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 The Coaching Network was founded in 2009 by Dr Dee Gray. Dee is a dedicated coach whose 
vision is to enable Coaches in North Wales and beyond to be empowered by the strength of a Network and community of peers. The practitioners, 
professionals and organisations who are members of the Network (366 at the time of writing), offer and receive peer support and guidance to 
each other. We share knowledge and operate on the principles of reciprocity. We meet regularly as a group and, upon request, provide support to 
individual members. 
 
The Coaching Network is not just for coaches and not just a network. It is a social movement which was created for coaches, or anyone who wants 
to learn about the uses of coaching, to support each other sharing skills, knowledge and experience within the group.  It works in a pro bono ethos 
where all members are willing to participate and contribute.  
The original group was set up in North Wales in 2009 and since then it is grown and become an international presence with 344 members (at the 
time of writing) and still growing in numbers. 
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All members of the Coaching Network are represented in the making of this document. As a community we all contribute in some way to the 
‘global’ impact of the work of the Network. The many case studies present in this document are just a fraction of the models and styles of 
coaching the members use in their practice. The contributors to specific case studies are listed at the end of the document, but it is Coaching and 
its versatility and plentiful benefits which are being exposed here rather than individual coaches. However those coaches who have contributed to 
this publication have outstanding records of success in working for/with Welsh Government initiatives and public services as well as acting as 
change agents in the private and voluntary sectors. 
 

 
 
 

 



What is Coaching and what Return On Investment can you expect? 
    
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 

 
 
 
 
 

If you want to make a difference in a society, contribute to vital changes, then we can act 
together... coaching is the art of facilitating the performance, learning and growing of 
another.   

“Effective Coaching in the workplace delivers achievement, fulfilment and joy from which 
both the individual and organisation benefit” The natural state of the human being is to 
be fully expressed, uninhibited, without doubt or fear to perform, to learn and to 
enjoy……a state in which there is access to all the innate resources born to us.  (Myles 
Downey) 

The term “Coaching” literally comes from an old Anglo-Saxon word for a carriage (or 
coach), taking people from where they are now to where they want to be or go.  
Therefore coaching is a vehicle to transport a person from where they are in life to where 
they want to be.  
 
Others have defined Coaching as: 
“The art of facilitating the performance, learning and development of another.”  (Effective 
coaching: Myles Downey) 
“Unlocking a person’s potential to maximize their own performance.” (Coaching for 
performance: John Whitmore) 
“Coaching closes the gap between thinking about doing and doing” (The life coaching 
handbook:  Curly Martin) 
“Coaching is about performing at your best through the assistance of someone who will 
challenge, stimulate and guide you to keep growing”. (Noble Manhattan Coaching: Gerard 
Donovan) 
 
 

“I’ve had some evalu   Evaluation evidence from Dyslexia clients for the 8 Modules of coaching strategies (ILM accredited). Clients rated themselves 

at the start of coaching for each Module topic (between 1-10), client had 3 - 5 sessions each. Three months after coaching 
they rated themselves again, and all showed improvement of between 4-8 points in their abilities. The greatest benefit for 
most was improvement in working memory - a big problem for most people with dyslexic difficulties. The most stunning was 
a gentleman in his 50's who couldn't even spell three letter words - he went from 1 up to 6...!” Personal Performance Coach, 
Dyslexia Coach, NLP Practitioner and Human Software Engineer: 

The GROW model of coaching.  
Illustrated by Katherine Fiona Jones BA Hons MFA. 



RETURN ON INVESTMENT (ROI) and benefits of coaching 
 
Studies (McGovern et al 2001; Grant 2012) have shown that companies can generally expect a very respectable return on investment, with some 
companies reporting that managers typically describe an average return which is about 6 times what they originally spent on coaching. 
Companies that used coaching generally report: 
•Increased productivity 
•Higher quality output 
•Improvements in organisational strength 
•Better customer service 
•Reduced customer complaints 
•Better retention of executives (when the executives were coached) 
•Cost reductions 
•Higher profitability 
•Better working relationships with direct reports and immediate supervisors 
•More cohesion within teams 
•Better working relationships among peers 
•Job satisfaction 
•Better conflict resolution 
•Higher levels of organisational commitment 
•Better relationships with clients 
 
  

 
 
 
 

 
 
 
We believe that although financial ROI may be an attractive measure for some managers, people’s wellbeing and engagement is a better measure 
to evaluate the impact of coaching in organisational settings.  A framework of wellbeing, engagement and goal attainment can provide a 
comprehensive and meaningful measure of impact and as rich an overview of coaching outcomes as financial ROI (Grant 2012).  

 

A key priority for the Welsh Government ... is to encourage companies to build on the positive results from the 
Sector Leadership Fund (SLF) pilot coaching and mentoring projects. It should be a priority to work with 
employers and managers to improve their skills for the benefit of themselves, companies and the economy of 
Wales. “It is also reasonable to expect that progress against the equality and diversity targets should improve 
as the coaching and mentoring strand gets fully under way...” Interim Evaluation of Enhancing Leadership 
and Management Skills Programme (ELMS), Welsh Government Social Research 2013 

 

 



The Health, Work and Well-being Action Plan for Wales focuses on health improvement, ill-health prevention and 
employee retention, however it acknowledges wider work to address worklessness through the provision of good work 
and reducing inequalities and inequalities in health  
Healthy Working Wales Health, Work and Well Being Action Plan for Wales 2011-2015  

Changing Lives through Coaching  
 

This publication was the brainchild of a meeting of members of the Coaching Network at a ‘Festival of Conversations’ held between 3 centres by 
videoconference - Bangor, Aberystwyth and Pontypool Universities. This meeting of minds was held on the 25 of April 2014 and it developed a 
robust action plan to raise public awareness about coaching and how it can achieve solid results. 

The well known GROW Model of coaching was used as a catalyst to establish goals and scope the action plan.   
 
Our hopes are that coaching will become an accessible intervention to everybody in Wales, so that all who live there may seize the chance to be 
the best they can be, through their life, whatever emerges for them. Our ambition is that coaching will help Welsh people from all walks of life and 
of all ages to be resilient and confident in leading a productive and healthy life.  
 
There is still a great lack of awareness of the benefits of coaching; this requires the backing of quantitative and qualitative research and measures 
and the funding to achieve this.  The CN is pursuing all possible opportunities to demonstrate that a holistic coaching approach in all dimensions of 
people’s lives can help achieve many Welsh government’s targets (i.e. Healthy Working Wales, Health, work and Wellbeing Action Plan for Wales 
2011-2015; Policy Statement on Skills 2014; Welsh Government Social Research Interim Evaluation of the Enhancing Leadership and Management 
Skills (ELMS) Programme 2013).   

We are producing this document with the intention to show the positive influence of coaching - for private 
individuals, small to medium size businesses and corporate organisations. The evidence collected here is 
designed to show how lives have been transformed, organisations changed, ways of thinking improved, 
health and well-being enhanced. The benefits are numerous overall, as coaching plays a influential role in 
increasing people’s capacity to be in control of their lives, being capable of resolving their problems and 
improving their quality of life.  
 
 
 
 
 

 

Wales must develop a skills system that can provide the employment support necessary to assist individuals into 
employment while supplying the tools to enable individuals to High Performance Working (HPW) practices which 
strengthen leadership and management skills.  
Priority areas for the Welsh Government are to enable employers to fully utilise the skills of their workforce by 
embedding: Skills for jobs and growth; Skills that respond to local needs; Skills that employers value; Skills 

for employment. Policy Statement of Skills, Department for Education and Skills, Welsh Government 

 



 
New Lives 
This document is addressed to the Welsh Government and all stakeholders with the purpose to raise the appreciation and 
awareness of the social benefits of coaching to communities and set forth an understanding of the required resources to 
introduce coaching which is inclusive among the different levels of society – from private individuals to businesses.  
 

 
We Introduce the KEY MESSAGES which illustrate the overall benefits of coaching emerged from the case studies which will be presented in the 
following pages. 
 
KEY MESSAGES 

 COACHING PERSONAL/ORGANISATIONAL BENEFITS 

is about increasing RESILIENCE helping people understand their ways of generating and SOLVING 
PROBLEMS   

contributes to people aspiring to LEAD A BETTER LIFE  
 

increasing PEOPLE’S FULL POTENTIAL, defining what they want and 
removing obstacles 

assists people in, striving for BALANCE AND FULFILMENT   SETTING GOALS, taking into account values and purpose 

provides an accessible ASSET FOR THE NATION to excel in society helping all citizens feel enabled to ask for INCLUSIVE AND 
ACCESSIBLE support to better themselves 

develops human resources, which improve and maintain 
ORGANISATIONAL GROWTH and DEVELOPMENT 

people ENJOY THEIR WORKING LIFE as part of their full life, not just 
a way to earn money 

sustains SOCIAL HEALTH AND WELLBEING helping people to ENHANCE their own HAPPINESS by being socially 
active whatever their employment/health situation  

contributes to EMOTIONAL INTELLIGENCE and LEARNING increasing people’s ability to TAKE NOTICE and RECOGNISE one’s 
EMOTIONAL RESPONSES and learn from experience 

encourages social CONNECTEDNESS and CITIZENSHIP stimulating people to be ACTIVE MEMBERS OF their COMMUNITIES 

enhances SOCIAL, HUMAN and MENTAL CAPITAL develops CIVIL SOCIETY  outcomes 

 
 
 
 
 



Evidence  
We make the case for the benefits of coaching in personal and working lives based on a 
number of case studies, which illustrate the broad spectrum of models offered and the 
positive outcomes people are able to attain. 
 
 
 
 

 

CASE STUDIES 
Salutogenesis coaching  
The theoretical foundations for the Salutogenic (Wellbeing) coaching model were developed and applied by three professional coaches in an 
exploratory research study during 2013/13, and were published in the international peer reviewed journal The International Journal of Coaching 
and Mentoring in August 2014. Prior to this no wellbeing coaching model existed to support professional practice, the model was identified and 
developed by the study coaches in Wales. 
The philosophy and research upon which the coaching model was based (Antonovsky, 1979, 1987, 1990; De la Vega, 2009, Sonn, 2009), supported 
the study coaches view that a new coaching model aligned with positive psychology (that underpins much of coaching practice), and mapped 
across to developments in neuroscience, pedagogy, and a range of therapeutic interventions, would have positive impact on the wellbeing of 
coaching clients. The model is now central to the professional practice of the study coaches, who continue to collect data as to practical efficacy in 
a range of settings that include personal, corporate and community outcomes. 

 
There seems to be a process occurring within me which I am accepting although I'm not sure where it came from and not sure where its 
going!!  However, it has prompted me to slim down my activities and focus my energies in a conscious way 
for a change. Whatever you have done has enabled me to move forward in so many ways and I 
understand more and more the abilities I have and want to use. Director, Leaf Health Clinic 

   
Financial wellbeing is a constant priority. Recent business development work has focussed on 
this issue and has encouraged our team to look at financial wellbeing from the perspective of 
worst case scenarios and what financial ill-heath would look like and actually mean for our 
charity. Detailing these scenarios and being supported to look at best practice and aspirations for the charity as a business has 
facilitated real change both in the systems we use and the way in which we plan, develop and deliver our key areas of work. 
CEO, TAPE Community Music and Film 

 



Work-based error coaching 
Using Coaching as part of the process in which employees learn from errors made at work and re-engage with the workplace has significant 
potential. This work has undergone rigorous testing and is currently part of a learning from workplace errors programme. Engaging with coaching 
is not used to discover facts relating to the workplace error but to facilitate learning that brings the participant closer to harmonising events in 
order to deal with what has happened. Coaching as a method of supporting employees who are often secondary victims of workplace errors, is 
efficacious primarily because coaching focuses on positive aspects of the workplace error experience and how these can be put to use in the 
future (Kaufman, 2006).  At a time when employers are seeking ways in which to support employees to learn from errors (Seys et al, 2013) , the 
implications from this study indicate that coaching that focuses on learning deficits and utilises the principles of positive self-regard (Kauffman, 
2006) are a considerable tool with which to bring about individual and organisational learning.  Supporting employees through coaching that 
explicitly utilises the science of learning and creates the learning conditions for employees to be able to contribute towards an improved service 
(Weick and Sutcliffe, 2007).  

 
It has taken me some time to calm down after our last session, I was so angry. How could I have 
had a part to play in all of this, I was the victim wasn’t I? Now I feel that I could have taken more 
responsibility for those in my care rather than focusing on how it affected me and that would 
have helped to stop this from going on as long as it did. Coachee                                                                                                                                                                                                                                                    
  
‘Until now I thought it was me, I believed if I had been stronger I could have 
dealt with the situation, now I know that I was not weak and I can see it was 
others who were weak for bullying me to shut up’.  Coachee                                                                                
 
“This was a very interesting impact-ful workshop about learning from workplace errors. 
Feedback from our delegates included that Dee was “knowledgeable and easy to talk to”, 
“able to get people to open up” and “I left feeling valued again as a human being – 
something I haven’t felt for a very long time”.   Academi Wales, Welsh Government. 

 
“I learned a lot in these workshops about how the science of learning can bring about positive change following workplace errors. They have 
certainly provided ideas and practical tips on developing learning programmes within our organisation and for the MBA”.   Chartered Institute of 
Bankers Inter-national MBA. Bangor Business School. 
 
 
 
 



Eco-coaching 
Eco-coaching is a new approach that combines coaching with outdoor experiential work to encourage personal, holistic and sustainable health 
and to explore personal action in sustainability terms. These elements act as a catalyst to stimulate deep changes in personal responses towards 
our natural ecosystem through the integrating of developmental, educational coaching, therapeutic and facilitation methods to establish an 
‘ecological sense of self and place’ (Kickbusch, 1996 p. 5).   The approach incorporates the concepts of eco-health (Lebel 2003) mental capital 
(Foresight, 2008) and salutogenisis, aligning the mental, physical and social well-being of humans with the health of the environment, stimulating 
individuals to think more about the interconnectedness with nature and our relationship with it, sometimes leading to uncomfortable truths 
about the choices we all make in our daily lives. Where these uncomfortable truths could in fact distract from being proactive and positive about 
one’s ability to influence self and others towards more ‘eco-holistic’ behaviour, eco-coaching enriches the mind with a sense of discovery, agency 
and hope and reflects ‘the health-promoting benefits of participatory, empowering, multi-stakeholder processes’.    
 
The model was tested within in eco-coaching pilot programmes, developing a collaborative ‘green health literacy’ philosophy, with the specific 
aim of helping coachees to discover and seize collective resources towards more effective, proactive and coordinated sustainable actions and 
enabling sustainable healthy living. Coachees evaluated this model as enabling them to gain a new perspective and understanding the importance 

of ecosystem and human wellbeing through eco-health (Lebel, 2003) and were 
able to connect health benefits with a self-elected role as pro-environmental 
wellbeing change agents.  
    
   
 
“I would love to contribute actively to the action group which came about training;  
I would also like to be involved in more events like this”  
Health care professional 
                
“I will embrace eco-coaching in my practice and this course will from the enable 
me to develop this further” NHS Trust staff Member 

 
 
 
 
 



Identity coaching 
When people’s identity has been blurred in some way it is important to seek clarity.  The Identity coach’s goal is for the client to be helped to be 
true to themselves and work on realising their own dreams and ambitions, with the focus on methods which bolster Identity. This work is 
designed to explore personal values and beliefs so they may regain a ‘sense of self’ strong enough to achieve their goals and make positive 
changes in their lives. Research suggests the client can develop a life plan, which helps them thrive and makes them feel they are achieving 
outcomes congruent with their inner dreams.  
 
There is valuable experience drawn from working with many clients worldwide – UK, Russia, France – which supports the application of the 
Identity Model; evidence shows that people’s confidence in their own abilities is enhanced, based on using factual information sourced from their 
life experience. They develop a drive to move forward courageously with the coach as their thinking partner and supporter.    
 
This approach is also effective in small businesses when the owner is often alone in dealing with all issues on professional and personal levels. The 
Identity coaching approach can elicit the core reasons to sustain the business, thus enhancing motivation and fostering enthusiasm to continue on 
any chosen course of actions. During this process the client is helped to gather evidence and to focus on skills and aptitudes, which are 
transferable and can work in other challenging situations  (see testimonials https://www.youtube.com/watch?v=8WiIVnfi9eE).  
 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

https://www.youtube.com/watch?v=8WiIVnfi9eE


Welsh Government ‘Coachwales’ and CADOG Initiatives 
 

A Welsh Government-funded initiative between 2012 and 2013, called Coachwales, facilitated two coaching 
consultancies partnership which provided free ILM accredited coaching & mentoring training and trainer training 
to around 25 North Wales businesses and third sector organisations.  One of these consultancies has started 
cutting edge research into learning and development in Welsh, in conjunction with the Wales Centre for 
Behaviour Change and WISE at Bangor University. As part of they have translated the OSCAR performance 
coaching model into Welsh - introducing CADOG - and are holding events introducing the WISE team to the 
benefits of coaching in general, CADOG and their Coaching Compass in particular. At the same time they are 
exploring the issue of learning and development in first language Welsh and whether a direct translation of a 
coaching model from English to Welsh fully captures Welsh culture and concepts. 

  
It will absolutely, absolutely, have a positive financial impact on the business. -   
Owner/manager of Plas Gwyfryn Country House 

 
 

'The whole process has been life changing! The course has practical applications straight away, 
immediately. -  Chair of the Reef World Foundation 

 
 

Coaching has enabled me to step back, facilitate others to review their own situation and take ownership themselves. People 
are happier and now my team is performing well above the company average. - Regional Membership Manager, Rank Group 
PLC 

 

 

 

 

 

 



Storytelling and coaching   

The development of leaders fit for 21st century continues to be a vital training and development focus in 

Britain. Coaching is still a relatively unexplored intervention for the development of leadership within 

public sector organisations and third sector communities. A research project was undertaken into post-

course learning experiences for a social (Rossetti 2009-10), responsible for leadership development in 

the voluntary sector by a coach and narrative practitioner who was interested in “... how people make 

sense of their lives, experiences and structures of the world.” (Creswell 1994, p.145-146).   

The coach/researcher asked the interviewees to describe a metaphor which reflected their current 
leadership. The intention was to explore and understand something of the experiences, challenges and 
beliefs of emergent leaders, through a metaphorical storytelling. This metaphor is rich in information 
for the coach; the client feels he is highly skilled in being flexible and adaptable to change.  However, 
further reflection by the coach with her client might explore becoming more proactive rather than 
reactive, and developing more ability to create, rather than just adapt to change. 

“ 
My leadership style [is] like water.  Put me in a bowl, put me in a cup, put me in a jar, put me in a jug,  
I’ll fit into any situation that I’m in … So not only am I a water that free flows, I’m a water that will 
change shape, size, dynamic, everything according to the situation.” 

 
“Leadership metaphors carry implicit suggestions about values—what is good, what should be done, and how—and may 
also allow for new insights into the ethics of leadership.” (Oberlechner and Mayer-Schonberger 2003).  

 
This research showed that the impact on professional relationships, especially partnership working, was particularly evident post-project.  
A strong indication is that narrative coaching interventions enhance team-building and culture change.  As a result, strategic level staff continued 
to integrate narrative approaches into their organisational development and management practices, such as staff support, knowledge-sharing, 
and supervision.  
In 2012 team workshops were delivered to the newly formed Recovery Action Groups of a local NHS Foundation Trust, using narrative 
approaches. The team was asked to reflect on their shared values and create a team “Vision Story”.  An intentional “coach-approach” was used to 
encourage reflection, learning and action planning, supporting reflective discussions around values-elicitation, underpinned by coaching 
methodology such as Powerful Questioning and Values Elicitation.  Personal narratives and metaphors have a powerful role to play in coaching 
around sense-making and the exploration of new or emerging identities.   Thus narrative coaching may offer high potential talent a fresh way to 
understand their experience of being or becoming a leader, and to develop reflective skills and ethical behaviours.  
 



Community engagement, wellbeing and coaching 
A group of coaches from the Coaching Network (North Wales) were engaged in developing and delivering 
what was to become a very successful and well attended community engagement conference on the subject 
of well-being and community empowerment (Communities Can 2012). The Conference was delivered with 
support by local organisations, amongst which Chwarae Teg (Colwyn Bay). In exchange for their support the 
coaches/conference organisers provided some of their staff with a set of coaching sessions on a pro-bono 
basis. Their testimonials provide some evidence to the positive impact coaching has had on their professional 
lives.   
 
“I was a little sceptical of the benefits of coaching before I began. I was already quite effective at identifying 
my goals and achieving them, seeking development opportunities where required. However, I had the opportunity to try 
coaching as part of my job and wanted to find out if it could help me with a particular area I was struggling with. My role at 
the time involved a significant amount of sales - something which has not previously been a particular strength. I was just 
about achieving my sales targets, but finding it quite tough. My first series of coaching sessions focused on this particular 
goal. My coach introduced me to story-telling as a method to use in sales. I felt a little uncomfortable trying this out at first, 
and the value of the coach was in setting some clear goals and helping me hold myself to account on them. This pushed me 
to try out the new methods which were effective and helped me reach my targets more easily.  The impact of the series of 
sessions was to enhance a skill on my CV which has been valuable since. It also allowed me to see the value of coaching”. 
Coachee working for a Welsh Government funded project designed to help employed women to develop and progress their 
careers. 

“I started a new role at a higher managerial level. There were some aspects of the job I was distinctly nervous about - My strengths lie in 
communication, ideas and motivating others, but not so much in organisational skills. The new role would require both sets of skills. I 
decided to have coaching to see if it could help. I was very clear about why I wanted the coaching session and what I wanted to achieve. It 
was extremely valuable. Together, we identified some tools I could use to improve my organisational skills. I've not only implemented these 
at work for myself, but for the whole team which has made real improvements to the operation of the organisation. It has also had a 
positive impact on staff motivation. My feelings about coaching are that it can be very valuable, particularly where there are particular 
areas where you need to achieve your goals but need an opportunity to identify different methods to help you along the way. Another 
person holding you to account on trying new things is also very useful. You do need to go into coaching with an open mind and willingness 
to try new things.” Coachee working for a Third Sector Funding Organisation in Wales. 

 
 
 
 



 

Coaching and SME sustainability 
“Small and medium-sized businesses account for 99.9% of private sector companies and provide 60% of private sector jobs. These enterprises 
have an important role to play in driving growth, opening new markets and creating jobs" CBI (2014) 
While the UK government acknowledge the significance of SME’s, the reality is that many SME’s start up and fail, with as many 1 in 3 failing in 
their first 3 years; both the failure rate and the time in which this occurs suggests that support provided in the early stages of start-up will 
encourage business resilience and survival. Support for SME’s is often to be found in the form of grants and ‘how to’ advice such as, marketing, 
social media, and accounts. These all contribute towards a sustainable future of SME’s but they are not the whole answer. This work has 
demonstrated that coaching contributes to the solution of SME sustainability. The Organisational Development: Sustainable Futures programme 
was provided during 2014 to a collective of SME's whose business identities ranged from artistic creative, health and safety, environment, to 
accountancy and film.  This experiential programme ensured individual and team coaching was at the core of the programme and participants 
experienced a process in which they learned how to self-coach and provide coaching support for their peers from day one. Pre and post 
programme data was collected to ascertain how much impact the programme had had on personal resilience and business sustainability, a third 
data collection took place 3 months after the programme finished to identify whether the programme had long term positive gains for 
participants. 
Data analysis demonstrated that the programme exceeded the expectations of participants and continues to provide long term benefits in terms 
of personal resilience and sustainable business futures, here are some of the quotes from participants. 
 

I continue to use many of the skills learnt.  Since fracturing my foot, I have concentrated on the positive attitude, motivational aspects 
of the course, which have enabled me to use the time more effectively.  The fact that I am unable to drive, attend appointments 
regarding funding etc. have been problematic, but I have concentrated on creating products, fine-tuning my business model and  
producing samples of work and supporting evidence of how the products support the business model.  I have been able to stay 
positive despite the difficulties my injury has created.  I am certain the despite my positive nature, I would have been able to plough 
ahead without the powerful message of the course.  Mythical Creatives 

 
I am applying the techniques learned in our sessions; for example adopting a positive and correct attitudes 
when meeting clients, etc. and listing successes and failures on a regular basis in an attempt to become more 
focussed. Accountant 

 
I have the confidence to share thoughts and ideas, the confidence and motivation to continue developing my 
business when I have not been at my best, and not least, gaining ideas from activities whilst on the 
programme which I have yet to pursue. Grow it Love it! 
 
 



 

Action Coaching Training (ACT) for WCVA and Communities First 
 
ACT was founded by Francine A. Carter, who said: “If you are sitting up, you are in 
coaching. If you are laying down, you are in therapy.” The purpose of ACT is in helping 
helpers be "real", be true to their needs, transparent in getting needs met and transform 
one’s inner self to a more empowered outer purpose.  
ACT operates a coaching-style of management which develops networks, builds and 
maintains relationships and maximises the contribution everyone makes. For example a 
company director may have completed ILM L7 Executive Coaching and will then follow this 
with a cascade session firstly to fellow directors and then members of the wider senior management team (using coaching contracts). They will in 
turn be encouraged to cascade the philosophy of coaching down through their teams.  
ACT demonstrates the following improvements:- 
• Increased openness and eagerness to take up personal (stretched) learning 
• Helping to identify work-related solutions 
• Encouraging increased ownership and responsibility (distributed leadership) 
• Bringing greater clarity to performance by objectives and 
• Further enhancing cross-team relationships. 
A programme delivered Internally to WCVA and cascaded to a number of managers, coached colleagues and used informally across the 
organization, introduced the learners to coaching and the OSCAR coaching model (its power and simplicity, systems coaching, motivational 
tools/theory plus practical sessions to hone skills in triads ; focused assignments to embed the learning and help self-reflection/improvement). 
This enabled them to use self-coaching to increase their resourcefulness and identify what they personally can do to improve their employability, 
health and sense of wellbeing.  
Another programme was delivered to a Communities First Project.  The programme has given the learners a real sense of control over their lives – 
sometimes the first time ever this has ever happened and helped Community First staff to work more effectively with their clients – given them a 
structured approach to help move their clients out of poverty and given them a great tool kit of questions to use. It also helped the participants 
address the overwhelm they are facing – makes them more engaged, increases their self-awareness and confidence. 
 

Has made me and the team more focused on outcomes and helped me step back to get greater impact actions in place. Plan to roll out 
through the business to help address the succession gap between senior leaders and next tier of responsibility. There is already evidence of 
this happening. It will also address need to do more with less via expanded Circles of Influence, where employees will have the opportunity to 
get involved in activities that they would not normally see until the next level of the organization. Again, some of this happening already, 
leading to secondments and cross training rather than traditional recruitment approach to solve the need. In summary we’re seeing more 
speed of execution through lower bureaucracy, financial efficiency, personal growth and business success. A course participant 



Coaching in Further Education: Coleg Gwent    
 
Coleg Gwent is a large Further Education College in South East Wales with approximately 30,000 students and 1600 staff. It has a Leading Learning 
initiative to drive its vision to become outstanding. Following training for all college observers in 2009/10, the college observation grade profile fell 
to 63 % ‘Good’ or better (using Estyn’s grade criteria). In order to ensure that the high quality teaching offered to staff at the College is transferred 
effectively, the college appointed eight full -time Teaching and Learning Mentors/Coaches to help staff experiment with their skills in the 
classroom. This supports the research from Joyce and Showers (2003) which shows that 95% of people who attend training and who are then 
supported to experiment will transfer their skills and improve. Mentors coach staff in a one- to -one and group basis, deliver ‘Inspire’ (training) 
sessions and informally observe staff for development. 
 
In order to capture the impact of this programme, an experimental group and a control group were identified. Each group consisted of 
approximately 350 teachers from across the main 5 campuses. The individual recorded observation grades for each of the staff, in each group, 
were analysed for both the previous year (before the Mentors were in place) and the current year of the study (after Mentors had been working 
with staff).  

 
The results were as follows:  
Within the first 12 months of the project, 59% of staff who had received mentoring 
(experimental group) went up one or more grades in their teaching observations, 34% 
maintained their grades {81% of these at ‘good’ or ‘excellent’} and 7% dropped a grade. This is 
in contrast to the control group; i.e. those who had not received coaching, although it was on 
offer. The results showed that in this group only 28% went up a grade, 43% maintained their 
grade, and 29% went down a grade. An analysis of the ‘maintained’ grades in both groups was 
also carried out and in the experimental group 10% maintained an ‘excellent’ grade, 71% a 
‘good’ grade and 19% an ‘adequate’ grade. 
In contrast in the control group, only 2% 

maintained an ‘excellent’ grade, 74% a ‘good’ grade and 23 % an ‘adequate’ grade.  This shows 
that there was a huge impact on the teachers in the experimental group, linked firmly to the 
work and support of the coaching team. The College grade profile is currently at 83% ‘good’ or 
better and is improving annually. In addition to this the outcomes of the learners at the 
college are also improving annually. Completion rates are currently 93%, Attainment 95% and 
Success rates are 88%. These are the highest rates recorded in 2013/14 across Further 
Education Colleges in Wales. Finally, the Learner Voice survey shows that 98% of the learners 
agree that Teaching and Learning at the College is excellent. 
 



STANDARDS 
 
Government bodies have not yet found it necessary to provide a regulatory standard for Coaching, however there are ethics of coaching 
established by a number of internationally recognised professional bodies such as the Association for Coaching (AC), the Institute of Management 
and Leadership (ILM), European Mentoring and Coaching Council (EMCC) and the International Coach Federation (ICF) which provide recognised 
and accredited training programmes and a code of ethics for coaches. These organisations also provide online support and peer reviewed journals 
to support Continuing Professional Development. 
 
The success of Coaching needs to be measured in many different ways.  High standards guarantee credibility and fitness for purpose of the 
coaching profession as a whole. Good practice can only be founded on integrity, accountability and professionalism. Ethics, transparency and 
clarity on the use of boundaries, confidentiality and disclosure and a clear agreement on contracts, conditions and remuneration are essential. For 
example the EMCC Code of Ethics covers the following: Competence, Context, Boundary Management, Integrity and Professionalism. It also states 
that the primary responsibility of the coach/mentor is 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. The coach/mentor is committed to functioning from a position of dignity, autonomy and personal responsibility 
(www.emccouncil.org/src/ultimo/models/Download/4.pdf).  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Research   
There is a wealth of international evidence in the literature that coaching is effective as an intervention for personal and professional 
development. We have listed a number of peer reviewed papers/documents which support the benefits of the most acknowledged types of 
coaching. The list is by no means exhaustive, but gives relevant references for further reading. 
 

Life Coaching (determining and achieving personal goals) Curtis & Kelly (2013); Neenan & Dryden (2013); Rogers (2008); Spence 
& Grant (2007); Witworth (2007); Grant (2007); Green, Oades & Grant 
(2006);  

Business/Corporate?Organisational Coaching: (providing support to 
an individual or group in order to improve the effectiveness of their 
business) 

Stout-Rostron (2014); Cilliers (2011); Cilliers (2010); Hamlin, Ellinger & 
Beattie (2009); Hawkins & Smith (2007); Blackman (2006); 

Personal Coaching (an agreement between coach and client based on 
the client’s expressed interests, goals and objectives) 

Klaassen, Lavrysen & Geleijnse (2011); Biswas‐Diener (2009); Grant 
(2008);  

Health and Salutogenesis Coaching (health and illness management 
and proactive wellbeing development in the personal, family and 
community contexts) 

Gray, Burls & Kogan (2014); Wolever, Dreusicke & Fikkan (2010); 
Olsen & Nesbitt (2010): Bennett, Coleman & Parry (2010); Becker, 
Glascoff & Felts (2010); Deccache & van Ballekom (2010); Leveille, 
Huang, Tsai & Allen (2009); Craig & Becker (2007); 

Conflict Coaching (where client learns to improve conflict 
management skills to improve success in work/personal relationships) 

Blinkert (2011); Jones & Blinkert (2007); Dixon & Bruening (2007); 

Project Coaching (management of projects or teams) Highsmith (2009); Suikki, Tromstedt & Haapasalo (2006); 

Transitional and Identity Coaching (managing life changing transitions 
and adaptation between jobs or roles, improvement of performance 
within a context) 

McQuillin, Smith & Strait (2011); Smith, Gahagan, McQuillin & 
Haywood (2011); Williams & Palmer (2009); Ziotek-Skrzypczak & 
Gandenberger (2011);  

Educational Coaching (improving specialised training [i.e. medical, 
health, managerial] and academic success)  

Howe, Smajdor &  Stockl (2012); McAllister & McKinnon (2008);  

Eco-coaching (adding sustainability and pro-environmental leadership 
to daily work and home life) 

Gray, Burls & Kogan (2014);   

Sports Coaching (improving technique, emotional intelligence and 
performance in sports) 

Duffy, Hartley, Bales, Crespo & Dick (2011); Dousti, Ghorbani & 
Mosavi (2012); 

 
 



 

Coaching can make it happen!   
 
Finding meaning and purpose helps us towards becoming our personal best in whichever area of our daily lives is frustrating us. We all have our 
individual principles and values; we all have pathways to achieve meaning and purpose, but focusing on the general well-being of the whole 
‘social’ person, can sometime require some professional guidance. Our demanding lives can lead to lack of distance from problems or space for 
reflection. Having a safe haven to explore, with a skilled professional, to help re-position ourselves and cultivate a positive mindset, focus and 
motivation can re-establish us along our path again.   
 
We believe that Coaching responds to a significant need for people to be connected and able to reach out to others; to be listened to;  to be 
stretched in their daily learning and to be guided towards alternative and resilient ways of viewing situations.  Coaching can lead to greater 
awareness of how people fit in to the whole of our modern society, becoming responsible for taking their own lives in hand and finding inner 
happiness and balance.  
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Coaching News 
After six successful years operating as a coaching collaborative, The Coaching Network is transitioning to becoming 
‘COACH CONNECT’ Community Interest Company (CIC)'. This exciting development will bring the Coaching Network members, new partners 
and work under an ethical business structure. Our aim is to develop bespoke coaching projects, to develop coaching and the science that 
underpins it, and to support out local communities across membership localities. 
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