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Choosing the right coach
Whether you are considering introducing coaching into your organisation or are thinking about getting a coach for your own development, you will probably have already faced the tough question of how to select the right coach.

First ask yourself three questions:

· what will a successful coaching relationship look like for me?

· do I know anyone else being coached – what has their experience been?

· how do I want to feel in my coaching relationship?

These are key questions, and one any coach should be happy to explore with you. Having a coach is a very personal thing and chemistry is uppermost.  As Gladeana McMahon, head of media relations for the Association for Coaching, points out, the important thing is to “get the right person for the right job”.
You must be happy to explore your emotions and personal impact, your aspirations and fears and your relationship with colleagues, so there needs to be a lot of trust, rapport and engagement in how you work with your coach. It is only by working at such a level that you will challenge your own limitations and self perceptions and open yourself up to significant development opportunities. That is why great coaching works.

The first step, says Paul Fairhurst, principal consultant with research body and coach supplier the Institute for Employment Studies, is to work out exactly what you hope to achieve from any coaching activity. “The important thing is that organisations know what they want from a coach,” he says. 

From there, they need to decide whether to go for an internal or external coach. This is a decision in which cost plays a key part. An external coach can cost anything from £200 to £300 a session if supplied by a small independent practice.  For a well-known coach working with a board member for six months, this figure could top 20 per cent of annual salary.  

With coaching increasingly offered to all sorts of employees, rather than being restricted to senior executives, cost is clearly an important factor in opting to train line managers as internal coaches. But there are many benefits to going external, including that of an independent perspective, as Fairhurst points out. 
There are concerns that the rapid expansion in the market has resulted in the appearance of a number of “cowboy” operators without any special training or accreditation. There are also worries that such people can become involved in 
areas of individuals’ personal lives where – without the proper training – they can do more harm than good. 
When selecting a coach, the Chartered Institute of Personnel and Development (CIPD) recommends that organisations consider a range of areas such as: 
· the background of the coach;  

· relevant qualifications/training;  

· relevant business or industry experience;  

· appropriate coaching experience;  

· personal style and cultural fit;

· use of proven coaching models and approaches;  

· adherence to professional standards
· understanding of boundaries;  

· membership of a professional body;
· references;
· professional indemnity insurance;  

· processes used for evaluating progress

External or Internal?

External coaches are best when you want to:

· provide sensitive feedback to senior business leaders; 

· bring in specialised expertise from a wide variety of organisational and industry situations; 

· avoid “conflict of interest” or breach of confidentiality; 

· provide a wider range of ideas and experience; 

· be perceived as objective.

Internal coaches are best when:

· knowledge of company culture and politics is critical; 

· easy availability is needed; 

· you want to build up high levels of personal trust over a long period of time; 

· you want to keep a tight rein on costs. 

Need further assistance
Contact john@peoplescape-coaching.co.uk to discuss your particular requirements or visit www.peoplescape-coaching.co.uk
