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Abstract

Youth leadership is an element critically needed in nation building agenda. The
establishment of youth leadership will form the line of successors that will maneuver the
socioeconomic and political landscape. The involvement of new youth leadership talent can
be enhanced through wider exposure and professional training, including via coaching. This
paper discusses the potential of coaching in youth leadership development program on
positive youth development. Besides the development of internal asset such as leadership
skill enhancement, to what extent does coaching provide the opportunity for youth to
harness one’s ecological asset through the access possessed by coach? The link between
coaching and youth leadership development is viewed through its contribution to positive
youth development.
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Introduction

Youth development is described as an ongoing process to meet the physical needs and social
demands in building youth competency (Delgado, 2002), which in turn, promotes positive
youth development (PYD) (Lerner et al., 2005). According to Li and Wang (2009), youth
involvement in leadership activities is one of the approaches in the PYD concept as it involves
youth development process. The focus on PYD process serves as the basis for developing
positive youth elements in self potential (Sherrod, 2007; Ward, 2008), which principally
require empirical understanding to reveal the potential of youth leadership talent on PYD
through coaching.

Youth leaders today consist of youths referred to as Generation Y or Millennials
(Hershatter & Epstein, 2010; Cennamo & Gardner, 2011). It is evident that youth
development has a strong connection with youth development efforts, which can be viewed
as an ongoing process towards achieving physical necessities and social needs and building
competency and network through youth involvement (Delgado, 2002). Hence, the Malaysian
governments’ initiative is continued in a long-term plan through the Government
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Transformation Programme (GTP), under the Economic Transformation Program (ETP), with
an emphasis on human capital development, specifically on mobilization of resources among
youths (Ramasamy & Rowley, 2013). Due to the rapid development of technology in this
globalized era, youths as leaders of tomorrow are expected to be outstandingly talented,
competent, knowledgeable, and possess high expertise as leaders (Khairuddin et al., 2009).
Therefore, to empower youths, efforts on youth development have been emphasized since
the Ninth Malaysia Plan 2006-2010 (Ninth Malaysia Plan, 2006), and still continue today to
increase youths’ potential and productivity.

In other developing countries, youth development programmes at the national level have
been implemented to generate successors of great leaders (Solansky, 2010; Christens &
Dolan, 2011). Among the programs are; ‘White House Fellow’ in the United States of
America, ‘Headteacher Trainee’ and ‘Future Leaders’ programmes conducted by the National
College for School Leadership in England (Earley, 2009). According to Garcia (2009), these
youth leadership programmes serve as a platform in preparing young leaders who are highly
motivated and directly involved in the administration process at the national level and also
involved in community development.

However, Hastings, Human, and Bell (2011) discovered that as leaders, youths often fail to
see themselves as decision-makers because the adult leaders do not pass on the skills,
experience, needs and motivation on how to be leaders systematically to them. The
continuity of guiding youth leadership, if not well planned, may cause the young leaders not
being able to control and arrange for the existing community development process, which
will then, lead to having youths who are not strongly connected to the community (Christens
& Dolan, 2011). Therefore, the question arises how the PYD can be associated with the
process of coaching in youth leadership development to expedite the process of forming a
new leadership successor in the future.

Literature Review

Generation Gap in Leadership

From the leadership development aspect, Northouse’s (2007) model of leadership traits
explains that intellectual ability, high confidence level, ensuring the success of a task,
integrity and social skills are the elements required in developing leaders. To determine the
type of leadership desired, the Six Domains of Leadership Model mentions that the
development of leadership skills is up until the monitoring level (Sitkin & Lind, 2006). Hence,
to explore the process of leadership development skills, the coaching technique (Reagan-
Porras, 2013) provides the perspective of acquiring knowledge and social skills, which also
incorporates the process of legitimate peripheral participation (Lave & Wenger, 1991;
Wenger, 1998; Wenger et al., 2002).

Leadership coaching takes place in most organizations to fulfill the purpose of preparing
future leaders and successors of the organization (Smolter, 2011; Murphy, 2012). Usually,
coach come from a different generation than the coachee (Bickel & Brown, 2005; Chen &
Krauskopf, 2013) and this does not necessarily depend on age (Harvey et al., 2009). Adult
coach may not experience any problem to socialize and communicate with youths as their
coachee, but they may have different interpretations during the two-way communication
(Reagan- Porras, 2013). In the context of today’s youth leadership development, coachee
born between 1980 to 2000 are known as Generation Y or Millennial (Hershatter & Epstein,
2010), compared to the more senior coach from Generation X or Baby Boomers (Dannar,
2013).
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The generation differences in coaching bring a great implication that influences the role
of leadership in the medical field and healthcare (Hershatter & Epstein, 2010; Cennamo &
Gardner, 2011). Each of them had different environmental experiences that shaped varied
expectations and actions (Chen & Krauskopf, 2013), and leadership patterns (Smolter, 2011).
The generation gap in youth leadership coaching allows for a deeper exploration on how the
process happens effectively which includes the compatibility between coach and coachee
from different generations. This is because, according to Kram and Ragins’ (2007) coaching
theory, coaching process is not static, in which it portrays different functions, experiences
and forms of interaction that may be expanded in youth development. Youth potential in
leadership can be amplified through developmental programmes (MacNeil, 2006; Hastings,
Human & Bell, 2011; Reagan-Porras, 2013). The emphasis on reciprocal learning through
coaching requires coachee to develop positive values through the roles they play in mirroring
what have been done by their coach (Schwartz et al., 2013).

Positive Youth Development (PYD) in the leadership development process

From the youth leadership aspect, knowledge formation process, behaviour and positive
attitude of the participants cultivated from the leadership development programmes may
be an indicator of the production of positive youth development (Lerner, 2005; Silbereisen
& Lerner, 2007; Lerner et al., 2011). Therefore, the aspect of planning youth development
programmes is encouraged to take into account the current needs of youths (Cullen &
Bradford, 2012). A proper planning of developmental programmes will explain in detail the
learning outcomes based on the objectives reached (Caffarella, 2002). This is the main
element in planning leadership developmental programmes that focuses on youths. Effective
coaching enables the development of youth potential by providing them with the
opportunity to develop life and leadership skills, which in turn, will enhance positive youth
development (Lerner et al., 2013). With that, youths may give their contributions through
youth development programmes as a medium to create an ongoing relationship with their
coach who have provided the opportunity for skills development of the youths (Karcher &
Hansen, 2013).

Positive youth development (PYD) perspective basically combines two main ideas. The
first perspective is that youths possess the strength as displayed through the development
of their ability in cognitive, emotion, social and behavioural changes (Lerner, Brittian & Fay,
2007; Phelps et al., 2009; Gestsdottir et al., 2011). Furthermore, the second perspective is
the hypothesis assuming that the PYD element will increase when the youth strength is
compatible with the strength to react to their surrounding (Benson, Skala, Hamilton, &
Sesma, 2006), for a healthy development in their ecology. The individual development
process in the PYD context involves adaptation of developmental regulations between youth
strength and asset development within a particular ecology (Phelps et al., 2009).

The PYD perspective initially stems from the positive psychological concept,which appears
as a result to comparisons made by psychologists and biologists studying plasticity in the
development process emerging from the combination process. To relate the concept of
knowledge engineered in this study, the system of theory development such as individual
contextualism development has emphasized on plasticity that exist in human development.
Specifically, the perspective towards PYD may be narrowed down to the following:
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“The Positive Youth Development (PYD) perspective is an orientation to young people that
has arisen because of interest among developmental scientists in using development systems,
or dynamic, models of human behavior and development for understanding the plasticity of
human development and the importance of relations between individuals and their real-
world ecological settings as bases of variation in the course of human development”
(Sibereisen & Lerner, 2007, p.3)

The term ‘plasticity’ is a potential for a more systematic change in human development,
which instills positive elements (Lerner et al., 2005; Lerner, Brittian & Fay, 2007). Therefore,
the process requires internal and external support. According to Theokas et al. (2005), the
combination of internal and external situations for the development of PYD elements above
mentioned are known as the ecological and individual assets (Lerner et al., 2012). The
internal asset is an element that guides youths to make choices related to their strengths,
that is their hopeful future expectation, internal self-regulation and positive school
engagement. Meanwhile, the external assets are ecological assets mostly related to positive
experiences obtained from others, and the institutions they are involved with (Lerner et al.,
2012). This may lead to individual joined benefit as the context of relationship with PYD
consist of five elements ‘5C’ (Lerner et al., 2005), illustrated in Figure 1 as follows:

/ Social Institutional\

Network Network
Ecological Ve ™
Assets .
Competence Confidence
Individual/ Access to P
Self Famil
Others resources i
Positive Youth
Development Contribution
(PYD)
»
Hopeful future | ch | | i |
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Figure 1: The relational, developmental systems model of Positive Individual involved in PYD
(Lerner et al., 2005, p.7)

Theoretically, the ecological assets are associated with the developmental process of
positive youths, consisting of the ‘5Cs’ that encourage positive behaviour among youths
(Lerner, Brittian & Fay, 2007). Based on the works of Lerner et al (2005), there are several
specific steps that could be taken by the coach to instill all the five ‘C’ elements within their
coachee to ensure a more effective process in youth development. The theory of
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developmental systems explains that the changes in coachee development is assisted by the
coach by placing positive development as one of the life expectancy processes whereby the
individual and the context (related environment) are dynamically combined throughout the
mutually beneficial interaction in coaching (Lerner, 2004: DuBois et al., 2011). When the
individual and potential contexts for plasticity in human development to occur are
acknowledged, this will directly lead to building positive individual potential which includes
the aspects of healthcare (Larson, 2006). Therefore, the developmental system theory is also
embedded in the youth development process, which is linked to positive youth development
(Theokas et al., 2005).

Through coaching, youths are given the opportunity to develop skills, shape youth
leadership and continuity hence maintain the relationship between the youths (coachee) and
adults (coach). The advantage obtained by the youths through leadership coaching is
associated with the effective youth development criteria. Besides that, it provides the
opportunity for the youths to gain access through the ecological asset via the community
they are involved in, and this will directly develop each of the ‘5Cs’ element in developing
positive youths, which in the end shall be the contribution made by the youths (Lerner et al.,
2011; Lerner et al., 2012).

Coaching in Leadership Development

The overwhelmingly demanding world today demand for high quality leaders (Mihiotis

& Argirou, 2016; Anderson & Anderson, 2016). Leaders should continually equip themselves
with necessary skills to anticipate the changing environment which drive pressure for a more
effective leadership development, especially in private organizations. In relation to this,
coaching has emerged in the human resource development practice as a powerful
development tool in improving leadership skills of executive leaders (Cox, 2015).

To date, more and more organizations are investing in putting together coaching
programs in place. The goal of coaching is to improve a leader's effectiveness to ensure
sustainability and organizational success (Cox, 2015). One aspect that coachee discovered
from their participation in a mid to long-term coaching program is that it improves their
flexibility in terms of mindset, behaviors, and their decision-making process (Densten & Grey,
2001). It helps the coachee to operate in a more open paradigm, moving away from rigidity
and fixed solutions which enhance the capacity and potential of coachee (Speltz, 2013).

Powerful questioning and critical reflection play a vital role in challenging conventional
thinking to consider other viewpoints and allowing coachee to assess their situation deeper.
Brookfield (2003) suggested that critical reflection is a deeper, more intense inquiry to assess
current reality and making sense of the situation from various viewpoints along with limiting
beliefs and biases. Effectiveness of reflective practice is determined by how effective an
individual can learn from their personal experience. Critical reflection facilitates formation
of new knowledge and new behaviours by making meaning through experience (Rigg &
Trehan, 2008). Ulrich (2008) highlighted that powerful questioning is helpful in promoting
coachee to be involved in a reflection process. Powerful questioning challenges the status
quo of coachee’s belief and presumptions (Hemphill, 2014). This process helps to improve
coachee’s leadership development by encouraging coachee to be flexible in their approach
allowing themselves to be detached from their personal assumption and belief, while
examining different views and perspective (Densten & Grey, 2001).

Arnold (2016) highlighted that a leader must be able to be flexible enough to change
accordingly to address to the situational needs. Ronen (1989) suggested that flexible leader
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has the ability to manage complexity and uncertainty, display adaptability, tolerate
ambiguity, anticipate changes, display openness, empathy, and a willingness to acquire new
behaviors and attitudes. Three main skills of listening, questioning and contemplation have
been used for productive and advanced coaching in order to create high impact, successful
conversation and training (Starr, 2016). Strong questioning by coaches promotes the process
of instilling inspiration and reflection in coaches. (Arnold, 2016). Coaching provides a healthy
forum for thinking and room for more development and progress (Ingleton, 2013). The act
of prompting questions to coachee is aimed at enabling coachee to evaluate their situation
and to find solutions to their own problems (Arnold, 2016). The ability to use open ended
guestions is the key to develop a deeper understanding of a coachee’s personal perception
(Cox, 2015)

Youth leadership development and its relationship with coaching

Coaching has gained acceptance (Bozer, Sarros & Santora, 2014) a major development
method thanks to their complexities that combine many disciplines capable of addressing
diverse needs in the evolving and competitive climate. Coaching may be applied for various
purposes, including development, performance, professional development, and training
programs (Griffiths & Campbell, 2016; Ingleton, 2013). While different types of coaching are
implemented on the market, numerous commonalities can be found in different applications
such as the common goal-directed and solution-focused framework (Griffiths & Campbell
2016).

The coaching process is encouraged by assisting and systematically developing
executives in any defined area of growth that may be relevant to work or personal
development. Coaching processes are able to allow people to step back and objectively
evaluate themselves from third-party perspectives. It allows the top management to
understand themselves coherently as it improves and encourages self-confidence among
people who embrace prodigious potential for self-improvement. (Anderson & Anderson,
2016; Bozer, Sarros & Santora, 2014).

Coachee, who can easily adapt into any environment including the coaching
environment by the coach during the coaching process, will be viewed as individuals with
potentials to elevate their self-development and contribute towards positive development
of oneself, family, the community, and civil society (Theokas et al., 2005). The final outcome
of youth leadership coaching would be positive youth contribution, which is an intervention
in producing potential youths through their contribution towards self, family, community
and civil society (Lerner et al., 2005). Figure 3 below illustrates the criteria required for youth
development that may be embedded in the coaching approach during the implementation
of a developmental program.

Continuity of positive
relationship between

? Compete‘ie Connection
Skill development Positive
i , | PYD
activities «— Effective Youth > Veuth
Development
Youth involvement and Confidence Character Caring

leadershio

Figure 3: Effective Youth Development Model (Lerner et al., 2007)
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In cultivating and encouraging both elements, namely, the development of PYD
characteristics and positive youth contribution in youth development process, coach need
to play their roles in determining their interaction with the coachee in coaching so as to
mirror the three important aspects (skills development, youth leadership development, and
continuity relationship between adults and youths) (Lerner et al., 2007). Learning from coach
includes the behaviours displayed by coach, which contributes to the formation of
charismatic values of the coachee and the coachee’ commitment towards the
transformations done earlier (Blass & Ferris, 2007; Ragins & Kram, 2007, Eby et al., 2013;
Sanfey et al., 2013).

Effective coaching enables the development of youth potential by providing
opportunities for youths to build up living skills and leadership skills that will assist in the
development of positive youths (Lerner et al., 2013). With that, youths may contribute
something through youth developmental programs as a medium to create an ongoing
relationship with the coach who have provided the opportunity for the youths’ skills
development (Lerner, 2004; Rhodes & DuBois, 2008).

PYD Dissemination in Youth Leadership Development through Coaching

The dynamic coaching theory explains that coaching learning principals involve the
relationship between coach and coachee, whereby the coachee’ learning is based on their
observation on demonstrations and coach’ learning support (Lerner et al., 2005). Learning
transfer can be more meaningful in the social and physical context in the situated contexts
(Lave, 1988; Lave & Wenger, 1991), which is interdependent on the form of activities,
concept and culture (Brown et al., 1989; DuBois et al., 2011; Pryce & Keller, 2013). Therefore,
learning methods in leadership development process is also dependent on organizational
culture that may influence leadership style (Holt, Bjorklund & Green, 2009; Caldwell & Dixon,
2010).

Based on actual situations in leadership, Hofstede and Hofstede (2005), Hofstede
(2007) and Jogulu (2010) discovered that Malaysia is a country with a high ‘power distance’
culture in organizational leadership where followers find it easier to receive orders and
tutoring from leaders since they pay a high level of respect towards the more powerful
individuals. On contrary, in low power distance culture, roles and responsibilities of the
followers may change according to an individual’s effort and achievements (Hofstede &
Hofstede, 2005), whereby each individual has the freedom and choice in the relationship
between superior and follower (Khatri, 2009; Jogulu, 2010). Hence, youth developmental
programs, especially leadership development program require continuous effort from
various parties in producing quality human capital to prepare for the future. According to Li
and Wang (2009), youth involvement in leadership activities is one of the approaches in the
PYD concept. The focus on PYD is the basis to developing positive youth elements (Sherrod,
2007; Ward, 2008), which principally requires empirical understanding to uncover youth
coaching potentials in PYD development through leadership.

The coaching method is seen to have the potential in preparing a platform and opens
doors for youth leadership development through access to networking with other
individuals, social networks, institutions and access to resources which are the elements in
the ecological asset as discussed by Lerner et al (2005). In coaching, a coachee has the
potential to acquire knowledge and leadership skills from the coach, both formally and
informally.



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 17, Empowering Community and Beyond, iRandau, 2021, E-ISSN: 2222-6990 © 2021 HRMARS

Therefore, the first step to apply PYD elements in coaching is by employing the
approach as suggested by Delgado (2002), that is, to identify the needs of coachee and then
build the competency in preparing youths to become successful adults by not just looking at
them as individuals without potential. The next step is for coach with potentials in leadership
skills to delve into on the coachee’ ability as a resource that can be developed and build their
strength and ability in leadership. This approach is in line with Lerner et al (2013) suggested
that PYD is an element to develop youth potential.

The third step is to build leadership developmental process, where both parties,
namely the coach and coachee collaboratively decide on the potentials that should be
achieved and support each other’s effort to achieve the desired leadership potential (Lerner
et al., 2005). This approach directly explains how the community, during the coaching
process support youth leadership development in a competent and healthy way, and at the
same time develop their real potentials (Lerner, 2009).

The next step is for coach to responsibly play their roles to provide the coachee some
space for themselves to easily adapt into different environments and situations. The
influence that coach have on their coachee during the coaching process allows youths to be
seen as individuals with the potential to develop themselves and the civil society (Theokas,
et al., 2005). Leadership coaching gives youth leaders the opportunity and freedom to make
themselves worthy through the contributions given in the application of PYD elements
(Benson et al., 2011). To encourage both elements, coach should ensure that the form of
interaction with their coachee in coaching mirrors three aspects which are skills
development, leadership development and relationship continuity, even after they have
ended their formal coaching.

To empower coaching potentials, coach is encouraged to play their role of guiding
youth leaders by connecting them to networks with other individuals, and also social
networks by exposing them to other established institutions from the community practices
in organizations. Wider exposures, for example, in societal leaderships, and regional
organizational bodies at the international level may prepare youth leaders as resource
connector agents. Figure 4 provides an illustration of coaching potential in opening doors
and expediting the coachee’s learning process to strengthen the internal assets and gain
access to ecological assets which in the end will contribute to the formation of an individual’s

‘5Cs’.
f Internal Assets \

A

(T Fomm-mmes . Positive Youth

: Coaching i Development Youth

1

[ L. ! Leadership
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Figure 4: Coaching potentials through PYD

Coaching potential requires in-depth studies to explore the coaching experience
gained by the coachee and how the coachee learn from their coach. To conclude, the
empirical support obtained by youths through coaching method may build positive youth
development concept through the ‘5C’. Therefore, according to Lerner et al. (2005), youth
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developmental programs are known as the medium that play continuous role as enablers to
the PYD process. Youths should be seen as a resource that can be developed (Delgado, 2002;
Lerner et al., 2012). Every youth individual has the potential to succeed, experience healthy
self-development and possess the ability for positive self-development (Balsano et al., 2009).
Hence, to ensure that the coaching experienced by the youths is effective to them, quality
coaching relationship between coach and coachee plays an important role, alongside the
development of internal and ecological assets which will assist positive development in the
youths’ lives. Youth development, in reality, is not difficult to be applied in multidisciplinary,
interdisciplinary and interactive endeavors (Benson et al., 2011).

Conclusion

The previous discussions suggest that the influence of coaching is one of the factors that
assist in the formation of new leadership potentials among youths. The identification of this
element will support researchers to open doors to explore the Malaysian youths’
involvement in leadership development via coaching, which may contribute to positive youth
development. Efforts made on youth development through leadership process could elevate
positive values within youths. Generally, positive values discussed from the PYD perspective
have also reviewed traditional youth services, which also include services for the community
and organization. Therefore, it can be seen that the PYD values have strong relationship with
leadership values shaped through coaching.

The effectiveness of youth coaching programs is also directly dependent on the
planning of leadership development programs. The ability of coaching technique in
developing youth leadership can be seen more clearly if the process of knowledge
development, attitude and practice are cultivated to contribute to a deeper understanding
in a case study. However, the coaching process is not just a simple or easy knowledge
transmission to measure in the form of skills, since it also focuses on how far true leadership
quality incorporates the PYD elements in youth development processes.

According to Delgado (2002), youth developmental process should identify the needs and
competency required by youths in preparing youths as successful adults, and not only seeing
youths as individuals without potentials. The PYD approach views youths as resources and
develops their strength and ability in the community. Based on this association, the
relationships between individual and ecological assets that have been developed have
increased youths’ potential (Lerner et al., 2012). This may be extended to the context of
youth leadership development.

The current necessities and technology advancement in this globalized era deem for
new leadership successors in the future, demanding for youths with striking leadership
talents, knowledgeable, highly expert, and competent as leaders (Dannar, 2013). Therefore,
the utmost priority is to ensure a structured and sustainable youth leadership development
to be empowered, so that the process of producing new leadership talents among youths
can be implemented according to plan, in the most effective way. Dynamic management and
youth resource development may continue the leadership legacy (Murphy, 2012) to ensure
that the country’s future development agenda is led by high-caliber leaders.
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