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[bookmark: _Hlk164680845][bookmark: _Hlk165978937][bookmark: _Hlk166066215]Introduction
Business coaching can offer a broader insight into organisational strategic planning, and operational dynamics. By catering to a wider range of professionals beyond just executives, at all levels of the business. Its focus on team dynamics and cohesion as well as its culture, and will work towards improvement of mentality, skills and cohesion. Whereby, executive style coaching targets individual executives; ‘business coaching goes beyond executive coaching in that it also assists the business owner or key person within a company to develop the business as well as themselves’ (Cox, et al, 2014, pg. 44).
In further research, Parsloe & Leedham (2009, pg. 123) will state that ‘in recent years there has been an increase in coaching complete teams rather than individuals in isolation’. In today's challenging dynamic competitive business and leisure based enterprises, ‘managers can usually incorporate coaching strategies and skills into their repertoire’ (Cox, et al, 2014, pg. 45), furthermore;  ‘effective leadership is important for organisational survival and growth, especially in today’s dynamic global business environment’ (Van Wyk et al. 2019). 
Among the many strategic approaches available, coaching has emerged as a powerful tool for fostering individual and organisational growth. The utilisation of coaching methodologies not only facilitates a set of skills development but also cultivates a culture of continuous learning and improvement within the workforce. Jones et al. (2016) argue that ‘external coaches are often engaged as consultants to the organisation to work with specific employees’.
This essay will aim to explore coaching within the context of organisational, and ethical developments. Through examination of three prominent coaching models, namely the GROW Model (Whitmore, 1992), the Co-Active Coaching Model (Whitworth & Kimsey-House, 1998) and the STEPPA Coaching Model (McLeod, 2003) the study aims to analyse their theoretical foundations, practical applications, and comparative effectiveness. 
>>


[bookmark: _Hlk165975480][bookmark: _Hlk165635463][bookmark: _Hlk164680954]Three Coaching Models & Critical Analysis:
[bookmark: _Hlk164074958]By exploring the effective use of communication, active listening, and empathetic/sympathetic understanding, coaches can use their skills and experience to empower individuals and leaders to be able to unleash their latent and often hidden potential to achieve peak performance ‘there seems little to be said about the application of this approach to various genres and contexts of coaching’ (Cox, et al, 2014, pg. 153). What follows is a critical analysis of three models:
Though coaching may borrow some disciplines from such therapies, it is also important to realise that the coaching models in themselves have strengths and weaknesses, as highlighted in the following critical analyses: as such, and depending on the needs of the coachee, it may be necessary to hybrid the strengths from several models. 

GROW Model:
Figure 1:
	[image: ]


Figure 1: Grow Model; www.coachingcultureatwork.com May 2024
Structured Approach: By exploring the clear structured stages of Goal setting, Reality, Options phase, and the Will/What's Next planning, this model provides a systematic framework for both coaches and coachees to follow. This approach can lead to an enhancement of clarity, and ultimately, the accountability throughout the coaching process. This will ensure that the goals are defined and progress is measurable, usually, coaches will use the SMART process, being Specific, Measurable, Achievable, Realistic and Time Bound.
Change will take time. It would be of little use for an individual to make a wide ranging change, only giving themselves a day or two to achieve this or that the goals do not align with the coachee’s own values and/or that of the organisation ‘for example, goals should be self-concordant’ (Cox, et al. 2014, pg. 304); and Whitmore (2009, pg. 63) will also argue: ‘it is important to state Goals in the positive’
Goal Alignment: There is importance of goal alignment to the values and ethical consideration of the individual initially, but also, where needed, the organisation;  Whitmore (2009, pg. 63) will state: ‘Goals must be agreed by all parties’. 
We also need to look into the person-centred approach as an underpinning mechanism of the GROW model ‘one can also put forward a view that organisational effectiveness can be achieved through different models and indeed concepts of job design’ (Adam-Smith & Peacock, 2009, pg. 137). 
Action-Oriented: The GROW Model has its outcome in actions, as set by the coachee, by emphasising the transition from insights and ideas into outcomes. By co-creating actionable plans with coachees during the Will/What's Next stage, coaches facilitate accountability and momentum towards goal attainment. 
Weaknesses:
Rigidity: Coaches may find themselves constrained by the rigidity of the model, limiting their ability to adapt to the unique needs and preferences of coachees. This can have a negative impact on coaching sessions unless the coach can navigate towards the creativity and spontaneity in the coaching process. 
The linear progression through the four stages may not always accommodate the complex and nonlinear nature of individual development journeys; Downey (2014, pg. 81) will argue ‘do not get stuck in its linear nature – few players think in a strictly linear fashion, and it is your job to follow their interest’. 
Overemphasis on Goal Setting: The overemphasis on goal setting at the expense of other important coaching dimensions ‘coachees sometimes report that they feel pressurised into coming up with a goal, to meet the coach’s expectations and needs’ (Megginson & Clutterbuck, 2009, pg. 131), which will show that on both sides, there will be some pressure to end the session with some form of action. Therefore, coaches must be mindful of creating a balance between goal orientation and a broader exploration of the coachee's motivations and values; ‘this skill cannot be learnt before you start and indeed takes many years to develop’ (Hawkins and Smith, 2013, pg. 113).
Limited Emphasis on Relationship Building: The model's primary focus is on goal attainment, which may sometimes overshadow the importance of building rapport and development between coach and coachee ‘As a mentor or coach, you enter into a dialogue with your client’ (Brockbank & McGill, 2012, pg. 46). 
The GROW Model within coaching produces progression through four stages of coaching: Goal setting, Reality exploration, Options generation, and Will/What's Next planning. Therefore, the sessions should assume that this is the best for the organisation and client base, which can be discussed in detail at any management meetings prior to contracts being development and signed ‘in this role you really need to know who your client is’ (Brockbank & McGill, 2012, pg. 151).  This model can be straightforward and can be positive in relation to it being time bound. However, the model may not be as complex or as deep within its own process. 
‘Although John Whitmore never promoted the GROW model as a rigid structure for coaching conversations, it is often used as such’ (Megginson & Clutterbuck, 2009, pg. 131), a difficulty with this model is that many coaches use it, and may overlook the struggle of the coachee between sessions in reaching their goals and only focus on the achievement. To give a rounded session, simply asking the coachee “did you have any difficulty doing…?” and thus support and positively endorse the struggle as an experience towards being a stronger person.











Co-Active Coaching Model:
Figure 2:
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Figure 2: co-active coaching model; www.coachfoundation.com May 2024
Holistic Approach: A strength of the Co-Active Coaching Model is its holistic approach to coaching, which explores and develops the personal and professional aspects of the coachee's world. By this exploration and questioning of the coachee, the interconnectedness of various life domains will become apparent, even if some further clarity is required during the sessions. ‘One of the great things about coaching relationship is that it helps the coachee to experience a different view of themselves and their situation’ (Starr, 2011, pg. 105). 
Emphasis on Empowerment: The Co-Active Coaching Model places an emphasis on the empowerment of the coachee, and will see the coachee as the expert on their own life, career and world view. Coaches will adopt a facilitative role by guiding coachees through a process of self-discovery, potentially in a deeper way than using the GROW model, ‘you trust that the coachee has fully explored the consequences of what they want and is satisfied with the original outcome’ (Cooper & Castellino, 2012, pg. 135). 
Dynamic Interaction: Coaches can develop a co-creative stance, therefore, by engaging with coachees in a dialogue that respects their perspectives, life experience as well as hopes and ambitions. This model also has an emphasis on dynamic interactions between both parties. ‘A number of the skills that underpin coaching and mentoring are similar, and others clearly different’ (Hawkins & Smith, 2013, pg. 43). 
Weaknesses:
Time-Intensive: A proposed weakness of the Co-Active Coaching Model is time-intensive in its nature, and may not be suitable for time sensitive coaching, though ideal for longer term progress. Connor and Pokora (2012, pg. 21) has stated that the model has four areas, having cited Whitworth et al, (1998:3):
A) The client is naturally creative, resourceful and whole
B) Co-Active coaching addresses the clients whole life
C) The agenda comes from the client
D) The relationship is a ‘designed alliance’
There is a potential of this model not having the feasibility and scalability that is required by organisations. Therefore, having explored the model in detail, the consensus is that it is more beneficial away from the fast paced dynamics of business, though, as previously stated, elements could be taken into account to create a hybrid method of coaching. 
Subjectivity: The coach will need to understand the world view of the coachee and help in their progress. It would be prudent that the coachee develops an objective mindset to be able to prevent any ambiguity in the session, which could lead to wasted time, incorrect assumptions and a breakdown in the process. ‘Whether you are a coach or mentor, effective observing and listening is key to both roles’ (Parsloe & Leedham, 2009, pg. 147), 
Dependency: The empowerment-oriented approach of the Co-Active Coaching Model, especially when in team coaching can develop a negative in dependency; ‘dependency means that there is a lack of shared initiative and responsibility within the team’ (Cox, et al, 2014, pg. 30). This in turn can lessen the impact of the coaching and thus, reduce the empowerment that could have been developed. 
Furthermore, this model has an assumption that coachees have the ability for discovery, growth and to transform their mindset to achieve their goals. ‘So when a coach begins working with someone, it makes sense to develop a true understanding of what the individual really wants to work on’ (Starr, 2011, pg. 202). 
Though there may be an absence of emotional support or exploration within both the model and client disclosure, it would be advantageous to address the coachee’s personal and professional life if required, to reduce any conflict between these two dimensions; ‘when coaches radiate warmth, patience and empathy, clients are better able to let go of the past, accept themselves and feel self-compassion’ (Cox, et al. 2014, pg. 319), whereby Megginson and Clutterbuck (2009, pg. 185) has argued that ‘most coached and mentors have encountered ‘emotion-avoidant’ clients – people, who try not to express emotion themselves’.

STEPPPA 
This model was created by Dr. Angus Mcleod in 2003 and has several aspects of coaching elements for the coach and coachee to explore and develop. Whilst other models have been used by many coaches, this is the only one that has an emphasis on emotions as an explicit unit, as opposed to it being hidden within a model./
Figure 3:
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Figure 3: STEPPPA model; www.makingbusinessmatter.co.uk February 2024
Strengths:
Structured Approach:  One strength of the STEPPPA coaching model lies in its structured approach, which takes on board various elements from pacing and actions to targets and emotional maturity: ‘emotional maturity related to our capacity to deal with our emotions’ (Starr, 2011, pg. 228), furthermore, McLeod (2006, pg. 192) has argued: ‘it enables a systematic for coaching with a process that makes absolutely sure that motivated plans lead to successful targets’ (McLeod, 2006, pg. 192).  
Holistic Perspective: Having an holistic approach will benefit in the building of the coachee’s psyche; ‘the goal of humanistic psychology was the fulfilment of human potential through self-awareness and it valued the emotions’ (Whitmore, 2009, pg. 201). In order that their aims and motivations are well rounded and there is strength within, the coach will explore areas of the coachee’s life, making connections and creating separations where needed, which could be a block toward achieving targets. both personal and career focused, as one element can have an effect on another.  
Evidence-Based Practices: STEPPPA incorporates evidence-based practices and theories from a psychological background, using neuroscience, as well as normal coaching techniques. ‘You may believe that the coachee has already expressed an outcome or goal for the coaching when you arranged the session’ (Cooper & Castellino, 2012, pg. 41), this can only enhance the coaching process so that the client can reach their goals by working on their experiences, their strengths, and learning to change any perceived weaknesses as a potential for growth.
 Weaknesses:
Complexity and Rigidity: Akin to many models, the coach may be too structured, only working through this model are per the acronym, making it very rigid. Through the conversation within the coaching session, flexibility may naturally form. Some clients may find the steps and process overwhelming; however, Connor & Pokora, (2012, pg. 12) has  also argued that ‘resistance can be viewed as a sign that the coaching or mentoring dialogue is on track and that it is touching on important issues’. 
Time-Intensive Implementation:  The STEPPPA model may not be time sensitive, and may be used on a longer coaching process, obviously dependent on the needs of both client and organisation; ‘It is important to agree where and how often meetings will take place and the number of sessions’ (Connor & Pokora, 2012, pg. 225). This can only be clarified by the nature of coaching requested, for example, if a business owner asks for coaching of staff over a 6 month period, this could be the ideal model. It would be prudent for the coach to study the model and the foundational theories that support it. 
Limited Cultural Sensitivity: There are a number of issues that can cause a breakdown in the coaching process within culture; ‘human being have an extraordinary capacity to get their own way and create interference for themselves’ (Downey, 2003, pg.53). The culture within an organisation may cause barriers, which could be for a number of reasons on their through processes, for example: time wasting; don’t need it and so on, to counter this, Megginson and Clutterbuck (2009, pg. 137) stated ‘most processes for helping people achieve goals involve encouraging them to look forward’ 
Other cultural issues could be racial, as in some cultures, ladies will not readily speak to males, and if the workforce is of such ladies, then there would be a need for female coaches to assist in the process. This can help reduce resistance, reduce insensitivity and promote inclusion of the workforce therefore ‘engagement mentoring targets those people considered to be disaffected with society or who are socially excluded’ (Parsloe & Leedham, 2009, pg. 48). 
In a business case, depending on the organisation, this model may have the potential to assist coachees in seeking promotion, different outlook and drive forward to a different mindset; a different way of working whilst being emotionally supported in the process.
Adam-Smith and Peacock (1994, pg. 61) stated ‘a different focus is to look at what managers do’, though STEPPPA can be of a support towards leadership styles as a management tool, and can have the flexibility to be adapted to match the developmental readiness of the coachee, in this case, a subordinate ‘It increased executives’ awareness of how emotions drove their behaviour and how to manage their emotions’ (Hughes, 2019). While this assumption recognises the importance of context and individual differences between staff members, it may cause overwhelm to the coach or coachee dependant on what has been stated or required. 
However, it may be used in one to one coaching, STEPPPA which can be far more appropriate to go through all the steps in a more timely fashion, as opposed to a quick hit that may be needed as a management tool, again, dependant on what is required by both management and organisational necessity. The  Model can be as in depth or as superficial as required by stakeholders, especially on the emotional step, due to the coachee not being ready to explore this option at the time of the session.
[bookmark: _Hlk164681088]



Conclusion and Recommendations:
Overall, the models don’t really hone in on the psychological safety of the coachee as an important element of coaching, not just about the sign posting in matter of crisis, but more akin to the Maslow’s hierarchy of needs (1943-1954). Though, this may well be in the background of the developers, it isn’t necessarily explicit per se. With this support, this can help towards keeping the coachee motivated and to work on barriers in which they may have ‘the end result is that they feel more ownership of the solution, and therefore more accountable for taking it forward and making it work’ (Parsloe & Leedham, 2009, pg.163).
Another researcher in psychological safety,  Professor Amy Edmondson (1999) carried out a study that showed team strengths and where weaknesses and fears lay, as such, she developed her research on psychological safety in work and in life, and argued that ‘the belief that one will not be punished or humiliated for speaking up with ideas, questions, concerns, or mistakes, and the team is safe for interpersonal risk taking’ (www.psychsafety.co.uk May 2024).
This research is based upon other research from the likes of Kahn (1990) et al, and will show how the coach will need to instil the level of safety required in the work placed coaching sessions, whether team or individually based. This could help the coachee in reducing the “I know this sounds stupid, but…” thought processes and  belief, thus empower them to have confidence in their thought processes and mannerisms.
Maslow’s hierarchy of needs is self-explanatory when reading as to what we need in order to thrive and develop to higher functioning potentials in life. Though usually used by teachers for their students, this can easily be adopted to be used within coaching. 
Figure 4: Maslow’s Hierarchy of Needs
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Figure 4: Maslow's Hierarchy of Needs (1943, 1954); Source: www.simplypsychology.org Jan 2024
This in turn should ideally foster a conducive and safe environment for self-awareness, goal clarification, and skill enhancement of the work force in this instance, ‘the coach or mentor is first and foremost trying to build rapport to help the client tell their story’ (Connor & Pokora, 2012, pg. 143). 
This action-oriented approach fosters a culture of proactivity, experimentation, and continuous improvement within the organisation, as coachees are empowered to take ownership of their development and drive positive change; ‘we rise to the level to which our current strategies allow us’ (Hawkins & Smith, 2013, pg. 30), McLeod (2006, pg. 5) will also support this by stating ‘when a coachee makes a discovery, this psychological breakthrough in perception or catharsis, is wholly internal’.
Furthermore, to underpin the coaching, there would be consideration to the deeper insights of the coachee and the building of their beliefs, values and behaviour leading to growth and change ‘co-active coaching addresses the client’s whole life’ (Connor & Pokora, 2012, pg. 21).
Coaches should also develop their own self-awareness, reflecting upon their development and experiential learning in relation to coaching sessions, though they may never make a session perfect ‘coaches can develop their own style of reflection’ (McLeod, 2006, pg. 178). ‘The focus has been on individuals, leadership development and the growth of the leader’s capacity to take on effective leadership roles and responsibilities’ (Van Wyk, et al.  2019). 
Therefore, if a coach is the internal or the manager, the mentality of trust within the process may raise an ethical or deontological debate; Lyons et al. 2002 has argued: ‘The quality of the relationship matters. Perhaps before the manager undertakes any coaching initiative with employees, a positive relationship is in place or, at the least, is under construction’
It would be desirable for managers responsible for employee performance and retention of talent to learn about the characteristics of employee turnover to include attitudes and behaviour ‘a positive relationship between a manager and an employee helps establish the background or context for the success of reciprocal learning’ (Lyons, et al.  2022). Rayner and Adam-Smith (2009, pg. 112) further argued that ‘it is not only a question of how performance is defined but also of who within the organisation is, or are, responsible for defining performance standards’, as organisations recognise the importance of coaching and mentoring in driving forward performance standards. ‘There is now increasingly the expectation that all managers and leaders should use coaching skills to encourage learning and development throughout the organisation, as well as to increase productivity’  (Connor & Pokora, 2012, pg. 13).
Furthermore, a demand for comprehensive analysis of coaching models and the integration and actioning of a comprehensive ethical framework may have become increasingly imperative. This is along with many coaching professionals continually developing the industry, Cox et al, (2014, pg. 386) will state: ‘seen from the broader perspective there are ways in which coaches at all levels can contribute to the development of the profession’. 
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[bookmark: _Hlk166578492][bookmark: _Hlk164681141]Proposed Design of Coaching Programme
[bookmark: _Hlk166576299]It is clear that organisational coaching has a place in which the companies can develop their structure and working practices. It will, therefore, be advantageous to give reasoning as to what can be presented to a company who are looking to invest in a coaching programme. Taking into account that the agenda comes from the client and that the model takes in the whole life, there could be a lot of information to be obtained and remembered, additionally, there is a joint process in the development of the coaching sessions ‘the aim of the ‘designed alliance’ is that both client and coach have joint responsibility that they coaching will meet the client’s needs (Connor & Pokora, 2012, pg. 21).

Diagram 1: 
	Category
	Key Steps
	Actions
	Reasoning

	Purpose
	The purpose of coaching in an organisation is to cultivate a culture within it that will bring about a continuous learning process, a sense of growth, development in innovation and productivity.
	Ascertain previous experience and outcomes of coaching within the organisation
Contractual agreement to delivery of programme.
Development of programme based on the organisational needs
Research and design lessons
Research appropriate coaching models to be used
(See Appendix 1 for Contract)
	This section will highlight the needs of the company and the offer of the coaching company.
There ought to be a meeting which in which the company will give their needs and overall requirements.
The coaching company representative should then develop a presentation and action plan of what can therefore be delivered to the company. By doing this, the coaching company can deliver a bespoke package as well as a detailed contract of delivery.
Ultimately, a culture of coaching promotes collaboration and resilience within the work place, driving forwards an evolving, productive mindset.

	Culture
	The need of fostering and the development of a coaching culture within the organisation by understanding that culture is a multifaceted process:
Management/Staff 
Grouping within the workplace

Race/Religion
Union membership
Friendships and Relationships
Professional Relationships

External cultural difference brought internally to the workplace
	Assess the organisation’s policies on: 
Values 
Inclusivity (Equality Act 2010)
Wellbeing 
Promotion 
Management Structure

Ascertain the level of trust, by speaking to management and staff.
Examine the organisation’s reputation online via available and appropriate sites e.g. has there been any tribunals and so on. 
Develop a professional relationship with staff representatives
Advertise inclusive strategy and place into contract, including elements of trust and confidentiality.
Develop marketing material to promote coaching and its benefits (See Appendix 2).
Launch strategy
Positive communication to foster a ‘buy in’ from the staff/management
Development of staff coaching cadre
Potentially issue a questionnaire towards gaps in knowledge in that staff feel is there, working on results to bring forward a holistic package of development
	By examining the organisation in detail, the aforementioned bespoke package would be tailored to meet the needs as required. 
It would be prudent to ascertain any employee disputes and outcomes, bearing in mind, major companies may have some, and there could be an analyses of research, for example, if a company has 1000 employees, and only 2 disputes, would this necessarily mean there is a toxic working culture, as opposed to 50+ disputes. This could be researched through ACAS, social media and so on. 
To help on this tailoring, meeting with various members of the organisation would give the coaching company a holistic overview of the organisation. 
By taking on board some opinions, training records, addressing fears and current legislation, the coaching company will work towards being all inclusive and help towards the development of a coaching culture. It would also be prudent to bring in unions and representatives to allay any fears.
Furthermore, coaching will bring a stronger peer to peer relationship in the work place, by generating a sense of individual responsibility per staff member, regardless of position within the company. 

	Resources:


	Ascertain resources for the coaching sessions to take place, areas such as a quiet room and other requirements to promote psychological and physiological safety
	Time and place of sessions
Any budgetary requirements
Funding for training 
Who is the coaching ultimately for?
Team/Coach recruitment
Insurance and assurances
Locality of sessions if organisation has several locations
Supportive literature depending on need of coaching, for example, ‘how to pass an interview’ if job losses are imminent.
	Some areas that would need to be ascertained is the need of the resources that are in place and what can be offered.
Looking towards the needs of the workers and ethical practices within the delivery is important. This can help develop a professional working relationship with all concerned.
This can develop trust in the process from those who have had doubts or fears.
By prioritising the needs as mentioned above will not only enhance the coaching experience and development therein, it can also help towards fostering the professional dialogue between staff and coach, in an open and transparent manner.

	Design Elements

	The design of the programme will need to take in several key components in order to deliver a holistic, robust and detailed package for the organisation.
This should be discussed in the initial meetings with the contractor. 
The design element will have two sections in relation to delivery:

Coaching:
Team
1 – 2 – 1 
Training
Who is to be trained
Lesson Plan (See Appendix 3)
Accreditation
Alignment to a professional body, for example: The European Mentoring and Coaching Council
Ethics

	1 – 2 – 1 or Team coaching:
Models to be used or combined as a hybrid:
STEPPPA
GROW
CO-ACTIVE

Training:
Access to training rooms that is fit for purpose, for example, adequate lighting, display screen.
Length of time training is to take place
Contracted commitment to training
Awarding body
Promotion of inclusivity 
Ascertain skills development and if the training will be required long term or any follow up training required.

	It would be very important that the coaches who are delivering the package to know that both a modality or hybrid of models should be used and sessions adapted to meet the needs of the client – therefore, not being single minded in practice.
To help the coachee be at ease, the environment in which delivery takes place will need to be comfortable and fit for purpose. 
Within the sessions, the coachee should feel able to speak freely and have the feeling of security, the development of trust   and of honesty.
Training criterion will be based upon the needs of the organisation as to what they require the personnel to be upskilled on. 

	Leadership Engagement: 

	Ideally the engagement process should also look at the management and leadership of the organisation looking into the:
The Style and Skill Set of the leaders
Their coaching experience
Management culture, what needs improvement, what can be supported.
Analyse why staff leave, for example, management style; more money elsewhere and so on,

	Speak to and potentially interview the management/leaders to ascertain level of coaching or training needs
Ascertain if they are open to feedback and if they have had any personality trait exploration, such as Myers Biggs or 360 feedback.
Ascertain their level of self-confidence and how they cope
Ascertain skills set and what, if any, qualifications they would like to achieve and resource appropriate trainer/s to deliver.
Institutionalise coaching as a core competency and cultural norm within the organisation.

	The coaching programme will actively engage leaders at all levels of the organisation as both coaches and coachees.
It is important that whilst speaking to the organisational leaders that they will embrace the coaching culture as opposed to employing coaches as a paperwork exercise. 
There may be need to coach the leaders as much as the staffing levels, as this may be of benefit to them both personally and organisationally. 
If management are the main reason for the staff turnover, consideration as to whether this is the correct company to engage with must be thought through carefully, for example, is there clear bullying; personality traits/clashes; 
Using the 360 feedback may highlight their weaknesses more than their strengths. This can be of longer term benefits as they will have scope of development in their organisational skills. 
This can also aid continuous improvement of staff on all levels within the organisation. 
By developing the leaders of the company as role models, this can enhance coaching as the routine every day practice rather than something someone to take on board just for the sake of it.

	Miscellaneous:

Other areas required to be covered by organisation or by coaching provider
	Through conversation, other areas that may be required:

The Kirkpatrick Return on Investment model
Exit and payment strategies
Presentation of certificates if qualifications are being awarded
Continuous Improvement or Continual Professional Development mind set
Complaints and dispute protocols to be detailed.


	Ascertain when and how the organisation wishes the following feedback to be completed:
Dates of delivery of coaching
Numbers coached
Dates of training
Numbers attended
Before and after training feedback from both delegates and providers.
Host a familiarisation event with appropriate documentation and FAQ literature and appraised coaches in order to facilitate the event. 
	The contract will need to be offered with regards to payment processes and as to when payments be made, this is important both on a business side and also if staff require payments. 
All details of what the company will need should be within the contract, this is to ensure delivery is given appropriately and within the remit the company is seeking. 
Furthermore, the importance of complaint procedures and exit strategies should be detailed to prevent breaches and potential law suits, though, this could still happen. 
The exit strategy should ideally be detailed as to natural ending of the contract, for example, should the contract be for 6 months, then the natural end is dated, and any feedback given within appropriate and discussed time frames. 
The Kirkpatrick Return on Investment could be developed over the period of the contract and given a time frame for completion by those who engaged with the coaching programme. By developing a data driven approach to this model, can give details on how well the coaching engagement has benefited the company, for example, number of staff members coached, output per centage before and after, staff retention compared to previous same time last year and so on.
This approach will also benefit the company as well as the coaching company, especially in reflective practice as to how to improve on delivery. 
The coaching company must also be open to honest feedback for development purposes and training needs of staff/coaches.




[bookmark: _Hlk166576474][bookmark: _Hlk164681192][bookmark: _Hlk166576598]Ethical Considerations in Organisational Coaching Engagements
Ethical considerations play an important role in ensuring the integrity, professionalism, and effectiveness of coaching takes place; Hawkins and Smith, (2013, pg. 19) argue that ‘there is therefore an ethical challenge to our practice of creating change and the purpose of coaching in general’. There may be some ethical dilemmas that may arise from time to time, however, areas that create the most dilemmas within coaching can arise from confidentiality, boundaries being crossed, conflicts of interest, and cultural sensitivities. 
Petty, (2004, pg. 411) says ‘there is little doubt that while ethical reasoning is learned by corrected practice, it is also learned by example, and the teacher has a huge responsibility in this respect’. Taking this in account that training would take place within the hypothetical organisation, there must be set procedures in place to minimise the potential of an ethical issue arising. This should be examined and analysed in detail to ascertain if it aligns with the proposed coaching company and its delivery: ‘Likewise it is important to clarify the professional and ethical codes of conduct to which both supervisor and supervisee may subscribe’ (Hawkins & Smith, 2012, pg. 117) also, Connor and Pokora (2012, pg. 218) says ‘being clear about ethical principles is important for several reasons’.
Confidentiality:
Confidentiality is the underpinning foundation of coaching practice, and although it could be argued it is borrowed from other therapies such as counselling, the coach should be honest to the coachee as to when it would be breached and if anything from the session is contractually required to be fed back to the organisation or other such caveats such as health and wellbeing. ‘Confidentiality: even with a high degree of psychological safety, team members may be reluctant to disclose to a group of colleagues, or to admit weaknesses to their boss’ (Cox, et al.  2014, pg. 272). Though this may be necessary if contracted, if explained to the coachee, the coachee may become guarded as to what they state, and therefore, may not fully engage with the coaching process and therefore, would be disadvantaged as to the overall benefits of coaching, this can be the same in any talking therapy programmes. 
There should also be open transparency in relation to any records being kept, and within the United Kingdom, such records would fall under the GDPR (General Data Protection Regulation, the Data Protection Act 2018) process, to which, the coachee may request to see them or be informed of how such notes are disposed of legally and safely.
 
Boundary Management:
Professional boundaries must be in place for effective coaching to take place, with procedures in place should a boundary be crossed e.g. the client making some form of romantic leanings towards the coach. Boundaries are essential for building professional relationships and to avoid any conflicts of interest. ‘Communication is often a vital component in issues of influencing’ (McLeod, 2006, pg. 94), coaches must establish clear boundaries  from the outset. This includes maintaining the integrity or objectivity of the coaching process ‘these boundaries provide safe containment for both client and coach or mentor’ (Cox, et al, 2014, pg. 244) and ‘it is important that all supervisors are clear about the ethical boundaries of their supervision practice and are able to articulate these to their supervisees’ as stated by Hawkins & Smith (2013, pg. 117) should the coach be in a supervisory role.
This can also assist in empowering the coaching environment, where coachees will know that all aspects of coaching is professional and that they are in a safe and supported environment. This may have an ethical consideration to the processes, in relation to the European Mentoring and Coaching Council, Brockbank and McGill (2012, pg. 228) state: ‘it is their responsibility to provide the best possible service to the client and to act in such a way as to cause no harm to any client or sponsor’
Cultural Sensitivity:
Cultural sensitivity and awareness is of paramount importance within the practice of coaching, especially in today’s multi-cultural society, and the reduction of barriers will allow coaching to be accessed by many more people who may otherwise be disadvantaged from it.  Even though beliefs, values and experiences may be different to that of the coach, a non-judgemental, accepting approach will instil a level of confidence in the process ‘if the coach or mentor is acting fairly and justly, they will want all clients to be able to access the benefits of coaching’ (Connor & Pokora, 2012, pg. 235). 
Though this is crucial, it must also be noted that this may be an important element of coaching, it will be under the umbrella of developing a coaching culture within the workplace ‘coaching and mentoring are increasingly being recognised as powerful learning and development tools’ (Connor & Pokora, 2012, pg. 246). 
‘Systemic mentoring or coaching seeks to promote the transformation of a company, an organisation, or an institution within society’ (Brockbank & McGill, 2012, pg. 16), the citation of which will show that the importance of coaching on various levels has a place within businesses, taking into account that some non-profit organisations will still need to be run akin to a business. 
Furthermore developing a development plan for ethical self-assessment involves reflecting on performance and development, and to ensure that a process of improvement is made on ability and behaviour. Doing this ethically can also enhance the process, one simple question that can be asked by a coach on their practice: “what can I improve upon?” At this stage, having a supervisor to speak too in relation to ethical practices and development would be advantageous. Having investigated many texts, reflective practice is best practice in the interim of receiving supervision.
Subsequently, to participate and encourage continuing education and training opportunities for developing any coaching skills will help the clinical processes for coaching practice. This training can also incorporate ethics, diversity, and cultural awareness, as well as training in unconscious bias. ‘Consider the alternative approach of giving students more control. This is done by ‘teaching by asking’ rather than by telling by teacher’ (Petty, 2004, pg. 132), this may include the trainer facilitating workshops, webinars, or conferences on ethical decision-making, boundary management, and cultural sensitivity, Van Wyk (2019) will say that ‘teams provide the platform for knowledge sharing and exchange, of which organisational learning becomes the product’  
To continue, we must acknowledge that ‘coaching and feedback intertwine, so it is useful to consider how they relate to one another’ (Atkinson, et al. 2022) it would ideal to receive feedback and evaluation from like for like trained peers, supervisors, and coachees on one's ethical conduct, taking into account manner of speech, supportiveness, and how one is practicing as a coach. Not only as a coaching consultant, but those who are trained by the coaching company/trainers. 
This would be important, as through delivery of the training, the new coaches would become aware of their responsibilities and develop their duty of care whilst coaching their colleagues. The feedback should be given as objectively as possible; ‘this more nuanced definition encourages us to think of feedback as a conversation and not a simple transaction (Atkinson, et al. 2022).
On either side of the feedback to be given, it should be open, honest and supportive. This would also allow for personal progress and ongoing accountability. Also, this would open the idea of furthering the training or the membership to professional bodies such as the European Mentoring and Coaching Council to name but one organisation.
Before any coaching and development takes place, a meeting will be held with the organisation that wishes to employ the coaching services to ascertain several factors:
01. Their ethical stance and research any tribunals
02. What is their purpose for seeking coaching and development
03. Will the coaching package be suitable for the organisation
04. Have the staff and/or representatives been consulted in relation to the progammeme
05. Has there been coaching before and what was the outcome of it – why didn’t it continue
Other factors could be:
01. Is it just coaching or will training be required, and to what subjects
02. Availability for marketing of the coaching product to be delivered
03. Contractual agreements including dates/times of delivery, exit strategy and dispute resolution
‘Averaging across all cultures and coaching types, coaching was estimated as most beneficial for promoting personal growth’ (James et al. 2023), the citation will show that coaching has great benefits and should be accessible to anyone who wishes to take part in the process, especially when developing a growth mindset.



















[bookmark: _Hlk164681234]Conclusion
This development, from the likes of Jonathan Passmore to name one, has a wide reaching impact on coaching practitioners and organisations like the European Mentoring and Coaching Council, a not for profit organisation, with a global reach. Such organisations have developed a set of ethics in which members will align themselves to, according to Cox, et al, (2014, pg. 386) ‘This raises the question of the role of coaches as scientific practitioners’.
Whilst coaching can and is used to assist in the development of management, staff and organisational productivity towards success, it can also be used to support individuals in a therapeutic manner. Though it is important to realise that coaching should never be classed as a therapy akin to counselling or psychotherapy,  ‘in therapy, a qualified professional helps resolves difficulties which may be long standing, personal and not necessarily work-related’ (Connor & Pokora, 2012, pg. 35); however, Downey (2014, pg. 235) argues ‘I have failed to come up with a complete and watertight distinction between coaching and counselling’. 
Cox et al (2014, pg. 84) further stated: ‘as the coach begins to understand their presence they can develop more assurance and creativity in their interventions’. There is a growing exploration and research of coaching in industry, from areas of Continual Improvement to Personal Development Plans. As such, though to be critical that further research could be carried out, it may be prudent for researchers to get a cross sample of coachees and companies to work with. Academic research at the same time, will allow for the results to be open for peer review. Furthermore, the results will be published and form part of a collection of data based journals and upon being collated could give a vast amount of knowledge for the coaching industry. This will only enhance to coaching and mentoring systems that can be put into place by organisations ‘as such, organizations may be able to enhance learning by increasing the affective trust of mentoring programme participants’ (Bear, 2018). 
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Appendix 1: Contract Draft

This Agreement ("Agreement") is entered into as of [Date], by and between [Coaching Supplier], located at [Address] ("Coaching Supplier"), and [Hypothetical Company], located at [Address] ("Hypothetical Company").
01. Scope of Services: a. Coaching Supplier agrees to provide coaching services to Hyperthethical Company according to the terms and conditions outlined herein. b. Hyperthethical Company agrees to engage Coaching Supplier for the provision of coaching services as described in the attached Standard of Procedure (SOP).
02. Costings and Delivery: 
a. The parties agree to the costings and delivery schedule as outlined in the SOP. 
b. Payment terms shall be as follows: [Specify payment terms]. 
c. The delivery schedule shall be adhered to as outlined in the SOP. Any delays must be communicated promptly and agreed upon by both parties.
    03.          Exit Strategy and Complaints: 
 a. Either party may terminate this Agreement with [number] days'  written notice to the other party. 
b. In the event of termination, any outstanding payments shall be settled within [number] days.
c. Complaints  or disputes regarding the coaching services provided or behaviour of members of the Hypothetical Company shall be addressed promptly and in good faith by both parties.
    04.         Assessment Strategy and Return On Investment Reports: 
a. Coaching Supplier shall provide regular assessment reports to Hypothetical Company as outlined in the SOP. 
b. Return on Investment (ROI) reports shall be generated by Coaching Supplier on a [frequency] basis and provided to Hypothetical Company, using the Kirkpatrick Model as a standard of delivery
05. Training Delivery: 
a. Coaching Supplier shall deliver coaching sessions as outlined in the SOP. 
b. The method of training delivery shall be agreed upon by both parties and outlined in the SOP.
06. Any Other Business: 
a. Any amendments or modifications to this Agreement must be made in writing and signed by both parties. 
b. This Agreement constitutes the entire understanding between the parties concerning the subject matter hereof and supersedes all prior agreements and understandings, whether written or oral, relating to such subject matter.
IN WITNESS WHEREOF, the parties hereto have executed this Agreement as of the date first above written.
[Coaching Supplier] [Hypothetical Company]
By: ________________________ By: ________________________ Name & Title                                        Name & Title
Date:________________                    Date:_______________
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Appendix 3 – Lesson Plan Draft

	Coaching and Mentoring Training

	Aims and Objectives:
01. To state students to 3 coaching models
02. To describe the differences between coaching and mentoring
03. To describe ethics and confidentiality
04. To demonstrate coaching


Teacher (T)/Student Activity (S):
01. T: Teaching/speaking  S: Listening/asking questions
02. T: Explain process/show video S: Listening/asking questions
03. T: Asking/Answering questions S: Reading and note taking
04. T: Guiding students  S: Acting as coach/coachee

	Materials:

01. PowerPoint and Related Videos
02. Marker Pens
03. Flipchart
04. Leaflets
05. Marker board and PowerPoint adaptor 
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