
The Barriers to coaching 

Whatever the nature of your organization, its culture and ethos will have an impact on your ability 

to perform as a coach. In 2018, the Chartered Institute of Personnel and Development (CIPD), 

Europe's largest HR development professional body, conducted research into the organizational 

barriers to effective coaching. 

It provides you with insight into why some organizations are reluctant or unable to implement 

effective internal coaching. 

 

The following list highlights the barriers that the research identified as preventing an organization 

from maximizing the benefits of coaching as a way to develop their personnel: 

• The organizational culture 

• Lack of understanding of the value of coaching 

• Not seen as a priority for the business 

• Resistance from senior management 

• Low levels of skills and experience within the organization 

• Lack of time and resources 

You need to assess how extensive these barriers are in your own organization when deciding if 

coaching is the right form of learning. If the organization has the majority of these barriers you 

may find that attempting to use coaching will have a detrimental rather than motivational effect. 

So before you start the coaching process you need to judge whether or not the organizational 

barriers are too strong for you to be successful. You can assess the extent of each barrier within 

your organization by asking yourself the following questions. 

Is the organizational culture conducive to coaching? 

If you are working in an organization where the existing leadership method is that of telling 

individuals how things are to be done and where everything is driven by 'red tape' you will find 

that the organization conflicts with the principles of coaching conflict. This constitutes the single 

largest barrier to successful coaching. 

Where an organization's leaders are unsupportive, often managing by dictating and using threats 

to gain short-term productivity, the overall culture makes it very difficult to integrate coaching 

principles into your team development efforts. 

The benefits of coaching can only be realized if the organization's leadership are prepared to 

take a long-term view of staff development. This aspect of the culture will be reflected in the 
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resources allocated to training and development, as well as the nature of remuneration and 

promotion policies. 

 

Is the value of coaching understood? 

In many organizations the senior management do not appreciate or understand what coaching 

can achieve. They are therefore unable to perceive that it can be a cost-effective way in which to 

develop their personnel. 

The management are unable to recognize the different levels at which coaching can achieve 

improvements and productivity - for example, the role of the executive coach compared with the 

role of the line manager as a coach. 

The overall perception of coaching can also be that it brings no 'real' benefits to the organization. 

It is often viewed as a time-wasting activity and therefore the senior team do not actively listen to 

individuals who attempt to implement coaching activities for their teams. 

 

What level of priority does the organization assign to coaching? 

Many organizations pay lip service to coaching, assigning it a low priority. This can be because 

they see it as only one of the tools a manager can use in their overall learning and development 

strategy. This belief ensures that coaching is positioned as part of a wider culture change 

process rather than an isolated development activity. 

 

 

 


