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Coaching-Led Performance 1 – Enabling Individuals

Coachable 
moments

Checking in
& learning review

Leadership 
assumptions

Leadership audits & future you

A feedback mindset

360 feedback

Supporting & 
Challenging Staff

Delegation & 
Empowerment

Motivation

Trust

Deepening self-awareness
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Coaching Reflections

Spend time on your own journalling in your leadership journals to reflect on the learning you have gained from 
yesterday’s coaching experience:

From the experience of coaching:

• What went well and what could you have done differently: eg Your questioning approach / style / advice triggers / 
self talk etc

From your experience of being coached

• How did it enable and support your thinking, your awareness and perspective around the issue, your ideas.

• Note any actions that you now feel motivated to undertake in relation to that issue

From your experience of learning from observing others coach?

• The impact of the coaching approach

Make a note of how any of this relates to your wider CLP programme outcomes. 
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Relatedness

Feeling connected 
with others in a 

positive way that 
encourages trust 

and liking

Autonomy

Belief you can 
control your own 

life and have 
opportunities to do 

so

Competence

Knowing that you 
have, can use and 
develop valuable 
skills, qualities & 

abilities

Motivation Theory

Self-determination theory (SDT) of human motivation and personality.

Ryan & Deci 2000

Autonomy
Mastery
Purpose



7 …..’How do we get the most out of our people’?



“No quality or characteristic is more important than trust”

A Definition: Charles Feltman

‘Trust is choosing to make something important to you vulnerable to the actions of someone 
else’

‘Distrust is deciding what is important to me is not safe with this person in this situation (or any 
situation)’



Our emotions
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The Neuroscience of Trust 



The Trust Equation





“We need trust to be 
vulnerable, and we need to 

be vulnerable in order to 
build trust”

Brene Brown



Trust Building: Johari window 

Known to self Unknown to self

Known to 
others

Unknown 
to others

Open
space

Blind
 spots

Hidden 
area

Unknown 
potential

Feedback

Disclosure

Adapted from the work Joseph Luft and Harry Ingram



Trust task for CLP 2: Timeline Stories



Break 



The Art of Delegation

1. What is the point of delegation & why do we do it?

• Time!
• Remove single point of failures
• Succession & Development
• Morale – people feel valued
• Get a better job done
• Ownership of issues
• Commitment
• Increase engagement and enjoyment

2. What is the impact to your work as a manager if 
delegation is not done well?

3. What can we delegate & what can we NOT delegate? 4. What stops us delegating?

• ‘Have to’ jump back in and do it
• Missed deadlines
• No personal growth – you and the team
• You get swamped
• Cost to the business (burn out, mistakes)
• Missed opportunities
• De-motivation

‘All the authority but I’ll take the responsibility’

• More than we think!
• Authority vs responsibility and ownership
• How do we limit ourselves? And others?

• Don’t trust the ability of others
• Not enough time – quicker to do it myself
• Frequency (‘its just a one-off’!)
• Insecurity – self-confidence
• Sensitivity about how it is seen by others
• I have no one to delegate to!
• I don’t have the authority 



Current reality
Agreed outcome

Delegation – ‘Pitch-marking’

The Coach is ‘off the pitch’ and
Not interfering!! But is:
• Supporting
• Observing
• and still Responsible 

Time based checks
• Full-time
• Half-time
• Extra-time

The Team
• Captain
• Competence?
• Commitment?
• Team dynamics?

Rules of Engagement 
• Why – purpose?
• How – values and plan
• What – but not too explicit

Delegation is a bound ‘agreement’ to act that requires constant dialogue

Goal based checks:
Half-way line
Penalty Box

Touchlines = Boundaries
• Scope
• Responsibility



Drivers
From ‘Transactional Analysis’



• Drivers develop in 
early childhood and 
tell you that you are 
OK if you do certain 
things i.e. they give 
you conditional 
‘Okness’

• They come from the 
parent ego states of 
your parents and 
your reactions to 
those.



Driver Purpose

“Be Strong” in order to be resilient and self-reliant in the face of the ever-changing 
environment around us

“Be Perfect” in order to set standards that fit with our/others’ expectations, needs and wants

“Try Hard” to enable us to strive to achieve

“Hurry Up” in order to give some pace and urgency to our lives

“Please Others” to enable us to function effectively as members of teams/groups/communities and 
in relationships with our partners/families

Our ‘key drivers’ - why do we need them?



Situation   

Perceive through our 
filters

Safe Un-safe

Enabling 
behaviour

Disabling 
behaviour

Try hard
Hurry up

Be perfect
Please others

Be strong

Only the difficult is worth your while!
Keep going!

Don’t make mistakes!
Always accommodate!
Maintain composure!

Freedom 
from 

anxiety

Fear of: 
Failure

Rejection 
Guilt 
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) 

Remember the Amygdala

The Top 5 amygdala (emotional) triggers

1. Condescension
2. Being treated unfairly 

3. Being unappreciated 

4. Feeling you are not being listened to
5. Being held to unrealistic deadlines



What are your Drivers?
The Five Drivers

Values Result in Messages Result
in Drivers

Achievement, autonomy, success, being 
right

Don’t:
Make a mistake, take risks, be 
natural, be childlike

Be Perfect

Consideration, kindness, service
Don’t:
Be assertive, important, different, 
say no

Please Others

Courage, strength, reliability
Don’t:
Show your feelings, give in, ask 
for help

Be Strong

Persistence, patience, determination Don’t:
Be satisfied, relax, give up Try Hard

Speed, efficiency, responsiveness Don’t:
Take too long, relax, waste time Hurry Up



Lunch
Lunch



Feedback
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Feedback

Data - awareness

Themes - insight

Choice

Flexibility

Development & 
growth

What is the purpose of feedback?
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Some feedback assumptions that people make

• ‘they should just know how to do this, I shouldn’t need to tell them

• ‘They will get upset and I don’t like conflict’

• ‘Oh no! I got it wrong, how stupid am I, now they're going to think I’m really bad at my job’

• On being paid a compliment ‘Oh it’s nothing’

• ‘Why did people get upset, it was only feedback’

• ‘Why can’t people tell me what they really think’

• ‘I’m so experienced, I don’t need feedback’

• ‘I wish someone would tell me whether I’m getting this right or not’



Specific

Focus on behaviours

From their ‘map of the world

Owned – first hand

Benefit of receiver

General

Motive

From our ‘map of the world’

Disowned

Benefit of giver 

How to Give How to Receive

Listen

Ask Questions

Internalise

Choose

See as an opportunity to 
learn

Don’t listen

Criticise

Deflect / apportion blame

Make excuses

Learn nothing 

Receive, Reflect, Respond

Giving & Receiving feedback
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Clean Messy & unclear Clean Messy & unclear



Feedback approach for leadership & management
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Radical Candor In 6 Minutes 
With Kim Scott - YouTube

https://www.youtube.com/watch?v=YLBDkz0TwLM&t=4s
https://www.youtube.com/watch?v=YLBDkz0TwLM&t=4s


Radical Candor

Silence to avoid hurting 
feelings in the short term even 
though they would be better 

off knowing long term

Fake humility, silent 
contempt, political, passive 
aggressive, back- stabbing

Loud contempt, character 
attack, self-righteous shaming, 

bullying, front-stabbing



Feedback frames

More of ….. less of….

What went well was ……
An area for development is … ..

What delighted me was..
What concerns me is… .

What I appreciate about how you currently work is…
What I want to see you develop is…

You can construct your own easily – think about the outcome of the conversation you are having and what 
feedback would help everyone involved to move towards that outcome? 

Situation Describe situation with specifics, 
place, time, circumstance

Behaviour Describe what you observed (not 
your feeling or impression)

Impact Describe specific result of the 
behaviour

DESC

Describe When you ………………………………………………………….
(describe the specific behaviour)

Emote
I experience / I feel.…………………………………………...
(your felt response to this behaviour

 NOT ‘you made me feel’)

Specific I want you to / I’d appreciate it if / I need…….
(describe specific preferred behaviour)

Consequences

If you do that / that way we could……….………....
(state the +ve consequence for you both)

If you don’t do that ……………………………………………
(state the consequence and the next step of 

the action that will trigger)
Agree a review period



DESC model



Practice feedback that you would like to give to 
someone 

Think of some feedback that would be useful to give to someone you work with.

• Discuss this with your partner 

• Practice ‘giving it’ 

• Get feedback from your partner on how it ‘lands’



Break 



Feedback conversations  
using your SDI portraits



360 Feedback
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Interpreting your 360 report
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Unrecognised Strength – All raters have 
scored you 4 or more and Self scoring is at 
least 1.5 points less

Recognised (Clear) Strength – where the score of 
all raters and the score you gave yourself are both 
above 4

No descriptor – where your raters score is not
significantly different to the score you gave yourself

“All raters" is the average score of Manager, 
Peer & Direct Report; It excludes Self.



Unrecognised improvement area (Blind Spot ) – 
All raters have scored you less than 3 and Self 
scoring is at least 1.5 points more

Recognised improvement area (Area for 
Development ) – scores from All raters and Self 
scoring is less than 3

1.8
1.6
1.3
2.1

1.5
1.2
2.1

1.6

1.3

3.1



All raters scored more favourably

All raters scored less favourably







Page 19

Page 20

Page 21
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Additional feedback
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Feedback with a CLP partner between modules

Your 360 will be also be emailed following CLP 1. 

Between CLP 1 & 2, connect with your partner to discuss your feedback:

• How did you feel receiving the 360 feedback? 

• What were your highlighted areas of strength? 

• What one area would you choose to focus on to develop?

• What support do you need? 

Ensure equal share of voice, allow each other to really explore the feedback, listen intently, ask 

open questions. Notice any blame or judgement. Support and encourage each other.

You can also discuss this with your coach in your next session.
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