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1. Survey Approach
The Coachee Survey was developed from a Jobs-to-be-Done workshop 
conducted in Learnovate as part of the Personalised AI Coaching 
project.

A persona of the coachee (a person who receives coaching) was 
developed along with the ‘jobs’ they are trying to get done with a 
human or AI coach (or both).

The outputs from the workshop formed the basis of the survey which 
was shared via Survey Monkey.

While only 15 responses were obtained, the qualitative data in relation 
to the open-ended questions in particular proves interesting.



2. Cormac | Our Coachee Persona

Job: Product Manager in a large tech 
company

Age: 42

Education: Undergraduate degree & CIPD
Lots of work experience

Technology: Zoom/Teams
LinkedIn
Company tech systems 
Experimenting with GenAI/ChatGPT
Uses some social media (limited)



2. Cormac | Our Coachee Persona

Personality:

Ambitious & interested in self-development – he wants to 

keep up with the (increasingly) fast pace of change at work

Curious about new tech but is time-poor & is working long 

hours – would like to improve his work/life balance 

Wants to be a good leader & wants to learn

Would like to improve his skill set 



2. Cormac | Our Coachee Persona

How he buys

● References from colleagues/friends
● Sourcing expertise privately perhaps through listening to 

podcasts/audiobooks on his commute
● Company access e.g., wellbeing programs or 

professional development offered by HR
● Tools he can access for free

His influencers

● Family, friends & peers & his manager 
● Online communities or discussion forums/social 

media/LinkedIn
● Conferences 
● He may know a coach or a professional in this space



3. Jobs-to-be-Done (ranked)
Cormac needs to:

upskill to remain relevant & to feel more secure about his 

future as well as doing his job better

build his confidence & trust to improve his career prospects 

& potentially be promoted

be seen as someone who is continuously improving while 

developing in areas like collaboration & time management

be viewed as innovative/trendsetting and not to appear 

outdated

better manage his work/life balance while focusing on the 

valuable work & reducing stress - he wants his work life to 

have meaning



4. Survey Questions from JTBD Workshop
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5. Key Survey Findings
1. Previous coaching experiences are predominantly positive.
Respondents repeatedly describe effective coaching in terms of trust, 
being listened to, feeling understood, personal connection and having 
the coaching adapted to their needs. 

2. The human relationship appears to be central to coaching 
effectiveness. The strongest positive comments aren't simply about the 
coach providing answers. They concern the quality of the relationship: 
feeling heard and seen, a judgement-free coach, a 1-to-1 human 
connection, and a coach who develops an understanding of the 
individual's needs.

3. Good coaching needs to preserve the coachee's agency. An 
interesting theme emerges around the distinction between coaching and 
advice-giving. 



5. Key Survey Findings
4. Trust depends on both credentials and relationship quality. Respondents 
mention expertise, qualifications/accreditation, recommendations and 
relevant experience, alongside softer relational factors such as confidentiality, 
rapport, active listening, personal connection and shared values. 

5. There is very strong appetite for future coaching. Of the 13 previous 
coaching recipients, 10 (77%) are "very open" to working with a coach again, 
while the remaining 3 (23%) may be open to it. None of this group rejected 
future coaching.

6. Continuity and accessibility are potential weaknesses in traditional 
coaching. Respondents mention coaching being short-lived, availability and 
conflicting priorities, time restrictions, and not having coaching support 
available when it is most needed. One respondent specifically noted difficulty 
maintaining the benefits once regular support ended. This points towards a 
potential opportunity for between-session support and ongoing 
reinforcement.



5. Key Survey Findings | Overall Findings



5. Key Survey Findings | Overall Findings



5. Key Survey Findings | Overall Findings



5. Key Findings | The Voices of the Coachees
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6. A Wider View of the Coachees



6. A Wider View of the Coachees



7. AI & Coaching
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8. Potential Next Steps for our Research
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Thank you!

www.learnovatecentre.org 
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