SIX STEPS

Our performance and behavior improvement coaching process can best be
explained through a clear structure and methodology that incorporates six steps:
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Six steps

EARLY INTERVENTION LEADERSHIP DEVELOPMENT
AND COACHING FOR LEADERS WITH PERFORMANCE
AND BEHAVIORAL ISSUES

Robust and In depth Discovery Process

Our team meets with Sponsor/Boss, Participant, and other Stakeholders, to
clarify behaviors and/or performance issues that have contributed to the
current situation, and establish expectations.
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Assessment and Analysis

3

Feedback, Action Plan and Metrics

The participant completes two comprehensive assessments: the Hogan
Leadership Assessment (HAS) and the Leadership Versatility Index (LVI) to
provide baseline metrics and quantitatively inform the coaching engagement.
The results of the HAS and LVI are discussed with the participant, and the
participant’s strengths and opportunities for improvement are highlighted.
Action planning is undertaken to address the identified performance and
behavioral concerns along with practical observable behavioral components.
Sponsor also reviews the action plan to ensure that targeted development
areas are relevant and germane to the performance or behavior
improvement issue.
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Active Coaching

5

Communication and Feedback

6

Metrics- Re-Assessment Against
Established Expectations and Goals

Using the action plan, the coach and participant engage in 2-3 months of
intensive coaching during which time the coach and participant meet about
every 7-10 days. Assuming positive progress occurs, participant moves
into a continuous improvement coaching phase and continues to receive
ongoing coaching.
Sponsor receives regular updates throughout the active coaching period,
as well as provides his/her own perspective regarding participant progress.
Recalibration occurs as necessary.

Participant is reassessed using the LVI at the close of the coaching
engagement, and sponsor and participant receive a comprehensive
summary report of the success and work completed. Coach, sponsor, and
participant meet together for a formal debrief to discuss the progress over
the course of the coaching engagement.

 


TO COACHING LEADERS FOR IMPROVED LEADERSHIP PERFORMANCE

“

 

Allowing on-going poor

Human Resource Consultants who assist organizations recruit, assess,
coach, train and develop leadership that outperforms the competition.

leadership performance or
inappropriate leadership

The Center for Leadership Excellence offers “best in class”
leadership development solutions for all levels of leadership,
from executives to first level leaders. Our customized
solutions, developed and refined over years of consulting,
focus on assisting clients in transforming their leaders and
managers into high performance teams.

behaviors to continue

”

unaddressed can have a lasting
and cascading negative impact
on any organization.

Our diverse experience, across a broad base of industries,
both locally and nationally, enables us to provide consultation
and a wide variety of options to ensure the solutions we offer
are measurable and produce the results our clients expect.

A Division of:

32 E Washington Street Suite 900 l Indianapolis, IN 46204
Phone: 317-264-4178 l Email: pprosser@cciindy.com
Web: www.cciindy.com/center-for-leadership-development

 


 

Human Resource Consultants
who assist organizations recruit,
assess, coach, train and develop
leadership that outperforms the
competition.

Improving Unsatisfactory
Leadership Behavior or Performance
TYPICAL PROBLEMS
EARLY INTERVENTION LEADERSHIP DEVELOPMENT
AND COACHING FOR INDIVIDUALS WITH
PERFORMANCE OR BEHAVIORAL ISSUES
Issues our clients call us about include leaders who:
•

Are underperforming in their current role

•

Lack awareness of how a leadership behavior (s) is impacting the team
or organization

•

Control, micromanage, or demonstrate argumentative behavior

How Organizations May be Contributing to Leadership Behavior Problems……… They:
Know the “truths” about individual’s unsatisfactory behavior but are unwilling to confront them. It is almost like a silent amnesty.
Are reluctant to have unpleasant conversations with an otherwise valuable employee for fear of upsetting them.
Allow behaviors of sales rainmakers or other highly productive leaders to continue without addressing the impact their behavior is having on their
team/organization.

Why Organizational Resources Are Not Directed at Coaching Specifically for Difficult
Leadership Issues:
Managers have had little or no experience or training directed at how to effectively handle the unsatisfactory leadership behavior or performance issue
Past unsatisfactory behavior or performance issue conversations have not been delivered/received well
Past attempts to improve behavior or performance issues have failed and the organization feels it is “out of options”
Managers are not aware of success rates and ROI that external coaches can have in addressing behavior issues

•

Do not focus on the right priorities required to meet organizational
goals

•

Achieve results but do not have the respect of peers, direct reports or
other stakeholders

•

Lack understanding of how his/her communication style is impacting the
performance of others

•

Are having difficulty transitioning into a new leadership role- “bud to
boss”

•

Are struggling with or have the inability to successfully manage
organizational change

We have an excellent record of success in helping client organizations manage Leadership Behavior or Performance Issues as long as:
the organization and the individual’s boss believe the leader can improve and are willing to do all they can to ensure the leader is successful in their role.

HISTORIC
SUCCESS
OF EARLY
INTERVENTION
COACHING

Traditionally these programs are conducted over three months or over six
months. In some cases the programs have been extended to ensure the leaders
performance or behavior continues to improve. Over the last several years we have
had a significant number of clients purchase this service and our results have been
excellent [90% success rate], with “success” being defined by our clients as:
•
•
•
•
•

Improved performance and retained in the organization
Modified behavior and retained in the organization
Promoted after improving behavior or performance
Transferred to a more appropriate job within the organization
Transitioned out of the organization [10%]

