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Coaches and Consultants

Lonely at the Top?
Change That with an Executive Coach

Why would someone who has
“made it” hire an executive
coach?  After all, haven’t they

done what they set out to accomplish?  If
they have made it to the top, where else is
there to go? The answers are many. Here
are a few.
����� No matter how far we go in life, we

always long for something.  This is espe-
cially true for brilliant, highly successful
individuals.  By the time we “make it” in
one area of our lives, other areas usually
have suffered.
����� Working diligently to get where we

want to be and actually being there are
dramatically different experiences.  Take a
newly promoted CEO for example.  She
knew how to land the job.  Now what is
her strategy?
����� After years of stellar performance, the

sales director seems to be hitting the wall.
The tools he used to achieve success no

longer get results.  Who can help move
this key performer forward and how?
����� What about the executive or physi-

cian who is bored?  It’s not time to retire,
yet he longs for new experiences.  With
whom can he explore his ideas?  “It’s
lonely at the top” is not only a familiar
saying, but the truth.

Hiring an  executive coach to confide in
and help you think in new directions can be
a key to your success.

What is the best way to find an executive
coach? Use the tools that got you where you
are today — due diligence and your gut.

Talk to people who have worked with
an executive coach. Doing this will help
you to learn what to expect, what not to
expect and how the coaching process may
have surprised them. Ask what they would
have done differently, what worked for
them and what bottom-line results did
they get. As with any investment, research

what your return might be.
If an associate had a poor experience,

don’t be blinded by it. Coaching would
not be one of the fastest growing profes-
sions if it didn’t produce great results.  Any
rapidly growing industry attracts the good
guys and the not-so-good guys. This is
where your gut comes in. Interview a few
prospective executive coaches and listen
between the lines.

Be sure that the coach is certified and
experienced in the type of coaching that
you require. An executive coach is not
necessarily the same as a life coach, lead-
ership, relationship or spiritual coach.
Each has their own specialty.  Know what
you want to gain through this partner-
ship.

Read the following articles, which are
easily found online:

Fortune Magazine: So You’re a Player,
Do You Need a Coach?

Inc. Magazine:  The Well-Balanced Life:
Got Game?

Fast Company Magazine:  The Art of
Getting Things Done.

If you have a hunch that an executive
coach might help propel you to a higher
level of success or fulfillment, look into
this investment in yourself today.

Ann Golden Eglé, CPCC, PCC, president
of Golden Visions Success Coaching, LLC, has
coached executives throughout North
America since 1997.  She can be reached at
385-8887 or www.GVSuccess.com.

Executive Briefing: Case Study on the Return on
Investment of Executive Coaching

Prepared by Merrill C. Anderson,
Ph.D. MetrixGlobal, LLC

A Fortune 500 firm and Pyra-
mid Resource Group, a
coaching services company,

recently engaged MetrixGlobal LLC
to determine the business benefits and
return on investment for an executive
coaching program.

The Bottom Line: Coaching pro-
duced a 529 percent return on invest-
ment and significant intangible ben-
efits to the business. Including the fi-
nancial benefits from employee reten-
tion boosted the overall ROI to 788
percent. The study provided power-
ful new insights on how to maximize
the business impact from executive
coaching.

A Fortune 500 firm launched an in-
novative leadership development ef-
fort that was expected to accelerate the
development of next generation lead-
ers. The participants in this effort were
drawn mostly from the ranks of middle

managers and from many different busi-
ness units and functional areas. Leader-
ship development activities included
group mentoring, individual assessments
and development planning, a leadership
workshop and work on strategic business
projects.

Coaching was considered to be a key
enabler for this approach to leadership
development because the participants
could work privately and individually with
his or her coach to develop specific lead-
ership competencies.

The client organization engaged the
Pyramid Resource Group to provide
coaching to the leadership development
participants. While participants spoke very
highly of their experience with coaching
it was decided to conduct a formal assess-
ment of the effectiveness and business
impact of coaching.

It is intended that the results from this
study be used to determine:

Coaching was a very effective develop-
mental tool for the leadership develop-

ment participants, producing financial and
intangible benefits for the business.
Coaching sessions were rich learning en-
vironments that enabled the learning to
be applied to a variety of business situa-
tions. Decision-making, team perfor-
mance and the motivation of others were
enhanced.

Many of these business applications
contributed annualized financial ben-
efits. Other  applications created signifi-
cant intangible benefits. Overall, the par-
ticipants appreciated  their coaching ex-
periences and would highly recommend
coaching to others.

Three-quarters of the 30 respondents
indicated that coaching had significant or
very  significant impact on at least one of
nine business measures. In-depth discus-
sions were  conducted over the telephone
with each respondent to further explore
the business impact  of coaching. Sixty
percent of the respondents were able to
identify specific financial benefits that
came as a result of their coaching.

Tips for Maximizing Coaching
� � � � �  Manage the entire coaching pro-

cess to ensure consistency and quality.
�����    Completely understand the coach-

ing process before proceeding in a re-
lationship.
� � � � � Those being coached should re-

ceive encouragement and support from
their immediate managers.
� � � � � Ensure coaches are grounded in

the company’s business and culture.
�����    Allow each coaching relationship

to follow its own path. A major differ-
ence between coaching and training is
that coaching allows the individual to
determine what works best for him or
her at a very personal level.
� � � � � Build performance measurement

into the coaching process. Evaluation
of coaching should be designed into the
process from the beginning to better
set performance expectations.

Compiled from:  www.pyramidresource.com.


