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Coaching definitions

HRINZ ðòThe method of directing, instructing and training a person or 
group of people, with the aim to achieve some goal or develop specific 
skills. There are many ways to coach, types of coaching and methods to 
coaching. Direction may include motivational speaking and training may 
include seminars, workshops, and supervised practiceó

ICF ðòProfessional Coaching is an ongoing professional relationship that 
helps people produce extraordinary results in their lives, careers, 
businesses or organizations. Through the process of coaching, clients 
deepen their learning, improve their performance, and enhance their 
quality of life .ó

Sherpa Executive Coaching Survey  - òregular meetings between a 
business leader and a trained facilitator, designed to produce positive 
changes in business behavior in a limited time frameó

NZCMC under review
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Psychological coaching 

definitions

IGCP, APS ðòdraws on and develops established psychological 

approaches é the systematic application of behavioural science to the 

enhancement of life experience, work performance and well being for 

individuals, groups and organisations who do not have clinically 

significant mental health issues or abnormal levels of distressó

SGCP, BPS ðò [enhances] well-being and performance in personal life 

and work domains underpinned by models of coaching grounded in 

established learning theory or psychological approachesó

IOSIG  - òart and science of psychology to support clients in leading 

happier, more successful or satisfying lives within a coaching 

relationshipó including òusing evidence-based approaches, and objective 

measures to identify issues and to evaluate progress ó

CPSIG ðto be defined
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Shared elements of coaching definitions

In a professional or personal context

Collaborative process

Purposeful/goal -oriented

Creative/maximising potential

Time limited/ systematic

Evidence based

Measurable (evaluation)

Psychological approaches

For the òclinically welló

Important to consider a systems perspective

Motivated client!
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When coaching goes bad
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When coaching can go bad

Following initial contact

Whilst meeting with the organisation 

and/or coachee (e.g. around terms, inc. 

goals/ evaluation)

As part of the reporting back process

During coaching sessions
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Badðfor whom?

Coaching profession ðwhich one?!

The coach

The sponsoring organisation

The coachee

(All of the above)
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Asking the right question

òThe most common source 
of mistakes in management 
decisions is the emphasis on 
finding the right answer 
rather than the right 
questions. The most serious 
mistakes are not being made 
as a result of wrong 
answers, but of asking the 
wrong question.ó

Peter Drucker
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Crucial to good coaching

Listening, understanding and encouragement

Approachability, attentiveness, availability

(Relational Coaching, de Haan, 2008)
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Features of Good Coaching

Good coaching requires the 
successful identification and 
negotiation of critical moments 
(de Haan, 2008) 

Thin -skinned ðsensitivity to 
relevant emotions or thoughts 
that are critical to the clientõs 
process

Thick -skinned ðrobustness 
of coach to handle clients 
these critical thoughts/ 
emotions

Critical Moments
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Straight from the é 

The Coacheeõs View
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11 questions

ÅWhat is coaching

ÅThe coaching process

ÅBad coaching

ÅGood coaching

ÅWhat qualifications are expected of a 
coach
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What is coaching

òCoaching is empowering an individual or team to increase or 
improve their performance é utlising existing abilities and skills 
é maximised by positive reinforcementó

òUsing objective measures to identify issues and evaluate 
progressó

òSupportive relationship that enables coachees to explore their 
situation and challenges with openness, honesty and safety in 
order to grow éó

òSupplying additional resources to produce desired/measurable 
goalsó

òHelping someone to define goals, get where they want to beó

òDialogue that transforms thinkingó

òA process of changeó

òMotivation not manipulationó
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The coaching process: Start

òOutline formulation of the situation, clarification of 
issues and root causes, draft goalsó

òGet to know you sessionó, òcheck chemistryó, òbuild 
rapportó

òAssurance that I would be able to work with this personó

òBuild rapport and trust ðestablish confidentiality and 
safety

òSome idea of the coachõs particular area of expertise and 
[their] goalsó

òLogistics ðprocess, times, costs etcó
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The coaching process: Ongoing

òReview of goals, reinforcement of achievementsó

òRelationship é built on confidentiality and growing trustó

òFocused sessions é what the coachee wants to bring é 
each session has clear objective and a review based on 
tható

òSometimes coachee will bring issues to mask é underlying 
issue, and é will detour é coach needs to feel comfortable 
about moving intuitivelyó

òLots of questionsó



14 May 2009

The coaching process: End

òReview of progress [using] ôhardõ and ôsoftõ measures, 
affirmation of capabilities for future challenges, review of 
what coach did well, could have done betteró

òDiscussion about where the relationship will go nextó

òA summary of whatõs been covered and achievedó

òé what will be reported back that satisfies é needs for 
accountability é yet preserves the confidentialityó

òA lot [of] positivity and encouragementó

òBottle of wine and a box of chocolates and a celebration 
of how far we have both come!ó
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Bad coaching
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Features of bad coaching

òConfusion over appointments é mix ups over datesó

òA coach launching into a session based on what they assumed 
was the focus without the opportunity for the coach to check inó

òLack of opportunity to get to know manager before they move 
on againó

òLack of ability within managers é technically competent but 
not coaching competentó

òCellphone goes offó

òWhen coachee is forced to be coached and has no ownership 
[or] doesnõt want really want itó

òNot pausing to plan ðnot having clear objectives for a sessionó

òNot mindful of emotional (and other) contexts of [coachee]ó
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Ineffective approaches

òPutting healing crystals on the tableó

òa convert to coaching from a more diagnostic industry [trying 
to] analyse someone who does not want to be analysedó

òôbig mouthõ ðrule through fear and threat of being dismissed é 
intolerant é criticaló

òCoaching sessions becoming feedback (negatively skewed) 
sessions é coachee doesnõt know where to start in order to 
improve é instructing and all about the coach and their 
expertiseó

òlecturing me about how I should be more like themó

ò[not being] challenged or stretchedó

ònot coachee-centricó

òimposedó

òWaffle coaches!ó
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Good coaching
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Good coaching

òTake time to really understand the clientõs needsó

òUnderstand the environment that the coachee works inó

òGet a supervisor, and a peer support groupó

òKeep it short and limit yourself in the sessionó

òGive coachees the opportunity to say what they think 
they do/did well.  Allow your coachees to identify 
improvement areas and produce solutions é encourage é 
reinforce é incremental steps to the eventual goaló

òKnow what kind of coach you are and stick to tható

òYour greatest tool will be your listening skills é think 
about the layers of meaningó

òUse intuition éTake a few little risksó
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4 Rõs of Good Coaching

Rapport

Right question

Regular reviews

Reinforce




