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Whether it is in our personal, social or 
professional lives, we are living in the most com-

petitive time in history.  Achievement seems to be 

the leading indicator of success: the 15 hour work-

week, followed by hours at the gym, to reading endless 

biographies of those who have ‘made it’.  Today, more 

and more people are working harder to improve them-

selves physically, mentally and spiritually - all looking 

for that behavioral advantage which will take them to 

the top. 

 

In today’s business environment, organizations are 

looking for every advantage to realize superior financial 

results.  Corporations are finally starting to realize the 

road they have been traveling on to success has taken 

a sharp turn.  In the past, the greatest effort was put on 

developing financial capital.  Now, it is widely held that 

to be a superior company, more focus needs to be 

placed on developing their human capital.  This is not 

to say that developing financial capital is unimportant.  

 

It is and always will be, but there needs to be a shift in 

focus.  More emphasis has to be put on the develop-

ment of human capital if an organization wants to 

achieve peak performance.  The question is how to ac-

complish that goal. 

 

In the past, the norm for organizations was spending 

millions of dollars on trying to change behaviors and 

increase the performance of their employees, espe-

cially their leaders.  Companies would identify their 

high-potentials and send them off to countless retreats 

and seminars to learn the latest theories on enhanced 

performance.  Usually, they started out by learning to 

be trustworthy of their team members by closing their 

eyes and falling backwards, hopefully into the arms of 

some strangers not too bored and still awake enough 

to catch them.  Then came the latest guru and inspira-

tional speaker trying to convince the audience that they 

have the elusive answers to better performance, which 

could be learned by reading their latest book.  
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S o  w h a t  i s  c o a c h i n g ,  r e a l l y ?   
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I am not saying that these endeavors were a complete 

waste of time.  As a matter of fact, I believe the com-

plete opposite. There are brilliant consultants, lectur-

ers and very successful business leaders sharing their 

incredible insight, vast experience and years of ex-

haustive research.  The problem is, you get this great 

wealth of new information which you are excited about 

applying at the first opportunity.  This new information 

has taken you out of your comfort zone and stretched 

you into using new behaviors.  So why, after a few 

days, maybe even a couple of weeks, do you slowly 

slide back to the comfort of your old behaviors, leaving 

those new and exciting ideas on the shelf with all those 

other failed attempts of change?  It is because you 

were never given the tools needed to sustain the new 

behavior change. 
 

Coaching, in this case organizational and executive 

coaching, is the tool which helps you sustain those new 

behavior changes.  Coaching is now an estimated $1.5 

billion dollar industry with a conservative estimate of 

30,000 coaches worldwide (according to new research 

by PriceWaterhouseCoopers which was done for the 

International Coaching Federation).  This is based on 

5,415 responses from coaches in 73 countries.   

 
 
Companies, even the federal government, are hiring 

staff coaches to work with employees.  Some employ-

ers are even trying to entice prospective new hires by 

touting executive coaching.  In a 2004 survey by Right 

Management Consultants (Philadelphia), 86% of com-

panies said they used coaching to sharpen the skills of 

individuals who have been identified as future organi-

zational leaders.  It is widely accepted by CFOs and 

management development specialists that few leader-

ship development interventions have the potential of 

coaching.  

 

Coaching, in the theoretical sense, is the process used to facilitate others to  

 

 

discover the best way to successfully accomplish a goal.  It is a collaborative process that em-

powers people to realize their potential through building awareness, responsibility and action to-

ward positive, lasting change.  Coaching is more about asking the right questions, than providing 

answers.  A coach engages in a collaborative alliance with the individual to establish and clarify 

purpose and goals, and to then develop a plan of action to achieve these goals. Coaching is all 

about self-directed learning.  Like the old saying goes, “give a man a fish and he eats for a day, 

teach a man to fish and he eats for a lifetime.” 

Coaching is a tremendous discipline that has the potential to help people achieve whatever they desire.  As a matter 

of fact, it has been proven that in order to really stretch yourself and truly achieve your goal, coaching is a necessity, 

not a luxury.  Ask any true achiever if they could have reached their goal alone.  An honest answer will be a resounding 

‘no’.  As great as the potential of coaching is, years of experience has shown me that the predominant current model 

of coaching, self-directed learning, does not work in the high stakes, fast-paced, time sensitive world of corporate 

America.  Left to figure things out for themselves, employees feel frustrated and confused more often than not.  Con-

stantly having to deal with deadlines, results and the desire to achieve, employees welcome the idea of coaching and 

finding new ways to improve their performance.  They do not have the time to figure things out for themselves.   

They want a coach, but with a different model.  
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At JCris Consulting Group, we have developed such a 

model and use it with great success.  The Power Coaching 

model is a hybrid style of coaching.  It combines the prin-

ciples of coaching and consulting in order to facilitate pos-

itive action and peak performance.  It maintains that a 

Power Coach must have an expertise in the area in which 

they are coaching.  This allows them to take a more asser-

tive and directive approach.  Power Coaches always stay 

true to the fundamental principle of not giving answers, but 

because of their expertise, have the freedom to offer alter-

native ways of thinking in order to help guide the individual 

to reach their goal in the shortest amount of time. 

Power Coaching is based on the cognitive foundation of 

motives-driven thought.  Thought drives behaviors and be-

haviors drive results.  Power Coaching helps individuals 

develop new ways of thinking by exploring their motives 

and values and aligning them with their job requirements 

and their organizations’ vision.  Using optimistic question-

ing, effective stretch S.M.A.R.T. Goal Setting and proper 

feedback, Power Coaching brings employees out of their 

comfort zones and helps them reach their peak perfor-

mance and realized potential.     

Power Coaching takes a systematic approach.  Dedicated 

to continually moving an employee forward toward achiev-

ing results, it is always done in alignment and with the or-

ganization.  First, a full set of assessments are used to es-

tablish the current reality.  Then the desired reality is iden-

tified, along with a ‘process’, or steps, to reach that new 

reality.  The Power Coach then helps the employees cre-

ate S.M.A.R.T. stretch goals that become the bridge Power 

Coaches believe in:  maintain a concrete vision of the end 

result, with a commitment to the newly established process 

to get there.  A focus on end results without attention to 

process is doomed to fail. 

Power Coaching works, but be wary of those coaches who 

promise an ROI of ridiculous proportion.  A Power Coach 

knows there is no such thing as a hard ROI in coaching.  

Coaching is a long-term investment in the development of 

an organizations’ most important asset …  

t h e i r  h u m a n  c a p i t a l .  
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