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Tables 8 and 9

When compared with the past five years, how would you rate
your company'’s performance now?

North American Sample

All-Time All-Time
Responses N/A Low Worse Same Better High
Revenue Growth 11.5% 1.1% 6.7% 15.5% 45.7% 19.5%
Market Share 13.4 1.2 6.1 21.6 45.7 12.0
Profitability 13.1 1.2 10.3 18.5 43.6 13.2
Customer Satisfaction 4.4 9 6.7 29.9 47.3 10.9

International Sample

All-Time All-Time
Responses N/A Low Worse Same Better High
Revenue Growth 1.2% .0% 4.6% 13.3% 55.5% 25.4%
Market Share 1.7 .6 5.8 24.3 54.9 12.7
Profitability 1.2 .0 104 12.7 57.2 18.5
Customer Satisfaction 1.8 .0 7.7 32.9 46.5 11.2

Coaching Questions
Table 10

Do you currently have one or more coaching
programs in place?

Responses North American International
Yes 52.2% 54.7%
No 47.8 454
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Table 11
How long have these programs existed?
Responses North American International
Less than 1 year 12.7% 23.9%
1-3 years 33.7 41.3
3-5 years 20.5 15.2
More than 5 years 33.2 19.6
Table 12

Do you plan to implement coaching
programs in the future?

Responses North American International

Yes 36.9% 55.8%

No 63.1 442
Table 13

Which of the following statements best describes your organization’s use of coaching?

North American Sample

Overall Correlation with Correlation with
Responses Results Coaching Success’ Market Performance?
We use coaching less than in the past 10.9%
We use coaching about the same as in the past 31.7 r=.18%* r=.13**
We use coaching more than in the past 57.4

1** A significant correlation (p<.01) exists between the degree to which organizations use coaching and the success of that coaching.
Specifically, the more companies have increased their coaching, the greater their reported coaching success.

2** Asignificant correlation (p<.01) exists between the degree to which organizations use coaching and their market performance, which is an index based
on revenue growth, customer satisfaction, profitability, and market share. Specifically, the more companies have increased their coaching, the greater
their reported market performance.
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Table 13 (continued)

Which of the following statements best describes your organization’s use of coaching?

International Sample

Overall Correlation with Correlation with
Responses Results Coaching Success Market Performance
We use coaching less than in the past 7.4%
We use coaching about the same as in the past 29.6 r=.21 r=.20
We use coaching more than in the past 63.0
Table 14
Approximately how much does your
organization spend on coaching per year?

Responses North American International

0-$24,999 35.1% 26.7%

$25,000-$49,000 16.6 20.0

$50,000-$99,999 13.2 17.3

$100,000-$500,000 245 20.0

$500,000-$1 million 5.0 8.0

$1 million or more 47 8.0
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Table 15

What is the average duration of a typical
coaching arrangement?

North American Sample

Responses
0-3 months
3-6 months
6-12 months

Over 1 year

Overall Correlation with Correlation with
Results Coaching Success Market Performance
23.6%
28.
8.3 r=.17** r=.02
29.7
18.4

** A significant correlation (p<.01) exists between the duration of a coaching relationship and the success of coaching in an
organization. Specifically, the longer the coaching period lasts, the more successful it is reported to be.

Table 16

International Sample

Overall Correlation with Correlation with
Responses Results Coaching Success Market Performance
0-3 months 20.3%
3-6 months 34.2 r=-10 re-17
6-12 months 27.9
Over 1 year 17.7
Table 17
How are your coaching sessions conducted?

Responses North American International

Mostly face-to-face 58.0% 80.0%

Mostly over the phone 3.8 1.3

Mostly Web-based and

computer technologies 1.2 .0

Combination of methods 37.0 18.8
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Tables 18 and 19

To what extent does your organization use coaching for the following purposes?

North American Sample

Respondents

Overall Choosing Frequently Correlation with Correlation with
Responses Means or a Great Deal Coaching Success Market Performance
To improve organizational
performance 3.5 55.5% r=.35%* r=.06
To improve individual
performance/productivity 4.0 78.5 A0** 11
To increase individual
worker skill levels 3.7 60.3 23%* .00
To improve performance of
employees whose
supervisor is being coached 2.7 26.4 18** .06
To boost employee
engagement 3.1 40.9 25%* .01
To improve recruitment
outcomes 2.6 24.3 L19** .03
To improve retention rates 2.9 38.0 24%* 2%
To address leadership
development/succession
planning 3.7 62.7 .33** L13*
To address specific
workplace problems 3.2 43.7 20%* .09

* Correlation is significant at the .05 level.
** Correlation is significant at the .001 level.
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Tables 18 and 19 (continued)

To what extent does your organization use coaching for the following purposes?

International Sample

Responses

To improve organizational
performance

To improve individual
performance/productivity

To increase individual
worker skill levels

To improve performance of
employees whose
supervisor is being coached

To boost employee
engagement

To improve recruitment
outcomes

To improve retention rates

To address leadership
development/succession
planning

To address specific
workplace problems

Overall
Means

3.6

4.2

3.7

2.8

3.1

2.4

2.8

3.8

3.1

Respondents
Choosing Frequently
or a Great Deal

61.4%

87.3

60.0

29.0

44.9

14.3

31.0

81.7

37.7

Correlation with
Coaching Success

r=.09

.20

.19

.24*

14

.14

.02

.00

.09

Correlation with
Market Performance

r=-.08

18

.20

21

.03

.07

1

.08

.06

* Correlation is significant at the .05 level.
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Tables 20 and 21

To what extent do you use the following criteria when selecting coaches?

North American Sample

Responses
Business experience
Consulting experience

Counseling or therapy
experience

Interview with the
prospective coach

Recommendations from
a trusted source

Validated client results
Coaching certifications
Accreditation

University degree in
applicable field

Ph.D.

Overall
Means

3.8
3.4

2.6

3.4

3.6
3.2
2.8
2.7

2.7
2.0

Respondents
Choosing Frequently
or a Great Deal

68.4%
51.6

24.3

54.1

59.1
48.2
32,5
28.6

28.4
10.4

Correlation with
Coaching Success

r=.17*%*

AT**

.07

24%*

18%*
21%*
J18%*
6%

J5%*
A1

Correlation with
Market Performance

r=.19%*

A3%*

.11

.08

.06
.08
.06
.05

.04
6%

** Correlation is significant at the .001 level.
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Tables 20 and 21 (continued)

To what extent do you use the following criteria when selecting coaches?

International Sample

Responses
Business experience
Consulting experience

Counseling or therapy
experience

Interview with the
prospective coach

Recommendations from
a trusted source

Validated client results
Coaching certifications
Accreditation

University degree in
applicable field

Ph.D.

Overall
Means

3.9
3.6

2.8

3.7

3.5
3.0
2.8
3.0

2.8
2.0

Respondents
Choosing Frequently
or a Great Deal

70.8%
57.8

25.7

59.4

59.1
38.0
28.2
34.3

27.1
4.3

Correlation with
Coaching Success

r=.19
5%

14

.28*

.20
21
21
.16

14
A7

Correlation with
Market Performance

r=.08
1

22

.07

.19
15
A3
A2

.03
A7

* Correlation is significant at the .05 level.
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Tables 22 and 23

To what extent do you use the following criteria to match

coaches with employees?

North American Sample

Responses
Gender
Approximate age
Personality

Coaches’ expertise or issue
to be solved

Overall
Means

1.9
1.9
3.1

3.9

Respondents
Choosing Frequently
or a Great Deal

7.6%
6.1
45.5

73.7

Correlation with
Coaching Success

r=.16**
L18**
22%*

L19%*

** Correlation is significant at the .001 level.

International Sample

Responses
Gender
Approximate age
Personality

Coaches’ expertise or issue
to be solved

Overall
Means

1.7
2.0
3.8

4.2

Respondents
Choosing Frequently
or a Great Deal

6.5%
8.2
66.7

92.5

Correlation with
Coaching Success

r=.06
.20
.20

.33*

* Correlation is significant at the .05 level.
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Tables 24 and 25

0-25%

What percentage of your coaches is hired
from a source external to your company?

Responses

26-50%
51-75%
76-100%

North American Sample

Overall Results

56.2%
9.5
9.9

24.5

0-25%

Responses

26-50%
51-75%
76-100%

International Sample

Overall Results

47.8%
7.5

22.4

22.4

Tables 26 and 27

North American Sample

In this company, how often are external coaches hired to work with the following groups?

Responses
Executives
Managers

Supervisors

All employees

Overall
Means

3.2
2.8
2.3
1.9

Respondents
Choosing Frequently
or a Great Deal

41.5%
26.5
12.9

4.6

Correlation with
Coaching Success

r=.22%*
24+
23
24

Correlation with
Market Performance

r=.05
.05
.00
.06

** Correlation is significant at the .001 level.
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Tables 26 and 27 (continued)

North American Sample

In this company, how often are external coaches hired to work with the following groups?

Responses
Executives
Managers
Supervisors

All employees

Overall
Means

3.4
3.1
2.4

1.9

Respondents
Choosing Frequently
or a Great Deal

53.8%
40.9
21.2

10.9

Correlation with
Coaching Success

r=.26*
A8**
A5**

15

Correlation with
Market Performance

r=.02
.04
11
.07

* Correlation is significant at the .05 level.
** Correlation is significant at the .001 level.

Tables 28 and 29

North American Sample

In this company, how often are internal coaches hired to work with the following groups?

Responses
Executives
Managers
Supervisors

All employees

Overall
Means

2.7
3.2
3.2
3.0

Respondents
Choosing Frequently
or a Great Deal

27.7%
46.4
46.9
42.6

Correlation with
Coaching Success

r=.05
.08
19 *
6%*

Correlation with
Market Performance

r=.02
.02
.02
.01

* Correlation is significant at the .05 level.
** Correlation is significant at the .001 level.
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Tables 28 and 29 (continued)

In this company, how often are internal coaches hired to work with the following groups?

Internal Sample

Responses
Executives
Managers
Supervisors

All employees

Overall
Means

2.4
3.1
3.1
2.8

Respondents
Choosing Frequently
or a Great Deal

24.6%
42.4
45.5
38.5

Correlation with
Coaching Success

r=.04
11
22
12

Correlation with
Market Performance

r=.01
.08
.09
-.05

Tables 30 and 31

North American Sample

To what extent does your organization use coaching in the following ways?

Responses

As an integrated part of a
training or development
program

As the primary activity of
a training or development
program

As a stand-alone activity
unrelated to a training or
development program

Overall
Means

3.5

3.1

2.9

Respondents
Choosing Frequently
or a Great Deal

57.0%

38.0

29.9

Correlation with
Coaching Success

r=.36%*

24%*

.02

Correlation with
Market Performance

r=.07

.06

-.07

** Correlation is significant at the .001 level.
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Tables 30 and 31 (continued)

To what extent does your organization use coaching in the following ways?

International Sample

Respondents

Overall Choosing Frequently Correlation with Correlation with
Responses Means or a Great Deal Coaching Success Market Performance
As an integrated part of a
training or development
program 3.6 63.1% r=.03 r=.15
As the primary activity of
a training or development
program 3.1 39.7 11 -.03
As a stand-alone activity
unrelated to a training or
development program 2.8 29.7 A2 .01

** Correlation is significant at the .001 level.

Tables 32 and 33

To what extent do you use coaching for the following groups?

North American Sample

Respondents
Overall Choosing Frequently Correlation with Correlation with
Responses Means or a Great Deal Coaching Success Market Performance
High potentials 3.6 59.5% r=.34** r=.12
Problem employees 3.1 37.4 .10 .01
Executives 3.3 41.6 26%* .09
Expatriates 1.8 6.7 J16** Sl

** Correlation is significant at the .001 level.
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Tables 32 and 33 (continued)

To what extent do you use coaching for the following groups?

International Sample

Respondents
Overall Choosing Frequently Correlation with Correlation with
Responses Means or a Great Deal Coaching Success Market Performance
High potentials 3.9 72.3% r=-.02 r=.08
Problem employees 2.9 29.7 .16 .10
Executives 34 53.1 .10 14
Expatriates 2.2 10.0 .06 .25%

* Correlation is significant at the .05 level.
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Tables 34 and 35

To what extent does your organization measure the success of its coaching programs
in the following ways?

North American Sample

Respondents

Overall Choosing Quite a Correlation with Correlation with
Responses Means Bit or Extensively Coaching Success Market Performance
Bottom-line impact on the
business 2.6 25.1% r=.30%* r=.17%*
Individual performance
evaluations (e.g., 360-degree
performance appraisal 35 60.5 RS .06
Increase in individual
productivity 34 54.2 32%* 11
Increase in individual
assessment tool scores
(e.g., emotional intelligence) 2.7 48.8 29%* .11
Performance of the
employees whose supervisor
is being coached 2.5 23.3 271 14*
Impact on engagement 2.8 32.3 32%* .02
Impact on recruitment 2.2 15.4 24%* .08
Impact on retention 2.7 30.0 82028 .04
Satisfaction with program 3.3 49.2 .30%* .01

* Correlation is significant at the .05 level.
** Correlation is significant at the .001 level.
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Tables 34 and 35 (continued)

To what extent does your organization measure the success of its coaching programs
in the following ways?

International Sample

Respondents

Overall Choosing Quite a Correlation with Correlation with
Responses Means Bit or Extensively Coaching Success Market Performance
Bottom-line impact on the
business 2.6 32.8% r=.36** r=.15
Individual performance
evaluations (e.g., 360-degree
performance appraisal 3.6 57.8 PAFED .25
Increase in individual
productivity 3.6 56.3 AQ** .25
Increase in individual
assessment tool scores
(e.g., emotional intelligence) 3.1 35.5 15 12
Performance of the
employees whose supervisor
is being coached 2.6 22.2 22 .30*
Impact on engagement 3.0 38.1 A7 .33*
Impact on recruitment 2.3 17.7 .08 .25%
Impact on retention 2.7 30.7 .16 .26*
Satisfaction with program 35 50.0 .19 .10

* Correlation is significant at the .05 level.
** Correlation is significant at the .001 level.
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Tables 36 and 37

North American Sample

To what extent does your organization use the following methods
to train internal coaches?

Respondents
Overall Choosing Quite a Correlation with Correlation with
Responses Means Bit or Extensively Coaching Success Market Performance
Training courses aimed at
teaching people how to coach 2.8 34.4% r=.23*%* r=-.02
Other existing internal
coaches to train new coaches 2.7 27.2 21%* .03
Send potential coaches to
external development programs 2.6 26.7 31** .03
Hire external coaches to teach
internal personnel how to coach 2.3 18.9 A .03
E-learning system that helps
people learn how to coach 1.9 8.9 .09 .02
** Correlation is significant at the .001 level.
International Sample
Respondents
Overall Choosing Quite a Correlation with Correlation with
Responses Means Bit or Extensively Coaching Success Market Performance
Training courses aimed at
teaching people how to coach 3.1 39.3% r=.16 r=.23
Other existing internal
coaches to train new coaches 2.6 27.4 .23 .03
Send potential coaches to
external development programs 2.8 33.9 32% .25%
Hire external coaches to teach
internal personnel how to coach 2.6 32.2 .29* 12
E-learning system that helps
people learn how to coach 1.9 9.8 .06 -.03

* Correlation is significant at the .05 level.
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Table 38

To what extent do you agree that coaching has been
successful in your organization?

North American Sample International Sample
Respondents Choosing Respondents Choosing
Overall Agree and Overall Agree and
Mean Strongly Agree Mean Strongly Agree
3.8 69.1% 3.9 81.8%
Table 39

Have you ever terminated the contract of an external coach
(e.g., ending the coaching relationship earlier than specified by
the contract or failing to rehire for future coaching)?

Responses North American International
Yes 24.0% 32.3%
No 76.0 67.7
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Tables 40 and 41

North American Sample

To what extent do you agree that the termination was based on
the following reasons?

Responses
Questionable expertise of coaches

Lack of time for employee’s
participation

Mismatches between coach
and employee

Inability of employee to change

Unwillingness of employee to
engage in the coaching process

Insufficient funding

Not seen as urgent by top
management

ROI not easily measurable

Overall
Means

3.3

2.9

3.5
3.0

2.9
2.6

2.8
3.0

Respondents
Choosing Quite a
Bit or Extensively

52.5%

32.8

64.5
41.6

36.6
32.8

32.8
394

Correlation with
Coaching Success

r=-.02

-.04

- 29%*
.00

=12

-.27**

-.35%
- 40**

** Correlation is significant at the .001 level.

69



COACHING: A GLOBAL STUDY OF SUCCESSFUL PRACTICES »

Tables 40 and 41 (continued)

the following reasons?

International Sample

To what extent do you agree that the termination was based on

Respondents

Overall Choosing Quite a Correlation with
Responses Means Bit or Extensively Coaching Success
Questionable expertise of coaches 3.6 65.0% r=.43%
Lack of time for employee’s
participation 2.8 19.1 .26
Mismatches between coach
and employee 4.0 81.0 .20
Inability of employee to change 2.7 20.0 .11
Unwillingness of employee to
engage in the coaching process 3.0 40.0 15
Insufficient funding 2.1 10.0 .19
Not seen as urgent by top
management 2.3 10.0 .08
ROI not easily measurable 2.7 15.0 .27

** Correlation is significant at the .05 level.
Table 42

Responses
Yes

No

Do you use peer-to-peer coaching in

your organization?

North American

44.4%
55.6

International
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Table 43
How effective has peer-to-peer coaching been?
North American Sample International Sample
Respondents Choosing Respondents Choosing
Overall Very Effective or Overall Very Effective or
Mean Extremely Effective Mean Extremely Effective
3.2 31.8% 33 30.2%
Table 44

Have you personally received executive coaching (i.e., have you received
coaching as part of a more formal coaching program and not simply been
the recipient of ongoing coaching from a supervisor)?

Responses Overall Results
Yes 42.0%
No 58.0
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Table 45

To what extent do you agree with the following statements?
Please answer regarding your current job and your current performance.

Responses

I regularly seek feedback from my supervisor

| frequently seek ideas for personal
improvement from my supervisor

Correlation with Whether or Not
Respondent Has Received Coaching

I regularly set specific goals for performance at work

My subordinates trust my leadership abilities

I listen carefully to my direct reports

I am aware of what | am feeling at any time

| can accurately read the emotions of

my employees

| can easily establish and maintain
relationships

I handle stressful events well, without falling apart

I am easily able to change old habits

Overall, | am satisfied with my job

r=.03

.07
J14**
J5%*
.10*
.05

.09*

.05
.09*
.05
2%

* Correlation is significant at p<.05.
** Correlation is significant at p<.001.

Table 46

Questions

What percentage of your
employees uses coaches?

How many sessions does
that entail? (average)

North American

28.2%

9.94

International

18.2%

8.1
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