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Evaluation of Coach Education
Coaching education has been linked directly to improved performance and increased ratings of potentials for career advancements. It has also been considered important in improving satisfaction. However, one important factor that remains is how to determine an effective coach. This essay examines the evaluation process for coach education. Evaluation coaching is important because it provides timely information used to make decisions. As argued in this essay, despite the evaluation model the organization uses, coaching effectiveness depends on the quality of the relationship between the coach and the beneficiaries.
Different evaluation models exist to help evaluators undertake the evaluation process successfully. According to Carter et al. (2005), some of the evaluation models include Kirkpatrick’s model and systematic approach-based models. Each of these models has developed a process to assess the factors that contribute to coaching effectiveness and one thing has come out clearly; that coaching effectiveness or ineffectiveness can be found by looking at their coach’s relationship with the beneficiaries (Carter et al., 2005).
One of the most effective coaches' education evaluations is the systematic approach-based model. According to Carter et al. (2005), this model considers the importance of identifying evaluation foals and aims at the beginning of the process. According to Carter et al. (2005), this difference is what makes this model more effective compared to the others such as Kirkpatrick’s model. The model identifies various factors and elements of coaching education, which are used to determine the effectiveness and ineffectiveness of the process.
First, the model looks at the nature of coaching, which influences what people get out of the coaching process. As Carter et al. (2005) further assert the credibility of coach education depends on being able to help those being coached to realize the set objectives. This is what sets coaches different from others during evaluation. Some coaches use the traditional method to train. Coaching practice is an individually focused process, which is an important factor in determining the effectiveness of a coach.
Another element is the purpose of coaching. As Beets and Goodman (2012) explain, one of the challenging aspects of training is that many trainers do not demonstrate their understanding of the training purpose and goals. Edwards et al. (2003) further assert that one of the challenges in evaluating coaching is the ability to determine the purpose. The purpose involves identifying what questions need to be answered and the kind of decisions to be made during the evaluation or even after the process. The systematic approached-based model identifies the importance of goal-setting before the evaluation to ensure that the evaluators can understand and identify the kinds of questions they need to ask as well as the decisions they need to make.
Designing the purpose of the evaluation is important because it helps the evaluator ensure that they have the right information. For example, if the purpose is to determine the quality of coaches in education, the evaluator must formulate a set of questions that depend on the evaluators’ decision to share the feedback to improve quality, who to share the information with, and any decision to make.
Another important element is to define and choose the best design for the evaluation. According to Carter et al. (2005), choosing the appropriate design is critical in achieving the best coach education evaluation. Most of the people who are charged with the responsibility of undertaking the evaluation process lack critical skills such as form research and statistical skills, which inhibit their ability to generate alternative explanations for the observations they make during evaluation.
From the above findings, coach education evaluation is like any other evaluation that requires a systematic approach-based model to determine the effectiveness and ineffectiveness of a coach. This involves setting the goals and choosing the right design, which will provide the right and adequate information for the evaluator.
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