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myths

01
coaches are nice guys.

03
successful executives are 

psychologically well-adjusted 
and mentally healthy, and 

can help themselves.

05
it is difficult, if not 

impossible, to measure 
the outcome.

02
coaching offers attractive 
financial returns.

04
why hire a coach when we 
have so many good managers 
and mentors in our company?

COACHING 
IT RIGHT 
Like any new professional practice 

or new idea, the emerging field 

of executive coaching is also 

understandably shrouded in myths  

and misconceptions.  

Pradipta Mohapatra and  

Ganesh Chella, authors of  

Are you ready for the corner office?  

dispel some of the popular 

misconceptions around executive 

coaching.

BUSTED
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good coaches see coaching 
as an opportunity to give back and make a 
contribution to the development of others.

If coaches were to account for all the time and effort 
they invest in each engagement and were to calculate their 
real returns, they would only end up being disappointed. 
The reason for this is that good coaches seldom stick to 
contractual terms in terms of the number of sessions or the 
extent to which they are available to their coachees. Such 
coaches will continue to engage with their clients until they 
are able to witness any visible progress and the coachees 
reach a point where they feel self-sufficient.

Coaches also invest a lot of time in reporting session 
summaries to coachees, keeping sponsors informed, 
receiving supervisory support, professional development,  
documentation of their experiences, and so on. While 
coaches do not work for free and coaching is expensive, 
when you see it against the physical and emotional 
investments that coaches make, one realizes that good 
coaches are not doing it for money. The truth is that 
coaching is a noble, fulfilling, and sustainable profession 
with reasonable returns. Coaches get better and better with 
every practice. Above all, good coaches see coaching as an 
opportunity to give back and make a contribution to the 
development of others. Also, if someone enters the field to 
make money, they are soon disappointed because it is  
time-consuming and effort-intensive when compared to 
other professional services.

successful executives are psychologically  
well-adjusted and can help themselves

It is generally true that executives are able to reach senior 
positions and achieve success only because they are extremely 
talented and emotionally intelligent. Their emotional 
intelligence normally helps them cope with and manage the 
inevitable pressures and stress in their work and personal lives. 
Therefore, it is only the highly talented and psychologically 
well-adjusted who normally reach senior executive positions 
and are given access to executive coaching. However there 
is increasing evidence that radical socio-cultural shifts in 
India, compounded by complex and demanding jobs, lead 
to transient situational disturbances. While time is a healer 
in most cases, it is evident that these disturbances when 
prolonged and unaddressed can become acute. 

coaches are nice guys

One of the popular myths in organizations is the belief 
that being coaching-oriented is a sign of weakness. When 
compared with some of the alpha male executives, coaches 
might come across as genteel in style and tentative in 
language. Therefore, a coach is likely to be seen as a  
mushy and soft person. His or her ability to listen, 
empathize, and understand might be seen as being  
almost permissive. 

This is far from the truth. Coaches, unlike executives, 
are trained to grapple with a range of emotionally troubled 
zones of their coachees in an empathic, but  
tough-minded manner. They can encourage like no 
executive can, but can also confront and challenge  
self-defeating behaviors in a respectful manner. They can 
support, but can also give strong feedback in a way that 
does not cause harm. They will show patience and faith 
in their coachees, but will also ask hard questions to hold 
them accountable for their commitments to change.

The influencing skills that coaches possess come out 
of their credibility, skills, and stature, and this makes them 
anything but nice guys. 

coaching offers attractive financial returns

The number of people hurrying to acquire a coaching 
certificate and set up a coaching practice resembles the 
dot-com rush. Many get into coaching under the false 
impression that it offers attractive financial returns for a 
small investment. 

The coaching stories in Are you ready for the corner office?  
show how the coaches invest time and emotional energy 
and devote a huge amount of mind space to help their 
coachees accomplish their goals. 
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Many coaches today are seeing increasing instances 
of coachees experiencing a fair amount of stress and 
mental disturbance. This gets manifested by way of lack 
of emotional regulation, psychosomatic ailments, and a 
sense of lack of purpose. The cause for this can be traced 
to the fact that most often, executive coaches are invited to 
engage with coachees when they are making a significant 
transition, or are being groomed for higher responsibilities, 
or are expected to perform at a higher level. All of these 
certainly cause a certain level of eustress or distress. To deal 
with this, coaches need a far higher level of psychological 
literacy than ever before. They need to find ways to read 
symptoms of distress and respond by increasing the coping 
capacity and internal resources of the coachees.  

In extreme cases, coaches will also need to refer their 
coachees to additional sources of help. As the business 
environment becomes more uncertain, jobs will become 
more complex and the socio-cultural fabric more 
unstable— more and more coaches will find that their 
talented coachees are struggling to cope with stress and will 
turn to them for support.

why hire a coach when we have so many good 
managers and mentors in our company?

There is a huge confusion about the role differences 
between managers, mentors, and coaches. While all of 
them can engage in one form of helping relationship or 
the other, it is not well understood that there are nuanced 
differences in the nature of help each one of them can 
offer. The immediate manager is certainly well-positioned 
to engage with the team member while addressing 
performance and developmental needs. However, it must 
be understood that managers tend to be too emotionally 

involved and invested in their team members—to be able 
to offer dispassionate and objective help.

Mentors, on the other hand, are interested and 
concerned but not so emotionally involved, and are 
therefore in a better position to offer help to their protégés. 
However, the nature of help that they can offer relates to 
their organizational wisdom and ‘been there done that’ 
perspective. Being senior to the people that they mentor, 
mentors also give advice and offer suggestions. Most 
importantly, a mentor is sought out by a protégé and to that 
extent, their relationship is open-ended and informal. 

In contrast, executive coaches are in a formal and 
contractual relationship with their coachees. They use their 
skills in combination with their professional commitment 
and credibility  to help their coachees solve problems and 
realize their potential. 

In summary, managers and mentors are in a position 
to help under certain circumstances, but that is not their 
day job. Coaches are professionally trained specifically to 
engage in a formal helping relationship. So, what one can 
do, the other cannot easily replace.

it is difficult, if not impossible, to measure the 
outcome

Many believe that coaching is subjective, opaque, and 
difficult to fathom as a professional practice and therefore 
quite hard to measure outcomes. However, good coaches 
are always able to remain transparent about their practice 
and processes, and are able to offer their coachees and 
sponsors a variety of means through which effectiveness 
can be measured. To begin with, good coaches ensure 
that they are working with individuals who are coachable 
and take on only those needs of the coachees and 
sponsoring organizations that are amenable to coaching. 
Secondly, good coaches ensure they establish concrete 
and measurable coaching goals that are endorsed by the 
sponsor. A clear coaching goal is the most crucial ingredient 
for measurement. Good coaches also ensure that goals are 
converted into clear strategies and action plans so that the 
coachee knows how he/she is supposed to achieve it. 

Coaches need to find ways to read 
symptoms of distress and respond by increasing 
the coping capacity and internal resources of 
the coachees.


