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COACHING CULTURE and ITS VALUE IN THE WORKPLACE 

[bookmark: _Toc76567229]ABSTRACT

It is widely recognised the success of any business, large or small, is dependent on its human resources (HR).  (Stone, et al., 2015) little research has been assessed to the degree that enables organisations to attain (HR) aims of motivating, retaining, and attracting employees.  There are limitatations, for example, systems of communication that work one way, no allowance for interpersonal and passive communication, looking at future research and practice on using technology to facilitate (HR) processes by considering existing literature.

Strategic Commitment is based on the belief that people should be treated as assets.  (Sollosy, et al., 2016) writes how often is it heard of an organisation declares that human capital is its most valuable asset, there has been little done to question ‘Are people really the most valuable asset?.
Coaching Culture in the workplace is more important than ever due to environmental changes, such as Covid-19.  Increasingly more of the workforce has chosen to work from home—current debates in the literature focus on; creating a Coaching Culture within organisations. 
Dissertation Aim.
The standpoint of this dissertation is to investigate the possibility of developing an architectural framework that focuses on the employees at the forefront, predetermined to create a more sustainable workforce.

OBJECTIVES
1. To critically review the relevant literature on; Coaching Culture in the workplace that does not focus solely on medical issues or conditions that provide the status quo of the employees. 

2. To explore and identify where the value should begin, is it with the organisation or the employees?  by validating the Coaching Culture and individual’s lifestyles, including a contemporary essence that is person-specific.  The research will be done by asking questions to the working sector of the community.

3. To critically analyse the primary research.  Is there a need for a new concept?

4. To provide a set of conclusive observations on the Coaching Culture using contemporary methods in an organisation that offers concurrent support, using research tools. 


[bookmark: _Toc76567230]INTRODUCTION

Human resource management (HRM) will always be a fixture in a forward-thinking organisation.  However, limited research has been on done on its effectiveness.  (Stone, et al., 2015) go on to say; the effects of the changes of Information technology has influenced every aspect of people’s lives. 
Coaching is an approach that is deemed powerful in human resource (HR) development when implementation is at an organisational level (Ellinger & Hamlin).  Significant benefits are identified for individual managers and the outcomes of adopting a coaching approach to leadership.   Included are creativity (Herman & Felfe, 2014), enhanced performance (Argarwal et al., 2009), engagement (Crabb, 2011), and empowerment (Fong & Snape, 2015) thus far.  Comparatively, little has been done to research the emerging wonder of coaching cultures, a phrase used increasingly over the past fifteen years for organisational positioning of coaching practices (Clutterbuck et al., 2016).  Nonetheless, there is some evidence that connects coaching cultures with progressive results.  (Milner, et al., 2020) 
To critically analyse the relationship between organisational capabilities and environmental change, and employees will aid in exploring how to manage the change brought on by the external forces within an organisation. These complex concepts relate to using coaching culture.  There seems to be an initial lack of evidence that focuses on the coaching culture within the workplace that supports an individual and centres on a contemporary approach. The program that the organisation has enforced can adapt to employee needs and not necessarily an employee’s ability to execute tasks effectively.
Exploring present-day issues and their impact on business management and employees is a fundamental starting point for the new work-life ethics post-pandemic.
The Chartered Institute of Personnel Development (2020) (CIPD) has looked at how organisations have made a rapid change to operate effectively. It included how and where jobs were carried out, which leads to the connection with staff well-being.  
(Joseph & Murphy, 2012) have researched a therapy by Carl Rogers that acknowledges the person-centered approach.  Which leads to the critical question of what or who comes first? 
(Joseph & Murphy)There is very little that is understood about many of the core ideas that one can associate with person-centered psychology, for example, its focus on Intrinsic Motivation, Therapeutic Relationships, and Human Potential; these topics are thriving in contemporary mainstream psychology.  The intention is to endorse building a connection between the person-centered community to the above areas of psychology.  
According to (McLeod & Machin, 1998), they support mental health issues at work and the importance held to employers finding out what help an employee may need at work.  Tangible contexts focus on the counseling room and furnishings and layout.  
Is this enough to sustain the healthy attitudes of people who work for organisations?
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Objective 1
·   How will the research be conducted?
·   What methods and methodology will the researcher utilise to gather information?
·   How will the researcher gather the qualitative information from people?

Objective 2
· What is employee value, and where should it be placed, and how important is it?
· Is there a method or theory that can be used or adapted to direct the focus on employees as individuals? Which can be concluded from the research.
· How can the Coaching Culture be validated to align with the ‘new way’ of working?
· How can we align the Coaching Culture with a person-specific focus?

Objective 3
· What type of research will be conducted to gather the information?
· What do you hope the information will highlight?
· Has a gap been found and identified in the research analysis?
· To what extent has this information been beneficial?


Objective 4
· What is the conclusion of the research?
· What are the limitations to the research study?
· To what level were the objectives met?
· From the research undertaken, is the literature contradictive of the results found?
· Is there a method or theory that can be concluded from this research?
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The methods used to answer the question; Should the value begin with the organisation or the employees?
Objective 1
· The researcher will utilise literature by reading relevant journals, articles, and academic books.  Reading material that touches on or around coaching culture will broaden the scope of the subject of interest and highlight any gaps.  Using Journals will provide the latest references.  (Bell, 2005)
Objective 2
· The primary data needed to analyse the topic critically will be collected by the researcher using a questionnaire.  A questionnaire is the tool of choice as it links to acquiring answers in real-time.  The researcher chose a qualitative method as the data to be analysed will not be numerical.  
Objective 3
· The researcher will forward an online questionnaire to participants who are in agreement with the research request.  There is the option to combine the Likert Scale to analyse the need for change.  The questions will form open-ended questions for all participants to answer freely and not be influenced in any way. 
· Qualitative data is the preferred method, as it will create a systematic way to help the reader understand by formulating an exciting topic.  According to (Aspers & Corte, 2019), qualitative research is defined as an iterative process to improve the scientific community's understanding.  This can be achievable by creating significant distinctions that come from getting closer to the studied phenomenon.
Objective 4
· The researcher will deliver recommendations comparing the literature and primary research data from the ‘value’ questionnaire and supply the people's perspectives.
· The research study is feasible in the time frame given as it will focus on the four main questions.
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The questionnaire for the research will be written clearly and in the language suitable for the target audience. The questionnaire will be phrased, as not to cause offense or distress to participants.

[bookmark: _Toc76567234]INFORMATION HANDLING, CONFIDENTIALITY, and ANONYMITY 

All the information is private and confidential of the participants taking part in the questionnaire. 

[bookmark: _Toc76567235]RISK OF HARM?
The is no risk of harm to the researcher or the people taking part in the questionnaire.

[bookmark: _Toc76567236]ETHICS
This research will meet the requirements and guidelines of;  codes of conduct.  
Complying with a checklist will ensure all aspects are covered.  (Bell, 2005, p. 57)

Factors that could produce limitations in this research study are; that Covid-19 has meant that many organisations have people working from home.  The rules and regulations of the government set out to regulate social interaction to cull the virus has also created job losses.

According to (Price & Murnan, 2004), this forms a systematic bias; a researcher had limited control of the possibility of affecting the results.  Dissimilarly, a system that is the bias of delimitation can be introduced intentionally into the study by the researcher.  
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The research will use a tool called the; Gantt Chart to list all the tasks that need to be completed, for example: 
1. Preliminary studies, recruiting participants, and structuring the questionnaire.
2. The researcher will Request participants for the questionnaire.
3. Emailing the questionnaire to participants.
4. Analysis of the feedback.

A Gantt chart provides the project the option of listing commencement dates and completion dates as a guideline.  
A Gantt Chart may seem like an indicative approach that is limited  (Maylor, 2001).  The Gantt Chart is a tool that alone is like an object ‘without a sharp edge.’ (2001)
The researcher will look at incorporating a new view to produce the best outcome.  Maylor goes on to say: the new theory is termed,  Beyond the Gantt Chart approach. This approach is a fusion of best practices from practitioners who have the edge in management theory.  (Maylor, 2001)
Although the Gantt Chart can be classed as a simple method, it can help focus on the time frames for each stage or phase of the project by listing what they are and its feasibility to carry out the task in the allotted time scale.  Team meetings are essential to help the flow of communication with all who are vested in the outcome.  
A learning log will allow people to reflect on what has worked in a project, specific objectives the researcher could have executed differently, and the phases in the project that may have needed more time.  A project manager can then reflect on aspects of the project that worked and those that were not so successful and ascertain the project's progress daily.
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The significance of this research will bring attention to the employees, first as individuals that are part of society.  How can counseling become a culture and infuse the new work-life balance?  So much has changed socially, economically, and sustainably by promoting individual, social, and community resilience and mental well-being by empowering people to know their worth in and out of the working environment.
The research is beneficial to exploring how people's identity becomes closely linked with their work, structurally, hierarchal, by building on recognised theories, such as the nature of a person-specific model or a new structure that is contemporary.
This research is multi-dimensional to stimulate awareness and the compatibility of the dynamics of the area of study, coaching culture. 
Work time and the effects of work and family conflict (Major, et al., 2002) a model was developed and tested by the authors of work time and the interference with family relationships.  The survey data predicted numerous characteristics that related significantly to work time in a positive way. Additionally, it had a significant negative effect that caused distress and suggests that it arbitrates to numerous family and work characteristics.
The research will assess and evaluate the affiliation between organisational culture, change instilling the coaching culture in the workplace that is not time-bound, and create the leadership of life by defining who employees are.
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