
 



    

Coaching is a performance 

enhancer like no other and it’s not 

only legal, ethical and above board, 

but positively encouraged! 



    

   

There’s a reason why even the 

most successful Olympians work 

with coaches to refine their 

technique and find that game 

changing advantage. 

Executive Coaching in numbers 

The proportion of coaching engagements focused on developing high potentials  
or facilitating role transitions 48% 

35% 
The average annual amount by which companies that invest in developing their 
people consistently outperform companies that do not  

 

92% The percentage of leaders being coached who say they will use an executive  
coach again 

1 in 3 
The number of CEOs who do not receive coaching or outside leadership advice - 
yet in surveys, nearly all CEOs say they would like access to a coach 

The number of months the average executive coaching engagement lasts 7 to 12 



    

Selecting and working with an Executive Coach 

Sometimes it is just about finding someone outside of the organisation with whom 

to discuss work-related issues, someone able to reflect back and help structure your 

thinking, someone with whom you can beta test ideas. We’re often asked what 

makes for a successful coaching relationship, so here are a few things to bear in 

mind: 

 Ask for recommendations from others - Although Chartered Psychologists like us have 

been successfully coaching executives for years, the newly recognised ‘industry’ of 

coaching has attracted a troubling number of unqualified all-comers, encouraged the 

growth of numerous so-called certifying bodies, and as yet not been subject to proper 

regulation. Just because someone once ran well in a race doesn’t mean they can coach 

others to do the same … so beware the pretender, the deluded, the ever-aspiring guru, and 

anyone who just happened to ‘fall into coaching’.  Consider asking them whether they 

receive coaching supervision and from whom. 

 Know what you want - That means formulating as clear an idea as you are able about what 

you hope to achieve through coaching and the kinds of areas you’ll want to focus on with 

your Executive Coach. This will help you select one that is truly fit for purpose. You’ll find 

subject matter experts, organisational development practitioners, former c-suite executives, 

retired sports people, technical experts and many more offering coaching services … and yes, 

some psychologists as well … not all of whom will be suited to your needs.  

 Try before you buy - Always meet with an Executive Coach first before committing, in fact 

'try on' a couple to assess the chemistry before deciding who you want to work with.  

There's got to be a rapport such that both of you want to pursue the coaching 

relationship.  We think a good, seasoned Executive Coach will have deselected themselves 

after the first meeting on a number of occasions over their career and even during some 

coaching engagements (though rarely often enough), because they didn't feel they were 

the ones best placed to work with an individual.  So ask your prospective coach whether 

they have ever deselected themselves from a coaching engagement, ask them how many 

people they have coached and ask them about their failures; we all have them.  

 Check that your coach can take their own medicine - Find out whether your Executive 

Coach receives or has ever received coaching themselves; and if so how did it benefit them, 

and if not, why not.   

 Keep it flexible - Ordinarily, Executive Coaches should be flexible enough to engage in 

telephone conversations, videoconferencing, Skype or email contact outside of the formal 

sessions.  Find out whether your prospective coach will support you in this way. 

 



    

 Agree your outcomes early on - Executive coaching relationships have a finite term of 

usefulness and should be focused on clearly stated and agreed outcomes, so work with 

your Executive Coach to identify up front when that time will come. Find out how your 

Executive Coach evaluates success. 

 Establish boundaries - Executive Coaches should contract with you and other relevant 

parties about levels of disclosure to those parties, be they the Board, the Company Chair, 

your boss or Human Resources.  They should agree with you up front the parameters 

around what they can report back and encourage the close involvement of any sponsor 

involved in your development. 

 Fix it if it’s not working - Remember that you can always end the coaching relationship if 

it's not working out, and find another.  Of course, that shouldn’t be an excuse to bail the 

first time you hear feedback you don’t like. 

 Look for conflicts of interest - Do find out whether your Executive Coach is already 

coaching others in your organisation and whether any real or perceived conflicts of interest 

exist. 

 Frown heavily on upselling - Beware the Executive Coach who tries to sell in additional 

services over and above those directly related to your own development.  It compromises 

the integrity of the coaching relationship.  Sometimes it is appropriate for an Executive 

Coach to recommend some coaching for your team as a whole but … 

 Don’t confuse the roles - Your Executive Coach and the individual coaching any team you 

lead or of which you are a member should not be one and the same person.  Executive 

Coaches are inevitably inclined to become advocates for the person they are coaching and 

therefore unsuited to working with the team as a whole, not least in the eyes of the other 

team members.   It is however appropriate, in fact desirable, for a Team Coach and your 

own Executive Coach to liaise and share perspectives with your up-front agreement. 

 



    

 

 

 

 



    



 


