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Reviewing insurances contracts one day, Bill Gates is said to have expressed some surprises out loud 

with something similar to: “I am not sure why the costs of insuring building are so high when the 

biggest part of my capital goes home every evening.” He was talking of his employees of course.  As 

years goes on, business challenges evolves however one thing remains constant: the needed 

partnership between employers and employees.  

For any organization, its workforce is its main asset; without a CEO or an entrepreneur there is no 

company to hire people and without any employees willing to work for the company, its ideas and 

its projects, there is no company. The cost of developing this workforce is also a recurrent item in 

the conversation; we could humorously summarise some of the dilemma with that short 

conversation between a CFO and a CEO “What happens if we invest in developing our people and 

then they leave us?” and the CEO to reply “What happens if we don’t and they stay?” 

One way to approach this development of workforce in the past 4 decades has been the increasing 

usage of coaching, and this approach has had an excellent track record. CPID UK (Chartered Institute 

of Personal and Development) reported coaching as being the most effective talent management 

activities (2013 annual report)  and their 2015 reports on L&D (Learning and Development) clearly 

shows an increase of internal coaching.  

With this article, the first number of our series “Coaching in the corporate world”, let me introduce 

the SPIRAL model of coaching, an easy model to remember and implement when working in the 

corporate world, but first, let’s talk about coaching. 
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The term “coach” is 
noted around 1830 in 

Oxford University slang 
for a tutor who “carries” 

a student through an 
exam” 

Even though coaching 
programs can exist with 

a set numbers of sessions 
and a theme, their 

contents are always 
tailored to what the 

person being coached 
really looks for and truly 

needs. 

What is coaching? 

You’re right, coaching is not new. The first use of the term “coach” is noted around 1830 in 

Oxford University slang for a tutor who “carries” a student through an exam (Ref. Wikipedia). In this 

first definition there is actually a nice feeling of movement, where the coach helps to transport 

someone from where they are to where they want to be.  30 years 

later, 1860, we start to see the term “coaching” used in relation to 

sports, still with this implication of facilitating training and 

development. However we have to wait for 1980s for the notion of 

“coaching” to come back to its initial focus, the mind of people. Who 

knows, it may be an inheritance of the “Human Potential Movement” 

of the 1960s? 

Since the mid-1990s, coaching has developed into a more 

independent discipline, and has actually become highly fashionable, especially in development of 

management and leadership. It’s true that at times, the world of coaching can look like the “Wild 

Wild West”, however two organisations are working together (or side-by side, depending on 

feedbacks) to promote  standards and code of ethics: the International Coach Federation (aka ICF, 

whose headquarters are based in US), and the European Mentoring and Coaching Council (aka 

EMCC, whose headquarters are based in Europe). Both organizations deliver accreditation either to 

people (e.g. as coach) or to training providers (e.g. company providing training to become a coach).  

Lately, coaching has had an excellent track record. In 2011, a Manchester Consulting Group study 

of Fortune 100 executives reported that “coaching resulted in a ROI of almost six times the 

programme cost”. The same year, CIPD (Chartered Institute of Personal and development – UK) 

concluded in their annual report “coaching is no longer just perceived as a nice-to-have 

intervention”. Two years later, in 2013, they noted coaching as being the most effective talent 

management activities,  and in 2015, their L&D (Learning and Development) survey shows an 

increase of in-house coaching, indicating internal coaching as being one of the top three methods 

favoured for by employees for a satisfactory learning. 

The success of coaching is linked to its core focus: the individual. Even though coaching programs 

can exist with a set numbers of sessions and a theme, their contents are always tailored to what the 

person being coached really looks for and truly needs. In a way, 

coaching programs are fully personalized and therefore create a 

fantastic “Feel-great” sensation. When used as a follow up from a 

standard training, coaching sessions assist learners in applying new 

concepts to the job, accelerating the expected behaviour changes 

and the integration of learnings. During the coaching program, the 

coach works with a learner in order to achieve one or more specific 

goals, either personal or professional. Whatever the situation, 

being a “sport coach” or a “mind coach”, the intention remains the 

same: helping “coachees”-or learners- reaching theirs goals and 

objectives. A coach is simply an agent of change and an agent of 

growth, facilitating magic. 
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Introducing the spiral model of coaching 

A coaching relationship has a cycle and that cycle is like a spiral: each cycle of the spiral will widen 

the skills, knowledge, opportunities. When using the coaching world jargon we will talk about 

expanding with the client the limit of their world, or expanding their model of the world. Once 

someone’s world is wider, that’s the fact: they have a lot more places to visit and travel to.  At the 

end of the coaching program, the client should have milestones to look forward to, with the 

beginning of a new cycle ready to start and enough information to keep the momentum, most of the 

times on their own. A good coach teaches you autonomy, self-confidence, and how you can repeat 

the process by yourself. 

 

How is it a cycle and not, for instance, like climbing a stairs?  When I am describing the coaching 

process as a cycle, I am looking at it from the perspective of what is happening in the coachee’s mind 

and what we are truly developing with the coaching methodology: a centred, confident and 

empowered person. The actual path of the coachee, during the coaching program, can itself has 

many representations such as –stairs -jumping from stones to stones –landing onto a new shore - 

climbing a mountain. This representation will be linked with actual facts in the coachee’s life, facts 

which could also be milestones. 

The spiral model of coaching is about the actual process of coaching, the methodology, and it 

goes as simple as this: 

S Situation / Spirit & Aspiration 

P Progressing / Planning 

I Implementation / Innovation 

R Reacting / Relaxing 

A Attention / Addition 

L Looking anew / Looking ahead 

And yes it is a cycle, going through a repeated process of thinking: “where is the coachee now” – 

“where does the coachee want to go” – “what need to happen for that” – “when will the coachee 
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A coaching relationship 
has a cycle and that cycle 
is like a spiral: each cycle 

of the spiral will widen 
the skills, knowledge, 
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3 THINGS TO DO THIS WEEK to start your OWN SPIRAL of GROWTH 

1- S for SITUATION – Set a moment aside to look around: Where you are? What’s 

going on? Who is around you? Let your mind do the 360˚ feedback of your day. 

2- S for SPIRIT and ASPIRATION – Take several deep breaths and get out in the open 

air then look around: What do you have on the horizons? Do you like it? Do you 

see an horizon? 

3- Download our FREE RESOURCE and start your own SPIRAL of GROWTH. 

know s/he is there” – “is the coachee there now” – “good, let’s rest and celebrate”. And then, only 

then, a new cycle can be thought off, starting back with the first step –our S- “where is the coachee 

now”. However that S is not the same and this at many levels. The starting point of that next cycle 

has now stretched to the outside, and that stretch is defined by how 

much the coachee has widened their model of the world in becoming 

a more centred, confident and empowered person.   

It happens that some coach may focus on the tasks at hand, for 

instance while working with a top manager, they could be faced with 

the task of expanding a department into integrating a new section 

and widen a set of services. These are great objectives and very 

important ones for the coachee however these are not the objectives 

of the coach. The task of the coach is solely about facilitating the growth of the coachee that s/he 

will find in them the confidence, along with the ideas, the energy, the know-how, they need to reach 

their objectives and of course in an emotionally manageable way.  

Let’s look in more detail at our spiral model of coaching. The S of our spiral stands for “Situation” 

and “Spirit & Aspirations”. At the same time the coach assesses with the coachee the situation, s/he 

already looks in the future at what the coachee wants to achieve, their aspirations, and even more 

their “Spirit & Aspirations”. This way the coach confirms with the coachee if the objectives 

mentioned are really the true objectives. That is actually a step toward developing that notion of 

“being centred” by working on authenticity. Now, let’s review our last step, the L of our spiral which 

stands for “Looking anew”, and “Looking ahead”. As an agent of growth, with that last step, the 

coach will want to review with the coachee the learnings identified with the coaching program, and 

the new perspectives brought along. It is likely that the starting point of the coaching program 

appears different to the coachee now when looking back, the same way that most likely the coachee 

would already have upcoming new objectives in the back of their head.  The two elements of focus, 

written side by side at each of the step of our cycle, illustrate the permanent double focus of the 

coach; on one hand, to bring into light points of development by asking the right questions, and on 

the other hand to  keep the big picture in mind, pacing the coachee toward the future. 

 

Watch out for our next article “#2 Debugging 5 myths about coaching.” 
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