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Coaching-Led Performance 1- Enabling Individuals

Checkingin
& learning review

Trust

Delegation &
Empowerment

Delegation - ‘Pitch-marking"

v, @ current
v j situation?
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Leadership audits & future you

Leadership
assumptions

Rasult

Community of Confluence of

Practice Agendas

Coachable

Supporting &
moments

Challenging Staff

Relatedness
Feeling connected
with others in a
positive way that
encourages trust and
liking

Motivation

Competence
Knowing that you
have, can use and

develop valuable skills,

qualities & abilities

Visionary High Performance
Landscapers Engines
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The Coaching Space

Current state
What's the

‘What's the real challenge here
for you? What's stopping you?

Exploring barriers
Creating options

Deepening self-awareness

£ o (EmdsrEn Strengthening wil to take action
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Future
state/outcome

‘What do you
want?

Sensory Acuithy
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“Be Strong”

“Be

Perfect”
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“Please
Others”

A feedback mindset

Qualtrics 360 Feedback Evaluation
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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?

* Theimpact of the coaching approach

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



Motivation Theory

Relatedness

Feeling connected
with othersin a
positive way that
encourages trust
and liking

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

Ryan & Deci 2000

NEW YORK TIMES BESTSELLER

Daniel H. Pink

oRiVE

The Surprising Truth
About What Motivates Us

Autonomy

Mastery
Purpose







“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)’
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Our emotions

e-motions —§ energy for action

ATTACHMENT

Cas



The Neuroscience of Trust

Reduce the fear of
trusting a stranger

The more
trustworthiness
shown to a

person — more
Oxytocin
produced

Increase empathy,

N\

needed to work well

together

A

Increased
trustworthiness in
the recipient

High /
unhealthy
stress

Threat-focused

Protection and
safety-seeking

Activating /
inhibiting

Reduced Oxytocin

Anger, anxiety, disgust



The Trust Equation
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“We need trust to be
vulneraple, and we need to
be vulnerable in order to
puild trust”

Brene Brown
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Trust Building: Johari window

Disclosure
Known to
others
Unknown
v to others

Feedback

>
Known to self Unknown to self

Hidden Unknown
area potential

Adapted from the work Joseph Luft and Harry Ingram
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Trust task for CLP 2: Timeline Stories
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The

Art of Delegation

1.

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

e Timel

* Remove single point of failures

*  Succession & Development

* Morale — people feel valued

* (et a better job done

*  Ownership of issues

+ Commitment

* Increase engagement and enjoyment

delegation is not done well?

‘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

2. What is the impact to your work as a manager if

3. What can we delegate & what can we NOT delegate?

‘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?

4. What stops us delegating?

Don't trust the ability of others

Not enough time — quicker to do it myself
Frequency (‘its just a one-off’l)

Insecurity — self-confidence

Sensitivity about how it is seen by others
| have no one to delegate to!

| don't have the authority




Delegation - ‘Pitch-marking’

The Team
. Captain Touchlines = Boundaries
The Coach is ‘off the pitch’ and « Competence? * Scope
Not interfering!! But is: . Commitment? * Responsibility

*  Supporting
s, + Observing
* and still Responsible

* Team dynamics?

Agreed outcome

Current reality

Time based checks
» Full-time

e Half-time

* Extra-time

Goal based checks:
Half-way line
Penalty Box

Rules of Engagement

* Why — purpose?

* How —values and plan

* What - but not too explicit

AR S Q8

. , : : : NI
Delegation is a bound ‘agreement’ to act that requires constant dialogue §‘ ‘



Drivers

From ‘Transactional Analysis’
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The Transactional Analysis Parent-Adult-Child Model

Critical Parent
Monitors adherence to
rules, shoulds and
musts, and
expectations of sealf
and others. Largely
automatic,

Adaptive Child
The part of self that
makes emational
decisions about self
and the world based on
past and present
drivers, injunctions,
biclogy, and
environment,

Nurturing Parent

Voice of unconditional
acceptance, hope, and
opltimism. The source of self-
soothing and self-recognition

Adult
The planner, observer,
organizer, and
analyzer. The part of
self that can think
logically and rationally
and act accordingly.

Free Child
The spontansous,
emolive, creative,
and in-the-moment

part of self.

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.



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

Driver Purpose

in order to be resilient and self-reliant in the face of the ever-changing

“Be Strong” :
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

in order to give some pace and urgency to our lives

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

“Please Others”




Fear of:

Freedom Failure
. Rejectio
fro.m Perceive through our é it :
anxiety filters -
Un-safe
N
Enabling Disabling
behaviour behaviour
Try hard Only the difficult is worth your while!
Hurry up Keep going!
Be perfect Don't make mistakes!
Please others Always accommodate!
Be strong Maintain composure!

22

L
\4\"
D



Remember the Amygdala

Making meaning of events

5. Feelings mixed with
experience create
meaning

_ 4. Combined
emotions create
feelings

9 M,._'-N 3. Emotional signal

sent to cortex

2. Evaluation by
amygdala
provokes emotion

Amygdala - act like ‘radars’, 1. Event
attaching emotional significance

to experience and subsequently

evoking an emotional response

(like | always do)

The Top 5 amygdala (emotional) triggers

UoN W

Condescension

Being treated unfairly

Being unappreciated

Feeling you are not being listened to
Being held to unrealistic deadlines

§
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What are your Drivers?

The Five Drivers

right

natural, be childlike

Values Result in Messages inRDersi\leetrs
Achievement, autonomy, success, bein Don't:
' Y ' 9 | Make a mistake, take risks, be Be Perfect

Consideration, kindness, service

Don't:
Be assertive, important, different,
say no

Please Others

Take too long, relax, waste time

Don't:
Courage, strength, reliability Show your feelings, give in, ask Be Strong
for help
Persistence, patience, determination Don't: : Try Hard
P ' Be satisfied, relax, give up Y
Speed, efficiency, responsiveness Don't: Hurry Up

Drivers

The “Po™ messages of how to please Muwm and Pad

Be Perfect
“You're only OK if you get everything right.”
Allower “It’s OK to be yourself.”

Please Others
“You’'re only OK if you please people.”
Allower “It's OK to consider and please yourself.”

Be Strong

“You're only OK if you hide your feelings
and wants from people.

Allower “It’s OK to be open and to take care
of your own needs.”

o, Try Hard

(d\ ; “You're only OK if you keep trying hard to
do things.”
Allower “It’s OK to do it.”

Hurry Up

“You’re only OK if you do everything
right now.”

Allower “It's OK to take your time.”
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Feedback

AN\
A/ /
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What is the purpose of feedback?

Feedback

|

Data - awareness

l

Themes - insight

l

Choice

l

Flexibility

|

Development &
growth

C/ /%
QAW
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Some feedback assumptions that people make

‘they should just know how to do this, | shouldn't need to tell them

‘They will get upset and | don't like conflict’

‘Oh no! I got it wrong, how stupid am |, 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’

1'm so experienced, | don't need feedback’

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

C/ /%
QAW



Giving & Receiving feedback

How to Give

Clean Messy & unclear
Specific General
Focus on behaviours Motive

From their ‘map of the world From our ‘map of the world’

Owned — first hand Disowned

Benefit of receiver Benefit of giver

How to Receive

Clean Messy & unclear
Listen Don’t listen
Ask Questions Criticise
Internalise Deflect / apportion blame
Choose Make excuses

See as an opportunity to
learn

Learn nothing

Receive, Reflect, Respond

29



Feedback approach for leadership & management

Radical Candor In 6 Minutes
With Kim Scott - YouTube

LY
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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

Ruinous empathy —

NEW YORK TIMES BESTSELLER

[anIcAL

4
Care personally CNJ w
Radical candor - "“.";:.'Z}?Z"'
- SANDBERG
this happens by

this happens by caring
but not challenging

directly. This is the most

comfortable behavior
that we often stick to
and not very helpful.

demonstrating care and
also being clear and
direct with your
critiquing feedback. This
is where you want to be.

<

Manipulative insincerity —
this happens by not caring
and also not challenging.
If you're behaving this way
you're neither clear in your
feedback or nice about it.
This is the worse of the
bunch.

» Challenge directly

Obnoxious aggression —

this happens by challenging
directly without much caring
personally. This is probably
the second most helpful
behavior after ‘radical
candour’. Loud contempt, character

attack, self-righteous shaming,
bullying, front-stabbing




Feedback frames

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?

More of ..... less of....

What went well was ......

An area for development is .....

What | appreciate about how you currently work is...

What | want to see you develop is...

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

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

Describe

Emote

Specific

Consequences

DESC

When you .. :
(describe the speC/ﬁc behawour)

| experience/ | feel...
(your felt response to th/s beho\/ jour
NOT ‘you made me feel’)

| want you to / I'd appreciateit if /| need.......
(describe specific preferred behaviour)

If you do that / that way we could......................
(state the +ve consequence for you both)
If you don't do that .. .
(state the consequence Cmd the next step of
the action that will trigger)
Agree a review period

§
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DESC model

DESCRIBE

Describe what you are seeing,
hearing, the situation.

At the end of feedback prepare for follow up
and ask to establish tangible action points:

«  When/ hear..
*  Whenl see..
+  When X happens...

«  What have we agreed on? '
«  What is my responsibility? '

|
«  What is your responsibility? FOLLOWUP
Go back to the person you delivered or received

feedback from after 3 to 4 weeks and ask them
about their opinion about the improvement:

«  How have you improved since our last tafk?,
*  How have | improved since our last talk?
CONSEQUENCE
State the positive consequence for
you both:

*  That way we could...
*  Then we will be able...

EXPRESS

Express your response, what is going
on for you emotionally (can also be
used to check out assumptions).

*  [feel
SPECIFIC « lam

State your preferred need

+ | would appreciate it If..

L
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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’

C/ /%
QAW
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Feedback conversations
using your SDI portraits

Overdone Strengths Portrait
Jacqueline Fairbrass

Baing so helpful to othars that
you do things for them that they
do not want o need.

Smothering

WORK PERSFECTIVE

The Overdone Strengths Portrait shows
how athers might perceive you when
you overdo your strengths.

Being so loyal that you overiook
or ignora problems with plans or
peaple.

Blind

Baing so supportive that you
give up your own interests and
wishes for others.

Self-Sacrificing

Being so persavering that you justify

Being so trusting that you

Being so forceful that you assart

me:fumw ﬂﬁ&? othere” readily believe in people ar your will over others.
Strengths Portrait WORK PERSFECTIE | stes Sl
TRUSTIN: Stubl
You pms;r la(i,\th in The Strengths Portrait is a picture of Eomy GEE D
H H olhers, you. It shows the way you prioritize and
Jacqueh ne Fairbrass use your strengths when you work with Being so quick-lo-act that you Being so methadical that you Being self-confident to the point Being s0 persuasive thal you Being so compelitive thal you
others. overiaok information that could are constrained and do not of being convinced you know disregard athers’ views and confront peopls in & combative
change your ways. bast. dispute their ar ive way.
FORCEFUL PERSEVERING R A
‘You act with canviction, “Yau maintain the same (23 L L L
power, and drive. coursa of action despita
obatacise. <o inclusive that it Being risk-taking to the point of Baing so analytical that youget ~ Being sa caring for athers' wall- Baing so ambitious with your Being so modast that you dan't
s the value of each ignaring tha potantial lost in concepts or details that being that you give or do goals that you don't hava taka credit for your efforts ar
bn's participation. consequences. don't matter. anything they ask. compassion for others. promeate your ability.
SUPPORTIVE HELPFUL LOYAL
You give encolragemant You give assistanca to Yol remalin faithful to the diseriminate Reckless Obsessed Submissive Ruthless Self-Effacing
and help to others. athers who ars in nesd commitmeants you make to
athers.
Baing so devoted that you do Being so open-to-changa that Being so fair and impartial that Being so sociable that you Being so principled that you
‘what others want without your priorities and principles are  you don't consider the effect on disrupt or distract others. dan't yield, aven on minor
question or resistance. not clear. athers. issues.
COMPETITIVE RISK-TAKING METHODICAL QUICK-TO-ACT PERSUASIVE
You strive to win against You take chances on You are arderly in action, You get things started You urge, influsnce, and Subservient Inconsistent Cold Intrusive Unbending
others. losses in pursuit of high thought, and exprassion without dalay. convince othars.
gains.
fo Qverdo at Wi Baing so cautious that you start ~ Being so tolerant that you coma Baing so flaxible that other
@ verda at Tor off with doubt, mistrust, and across as having no opinion or peaple cannot ba sure about
INCLUSIVE SELF-CONFIDENT AMBITIOUS CARING SOCIABLE ANALYTICAL o [EoLes Lk
You bring pecple tagather You believe in your own You are determined to You concam yourself with You engage aasily in You dissect and digast
in order ta reach powers and strengths. succeed and to get ahead. the well-being of athers. group conversations and whatever s going on. Suspicious Indifferent Unpredictable
consensus. activities.
Baing so option-oriented that Being so adaptable that you let
you do not have a clear aim or the situation dictate what you
MODEST FAIR OPEN-TO-CHANGE DEVOTED TOLERANT diraction da.
You play down what you You act justly, squitably, You consider differsnt You are dedicated to ‘You respect differences,
are capable of doing. and impartially. pearspectives, ideas, and some people, activities, or aven when you don't Indecisive Compliant
opinians. purposes. agree.
Baing s"n resarved in axpressing
yoursalf that you da not engage
Most Likely To Use at Work FLEXIBLE OPTION-ORIENTED CAUTIOUS with peaple or issues.
‘You act in whatever You look for and suggest ‘Yau are careful to make
manner is appropriate at differant ways of doing sure of what is going on. , Overdlo at Wo Distant
e things. To Overdo at Work
1 Al
PRINCIPLED ADAPTABLE
You follow certain rules of You adjust readily to new THE FOUR TYPES OF STRENGTHS
right conduct. or modified conditions.
Strengths with a Strengths with a red
blue bar are about bar are about
people performance
RESERVED
Yfou practice self-restraint Strengths with a Strengths with a
"“"m::;?hm“”gm green bar are about grey bar are about
Least Likely To Use at Work ge. process perspective
1




360 Feedback

SARA - Natural Response to Feedback

Energy

What people say What people say while What people say in What people say in

when in SHOCK: : in ANGER: t  RESISTANCE: ACCEPTANCE:

* “What??? | don't » “They’re just venting » “Nobody is perfect--we * “How can | best use this
understand this their frustrations!” : all have faults.” feedback?”
report.” i » “The survey doesn’t « “That'sjust thewayl } «“Whatcanldoto

* “It’s just a survey.” really fit my current :  am.. take it or leave it."” improve?”

* “This report mustnot  situation.” P et get it, butl don’tlike i «“Who can help me make
be right.” i « “Who said this?” iy i this change?”

37
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Interpreting your 360 report

Qualtrics 360° Feedback Evaluation
Evaluation du feedback 4 360° de Qualtrics

16th November 2022

O Trafalgar 360

FEEDBACK

About your report

Welcome to your 360° feedback report. This is a great opportunity to grow and develop as a professional. In
order to set yourself up for success when going through results, allow yourself suffident time to go over the
feedbadc.

Feedback can be difficult to hear initially, but keep in mind that the purpose of this feedback is to accelerate your
growth and development.

As you go through your report, here are a few things to kesp in mind.
Things to look out for within your results:

- Different evaluators - understand who your feedback is coming from, whether it's Managers, Peers or
Direct Reports
» Famdiarise yourself with the Rating Scale to ensure acourate interpretation
* Recognise the varicus types of feedback:
= Quantitative: This feedback will ke numerical and & could be represented in graphs, bar charts,
tables, et
= Qualitative: Free text commentary from people to give more depth to the quantitative data

How to interpret results and determine action:

Dax Don't:
= Look at feedback holistically, remember all * Try to figure owt who said what
feedback is just data that raises your awareness. * Focus on one positive or negative
and you then have flexibiliy in howyou respond comment/soore

= Seek to understand the intent behind the * Create a developmental plan around every
feedback item

= Identify themes in strengths and opportunities * Be discouraged that you have opportunities
forimprovement forimprovement

= Pricritizz a few foous areas to add to your
developrment plan

= Understand that everyone has opportunities for
Improvement

Remember, there are resources to help you interprat your feedbadk, such as your coach, your manager and
HR/Talent & Organisational Development team.

Pour yourseif a cup of coffes and dive inte your feedbacdi.

Report summary

Self-assessment Done

Respondent statistics

Evaluator Relationship Completed responses % complets
All Raters 20/20 100%
Direct Report 55 100%
Manager 5/5 100%
Peer 1010 100%

Compare the number of people who finished your assessment with the number of people invited to participate.

Rating Scale

This assessment used the following rating scale when raters provided their feedback.

Q
I
w

wn

On the following page you will find your scoring overview for each section, with a comparison of your Self score
against the evaluation of others. Against each section you may find an additional descriptor;

Recognised (Clear) Strength - scores from Others and Self scoring is 4 or more
Unrecognised Strength - Others have scored you 4 or more and Self scoring is at least 1.5 points less

Unrecognised Improvement Area (Blind Spot) - Others have scored you less than 3 and Self scoring is at least 1.5

points more
Recognised Improvement Area (Area for Development) - scores from Others and 5elf scoring is less than 3

If there is no descriptor against a section, that means that there are no clear strengths or weaknesses.

L
L\ \g
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Scoring Overview

| Managar

wfﬁm"n“‘%

| Managear
Drive for Results

Teamwork

Managsr

Communication

| Manager

Leadership

"All Raters" is the average score of Manager, Direct Report and Peer; it excludes Salf.

See page Z for guidance

3.00
385
3.80
4.43
3.86

325
3.92
3.70
4.50
3.78
4.00
4.73
3.96
420
4.15

Unrecognized Strength

An unrecognized strength comes
from a discrepancy between the
self-rating and the ratings from
others. The self-rating was low,
but the ratings from others was
high.

Clear Strength

A clear strength means self-ratings
and ratings from others are both
above the average for this
competency.

v

v

v

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

Unrecognised Strength — All raters have
scored you 4 or more and Self scoring is at
least 1.5 points less

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

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

L
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Scoring Overview

1 2 3 4 5

Manager

Self-Awareness

Manager
Drive for Results.

Communication

Manager
Leadership

“All Raters® is the average score of Manager, Direct Report and Peer; it excludes Self.

‘See page 2 for guidance

2.80
455
425
464
449

31
21
1.5
Lo
1.8

314
468
4.43
4.80
4.65

13
21
1.2
1n

16

340
445
4.00
464
438

v

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

v

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

LY
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GAP Chart

The gap chants display the difference in scores between Saff and Al Raters, followed by the individual evaluator

categories.
A positive(+) difference means others rated you higher than the rating you provided for yourself.

A negativel-) difference means others rated you lower than the rating you provided for yourself.
The larger the number the higher the gap.

Self and All Raters

Communication / Cornmunication o—a +0.38

Drive for Results / Volonté d'obtenir des

résultats 054 0—=0

Leadership / Leadership 029 8—0

Self-Awareness / Connaissance de soi o +1.90

Teamwork / Travail d'éguipe -046 0—o0
o 1 2 3 4

O Selif ® Others

The gap chart indicates the +/- difference between two rater groups.

Self and Manager

Communication / Communication CO—0 +H29

Drive for Results / Volonté d'obtenir des 058

résultats —C

Leadership / Leadership 030 o—0

Self-fwareness / Connaissance de soi o +2.00

Teamwork / Travail d'éguipe -057 9—o0
1] 1 2 3 4

O self Manager

v

\ 4

All raters scored more favourably

All raters scored less favourably

LY
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High and Low Scores

Highest Scores
Rank Sconng Category D
1 ;?\:qu_lperk.-’Travall Treat others with respect ~ Traiter les autres avec respect

ve for Results / Volonté Priaritise work based on the needs of the organisation and its

2 \ ) . customers ~ Prioriser le travail selon les besoins de f'entreprise et de

d'obtenir des résultats )
ses dients

3 Tearrwork / Travail Support the continuous development of others ~ Soutenir e
d'équipe développement continu des autres

4 Tearmwork f Travail Value and respect differences amongst team members ~ Valoriser et
d'équipe respecter les différences des membres de féquipe

n Leadership / Leadership Help team members resolve work-related problems ~ Aider les

memibres de f'équipe & réscudre des problémes dans leur travail

Lowest Scores

Rank scoring Category pEm

. Self-Awareness f Actively seek self-performance feedback from others ~ Demander de
Connaissance de soi fagon proactive du feedback survotre performance
Drive for Results / Volonté ; ) - L

2 d'obtenir des résultats Set challenging goals ~ Fixer des objectifs ambitieux

3 T?,a . rie Travail Delegate effectively ~ Déléguer efficacement
d'équipe

4 Leadership / Leadership Translate MATO's strategy into concrete actions / plans ~ Traduire la

stratégie de 'OTAN en actions/plans concrets

Take team members' ideas and opinicns into account when making
4 Leadership / Leadership  decisions ~ Prendre en compte les idées et les opinions des membres
de 'Equipe pour prendre une dédision

Average

480

433

477

420

420

Average

273

300

307

320

320

Hidden strengths/improvement areas

Hidden strengths shows where others rared you higher than you rated yourself. Gap =1 is highlighted in green

Areas for improvemnent shows where athers rated you lower than you rated yourself. Gap <1 is highlighted in amber.

Both sections are ranked from largess to smalless gap.
Hidden Strengths
Rank Scoring category Item

Treat mistakes and setbacks as learning

1 Self-Awareness / opportunities ~ Considérer les erreurs et les
Connaissance de soi revers comme des opportunités pour
apprendre

Seek opportunities for self development and
Self-Awareness / ) Ppo P ..
2 . . improvement ~ Rechercher des opportunités
Connaissance de soi . .
pour s'améefiorer et se developper

Demonstrate an awareness of how actions and
Self-Awareness / decisions affect others ~ Montrer que vous avez
Connaissance de soi conscience de la fagon dont vos actions et
décisions impactent les autres

Control emations, even in high-pressure
Self-Awareness / T - ., En P -
4 . . situations ~ Contrdler vos émaotions, meme
Connaissance de soi : _
dans des situations stressantes

Convey credibility and expertise when
Communication f communicating with others ~ Faire preuve de
Communication crédibilité et d'expertise lors de vos

communications avec les autres

Areas for improvement
Ramk SCONME Category Itam

Translate NATO's strategy into concrete actions
1 Leadership / Leadership  / plans ~ Traduire la stratégie de FOTAN en
actions/plans concrets

Make effective and timely dedisions to move

Crive for Results / Volonté .
2 ) & TOr eSS f VOIOME  rward ~ Prendre des décisions efficaces et
d'obtenir des résultats .
rapides
5 Teamwork / Travail Give constructive and helpful feedback to
d'équipe others ~ Donner un avis constructif et pertinent
Achieve objectives even when faced with
3 Drive for Results / Volonté obstades and challenges ~ Atteindre les
d’obtenir des résultats objectifs méme en cas d'obstades ou de
problémes
4 Z_E;]u"i p‘T“Tra"'a" Delegate effectively ~ Déléguer efficacement

Self

1.00

1.00

200

2.00

3.00

Self

5.00

5.00

5.00

5.00

4.00

Orthers

4.00

37e

4.07

393

4.2

Orhers

307

3684

3684

379

3.00

+2.07

+1.93

+1.21

-1.93
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=]
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Rater category breakdown

The following sections look at each elerment of a category and may include an additional descriptor against a
particular element.

Recognised (Clear) 5trength - all raters have scored you 4 or more and you have scored yourself 3 or more.
Unrecognised Strength - all raters have scored you 4 or more and you have scored yourself less than 3

Unrecognised Improvement Area (Blind Spot) - all raters have scored you 2 or less and you have scored
yourself 3 or more

Recognised Improvement Area (Area for Development) - all raters and you have scored you 2 or less.

If there is no descriplor against a section, that means that there are no dear strengths or weaknesses.

Self Awareness / Connaissance de soi

Scoring Category  Average

Self-Awareness / Connaissance de soi 370

How regularly do you....

Seek opportunities for self development and improvement - Rechercher des opportunités
pour s'améliorer et se développer

Self P 1.00
Manager I .00
Peer I, 320
Direct Report NG .33
All Raters 3.79

Treat mistakes and setbacks as learning opportunities — Considérer les erreurs et les revers
comme des opportunités pour apprendre

Unrecognised strength

Self I 1.00 An unrecognized strength comes
Manager I 3,53 from a discrepancy between the
Peer I 3,80 self-rating and the ratings from

Direct Report I 4.7 E”:Et": T“;?se*f-r:ti”irs low,
All Raters 4.00 U £ ratings from 25 Was

high.

Actively seek self-performance feedback from others - Demander de facon proactive du
feedback sur votre performance

Recognised Improvement area

Self I 3.00
Manager I .33

A recognised improvement area
{area for Development) means

Peer I 1.60 self-ratings and ratings from
Direct Report I 3.33 others BE bt'::_h bﬂ'ﬂw;che
All Raters 27 average for this competency.

Control emotions, even in high-pressure situations — Contréler vos émotions, méme dans
des situations stressantes

Self I .00
Manager I 3.83
Peer I 4.00
Direct Report IR, 400
All Raters 3.93

Demonstrate an awareness of how actions and decisions affect others - Montrer que vous
avez conscience de la facon dont vos actions et décisions impactent les autres
Unrecognised strength

Self INEGE— 2.00
Manager I .00
Peer I 4.20
Direct Report I .00
All Raters 4.07

An unrecognized strength comes
from a discrepancy between the
self-rating and the ratings from
others. The self-rating was low,
but the ratings from others was

high.
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Additional feedback

What should you consider stopping doing in order to continue to
grow and develop?

What should you start doing to continue to grow and develop
further?

What is your greatest strength and what should you continue to
do to grow and develop?

Page 19
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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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