
Survey Findings   

 
 

1. Where does a coach's responsibility lie in an executive coaching assignment? Please rank the 
answers on a scale of 1 (most important responsibility) to 5 (least important responsibility)  

  answered question 61 

  1 2 3 4 5 
Rating 

Average 
Response 

Count 

To the 
needs and 

goals of the 
individual 
coachee 

54.1% 
(33) 

26.2% 
(16) 

9.8% (6) 6.6% (4) 3.3% (2) 1.00 61 

To the 
needs and 

goals of the 
sponsoring 

organisation 

14.8% (9) 
29.5% 
(18) 

27.9% 
(17) 

16.4% 
(10) 

11.5% (7) 1.00 61 

To the 
needs and 

goals of the 
coachee’s 

line 
manager 

1.6% (1) 9.8% (6) 
36.1% 
(22) 

34.4% 
(21) 

18.0% 
(11) 

1.00 61 

To the 
needs and 

goals of the 
coachee’s 

team 

8.2% (5) 11.5% (7) 11.5% (7) 
34.4% 
(21) 

34.4% 
(21) 

1.00 61 

To the 
coach’s 

own ethics, 
values and 

integrity 

21.3% 
(13) 

23.0% 
(14) 

14.8% (9) 8.2% (5) 
32.8% 
(20) 

1.00 61 

Additional Comments 21 

1. 
Assumes the client is the organisation. 
Don't believe it is appropriate to include coach's ethics in the list. I would expect coach to confirm 
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1. Where does a coach's responsibility lie in an executive coaching assignment? Please rank the 
answers on a scale of 1 (most important responsibility) to 5 (least important responsibility)  

alignment on ethics before undertaking the assignment 

2.  Great question, I am assuming this is a 1:1 Executive Coaching assignment you are referring to here. 

3. 
though this does depend on what has been contracted of course and individual assignments may 
include some elements which relate to the goals/needs of other stakeholders. 

4. This ranking system feels like a false dichotomy. I believe all of these goals are important. 

5. 
The Coach's own ethics and integrity underpin everything, but ultimately everything should be in 
service of the ultimate client who is the sponsoring organisation 

6. 

Not sure I fully understand the questions, but if by the coach`s OWN ethics... you mean his 
PROFESSIONAL ethics, it is a 5. I might swap the 4 and the 3 around, depending on the contract and 
the 3 is here based on the assumption of equal PARTNERSHIP in coaching, not a lower priority of the 
my responsibility to the coachee... 

7. 

Difficult top priority as the coaching relationship is fundamental and thus the coachee could almost be 
placed first - but to coach outside ones ethical framework would be to completely compromise the 
coaching relationship. Next is easier in placing the sponsoring organisation in the order, as whilst one 
might hope Team and Manager would benefit from the Coachee's development - there is less direct 
responsibility here - indeed the interest of the coachee may in some circumstances, be in conflict with 
their goals. 

8. 

The coach's main responsibility lies with him and his relationship with his client, but if the Sponsoring 
organisation has commissioned the coaching on behalf of the client, then I will feel a degree of 
responsibility to the organisation as well. 
However, confidentiality and transparency will be an important of the formulation of the contract 
process. 

9. as a coach we are an ally of the coachee and the objectives of the coaching process 

10. 

This is difficult one to rank: I think that the coach's own ethics, values and integrity would feature more 
highly in the ranking if these were being 'compromised' by the needs of the coachee, coachee's line 
manager or the organisation as it might be difficult to continue as a coach is such circumstances as 
there needs to be a responsibility to one's self. 

11. 
My aim is to be the best coach I can be - this I feel is done best by coming from a stand where the 
coachee's need and goal is key, thus creating a win win for the coachee and the sponsoring 
organisation. 

12. Ideally, you will clearly align all of these goals in your contracting phase to dramatically reduce conflict. 

13. 

Knowing what's right in principle can blind us to the rightness of associated goals and actions in 
different contexts. Sometimes a more oblique approach can serve the interests of the client better. 
This indirectness of approach may not be acceptable to the manager or the team. The coach's 
responsibility is to enable the client to see the context and the possible implications of their preferred 
solution and coach the manager to explore the benefits to be gained from adopting an indirect 
approach to the solution. 

14. 

In answering these questions I would point out that each executive coaching assignment will depend 
on what is agreed to between the parties. I believe the needs and goals of the individual coachee 
have to be #1 at all times, and the variation in importance of the needs and goals of the line manager, 
team and/or organization will vary in importance based on the agreement reached. 
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1. Where does a coach's responsibility lie in an executive coaching assignment? Please rank the 
answers on a scale of 1 (most important responsibility) to 5 (least important responsibility)  

15. 

The coach must have strong ethics, values and integrity because of the complex relationships that the 
coach and coachee must manage together throughout the coaching engagement. Coaching is never 
done in isolation and the key stakeholders and organizational context are integral factors in the 
coaching process. The needs of the sponsoring organization must be aligned with the needs of the 
individual coachee. However, the individual coachee must come first if the coach is ever going to build 
trust, which is essential for achieving a successful coaching outcome. 

16. 
Found the q on ethics difficult to place so put it last as i think it's more about accountability to self than 
responsibility. 

17. If there were competing agenda's, these would need to be clarified up front at the agreement stage. 

18. 

This is a very tough question and I can imagine a range of different answers. The debate should be 
interesting! To some extent the answers depend on who is the coach's client. 
 
To explain my answers briefly, I would always out the coachee's needs first but in meeting those 
needs I could not compromise my ethics, values and integrity. To a degree the priority of needs for the 
line manager, organisation and team will vary on the particular circumstances. 

19. 

This is dependent on a whole host of variables - i.e. who commissioned the coaching, the 
circumstances in which the coaching was commissioned etc, culture of the organization etc The basis 
of my response it linked to degrees of impact and influence and importance of relationships. This is a 
good question to explore at contracting phase. 

20. 
One and two depend on who has hired me, and who is paying the bills. The source of the money 
speaks loudest in getting their needs met. 

21. Difficult when you think about it 
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2. What is the appropriate responsibility of a coach for ‘big picture’ issues such as the ‘credit 
crunch’ crisis, leadership ethics and/or sustainability?  

  answered question 61 

  
Response 
Percent 

Response 
Count 

These issues are irrelevant unless raised by the coachee as part of 
the coaching contract  41.0% 25 

The coach is responsible for exploring these issues by asking powerful 
questions on behalf of all stakeholders including the general public  21.3% 13 

The coach should adopt and promote a specific stance on these issues 
and not engage with individuals or organisations who do not share these 

values 
 3.3% 2 

Other - Please comment below  34.4% 21 

1. 
The coach should ask powerful questions to stretch the coachee around their goal(s). This for me 
represents the move beyond personal potential to 'pure' potential. 

2. 
The issues are important; and should be 'tested' by asking challenging questions. If the coachee does 
not believe they are relevant or important, the coach should let them go. 

3. 
Having a global mindset is valuable to the coach, these issues are out there adn are relevant, but not 
as an explicit agenda item, nor to be ignored - like any good coach, I think, the issues will be weaved 
in where appropriate. 

4. 

As coaches we are working with clients within their system, this can be complex in its own right, let 
alone in the context of the wider / bigger picture.  
As coaches we are there to support the clients on their agenda and towards their goals, we have a 
responsibility to be helping them explore, validate and understand their contexts. 

5. 

Coaching is about enhancing individual performance. This includes challenging perspective and 
thought processes both individually and to wider perspective, reflecting views and challenging thought 
processes without judgement and being courageous when entering the ZOUD. Entering into a 
coaching relationship requires a buy in to active challenge for both parties. 

6. 
I don't see them as 'irrelevant' but unless the coaching contract specifically required attention to these 
issues I would only raise them if it seemed appropriate in the moment 

7. 
The coach works on the client's issues and brings these big picture issues to play as an when they 
seem to have a relevance to the context 

8. These issues are never irrelevant as an important background to the reality of the coachee regardless 
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2. What is the appropriate responsibility of a coach for ‘big picture’ issues such as the ‘credit 
crunch’ crisis, leadership ethics and/or sustainability?  

on what systemic level his issues and the contract lie, but unless specifically raised by the coachee as 
a part of the contract, not necessary in the foreground. I would check out though with the coachee 
whether relevant at all or not, as I firmly believe we are parts of different systems - thus also affected 
by them, not only by the group or the organisational systems. So, in short, they are relevant, but to 
what extent depends on the contract and the issues. 

9. 

Would have gone for the middle one with the caviat of "where relevant". In MOST circumstances, 
promoting exploration of the wider "big picture" issues is a necessary element of building options and 
a framework for action - however some individuals may already have fully explored this area and 
require focus on more micro level issues .... and a few coaching issues may be more introspective. 

10. 
The coaching process is an awareness process so the big picture should emerge in this process. 
as far as our own ethics, we should refuse to work upfront for companies who are not on line with our 
values and walk the talk 

11. 
I don't think these issues are irrelevant but I don't think a coach should adopt a specific stance unless 
the law is being broken or something compromises their own ethics/values and they feel unable to 
continue despite having challenged the coachee. 

12. 
As stated above - the coachee agenda is key. If the stakeholder asks for elements to be included, 
then as a coach I would make reference either at the intake session on 'how might the coachee want 
to address them?'. 

13. 
I don't believe this is a hard and fast answer that fits all situations. I believe you must be listening for 
issues of potential integrity disconnects and, if you believe you hear one, make inquiries to help the 
client explore it. 

14. 

This is incredibly tough! I'm inclined to pick #2 as closest to my own philosophy, but it's not something 
which is solved for society in general. To what degree do you have a responsibility to a friend for 
asking tough questions about big picture issues? You use your judgment around the benefits and 
risks, your own stance and understanding of issues, and everything else. And realize that the coach 
usually doesn't understand the coachee's business and environment as much as the coachee does. 

15. 
It is vitally important that the coachee is encouraged to explore the ecological factors around their 
goals. They can then see that what seems to further their interests in the short term is only a quick fix 
because it changes the nature of the relationships on which the solution depended. 

16. 

The coach should understand and be prepared to work within the big picture because of the influence 
it has on the coachee and the sponsoring organization. Coaching in a vacuum is not effective and the 
more knowledgeable and prepared the coach is the more valuable the coaching experience will be for 
the coachee and organization. Coaches who do not "get" the 'big picture' make it difficult for coaching 
as a field to gain credibility. 

17. 
I would answer that they are irrelevant and add this comment - it may be part of the coaches wider 
responsibility outside the of the individual contract and within any organisational contract. Also, within 
any wider sphere - network etc. 

18. 

While these issues feel important to the coach, a whole host of other important issues could also be 
'big picture' and essential to the coach. Such as, religion, politics, war stance, justice, poverty, etc. 
Where does the coach's opinion stop? 
I was vote #1 above. 

19. 
It's important to be aware of external issues that may impact on business - it would be for the coachee 
to raise as part of contracting for the session. 
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2. What is the appropriate responsibility of a coach for ‘big picture’ issues such as the ‘credit 
crunch’ crisis, leadership ethics and/or sustainability?  

20. 
I feel the Coach has a responsibility to be aware of these issues and to determine thru questioning 
their impact on the client. 

21. 
Theoretically they are irrelevant, but depending on when they're happening and how related they are 
to the coachee's business and needs I would be happy to broach them with him/her. 
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3. When performance dips how would you challenge an individual that is in denial?  

  answered question 61 

  Never Sometimes Always 
Response 

Count 

I ask powerful questions and 
trust they will find new self 

awareness through this 
0.0% (0) 24.6% (15) 75.4% (46) 61 

I confront the coachee with my 
opinion that they are in denial 

and give examples of this 
18.6% (11) 66.1% (39) 15.3% (9) 59 

I give the coachee feedback as 
to the impact of their behaviour 

on me as their coach 
14.8% (9) 59.0% (36) 26.2% (16) 61 

I seek the feedback and 
involvement of other 

stakeholders such as their line 
manager 

26.7% (16) 58.3% (35) 15.0% (9) 60 

Additional Comments 18 

1. 
providing feedback is at the heart of our role as coaches, however, supporting the client through 
powerful questions that raise awareness is the platform on which our own understanding of the client's 
context and system can be developed so that effective feedback if necessary can be shared. 

2. Would only seek feedback with coachee's permission. 

3. 
I would tend to only seek involvement of others as a last resort when the other options have been 
tried. I do believe it is possible to do this while respecting confidentiality and with sensitivity but would 
expect the need to do this to be rare 

4. 
I strive to ask powerful questions or to mirror/offer my observations more often then confront or ask 
other stakeholders. I miss an alternative above about "I offer my observation and respect and 
acknowledge the denial being necessary for the time being" or something alike... 

5. 

1) Would also seek to get the coachee him/herself - to seek feedback of others (eg manager)  
2) In some circumstances my reaction to the individual may be of value - but should be confined to the 
context of our relationship - though they may well be able to interpret from this. 
3) Well directed Powerful questions should increase self awareness 
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3. When performance dips how would you challenge an individual that is in denial?  

4) A personal opinion may have value in opening further discussion where the coachee is happy to 
explore it - but confrontation backed by supporting examples risks becoming adversarial and 
unconstructive! 

6. 
The last point would only be done with the coachee's permission, unless it has been provided for in 
the original coaching contract. 

7. 

the coach is not a substitute of the line management so I would look at this with a systemic 
perspective and have the system "voice" the issues. 
 
when a client is in denial, it is not about giving our own opinion but challenging him about this denial 

8. if agreed with the coachee 

9. 
Context is all important here. If the issue in non-acceptance then it may be that they are unable to face 
facts because of their emotional state, are stuck because they cannot see alternatives or find the 
uncertainties in possible actions create anxiety or fear of the consequences. 

10. 

Some of the questions as worded were difficult to answer. For example, I always challenge or raise 
the bar in their self perception by asking powerful questions, sharing my intuition and staying curious. 
The use of the word "confront" was problematic for me since there is judgment there. Also, getting 
feedback from other stakeholders will only be done when it is part of the agreed approach. 

11. 

It is important to present credible performance information to the coachee. People who are not use to 
failing or performing below par have a difficult time comprehending or accepting that they are not 
playing at peak levels. They associate lower performance with lacking as a human being. Many tie 
their self-worth to the success of their careers and it takes skill to work them through this 
misconception. Therefore, I always use powerful questions along with feedback using a firm but 
compassionate approach to enable them to manage their emotional reaction and move to a more 
reasoned problem-solving approach. Some coachees want to by-pass the emotion and go straight to 
problem-solving or blaming which isn't always the wise way to confront performance or other issues. 

12. 
Would check this out as this may be my opinion and of course it depends on the coachee's own 
patterns as to decide what would be the most appropriate response. 

13. On #4, I invite the coachee to seek that feedback rather than doing it myself. 

14. I do number 3 when it is explicitly contracted for with all parties. 

15. 
Beyond powerful questions, role plays and other tools may be effective in raising self-awareness that 
the coachee is in denial. "Confronting" may be too strong a word but I would make it a point that the 
coachee realises what is going on. 

16. I would seek feedback and involvement of others only with the explicit permission of the coachee. 

17. 
I would ask the individual why performance is dipping and if the goals have changed from our initial 
meetings. 

18. 
Whether or not I will challenge them is a point covered in the initial discussion about how we're going 
to run the sessions. 
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4. In what percentage of your coaching time do you adopt a pure non-directive approach? 

  answered question 61 

% of coaching time  
Response 
Percent 

Response 
Count 

0%  1.6% 1 

1-20%  1.6% 1 

21-40%  4.9% 3 

41-60%  19.7% 12 

61-80%  34.4% 21 

81-99%  36.1% 22 

100%  1.6% 1 

Additional Comments 17 

1. 
For me it's about holding to being non-judgemental and serving your coaching in the best way you can 
and sometimes that’s by direct challenge. I trust they hear my intention. 

2. 

I have noticed that at times my questions have been over-complicated when I am concentrating on 
maintaining my non-directive perspective, I'm working on that. 
The key for me is that in sharing anything, in terms of perspective, experience or knowledge, I am 
sharing that in a way that leaves the client able to use it in whatever way he/she chooses, or not as 
the case may be. I am not attached to what I share. 

3. 
This is hard to say for me as I am eclectic and don't follow a single model/approach, it depends on the 
here and now 

4. I'm not perfect, so I can't give myself 100% -but it is definitely over 90%. 

5. 
I strive to achieve this level but I do not always succeed so sometimes 61-80 would be more 
appropriate. 
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4. In what percentage of your coaching time do you adopt a pure non-directive approach? 

6. 

I interpret the "Pure non-directive" to demand witholding of any personal opinion, thoughts and 
suggested possibilities. 
In truth, an executive coaching relationship often invites and needs the contribution of ideas from the 
coach to stimulate fuller exploration - blind adherence to "pure non-directive" can seem frustrating and 
naive .. though the coach should never assert that theirs is the only/ right / best way forward .... 

7. 

As a general rule, my preferred style is non-directive, but there may be exceptional circumstances 
when some direction is necessary. 
For example, if some one with low self esteem appears to be completely lost about the next step 
despite exploring a range of possibilities, then I would offer some direction. 

8. 
Difficult to give an exact percentage as it will depend on the coachee/issue and how 'stuck' they are 
with finding their way through to a 'solution/way forward': I would only ever offer 'advice' with 
permission. 

9. 

My perspective of people as observers and creators of their own reality causes me to adopt a 
solutions focus that is constructed by the client. Not as a logical sequence of directed activities, but as 
language, moods and behaviours that will deliver their goal as a by-product. This sustains the interest, 
commitment and will of the client as they are engaged in activities that they see as fulfilling and 
meaningful at a soul level. 

10. 
The non-directive approach usually leads to the coachee asking for a directive approach as it pertains 
to seeking my feedback, observation, advice and teaching skills or role-playing different scenarios, 
etc. 

11. 
About 80% of time and when I move out of that mode when it is what the client really requires I label 
what I'm doing and note that it is a change in the process 

12. 

Very rarely do I adopt a directive approach. Two stimuli prompt me to be directive. Firstly, if the 
coachee asks explicitly for my directive guidance because for example I have experience of his/her 
situation and even then my first responses are non-directive to increase the coachee's awareness. 
Secondly, if I feel that serious harm will be caused to the coachee, to other people, or to the coachee's 
organisation if I am not directive - this is extremely rare. 

13. 

I strongly believe that coaching is a collaboration between the coachee and the coach. Every choice of 
question we make as a coach has an impact on the direction a coaching relationship can take and an 
impact on the direction the coachee will take. There is no such thing as non directive communication, 
let alone non-directive coaching. 

14. 
Difficult to assess - there could be unconscious processes going on - this is something that I explore 
with my supervision and there are times when direction is sought from the coachee - this in it self is 
explored during the session. 

15. 

I believe there's a continuum between totally directive and totally non-directive. I always stay in the 
"non-directive" half of the continuum, but slide along it depending on my client's needs, experience 
etc. However I'm always passive ("have you thought about x?" "What might happen if you did y?"), 
rather than active ("why don't you think about x / y?"). The key for me is to ensure that the output of 
discussions arising from any suggestions or ideas I put in, are owned totally by the client. 

16. 

Speaking as a coaching consultant, we as coaches should 'direct' only when invited to do so. Nothing 
should be assumed. Best method, ask: "What role would you like me to take in this endeavour?"  
Ours is a leadership support role, a guidance trust, not a 'take-over'. If we direct without invitation, we 
could give the impression that feel we could do the executives job better then they can. That could 
even be true, but that message guarantees your opportunity mortality rate will be very, very high. 
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4. In what percentage of your coaching time do you adopt a pure non-directive approach? 

17. 
It can also depend on what type of session we're having. I tend to preface directive 
statements/questions with a request for permission to do so, especially if s/he's evidently 
uncomfortable at being challenged. 

 

 


