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ABSTRACT 

Coaching enables people to develop new individualized ways of working to 

increase their performance and the performance of their teams. A great coach 

will challenge you and enable you to find the resources within yourself to 

really do the things that you say you want to do and to enjoy doing them. 

Many people in senior positions find professional support through coaching to 

be the ideal solution to developing bespoke, flexible, personal training based 

on their specific individual needs. Selecting a coach is a matter of personal 

choice. However, it is paramount that you are able to relate to the person and 

that they will challenge your personal limitations to enable you be the success 

you desire. 
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Increased of motivation. 

What is coaching? 

The recent attention in the literature on executive coaching can be explained in part by 

increased demand although that demand is fuelled in turn by the popular press 

advocating the effectiveness of coaching based on limited empirical evidence. The 

root meaning of the verb “to coach” is to convey a valued person from where one was 

to where one wants to be ñ much as an actual coach or carriage would take a 

passenger on a journey.  

The most frequently quoted definition in the literature defines coaching as “a 

helping relationship formed between an employee who has managerial authority and 

responsibility in an organization and an employee who uses a wide variety of 

behavioural techniques and methods to help him achieve a mutually identified set of 

goals to improve his or her professional performance and personal satisfaction, and 
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consequently to improve the effectiveness of the organisation within a formally 

defined coaching agreement.”The term coaching is more common in the literature of 

training and development, while the other terms are used in the literature on teaching 

and psychotherapy. 

The seven key principles of a great coach: 

1. Focuses their attention on achieving the coachees outcomes. 

2. Negotiates how the client wants feedback. 

3. Uses high impact questions (HIQs). 

4. Gets themselves out of the way and releases any value judgments. 

5. Has excellent personal mental/emotional state control and great behavioral 

flexibility. 

6. Is fully present and listens with fullattention. 

7. Believes that everyone has the in herentabilities and resources they need to 

succeed. 

 

Five Tools of an Effective Coach 

These tools are available only through self-examination and hard work; they’re easy 

to remember with the acronym COACH: 

C Comprehension 

O Outlook 

A Affection 

C Character 

H Humor 

Leadership Style and Coaching 

Four of the six leadership styles were demonstrated to correlate more in favour of a 

positive climate: 
 Authoritative Affiliative Democratic Coaching 

Modus Operandi Mobilises 

people 

towards a 

vision 

Creates 

harmony and 

builds motions 

bonds 

Forges 

consensus 

through 

participation 

Develops 

people for 

the future 

Style in a phrase “Come with 

me” 

“People come 

first” 

“What do you 

think/” 

“Try this” 

Emotional Intelligence Self 

Confidence 

Empathy 

change 

catalyst 

Empathy 

Building 

relationships 

Communication 

Collaboration 

Team 

Leadership 

Communication 

Developing 

others 

empathy 

self-

Awareness 

When style works best  To heal rifts in 

a team or to 

motivate people 

during stressful 

circumstances 

To build buy-in 

or consensus, 

or to get input 

from valuable 

employees 

To help an 

employee 

improve 

performance 

or develop 

long-term 

strengths 



International Journal of Management Research and Development (IJMRD) ISSN 2248-

938X (Print), ISSN 2248-9398 (Online) Volume 5, Number 2, May-August (2015) 

10 

Coaching is a powerful tool that can produce lifelong benefits, especially for 

leaders. Inside a coaching relationship, coaching the right things (leadership 

competencies) in the right order (on a pathway) can dramatically change a leader’s 

effectiveness for the better! Imagine if you could coach a few small behavioral 

changes that made lasting impact. 

All human beings are born with a dream, which are their goals in the life. 

Attaining a goal is not that easy and hence there is a need for a clear and correct path 

for the easy attaining the goals. This easy attaining of the path can be achieved with 

the help of a coach and coaching. And so it is said that “coaching” is the practice of 

giving sufficient direction, instruction and training to a person or a group people, so as 

to achieve some goals or even in developing specific skills. Though coaching is a 

system of providing training, the method of coaching differs from person to person, 

aim or goals to be attained, and the areas needed. Still there are some common 

methods in coaching. They are essential part of an effective coaching. This common 

area includes: 

 Motivational speaking 

 Seminars 

 Workshops 

 Supervised practice 

Coaching can be either training a single person in specific field or a group of 

people in multitasking skills. 

COACHING METHODS 

Coaching methods differ according to the need of the trainer. In order to decide the 

coaching methods the coach should know about the trainer’s aim or the goal, skills 

and drawbacks, training environment, training aids needed etc. Apart from all these, 

there are some methods which are used in all types of coaching. 

While using different methods of coaching, the coach should keep in mind where 

he/ she are able to sustain the interest and motivation in the trainer for the desired 

goal. For this the efficient coaching includes the method of motivational speaking. 

Motivational speaking is done by the coach at the time of coaching and hence the 

coach should also be a motivational speaker, who can make speeches professionally, 

intending to inspire and motivate his trainee. For this a trainer need not get any 

training certifications. The skill of public speaking is sufficient. In order to speak 

efficiently, the coach should know about the trainee completely. 

Coaching methods includes both theoretical and practical sections. Where 

motivational speeches are done theoretically, workshop, seminars come under 

practical methods. Hence the method of training is decided depending on the need of 

the trainees. Coaching should always be systematical. 

COACHING FIELDS 

Coaching can be given in all the aspects of human life. Some of the area where 

coaching is given is 

 Education coaching 

 Sports coaching 

 Entertainment (arts, dance, music) coaching 
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 Career coaching 

 Life coaching 

 Personal coaching 

 Life and personal development coaching 

 Systemic coaching 

 Confidence coaching 

Each type of coaching is having its own aim and so the coaches differ according 

the needs of the trainees. Each area is having its own specialized coaches. There are 

even coaching centers of training coaches. Coaching should be effective and correct, 

and then only the goal expected will be attained. The process of coaching is not 

aiming at the cure of psychological illness. It is the training and direction of the 

trainees to reach and attain their goals. 

A coach is not a therapist, but a good trainer, friend, and a director. 

RELATED TERMINOLOGIES 

Coaching is… 

"A process that enable learning and development to occur and there by performance 

to improve. To be a successful a Coach requires a knowledge and understanding of 

process as well as the variety of styles, skills and techniques that are appropriate to the 

context in which the coaching takes place". 

Mentoring is... 

"Off-line help by one person to another in making significant transitions in 

knowledge, work or thinking" 

Traditional forms of training Coaching/mentoring 

 Wholesale transfer of new skills, 

e.g. change in procedures, new 

systems (e.g. software application 

training), new job function. 

 Programmes are mostly generic and 

not tailored to individual needs. 

Delegates generally have to 

complete standard modules, so 

there is little room for tailoring the 

programme to account for existing 

knowledge, skills or preferences. 

 Not always sufficiently similar to 

the 'live' working environment to 

ensure effective skills transfer. 

 Best suited to transfer of knowledge 

and certain skills rather than the 

development of personal qualities 

or competencies 

 Development activities are designed to 

suit client's personal needs (whether 

aspiration or performance related) and 

learning styles. 

 Fine tunes and develops skills. 

 Can focus on interpersonal skills, 

which cannot be readily or effectively 

transferred in a traditional training 

environment. 

 Provides client with contacts and 

networks to assist with furthering their 

career or life aspirations. 

 Performed in the 'live' environment or 

off-line. 

 Highly effective when used as a means 

of supporting training initiatives to 

ensure that key skills are transferred to 

the 'live' environment. 

 Coaches and mentors transfer the skills 

to the client rather than doing the job 

for them. 
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Counselling Consultancy 

 Explore personal issues and 

problems through discussion in 

order to increase understanding or 

develop greater self-awareness. 

 The aim of counselling is to lead 

the client toward self-directed 

actions to achieve their goals. 

  

 

 Focus is on developing organisational 

practices, processes and structure. 

 Role generally more strategic and often 

used to instigate and design broad 

ranging change programmes 

 Consultancy frequently involves expert 

advice about specific issues and 

organisational processes. 

 Consultants are often brought in to 

provide specific 'solutions' to business 

problems and needs 

 Consultant leads the job for the 

organisation: whilst upskilling the 

employee/client may be a contractual 

part of the service, it is not generally 

the primary goal. 

DIFFERENCES BETWEEN COACHING & MENTORING 

The differences between coaching and mentoring are quite clear: 

Coaching 

Generally follows the format of individual guidance that is focused on job 

performance and aimed at one person alone. The coach specifically advises the person 

on how to tackle and perform a particular task; they provide constructive feedback 

and delegate further similar tasks, setting goals or higher-level tasks for the individual 

to complete. The coach in most instances will be an immediate supervisor or manager 

who will have overall responsibility for the department's overall performance. 

Coaching is about having a positive relationship where the coachee respects, trusts 

and identifies with the coach. 

Mentoring 

Generally follows the format of generalized advice and guidance of career 

development. Mentoring is about developing a relationship between a more senior and 

experienced mentor and an inexperienced mentee to guide and develop the mentee's 

knowledge and career progression. The mentor generally will be someone who is not 

your immediate supervisor/manager or within your organisation can allow the luxury 

of talking to an independent impartial confidante who is not your manager, they will 

have the ability to listen to your issues, afford you the opportunity to vent 

unrestrictedly and support and assist you in achieving your goals.  

BENEFITS OF COACHING 

The benefits of coaching is that the individual will be able to improve their work 

performance and skill set by receiving one-on-one training to develop career 

prospects.  

The majority of coaching is generally delivered within an organisation by an 

immediate supervisor or manager. However, many organisations these days employ 
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professional external coaches to come into their organisation to provide this service.  

Coaches should be willing to listen, observe and support the coachee's ability, 

knowledge and resourcefulness.  

External coaches are trained to deliver specific individual coaching sessions to 

meet the individual needs, following the methods of setting clear standards, goals, use 

of learning, feedback and evaluation. 

THE COACHING PROCESS 

1. IDENTIFY THE NEED 

Recognising an employee's strengths and weaknesses helps you to coach them more 

effectively leading to more focused development. 

What is the performance 'gap'?   

 Clarify the areas of competency that make up (or will make up) the individual's 

job 

 Make specific, behavioural action statements for each  

 Specify the most important skills for competent performance 

 Compare current observable performance to what is/will be required 

 Ask the employee to self-assess against the same criteria 

 Use these observations as the basis for a coaching discussion 

Development needs may arise from: 

A need for improved performance in current job, issues identified by the individual 

him/herself, skills identified as needed for future responsibilities, issues discussed 

during performance appraisal 

2. RECOGNISE OPPORTUNITIES 

Coaching opportunities present themselves within day-to-day activities: 

 when someone is new to the department 

 when new responsibilities are to be delegated 

 as a means of meeting additional work demands 

 to provide cover for absence 

 as a means of cascading training to others 

 to support newly promoted staff 

 as a means of motivating some individuals 

 when a restructure takes place 

 when new systems are being put in place 

 when new responsibilities/change within a job is taking place 

 to support secondees 

 to support a new project 

 as a means of responding to requests for advice from individuals  

 to sustain continuous improvement 
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3. BRIEF THE INDIVIDUAL 

The coach's role is to facilitate - too much direction can feel autocratic to the person 

being coached, too little can feel as if the coach has no real interest.  It is usually more 

effective to get the job-holder involved in anticipating problems/issues themselves, 

equally important is for them to be looking for their own solutions. 

Skilful briefing sets the tone and direction and helps build rapport.  

Open the discussion 

 Break the ice and put the job-holder at their ease 

 State the purpose of the discussion  

 Make it clear that the meeting is intended to be of a developmental nature 

 Find out their concerns, needs and aspirations 

 Agree ground rules (confidentiality, note-taking etc) 

Consider Current Circumstances 

 Discuss the outcomes of previous coaching  

 Encourage self-assessment of their performance  

 Review positive aspects of their job performance – what is going well and why 

 Identify effective behaviours and those that are better avoided - use specific 

examples 

 Work with them to identify areas which could be improved 

 Analyse problems/issues together 

 Agree and prioritise development needs 

Look at Alternative Ways of Enhancing Performance 

 Don’t impose your solutions on the job-holder, they should ‘own’ the process 

 Encourage them to come up with alternatives 

 Use probing questions to encourage additional (possibly better) solutions 

 Help them clarify their ideas 

 Be candid about any potential difficulties/resourcing issues that may affect them 

 Brainstorm together for solutions to blocks 

 Use the job-holder’s experience to its best advantage 

 Challenge assumptions/biases 

 Clarify facts and information relating to options 
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Get their Commitment 

Gaining commitment depends on various factors - eg their ability to see 'what's in it 

for them' and seeing the activity as achievable.  Sometimes it is important to help 

them to narrow their options down. 

 

 Focus on developmental priorities 

 Agree a development plan 

 Agree first steps 

 Agree who needs to be kept informed and with whom specific responsibilities lie 

 Clarify level of authority the job-holder needs 

 Agree a procedure for monitoring/review 

 Set out line manager’s role  

4. AGREE OUTCOME 

Agree objectives - well-stated learning objectives set out what the job-holder will be 

able to do at the end of the coaching experience. Having decided what the outcome 

should be, the coach (and the job-holder) will be able to monitor progress and, on 

completion, will be able to identify any remaining gap between actual and desired 

performance.  

The mnemonic 'SMARTER' provides us with a guide to setting effective learning 

objectives. Objectives should be: 

Specific 

Measurable 

Agreed 

Realistic 

Timed 

Exciting 

Reviewed 

 

Specific: the outcome is clearly stated - what will be different as a result of the 

coaching? 

Measurable: use statements that measure what change is expected in terms of 

quantity, quality, cost, or resources used 

Agreed: objections or concerns are voiced so that there is commitment to achieving 

the objective 

Realistic: objectives must be within the capacity, authority and resources of the job-

holder to achieve but should also be challenging 
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Timed: a realistic target date, generally in the short term, is set for achievement. 

Milestones may be included which help to monitor progress 

Exciting: objectives should be challenging and stimulating – make sure there is a link 

between them and personal development - new skills, knowledge or experience 

Reviewed: agree on-going and final review dates so that objectives can be reviewed 

and if necessary adjusted  

Close the Discussion 

Reassert the developmental purpose of the discussion, emphasising that success 

depends on both parties' commitment. 

 summarise – purpose of meeting and objectives 

 check that all points have been covered and ask if the job-holder has any questions 

 Get the job-holder to summarise their understanding of the main discussion points 

and actions arising (who, what, when ) 

 agree and record date for monitoring/follow-up 

 thank the job-holder for their involvement 

5. CARRY OUT THE ACTIVITY 

Having identified the most appropriate opportunities for observing the employee, the 

coach must put aside time for regular observation and discussion.  The job-holder is 

given the opportunity to try out new skills and techniques in a work setting. 

Remember that people learn from their mistakes and resist the temptation to interfere. 

Let them decide how to carry out the task. it may be an improvement on the way that 

you would do it. Making people do things the way you do them just perpetuates the 

status quo - it stifles creativity and innovation.   

 

  

 

 

 

 

 

 

 

Agree at the briefing stage how much support you will give and when and why 

you might intervene during the activity. Not doing so runs the risk of de-motivating 

the individual or damaging their self-esteem. 

Be aware also that people have different learning styles - they may learn 

differently from you. 

 

 

Same old 

same old… 
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6. REVIEW LEARNING 

An essential part of learning, the coach should encourage the job-holder to self-

appraise.   

Building trust is important. The coach should be careful that any feedback he/she 

gives is constructive and does not demotivate the learner - people learn more quickly 

if they know what they are doing well in addition to what they are doing wrong!   

It may help if you take notes so that you can give specific examples - but you 

should agree this with your coachee first.  

Giving immediate feedback tends to be most effective - focusing on specific 

behaviours.  Don't be tempted to 'swamp' them with every minor criticism that comes 

to mind!  When commenting on negative aspects make sure that you describe the 

correct behaviour that should replace it. (It may not always be appropriate to do this - 

consider whether there is a need for privacy). 

7. COACHING IS A CONTINUOUS PROCESS 

 

Learning should be continuous - so back to stage one! 

CONCLUSION 

Coaching is a developmental intervention that is increasingly being employed in 

organisations. Targeted development interventions such as coaching enable 

individuals to adjust to major changes in the rapidly evolving business environment. 

Coaching can help to support individuals in making the necessary steps to advance in 

their careers and perform at optimum levels in roles that require large step-changes in 

skills and responsibility. The importance of coaching is to provide practical examples 

of how effective coaching can be established. This ranges from individual 

requirements to organisational needs. It is the initiative of choice in organizations 

undergoing change, and looking to embed a coaching culture. Of importance is how 

coaching initiative is designed, packaged and implemented and ensuring alignment 

with the organization’s vision and longer term strategy. 
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