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Introduction 

 

In the 21st century, the idea of managing has changed; command and control in leadership is no 

longer the best way to manage people and lead companies and associations. Coaching is 

becoming a popular way to think about how to manage. The trendy advice is: Don’t be a boss, be a 

leader! Don’t be a manager, be a coach! The idea of a leader is combined with being a coach. 

Indeed, collaboration and coaching have proven to be the most effective methods for managers to 

lead. If a manager seeks real long lasting success, he/she surely wants to behave like a leader, not 

like a boss. Consequently, developing the ability to coach others is a must. Nowadays, it is an 

essential skill which is required to be a successful manager in order to accomplish long-term 

positive results. Nevertheless, what is a manager? Why are managers needed in the first place? 

What is a coach? What does it mean to be one? And how does it apply in the workplace? 

 

What is a manager for? 

 

In fact, in companies, it is frequently said that the work is done with or without the intervention of 

any manager. This is true to some extent. But if we broadly look at the whole work, we will 

understand the importance of the manager’s role. Indeed, a manager’s job is to have a vision and 

make the company move forward towards this vision in a profitable manner with the effort and 

support of the executives and employees. This vision is detailed by setting specific goals for each 

department for producing, marketing and selling to guarantee good earnings. 

Managers’ job is clear; they are needed to ensure teams work together. They see the larger goals 

for which they create projects and set targets. Previously, this process was executed-and still is in 

lots of places- in a command-and-control way. The managers are the ones who give orders about 

what is to be done. This makes people become very dependent and submissive. On the one hand, 

the employees don’t enjoy what they are doing since by nature people are sociable and creative. 

They have their own dreams and would like to have an enjoyable life, which can be reached by 

having a meaningful work. On the other hand, the prosperity of the work is related to the boss in 

charge; once this boss is changed everything completely changes. 

 

To combine these two goals of reaching the vision and having meaningful work, managers-coaches 

are the answer. When these managers have a clear understanding of their vision for  
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the company and know the strengths and goals of each of the members of their team, they can 

engage and motivate each individual to create an amazing environment that leads to the best 

results. It is a win-win situation where employees are satisfied and the company succeeds. 

 

 

So what is a coach? And what is coaching? 

 

A coach is a facilitator of changes and a coordinator of relations. This is someone who pushes 

others to understand themselves and reach the utmost of their capacity. He/she has complete 

respect for the coachees’ capacity, thinking and feeling.  In the workplace coaching takes place 

either through individual coaching or group coaching. 

 

First, the individual one-to-one coaching is targeted at personal development. The person being 

coached reaches awareness and discernment. This coaching focuses on helping the individual 

achieve explicit goals and is bound for action. The coaching discussion is based on the coachee’s 

agenda and needs -as it is in the coaching environment in all circumstances- not the coach’s 

agenda and needs. That is why, it requires an advanced standard of honesty and an open 

relationship between the manager-coach and the coachee. 

Coaching does not only move business objectives forward, it also makes the individuals who are 

coached reach greater personal worth and quality. Because coaching is based upon personal 

development, this is why individuals will surely improve and consequently the organization 

performance will be directly positively affected.  

 

Second, group coaching increases team functioning through peer consultation and collaboration. 

The whole team works on having a common vision through listening, speaking and problem solving. 

Group coaching brings relevant new knowledge to all the group members. It also creates peer 

support skills among the team, builds time management proficiency and improves people’s ability to 

think and learn together. 

In group coaching the coach tackles problems through an interactive process that stimulates a 

conscious reflection on actual experience. The coach asks the team questions to clarify and specify 

the situation. They think and identify possible options and solutions, then take action and reflect on 

their own experience.  
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Why is implementing coaching in the workplace good?  

 

Success is reached through several paths, and coaching is a primordial element to get to the best 

of people. It keeps every member of the company on the same page, binds individual assets, 

promotes improvement within the working group and individuals, and makes the business resilient, 

durable and more empowered. Undeniably, starting from individual benefits, to reaching clear goals 

and objectives, the company members will become more motivated and committed. That is why 

decision-making will improve and the whole team self-awareness will bloom and acquire greater 

flexibility. The employees will have an increased self-confidence due to their ability to work 

independently in addition to the developed sense of responsibility for their own actions and results. 

Without any doubt, coaching is needed for employees to grow, develop, and improve. It transfers 

information in an operational and proficient manner, because it involves constant positive support, 

and stimulates relationships among workers, permitting them to work together and produce 

developed valuable work.  

 

Coaching is to be a learning partnership. Indeed, to drive change and action, both the manager-

coach and the employee-coachee learn together. The coach will acquire a real understanding of the 

work context seen from the employees’ perspective which will guide the manager to make changes 

too. However, during the sessions, the coachee sets the agenda for the coaching to be successful.  

 

The manager-coach here is a facilitator; Triggering the brain to think by asking questions rather 

than passively giving answers, the coach challenges the coachee to learn and develop. The results 

are focused upon change and development. Coaching intends to enable the coachee to accomplish 

meaningful and appreciated changes that make a constructive transformation.  The manager-coach 

increase the coachee’s self-worth through positivity and frequent celebration of achievements. This 

is how the employee-coachee will realize their potential and erase negative beliefs by replacing 

them with positive beliefs about themselves.  

 

Why are not all managers coaching till now? The first reason may be that some of them do not 

even know the importance of coaching and are still convinced of giving orders and guiding by force 

and fear. The second reason may be that they do not have the skills to coach others. The third 

reason may be that they do not have time, even though they do know the importance of coaching 

and they do have the skills. How can these barriers be overcome? How can we foster change and 

transform managers into good coaches? 
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Shifting from traditional management to coaching requires a major move in mind set for business 

leaders and managers. It is really challenging for everybody to become open and honest, which are 

two fundamental characteristics in the coaching environment. Moreover, sometimes the coachees’ 

agenda does not match with business goals and objectives. And what would happen if the manager 

does not have the skills to be a coach? Some resort to another internal coach, others get external 

coaches. 

 

Why is Coaching Good for Managers?  

Coaching helps build quite strong bonds between the manager and the team members. Instead of 

forcing people to work properly and being obsessed by how to keep them motivated, coaching 

transforms the atmosphere at work. Everybody feels better! When employees take ownership over 

their own learning, and improve the skills they need to accomplish things the best they can, 

managers are completely satisfied and relaxed. Coaching catalyzes employees’ growth through 

conversations.  

 

It is well-known that “people leave bosses not companies.” Has any employee ever left a company 

when he/she is completely satisfied in the relationship with people around him/her? Sometimes!  

 

Much more, has any employee ever left a company when he/she is on good terms with the 

manager? Rarely!  

 

Managers, in general, excel at giving directions, monitoring projects, finding solutions to problems, 

and leading to good results. That is why they are chosen usually for this post. However, it is 

important to ask the question, how much time do they invest in listening to the employees with the 

aim of developing and empowering them? The answer to this question reflects how far this 

company will reach and the level of happiness the employees feel at work. People bloom and reach 

their utmost potential when they are given the chance to learn and grow. Adopting a coaching 

attitude and mentality helps managers pull all the potential of the employees and use their talent for 

the benefit of the company. At the same time, the employees will be happy and fully satisfied.  

 

Can Managers Be Coaches? 

Firstly, let’s keep in mind that coaching cannot be imposed upon managers. “You cannot get 

someone who does not want to grow to embrace growth. People must ultimately make that  
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decision for themselves.” (p.269) If they do not grasp the answer to “what’s in it for me?” they would 

surely not adopt it. Command-and-control techniques are quickly effective to reach a solution to 

problems and make tasks executed. However, they do not have a long lasting effect in all 

situations. The moment the person in charge lessens his intervention, 90% of the work will vanish. 

Once the managers understand that the most excellent executives and the strongest leaders have 

coaches’ talents and use them in their leading process, they will voluntary seek to learn these skills 

and embrace coaching to reach a mutually beneficial result for them and their company. Once they 

realize that they can get more things done and achieve stronger results through the efforts and with 

the own willing of the employees, these managers will seek to leverage the talents of their 

employees by coaching them. 

 

Secondly, if a company really wants coaching to be used on a daily basis, time and skills are 

required. For this reason, it is necessary for the company to make it clear in the vision and mission 

of the company. In addition to establishing firm and clear expectations of a manager’s profile and 

job description which include coaching as an operating model.   

 

Thirdly, it is essential to teach coaching skills first, and then to create the possibility of putting them 

to practice. Indeed, most managers do not initially have coaching skills. They were even previously 

rewarded for their individual skills and personal hard work. When appointed managers, they 

sometimes go through a really hard shift that may destabilize them, especially in how to manage 

things and allocate their time too. That is why, from the beginning, they must be trained upon the 

core coaching skills which are: “listening, questioning, observing, building rapport, constructive 

analysis and feedback, empathy, supportive encouragement and holding others accountable” 

whether through workshops or a personal mentor. This way managers can quickly improve their 

knowledge as much as their understanding of coaching skills. However, this is not enough; 

allocating the time to use these skills in the workplace is crucial by creating coachable moments 

and situations. Moreover, managers need to delegate tasks and responsibilities to create among 

their team coaching opportunities by default. In fact, delegation is one of the powerful management 

tools and vehicle for performing and evolving one’s coaching skills. 

 

Fourthly, modeling is the best tool in learning. Indeed, a hands-on experience is exceptionally 

fruitful and effective. That is why, to create good coaches-managers, they need the chance to 

experience coaching by themselves. Through this personal experience, managers will benefit from 

coaching themselves and consequently become more devoted to coaching as a process for 

developing others.  
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It has been noticed that the strongest managers are good coaches. Actually, the V. P. of Global 

Executive Development, Tanya Clemens, has once said that, “We have done lots of research … 

and we have found that the leaders who have the best coaching skills have better business results.”  

 

How can a manager play the role of a coach? 

Since coaches’ first regulation is never to give their personal opinion, how can a manager play the 

role of a coach? Undeniably, some specialized coaches advocate that managers should not and 

cannot coach their employees. They believe that the managers have a primordially vested interest 

in the outcome of the coaching which makes it impossible for them to be neutral enough to hold 

back on their opinions. 

 

Lots of managers proclaim that they are already coaching when in reality all what they are doing is 

telling, advising, and teaching. They are even sometimes describing any conversation they have 

with the employees as coaching. For this reason, it is a must to clarify what coaching is and define 

it clearly to understand the core of it.  

 

As we all know, coaching is simply the act of helping others to perform better. It is sometimes 

focused on helping to improve existing skills or correct poor performance. At other times, it’s 

directed toward developing new skills. In all cases, coaching is important because it will surely 

accelerate the improvement of employees and boost their organizations by lifting it to greater levels 

of achievement. Coaching is indeed the art of making the coachee shine from within. It is a 

relationship where the coachees are the center of attention and the coach pushes them to think and 

bloom through questions. It is the skill of helping people reach their full potential and improve their 

performance.  

 

Teaching, advising, giving feedback, and offering suggestions is a wonderful technique to help 

people and support them in their work and life. Some people consider it coaching which is far from 

being truly defined. They tend to label it as directive coaching. In the world of coaching, this is more 

considered “mentoring” because the role of the mentor is to guide, give advice, teach and offer 

ideas.  

 

In coaching, the coachee is in charge of his/her own goals and improvement. The coach asks 

challenging questions and listens attentively to let the individual work actively on finding his/her  
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path and solving his/her own problems. Indeed, “Good leaders ask great questions that inspire 

others to dream more, think more, learn more, do more, and become more.” (p.55)  

 

People are much more committed to the solutions they suggest than to solutions imposed upon 

them by others. They even become more self-confident when they find their own solutions. From 

my personal experience as a coordinator for several years at the Daughters of Charity School, the 

teachers with whom I have worked have been much more committed when they have brought 

forward a certain project for the students to work upon. Much more, when the students get the 

chance to choose their own topics and their own partners, the outcome of their work has always 

been more creative and perfectly presented. 

 

We all know how busy the world is nowadays; Everybody talks about stress! Reaching solutions 

requires a clear mindset. A good coach helps reduce the “noise” and cut down disruptions that are 

jamming and refraining the coachee from figuring out clearly what to do and which decisions to 

take. After reaching a clear mindset, a good coach knows how and when to ask the right question 

at the right time to unwind the lap forward, when to give feedback, how to get the person to focus 

on the issue and how to gain commitment. 

 

For managers to be coaches, they need to let go of a few beliefs and attain some mindsets and 

skills. First, they are to let go of the belief that they must have all of the answers. Second, they are 

to believe that every employee has the capacity to improve and grow. Third, they are to be willing to 

take the time to coach and slowdown in reaching solutions. Fourth, they are to be ready to learn 

how to coach and therefore to be coached themselves. 

 

If we really want the employees to be independent and reach their full potential, coaching is the 

key. Giving them the opportunity to reflect upon the problems and find solutions by themselves 

gives them the chance to develop. As long as the managers consider themselves the owners of all 

answers this will never be reached. Managers must let go of the idea that they know more than 

their own team. 

 

For managers to think honestly like that, they must sincerely believe in the capacity and potential of 

each and every member of their team. This is called the Pygmalion effect, or in other terms, the 

self-fulfilling prophecy. Most people adapt their behavior to meet the expectations of those others 

around them. For example, when a teacher believes a group of students is capable of improving 

quickly, they will improve. And when another teacher believes that the same group is weak, they 

will become weak. It is the same case in companies! 
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When the managers are ready to let go of their authority and believe in their team, time becomes 

the issue at hand. Telling people what to do and giving them advice is quick. Indeed, it takes less 

time! However, making employees find a solution to a problem requires slowing down, being patient 

and giving them time to do so. What benefit does a company have in wasting time? Actually, this is 

far from wasting time, it is investing in people: when employees are trained in problem-solving, they 

learn for future purposes, they develop their skills, they perform in a better way which consequently 

make them become more satisfied and engaged. As a result, the company becomes more 

successful. 

 

How Can a Manager Be an Effective Coach? 

For managers who seek to be effective while enjoying their job too, coaching conversations with the 

team members will surely be of great help. Hence, supporting the team’s ongoing learning and 

development requires listening to them, asking questions, being positive, and constructing 

accountability. 

 

Listening attentively is vital to any successful relationship. Whether dealing with a child or a grown 

up, a listening attitude is the key for people to open up and say what they really think. Author and 

professor David W. Augsburger says, “Being heard is so close to being loved, that for the average 

person, they are almost indistinguishable.” (p.51). The manager-coach needs to be a great listener. 

To be so, he/she has to use not only level II listening which is the level of empathy, clarification and 

collaboration but also level III which goes beyond the speaker and listener. Level I listening is the 

internal listening which is focused upon oneself. Level II is a focused listening to words, facial 

expressions, tone, and emotions. While level III listening is global; it is the level influential people 

have. Listening at level III permits the manager-coach to read the whole situation and see intuitively 

what is coming. This is the level effective manger-coaches use. 

 

As previously mentioned, when someone has many things on his mind, listening becomes a hard 

task. That is why clearing the mind is important to be able to communicate and start listening with 

an open mind and an open heart.  If at any time, the manager is not able to listen attentively, it 

would be better to postpone the conversation to another time. 

 

If the manager is ready to listen, give time, trust his/her team and let go of the stereotype of -I am 

the omnipotent who has a solution to every problem- then this manager still needs to learn the 

techniques to Coach. There are several formats that can help organize a coaching session to grow 
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people, performance, and purpose. The easiest and most effective used framework is the T-GROW 

model. In fact, from my personal experience, it is easy to remember and provides a roadmap for 

every session. It stands for: 

 

T = Topic. What is the main issue? Or maybe: What is wrong? 

G = Goal. What do you want to reach at the end of this session? (Setting the agenda for the 

session) 

R = Reality. What’s the current situation? 

O = Options. What could you do about it? What are the available routes? (Courses of action) 

W = Will! What’s next? What are you going to do about it? When? Whom? How strong is your 

commitment? 

 

In a daily life coaching the “T” is specified by the coachee, but when managers are the ones who 

are coaching, they will specify it according to the vision of the company. 

 

In the sessions where the manager-coach follows the T-GROW format, both partners establish the 

desired outcomes, and agree upon the rules. The set goal needs to be SMART, it means Specific, 

Measurable, Attainable, Relevant and Time-bound. Then the coach is required to use active 

listening and interventions through questions to push the coachee to develop self-understanding 

and create personal awareness. In the conversation the reality is explored, which will assist the 

coachee to realize the personal effect the situation is having upon them. Then, after exploring the 

reality, the coachee is challenged to think through possibilities for future action in resolving the 

situation. Tackling actions by supporting the coachee in choosing a future step and deciding what is 

next to be done. To finish the meeting and close the intervention, the coach will reinforce with the 

coachee areas covered, decisions made and value added, and asks feedback from the coachee. 

  

OSKAR is another framework for solution-focused coaching where “what works” is stressed upon 

and what does not work can be changed or removed. 

 

O = Outcome: What do you want to reach today? What is the objective? 

S = Scaling: On a scale of 0 to 10, zero is the weakest and ten is the strongest, where is today’s 

situation? What did you do to be at this point? How would you push it further?  
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K = Know-How & Resources: What are the possibilities to perform at a higher level on the scale? 

What have you done till now to make that become a reality? How did you do it? 

A = Affirmation & Action: What are the things that are already well done? What is the next good 

step to do? What would you do to move from this level on the scale to the other more advanced 

one? 

R = Review: What's better than that? What did or would you do to make the change take place? 

What are the effects of changes?  Which transformation would happen next? 

 

According to this framework, the manager-coach is required to structure the conversation in order 

for both partners to agree on the purpose, the process, and the desired outcomes of the meeting. 

Through the discussion, they will understand and explore the current state from the coachee’s point 

of view which will even enlighten the manager upon several issues. Indeed, they will both expand 

the awareness of the circumstances and the state of affairs, explore the favorite state, 

communicate the vision of success and find out various paths before selecting the ones to achieve 

the desired state. The session ends by setting out a success strategy, where the specific time 

bound action steps are identified to reach the desired results, and determine indicators for them. 

 

Coaching is a skill that can be learnt through reading, experience and continuous practice and 

training. Following a model is very good, and having a toolkit of favorite questions is also a good 

strategy, but practice and feedback make a person become more comfortable at bouncing from one 

step to another in the chosen model. 

 

Asking open-ended questions triggers the mind to think and find solutions. Questions widen up the 

horizon of people. They include: What, where, when, who, how often, how much… Staying away 

from asking “Why?” is usually advised so that people do not feel inclined towards justifying as if 

they are in a test. Indeed, open-ended questions push people to be active with ideas, and then 

apply those ideas. While telling someone what to do, it can be either faced with submissiveness or 

rejection. Asking questions does not mean the manager does not have the answers, since a 

manager supposedly has a high level of expertise. But when the team members express their goals 

and challenges, then reach their own answers, the collaboration they are offering in decision taking 

will bind them to giving their best. Which affects tremendously their performance. 
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At the beginning of each academic year, teachers are asked: “What would you like to improve in 

your performance this year?”, “How would you like to do so?”, “What are the steps you can follow?”, 

“When do you want to check on the progress?”, “Who do you think may help you?” 

 

However, to participate in decision making, someone is to be qualified. For this reason, a manager 

needs to continuously create and sustain the members of the team’s developmental goals and 

strategies. For example, when one of the teachers has a certain need to develop, she is advised to 

participate in a certain workshop. The week after, she’s the one who passes the information to the 

other team members. So she feels appreciated by duplicating the effects of the effort and time she 

has offered to get the information. 

 

It is remarkable how people tend to criticize and stress upon the weaknesses and incapacity to do 

things. In a conversation, they can easily be caught up in describing in details their frustrations. 

There is always this “I would love to… but…”. This “but” is always getting in the way. Here comes 

the role of the manager to acknowledge the difficulty, then keep the conversation inclined towards 

positive insights and views. If the manager stresses on the employees’ capacity by asking: “How 

could you move forward?”, “What could you do to change the situation?”, “What are the possible 

activities?”… This will help the employees focus on what they can do and offer their own 

suggestions in a positive way. 

 

Once the employees suggest how to improve, building accountability increases the positive impact 

of coaching. Managers need to follow up on the suggestions, ask for more details, and set 

deadlines to get feedback. 

 

Managers who are willing to be real coaches will surely need to revolutionize their thinking and 

behavior. They need to put aside some assumptions about themselves and the employees. 

Learning and practicing a style of management which can be felt initially unnatural and awkward a 

bit. Nevertheless, the outcome will be worth the effort. 

 

Indeed, to become effective managers-coaches three fundamental practices are necessary: 

 

First, managers badly need to “Listen.” A strong, trust-based relationship with each member 

develops through active global listening. Which means regular conversations are essential. 

 

Second, they need to build a common description of success. Everyone has a different idea about 

what success means. In coaching, it is crucial for the whole company to define the meaning of 



Coaching In the Workplace - Gladys Abi-Said Dib Page 13  

success so everybody becomes involved and committed in working towards the same objectives. 

Third, they need to provide actionable feedback. To help enlighten the path for employees’ 

development and the company’s success, managers are to provide feedback, resources and tools 

with more encouragement and reinforcement. 

 

To Be a Great Manager, a Good Coach is a Must 

Your company can succeed, and gain a lot of money with any type of management. But if you want 

your company to be successful with all your employees feeling happy and enjoying their work, you 

ought to switch to coaching techniques. Monique Valcour, PHD executive coach and management 

professor, once wrote: “… the most powerfully motivating condition people experience at work is 

making progress at something that is personally meaningful. If your job involves leading others, the 

implications are clear: the most important thing you can do each day is to help your team members 

experience progress at meaningful work.” 

 

To experience progress at meaningful work, managers must first recognize what motivates each 

member of their team, create a network between each person’s work and the organization’s 

mission and planned tactical objectives, deliver appropriate and judicious feedback, and support 

each person to learn and develop on a continuing basis. Having coaching conversations is imperial. 

Indeed, consistent communication around growth is crucial. In fact, recent research has shown that 

coaching is the most significant managerial competency that differentiates between great managers 

from average ones.  

 

In spite of what has been previously said, most managers give no time to conversations, do not 

care about coaching and even do not value learning and career development when it comes to their 

team. Let us be realistic; what usually diminishes the impact of implementing coaching in the 

workplace are the managers themselves, when they are neither committed nor convinced by the 

effectiveness of coaching. For this reason, everyone involved in the company must understand 

what coaching is, why it is being implemented and how coaches and coachees behave together 

and of course they should all be trained to do so. Let’s keep in mind that coaching is not an 

overnight fix. It requires time, and starts with ones WILL. To implement a coaching culture, a 6-

month minimum period of targeted work is needed to a maximum of a year. But investing in the 

growth of the staff is an investment in the business. It’s a step backward, for a steadier big step 

forward. So the manager-coaches must keep in mind that they are not wasting time and money; 

they will be spending time and getting feedback on the quality and quantity of their coaching targets 

for the benefit of the business outcome. 
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The most rewarding experience a person can go through is passing information, sharing skills, and 

helping someone learn something new. It is a rewarding experience for everybody. 

 

However, every process comes with pros and cons; 

 

We all know that a manager’s work is overwhelming. So how can these people do their own tasks 

and coach at the same time? How can they balance between providing support, challenge, and 

feedback without giving answers? When a manager coaches other people and lead them towards 

suggesting and taking decisions, this process can also jeopardize the manager’s own position; 

because these people may dispute the manager’s authority and feel that they can take the 

manager’s position. 

 

Another difficulty that may face managers is the fact that they have to switch from coaching to 

directing and giving orders. This may be ambiguous to the employees if it is not clearly explained.  

 

Moreover, in a competitive situation, where deadlines are expected to be reached by the staff, even 

sometimes with limited resources, coaching would be considered like a luxury the company can’t 

afford. 

 

When the manager does not have the skills to coach or has a lack of time to do so, some 

companies decide now and then to have a coach from outside. This will cost more money and 

usually the manager knows the team much more than someone else who is just passing by. 

 

What are also the pros and cons of individual and group coaching? 

On the one hand, individual coaching first helps the coachee open up comfortably to development 

and learning. Second, it highlights self-awareness where the individual gets to know himself/herself 

more. Third, it empowers individual skills and pinpoints behaviors. 

 

On the other hand, individual coaching sessions are pretty expensive. This is if we find the right 

suitable coach that meets one’s individual needs. When the manager is the coach, in this case the 

price of the coaching sessions is not to be worried about. However, not feeling comfortable with the 

manager is an issue to be considered seriously. 

 

As for group coaching, on the one hand, first, it unifies the team and gets them on the same page in 

order to meet a common goal. Second, it strengthens the team because group coaching  
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promotes team building and community. Third, it heightens motivation when a team of individuals 

all focus on the same goal. 

 

On the other hand, instead of focusing upon a person’s development and strengthening every 

individual, it focuses on team building, which may possibly affect the team on the long term. Head 

team members can potentially outgrow the coach and feel powerful since they get to talk more and 

lead others in the group. 

 

In a nutshell, making time for coaching and creating a coaching culture in all companies and 

organizations is wise. Nevertheless, it is also important to be privy to the disadvantages as much as 

to the advantages of coaching in the workplace. 

 

Shifting from “Manager” to “Coach” 

Dan Sullivan, author and strategic coach, said, “The only thing harder than change is wanting to 

change but not knowing how to proceed.” It is not an easy task to switch from the traditional 

approach of management to coaching. It is indeed much easier to give orders than to look for what 

makes people tick. The difficulty is on both sides. It is hard for managers because they need to 

become guides and let go of their supreme role of “the person who has answers to all questions.” 

And it is hard for the employees who expect to be guided and feel better at throwing the 

responsibility upon the manager more than assuming it. In every place, organizational resistance to 

coaching exists, especially when there are lots of things to do in a short period of time. This is an 

additional effort managers must find a way to navigate and overcome. 

 

Managers are assigned to this post because of their leadership qualities in tackling problems, 

directing people and organizing projects. But these qualities, if not well-used can have a negative 

effect. Some employees will completely let go and leave all the thinking and even moving to the 

manager to do– when the manager is very dynamic. 

 

When coaching is used, the team members are the ones who think, explore options, and reach 

possible solutions by themselves. What is the role of the manager in all this? The manager is the 

one who asks, listens, and trusts the team to reach what is best for the vision which is already 

specified. Moreover, the manager observes well and is patient and ready to give the team more 

time to reach a solution then to accept ideas that are different and sometimes even better than the 

ones the manager had in mind. The manager’s duty in coaching is to handle discussions of 
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personal values and lifestyles with lots of sensitivity which requires a quite high degree of emotional 

intelligence.  

 

We all turn in general to people we trust when we start something new. That is why, good manager-

coaches can definitely improve and expand the quality of work life for individuals and generate a 

supportive company culture. Being thoughtful and compassionate are critical components of 

employee commitment and progress.  

 

When the employees become energized and engaged, this will undeniably boost the company’s 

output and effectiveness.  

 

Just by looking at members of a certain volunteering association, they are the ones who decide 

upon their projects. They give the maximum of their time even though their work is for free. But 

since they are extremely motivated and energized, the outcome of their work is amazing. The 

Vincentian Marian Youth association is a live example I have experienced on a weekly basis for 

more than thirty years of my life. 

 

Moreover, in teaching when dealing with an extremely annoying student who exceedingly interrupts 

his friends at any moment just to disturb class. Asking him: “what would you like me to say to my 

friends about you when I meet you outside school?” is much more effective in calming him down in 

class and making him work than threatening him with grades or with leaving class. 

 

For managers to think like coaches, they need to understand the components that make each 

employee unique and successful. They also need to be persuasive communicators to know how to 

combine all the elements to achieve the goals of the team and the company. An outstanding coach 

has the ability to grasp the intersection between each individual gift, organizational requirements, 

and development prospects. 

 

Coaching includes delegating, team building, problem solving, planning and reviewing. It is not only 

a tool; it is a management style. Managers must discern how to nurture team cohesiveness and 

collaboration. They succeed when they empower team-building skills and step up as leaders, 

coaches, and credible communicators. 
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Conclusion 

To sum up, every human being has a huge potential that lies within. This potential is blocked by lots 

of factors including negative beliefs, a lack of motivation, and restrictive structures of the workplace. 

Coaching is the solution! It embraces awareness and responsibility.  

 

Through coaching, employees’ commitment increases because these employees are partners in 

the workplace. They choose what to do! That is why coaching can make them become more 

committed in doing their work and therefore their performance becomes much better. 

 

There are three main steps in the coaching process: preparation, discussion, and follow-up. 

Preparation of the employee’s accomplishments, job performance, performance goals and action 

tasks. Meeting with the employee to discuss, give feedback and tackle problems. Schedule with the 

employee the follow-up meetings, meanwhile gathering feedback is required to help improve 

coaching style of the following meetings. 

 

When managers and business leaders understand the key elements and principals of coaching, 

when the coaching models become available for them to use, when they turn out to be aware of 

coaching techniques and comprehend the value that coaching can offer to their organization and all 

the employees, the whole concept comes to be easier to implement. The whole business life will 

flourish with people’s satisfaction.  

 

Now it is your own decision! Would you prefer to choose to abide by the easiest short term strategy; 

where you are the boss who knows everything, boasts around with the capacity of giving answers 

to every issue. Or would you be ready to take the risk of walking through an adventurous path 

which requires continuous alertness, patience, trust in others’ capacity and especially self-

confidence that will not be jeopardized by others’ improvement. 

 

Be a leader not a boss! 

 

Be a manager-coach! 
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About Noble Manhattan Coaching Ltd. 
 

As the longest established company that trains Professional Life Coaches and Executive Coaches in the world 

(first registered 1993 ) and well-established leaders in the field of personal development. We have, for years, 

worked with both individuals and companies to raise their level of self-empowerment and achievement. We 

are delighted that Starting in October 2010 we have begun working with strategic partners and licensed 

distributors worldwide and are now delighted to be trading in 27 countries around the globe. 
 

Our motto is “fortune favours the prepared mind” and all of our courses, presentations and products are 

aimed at providing you with the mindset you need to make the most of the life ahead of you. We firmly 

believe everyone has the ability to be, do and have anything they desire. So if you have the willingness to learn 

we can provide the rest. 
 

If you are interested in getting an international qualification to become a qualified coach, please get in touch – 

info@noble-manhattan.com 
 

Noble Manhattan Coaching Ltd. Divisions and Opportunities 
 

Noble Media – 

 
Noble Media is here to help all coaches (both aspiring and practicing), personal development 

specialists, business owners/managers and everyone involved in the professional and  personal  

growth sector enhance their practices. We offer two sections; ‘Market’ and ‘Improve’. If you are 

looking to market yourself, or your business, we have teamed up with a number of media outlets that 

may suit your needs. If you are looking to improve yourself or your business, we have teamed up with 

two of the most successful training, and peer-to-peer networking groups. 

 
Noble Media is always searching for regional managers to sell products in their areas, for more 

information please contact info@Noble-Media.org 
 

The International Coaching News – 

 
The International Coaching News is an online magazine created by leading figures in the coaching 

world. It has been developed to aid everyone in all areas of coaching and personal development; 

provide essential information for any practicing or future coach; and encourages visitors and 

subscribers to interact with us on general points of interest and suggestions. 

 
International Coaching News is a quarterly online magazine which caters to a person’s need for self- 

development. ICN also delivers the latest news about the coaching world where coaches, future 

coaches and subscribers are always updated. With ICN, one will have the chances to read different 

perspectives in coaching, how and why coaching is disparate from counseling and therapy, and the 

profit one can gain with coaching not only as a way for personal development but also as a business 

advantage. 

 
The International Coaching News has a number of opportunities, from advertising to submitting 

articles. For more information, please get in touch – info@International-Coaching-News.net 
 

Coach Radio International – 

mailto:info@noble-manhattan.com
mailto:info@Noble-Media.org
mailto:info@International-Coaching-News.net


 

Coach Radio International is the worlds’ largest online radio platform for the coaching and 

personal/professional development world. Coach Radio International streams a number of pre- 

recorded radio shows 24 hours a day, 7 days a week. Each recording can be listened to again, both 

online and offline. 
 

Anyone in the personal/professional development world is able to purchase their own show and 

become a Coach Radio International presenter. 
 

Coach Radio International has a number of opportunities, from jingles/advertising to submitting your 

own show. For more information, please get in touch – info@coachradiointernational.com 
 

Coach Finder – 
 

Coach Finder is one of the worlds’ largest online coaching and personal/professional development 

directories in the world. Registration is completely free, or you have the option to upgrade for just 

£2+VAT a month. 
 

For more information, or to register for your free listing, head to www.Coach-Finder.com 
 

The Coaching Blog – 
 

The Coaching Blog, run by master coach, Gerard O’Donovan. 

 
Within this unique blog, you will come across thoughts and postings from the worlds’ leading thinkers 

in the coaching, leadership, management, personal development and fulfillment world. 

 
We understand how difficult it is to keep up with countless blogs and newsletters and actually keep 

track of them all, which is why The Coaching Blog will deliver an aggregation of all the top thinkers’ 

thoughts and posts. 

 
By marketing in the Coaching Blog, you will reach a wide audience of business professionals, many of 

whom are looking to receive professional and executive coaching for their businesses. 

The Coaching Blog is now accepting sponsored submissions, for more information please contact 

info@noble-manhattan.com 
 

Ebooks For Coaches – 
 

E-books for coaches is an initiative and idea created by Gerard O’Donovan, the owner and founder of 

Noble Manhattan Coaching and the CEO of the IIC (The International Institute of Coaching). 

 
As part of his vision and quest to help coaches to be all that they can be, and to assist them both on 

the road to mastery within the profession and to build a large sustainable and financially rewarding 

practice, he wanted to create a site where coaches could easily access information that would be of 

huge interest and benefit to qualified coaches and student coaches alike. 

 
You are welcome to place an Ebook on the website to be sold, or to give away for free as part of your 

marketing scheme. For more information, please contact info@Noble-manhattan.com 
 

The Alpha Group – 
 

The Alpha Group consists of peer-to-peer mastermind advisory boards targeted at business owners 

and managers helping them continue to thrive and make it to the “next level” wherever that may be 

for them. 
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The Alpha Group brings together entrepreneurs for peer-to-peer exchange and support in a unique, 

member-driven experience. Business owners and Managing Directors worldwide can be part of an 

exclusive group of qualified executives to brainstorm strategies, and realise the potential of increasing 

profit and growth. 

 
Top professionals have teamed up with Noble Manhattan, a well-established leader in the coaching 

industry, and are anxious to take your success to the next level. Our Alpha Group Directors are 

specifically trained through The Alpha GOLD™ business growth strategies which can be applied to 

every aspect of any business. 
 

For more information on the Alpha Group, including how you can get involved, please contact 

info@The-alpha-group.biz 
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