important for
coaches to have self-confidence and the coachee they face. As many as 22% stated important,
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as shown in Figure 11.

Keyakinan (Belief System) seorang Coach

0%1 0% 17%

W tidak penting
W biasa saja

M cukup penting

@ penting

O sangat penting

Figure 11. Importance of a Coach Belief System

Does the concept of Pumping HRM Coach sourced from the concept of learning Pumping HR
Model is unique or has a character compared to the ICF and Meta-Coach models? The survey
results obtained, 46% stated very uniquely and 39% stated union, as in Figure 12.

Keunikan Konsep Pumping-HRM Coach
0%_ 0% ) )
m tidak unik
39% M biasa saja
26% B cukup unik
unik
sangat unik

Figure 12. The Uniqueness of the HRM Coach Pumping Concept

The survey results also showed that the HRM Coach Pumping program was felt to be benefi-
cial for personal and institutional HR development. Participants said up to 54% of the pro-
gram was very useful and 36% useful, as shown in Figure 13.
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Manfaat konsep Pumping HRM Coach bagi

Pengembangan SDM
W tidak

0% 0% 15% bermanfaat
M biasa saja

M cukup
bermanfaat
54% 31% bermanfaat
sangat
bermanfaat

Figure 13. Benefits of the HRM Coach Pumping Concept for Personal &
Organizational HR Development

After training the coaches also gave input the most suitable and marketable name. 54% of par-
ticipants recommended the name Pumping HRM Coach, as shown in Figure 14.

Nama Model/Pendekatan Program Coaching

M Coaching P-HRM

54% M P-HRM Coach
= Pumping HRM
Coach

Figure 14. The Name of the Most Coaching Program Model Suitable.
Source: Research Results (2019).

Pumping HRM Coach is a learning concept and a coaching process approach that is sourced
from the principles, competencies and successful actions of the Pumping Model. Pumping
HRM Coach has 3 touches of coaching, 17 basic competencies sourced from 4 basic princi-
ples (Pumping Principle), 6 basic competencies (Pumping Competency), and 5 steps of action
(Pumping Action), as well as 2 supporting components (Pumping Supporting), and 9 coaching
process steps.

Three touches of coaching are sourced from 3 areas of concern for pumping models in the de-
velopment of HR for success, namely: the subconscious area, the pre-conscious area and the
area of awareness. The 3 touch Pumping HRM Coach is as shown in Figure 15.
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N N
Attitude Mindset Character

(
(

Afektif §W

L

Pancaindera| Pikiran | wilayah Jiwa| wilayah bawah

wilayah Sadar | prasadar | sadar | unconsiuous
consiuous preconsiuous

Figure 15. Three Touch Pumping HRM Coach

The first touch is character through strengthening Belief, Values and Personality. This touch
is in the unconscious (unconscious) region, the second touch is the mindset through changes
in perspective, mindset and action patterns. This touch is in the preconscious region. The third
touch is attitude, namely through cognitive, affective and action. Seventeen Competencies of
Pumping HRM Coach are as shown in Figure 16 below.

17 Kompentensi PUMPING-HRM COACH:
CORE COMPETENCY

—= 1. Menguatkan akar keyakinan
— = 2. Proses Kesadaran
N 3. Memiliki Values sukses dan kebahagiaan

= 4, Memahami dan menjadikan Personality sebagai sandaran
PERSOMNAL MASTERI

5. Visiyang jelas
6. Leadership-followership
7. Mengelola emosi diri
\ 8. Mentality-Morality-Spirituality

| 9. Pengetahuan
ant 10. Motivasi

11. Berlatih

12. Feeling-Thinking-Intuiting
SUCCESS OF COACHING
=13. Pernyataan Sukses
- 14. Perubahan Personality
- 15. Pengendalian diri
- 16. Sinergi dan kerjasama
- 17. Continous Improvement

Figure 16. Seventeen Basic competencies in Pumping HRM Coach

The 17 competencies of Pumping HRM Coach can be explained as follows:

Core Competency, namely (1) The coach must have the competence to strengthen his belief
that the coaching process will succeed because he has good intentions and the coachee will be
willing to work together, have trust and a bright future, (2) a coach must have full awareness
of his profession as a coach. The coach's awareness process is to realize wholeheartedly that
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coaching is a process and endeavour and preaching for the good of others, by striving to be
self and making God the source of human change in goodness, (3) The coach must have the
competence to produce and understand the values of goodness and always able to appear hap-
py, (4) Coach must have competence in understanding the personality of themselves and the
trainees, as well as making the personality a backrest against the coachee in the coaching pro-
cess that is conducted.

Personal Mastery, namely (5) a coach must have competence to build and understand a
clear vision of himself and a coachee, (6) Coach must have the ability to manage themselves
in the leadership circle and follow the mindset, attitude and actions of a Coachee (Leadership-
Followership Circle ), (7), Coach must have the ability to manage his emotions (Self Man-
agement), (8) Coach must have the ability to maintain mental-moral stability and spiritual
values in the coaching process.

Profession Mastery, namely (9) The coach must have extensive knowledge (knowledge
Power) about coaching both the professional and personal coaches themselves, (10) A Coach
must have the ability to present and maintain the rhythm of self, team and coachee motivation,
(11) The coach must continue hone skills both through the process of practice (exercise) and
experience, (12) a coach has the ability to understand and practice preference feelings (F),
thinking (T) and intuition (N).

Success for Coaching, namely (13) a coach is able to evoke the behavior of coaches to be
ready to achieve success with real actions, (14) The coach is able to make changes to the per-
sonality (personality) themselves and the coachees, (15) Coach has the ability to control
themselves (patience and sincerity) face the knowledge, attitude and behaviour of the
coachees, (16) A coach has the ability to build synergy, and cooperation with the coachees,
and (17) The coach must be able to develop the principle of continuous learning.

5. CONCLUSION AND SUGGESTION

The most suitable name for a coaching approach in developing human resources is Pumping
HRM Coach. This model has its own uniqueness as a model of human resource development.
Pumping HRM Coach has 3 main touches, 17 competencies and 9 steps coaching process.
Suggestions for further research are to focus on the coachee to see the perceived benefits.
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