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Framework for Coaching Senior Management

Wider Board Context

Research shows that the benefits of coaching are multiplied many times over when the Executive Team is also coached together. 

1. Top performers need great awareness and insight into the social, organisational and team structures of the organisations they lead. 

2. They must also deal effectively with different communications styles and reduced face-to-face contact. 

3. A failure to ignore the CEO/DIRECTOR development within the wider board context can impact effectiveness, levels of influence, and ways of doing business.

A key focus on the ‘CEO/DIRECTOR within context’ can address the issues above through facilitated senior team discussion. 

The aim is to crystalise understanding of the challenges the CEO/DIRECTOR is facing around: 

· Big picture visioning.
· Driving forward the vision.
· Managing board dynamics and solidifying a team.
· Identifying and addressing what’s most important.
· Understanding and adapting board culture.
· Identifying the leverage points in relation to key issues.
· Identifying metrics for success and quick wins.
This will feed into a core board management agenda that can guide CEO/DIRECTOR coaching sessions in relation to board management. 

Extending the individual coaching sessions to other board members can be built in, if required, to further assist the top team working together effectively. 
Key stages 

1. 60 minutes initial interview with CEO/DIRECTOR.

2. Ten individual coaching sessions dealing with the critical pressures identified over a period of one year.

3. Team coaching session with the whole team every 3 months, each one addressing a core theme/current issue.

4. Four shadow or observational coaching sessions for the CEO/DIRECTOR within critical business contexts. 

5. ‘Test re-Test’ both at the beginning of the development intervention and at the end with a final stage one hour wash up session to cover development progress and broker future CPD activity.  

6. A final stage is to build an effective model, incorporating top team competencies. These can then be used as a basis for succession planning and future development activities. 
Structured Learning Conferences

1. Within this framework, the CEO/DIRECTOR will describe key business issues and request feedback within a series of Structured Learning Conferences (SLC’s). 

2. A ‘Critical Friend’ will manage these sessions using CIGAR – Current, Ideal, Gap, Action and Result. 

3. The critical friend will ask questions in order to understand the business issues described and to clarify the context in which the issue takes place. 

4. The CEO/DIRECTOR sets the desired outcomes for this conference, ensuring that he or she is in control of the feedback.

5. The critical friend provides feedback on what seems to be significant about the business issue. The purpose of the feedback is to provide a lens that helps evaluate the work.

6. All participants reflect and write notes on the conference, thinking about the points and suggestions raised. These notes can then be converted into clear management directives, which can also be extrapolated into models of good practice.

Key stages 

The SLC’s can be targetted in relation to the critical management issues identified as part of the first 100 days philosophy. The process will include: 

1. Personal branding. Initial 120min consultation with a view to enabling self managed development across: 

	Defining and formulating authentic personal ambition
	This phase involves defining and formulating personal ambition and making it visible. Personal ambition is the soul starting point, core intention and the guiding principles of the personal brand. 

	Define and formulate authentic personal brand
	Personal SWOT analysis to determine personal brand objectives.

	Action plan
	Developing an integrated and well balanced action plan based on personal ambition and personal brand

	Implement and cultivate personal ambition
	Deliver on brand promises.
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