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Research-based coaching models for practical application are very helpful in coaching employees in an organization. Each of the research-based coaching models is tailored to achieve a certain objective. Most importantly, these models help learners to transform their theoretical knowledge into practical effectiveness. Learning theories illustrate the ignorant nature of the education systems and that is what research-based coaching models are designed to rectify. Each of the training models is based on a particular theory of study to ensure that it has the desired featured that can enable it to achieve training objectives (Bachkirova, Spence, & Drake, 2017). Adult learning theory, for example, is a theory that highlights some of the gaps in the education system and some weaknesses that educators might have despite going through those systems. Adults later prefer to attend a school or different training and coaching platforms just to ensure that they get the required skills.
It is one thing to be a graduate and it’s another to have the necessary skills necessary to undertake various roles at the workplace. The education system equips learners with the necessary knowledge of what they need to do at any given time or what they should know about what constitutes an effective practice. The problem is that learners do not have the necessary skills to apply to use those approaches. This is what research-based coaching models intents to achieve. Several research-based training models are very helpful and that can help to equip employees or learners with the necessary skills required to approach different effective practices.
Workshops are the first research-based training model which targets skills in isolated ways. The good thing about workshops is that they are designed to achieve a set objective and those who attend are equipped with skills about a particular problem (Dembkowski, Eldridge, & Whitmore,2016). This is one of the most effective models that are very reliable and many companies both in the public and private sector heavily rely on it for training its staff. Workshops are training models that simplify learning processes to ensure that all those are involved benefit from the training program. This training program is guided by set objectives and so the training materials are designed to achieve just those objectives. Using this system of thinking, it is very easy to ensure that each trainee understands what it's intended to be communicated.
Instructional coaching is another category of the research-based coaching model. This is the most effective professional development strategy and provides institutional support at the classroom level. This is normally an ongoing, collaborative, and extended basis with a focus on the nature of content that students are being exposed to. Normally in many institutions of learning, learners are exposed to very shallow thinking and unverified content that does not have any benefits apart from helping them to pass their provisional exams. Institutional coaching comes in to help in designing and delivering marketable content and that can help a learner to solve a real-life problem. Most importantly, instructional training just like any other research-based training model is very objective with what its intents to achieve.
The main aim of instructional coaching is that it aims at achieving high-quality professional development. Coaching research is very important and benefits both the teacher and the learner as well. There are very many benefits of instructional coaching starting with the fact that it's very professional and is designed to equip the learner with practical skills. This is the kind of coaching that improves performance and attitude towards work. There are other many benefits associated with instructional coaching and each is designed to increase performance efficiency, the overall feeling of efficiency, and student learning as well. Many companies rely on this training model to help their employee acquire the necessary skills that they require. To fully enjoy the advantages of instructional training, it is important to understand the target audience and the nature of training materials that will be used. It is easy to design a training program or plan and at the end of the day, it fails to sire any fruits.
Literacy coaching is another model of the research-based training model. This is a model that is designed to bring out the best in every trainee, mostly it's applied in large companies that deal with tech-related accessories. Literacy training is very objective and aims at helping the trainees to acquire additional skills not necessarily in the same field also in different fields. This is unlike in a school setting where students are equipped with skills about a particular discipline. For example, a tech company might be interested in launching a new product and so its technical team has to be heavily trained on how that device is going to be designed, marketed, and promoted after successful invention. Since the model is very helpful and diverse, it is very relevant for people who would want to change careers. This is usually intensive training that equips the training with the necessary skills to undertake multiple roles (Allen, 2016).
There are hundreds of organizations that have both internal and external coaches. This is not something new in the corporate worlds considering that training exercises are conducted almost every day. Some organizations have internal trainers who are constantly engaged with the organization’s employee to ensure that they deliver the best as per the company’s expectations. Normally internal coaches serve three main functions; the first function is to train new employees and familiarize them with the company’s policies and working environment (Elish-Piper, L'Allier, &Kanopy, 2016). The second role is to coach employees on any new development with the organization such as the introduction of a new product, and lastly to train the organization’s staff on regular basis and especially those who fail to meet set goals and objectives. almost 70% of the top 100 companies have both internal and external coaches. These are companies that are very complex and whose survival is depended on employee commitment. Apple Inc., Microsoft, Samsung, and Amazon.com are the few international organizations that have both external and internal coaches.
Executive coaching, life coaching, and coaching, in general, helps employees to gain great credibility in the business field. Coaching is usually designed to help an employee improve their performance and commitment as per the organization’s set objective. Several benefits can be attached to both external and internal coaching. Some of the benefits that make internal coaching the best practice include; low cost, this is because the coach is part of the organization which means that he or she is paid as per the contract terms (Association for Coaching, 2014). This is unlike external coaches who are hired and have to be paid huge sums of money anytime their services are needed. More control and also very consistent with whatever they do, external coaches are very committed to their work because they are part of the organization and has so much to lose if they do not perform well. Scheduling flexibility, this means that coaching can be scheduled and rescheduled at any given time since the coach is within reach. This is unlike external coaches who work on a fixed schedule and rescheduling can be very costly for the company. Other benefits include; internal coaches understand the company’s culture much better and have additional exposure to the company’s operations.
It is not that internal coaches are better than external coaches but each has its advantages. There are very many benefits with external coaches including; high credibility, this is the best and probably the most equipped and exposed to market trends. These coaches train different groups and understand the challenges that are with each segment and how to handle them. There is also great objectivity, this means that they are more objective or have a higher desire to achieve. This is usually a prepared group that is armed with every fact needed to make things work for the best. Also, external coaches bring new or fresh perspective (DuBrin, 2015). This is unlike internal coaches who are used to the company’s culture and so most of their ideas or meant to promote that culture. External coaches are very fresh and bring in new ideas that might be of great help to the company, it is good to hear from a different person who has new ideas rather than a person trying to enforce probably a failed idea. External coaches exercise a very high level of confidentiality.
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