COACHING SKILLS FOR LEADERS

THE Power oF COACHING SKILLS FOR LEADERS: DRIVING GROWTH AND ENGAGEMENT

COACHING SKILLS FOR LEADERS ARE NO LONGER A “NICE-TO-HAVE” BUT A CRITICAL COMPETENCY FOR NAVIGATING THE
COMPLEXITIES OF TODAY'S BUSINESS ENVIRONMENT. IN AN ERA DEMANDING ADAPTABILITY, INNOVATION, AND HIGH EMPLOYEE
ENGAGEMENT, LEADERS WHO MASTER COACHING TECHNIQUES EMPOWER THEIR TEAMS TO REACH THEIR FULL POTENTIAL. THIS
ARTICLE DELVES INTO THE ESSENTIAL COACHING SKILLS THAT TRANSFORM MANAGERS INTO EFFECTIVE MENTORS, FOSTERING A
CULTURE OF CONTINUOUS LEARNING, PROBLEM~SOLVING, AND EXCEPTIONAL PERFORMANCE. WE WILL EXPLORE FOUNDATIONAL
PRINCIPLES, PRACTICAL TECHNIQUES, AND THE PROFOUND IMPACT THESE SKILLS HAVE ON INDIVIDUAL DEVELOPMENT AND
ORGANIZATIONAL SUCCESS, COVERING ACTIVE LISTENING, POWERFUL QUESTIONING, FEEDBACK DELIVERY, GOAL SETTING, AND
MORE.
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THe FOUNDATION OF EFFECTIVE LEADERSHIP COACHING

EFFECTIVE LEADERSHIP COACHING IS BUILT UPON A BEDROCK OF GENUINE INTENT TO SUPPORT AND DEVELOP OTHERS. |T°S NOT
ABOUT HAVING ALL THE ANSWERS, BUT ABOUT FACILITATING THE PROCESS BY WHICH INDIVIDUALS DISCOVER THEIR OWN
SOLUTIONS AND PATHWAYS TO IMPROVEMENT. THIS APPROACH SHIFTS THE LEADER’S ROLE FROM DIRECTIVE MANAGER TO
SUPPORTIVE ENABLER, CREATING A MORE DYNAMIC AND ENGAGED WORK ENVIRONMENT. UNDERSTANDING THIS FUNDAMENTAL SHIFT
IS THE FIRST STEP IN MASTERING COACHING SKILLS FOR LEADERS.

A COACH-LEADER CREATES PSYCHOLOGICAL SAFETY, ALLOWING INDIVIDUALS TO BE VULNERABLE, TAKE RISKS, AND LEARN FROM
MISTAKES WITHOUT FEAR OF REPRISAL. THIS TRUST-BASED RELATIONSHIP IS PARAMOUNT. W/ITHOUT IT, EVEN THE MOST
SOPHISTICATED TECHNIQUES WILL FALL FLAT. THE LEADER’S COMMITMENT TO THE COACHEE’S GROWTH, DEMONSTRATED
THROUGH CONSISTENT APPLICATION OF COACHING PRINCIPLES, SOLIDIFIES THIS FOUNDATION. THIS COMMITMENT SIGNALS THAT
THE LEADER VALUES THE INDIVIDUAL’S JOURNEY AND BELIEVES IN THEIR CAPACITY FOR SUCCESS.

Core COACHING SKILLS FOR LEADERS

DEVELOPING A ROBUST SET OF COACHING SKILLS IS ESSENTIAL FOR ANY LEADER AIMING TO MAXIMIZE TEAM PERFORMANCE AND
INDIVIDUAL POTENTIAL. THESE SKILLS ARE INTERCONNECTED AND WORK SYNERGISTICALLY TO CREATE A POWERFUL COACHING
DYNAMIC. MASTERING EACH ONE CONTRIBUTES SIGNIFICANTLY TO A LEADER'S OVERALL EFFECTIVENESS AND THE TEAM'S ABILITY
TO INNOVATE AND ACHIEVE AMBITIOUS GOALS.



ACTIVE LISTENING: THE CORNERSTONE OF LUUNDERSTANDING

ACTIVE LISTENING IS ARGUABLY THE MOST CRITICAL COACHING SKILL FOR LEADERS. |T INVOLVES MORE THAN JUST HEARING
WORDS,; IT REQUIRES A DEEP ENGAGEMENT WITH THE SPEAKER, PAYING ATTENTION TO BOTH VERBAL AND NON-VERBAL CUES.
LEADERS MUST STRIVE TO UNDERSTAND THE UNDERLYING MESSAGE, EMOTIONS, AND PERSPECTIVE OF THE INDIVIDUAL THEY ARE
COACHING. THIS MEANS SETTING ASIDE DISTRACTIONS, MAINTAINING EYE CONTACT, NODDING TO SHOW ENGAGEMENT, AND
PARAPHRASING TO CONFIRM UNDERSTANDING.

PRACTICING ACTIVE LISTENING HELPS LEADERS TO IDENTIFY BLIND SPOTS, UNCOVER HIDDEN ASSUMPTIONS, AND GAIN A MORE
COMPREHENSIVE PICTURE OF THE CHALLENGES AND OPPORTUNITIES FACING THEIR TEAM MEMBERS. W/HEN LEADERS TRULY LISTEN,
INDIVIDUALS FEEL HEARD, VALUED, AND RESPECTED, WHICH IS A POWERFUL MOTIVATOR IN ITSELF. THIS SKILL FORMS THE BASIS
FOR ALL SUBSEQUENT COACHING INTERACTIONS.

PowEerFUL QUESTIONING: UNLOCKING INSIGHTS

POWERFUL QUESTIONING IS THE ART OF ASKING OPEN-ENDED QUESTIONS THAT PROVOKE THOUGHT, ENCOURAGE SELF-
REFLECTION, AND LEAD INDIVIDUALS TO DISCOVER THEIR OWN ANSWERS. INSTEAD OF ASKING QUESTIONS THAT CAN BE
ANSWERED WITH A SIMPLE “YES” OR “NO,” COACHES USE QUERIES THAT BEGIN WITH “WHAT,” “HoW,” “WHY,” AND “TELL ME
MORE ABOUT...” TO DELVE DEEPER. EFFECTIVE QUESTIONS CHALLENGE LIMITING BELIEFS, EXPLORE POSSIBILITIES, AND PROMPT

ACTION PLANNING.

For INSTANCE, INSTEAD OF ASKING, “DID YOU FINISH THE REPORTP”, A LEADER USING POWERFUL QUESTIONING MIGHT ASK,
“\W/HAT WERE THE KEY CHALLENGES YOU ENCOUNTERED WHILE WORKING ON THE REPORT, AND HOW DID YOU ADDRESS THEM?”
THIS TYPE OF INQUIRY ENCOURAGES CRITICAL THINKING AND PROBLEM-SOLVING, FOSTERING A SENSE OF OWNERSHIP OVER THE
PROCESS AND OUTCOMES. MASTERING THESE QUESTIONS UNLOCKS THE COACHEE'S INHERENT WISDOM.

ProvIDING CoONSTRUCTIVE FEeDBACK: FUELING GROWTH

DELIVERING FEEDBACK EFFECTIVELY IS A CRUCIAL COACHING SKILL FOR LEADERS. CONSTRUCTIVE FEEDBACK IS SPECIFIC,
ACTIONABLE, AND DELIVERED IN A TIMELY MANNER, FOCUSING ON BEHAVIORS RATHER THAN PERSONALITY TRAITS. THE GOAL IS
TO ILLUMINATE AREAS FOR IMPROVEMENT WHILE REINFORCING STRENGTHS. LEADERS SHOULD AIM FOR A BALANCED APPROACH,
ACKNOWLEDGING SUCCESSES BEFORE ADDRESSING DEVELOPMENTAL AREAS, AND ALWAYS FRAMING FEEDBACK AS AN
OPPORTUNITY FOR GROWTH.

TECHNIQUES LIKE THE SBI (SITUATION-BEHAVIOR-IMPACT) MODEL CAN BE HIGHLY EFFECTIVE. FOR EXAMPLE, “IN THE CLIENT
MEETING YESTERDAY (SITUATION), WHEN YOU PRESENTED THE PROJECT ROADMAP (BEHAVIOR), THE CLIENT SEEMED
ENTHUSIASTIC AND ASKED FOLLOW-UP QUESTIONS ABOUT OUR TIMELINE (IMPACT). THIS SHOWED YOUR CLEAR AND CONFIDENT
COMMUNICATION. MOVING FORWARD, CONSIDER ELABORATING ON THE RISK MITIGATION STRATEGIES AS WELL TO FURTHER BUILD
THEIR CONFIDENCE.” THIS STRUCTURED APPROACH ENSURES CLARITY AND REDUCES DEFENSIVENESS.

GOAL SETTING AND ACCOUNTABILITY: DRIVING ACTION

COACHING IS INHERENTLY ACTION-ORIENTED, AND EFFECTIVE GOAL SETTING IS KEY TO DIRECTING THAT ACTION. LEADERS HELP
INDIVIDUALS DEFINE CLEAR, MEASURABLE, ACHIEVABLE, RELEVANT, AND TIME-BOUND (SMART) GOALS THAT ALIGN WITH BOTH
PERSONAL DEVELOPMENT ASPIRATIONS AND ORGANIZATIONAL OBJECTIVES. THE LEADER’S ROLE IS TO GUIDE THE INDIVIDUAL IN
ARTICULATING THESE GOALS AND TO ESTABLISH MECHANISMS FOR ACCOUNTABILITY.

ACCOUNTABILITY ISN’T ABOUT PUNISHMENT, IT’S ABOUT CREATING A SUPPORTIVE FRAMEWORK FOR COMMITMENT. THIS CAN
INVOLVE REGULAR CHECK~INS, PROGRESS REVIEWS, AND AGREED-UPON NEXT STEPS. \W/HEN INDIVIDUALS KNOW THEIR PROGRESS



WILL BE DISCUSSED AND ACKNOWLEDGED, THEY ARE MORE LIKELY TO STAY ON TRACK AND OVERCOME OBSTACLES. THis
ENSURES THAT COACHING CONVERSATIONS TRANSLATE INTO TANGIBLE RESULTS.

BUILDING TRUST AND RAPPORT: THE ESSENTIAL RELATIONSHIP

TRUST AND RAPPORT ARE THE INDISPENSABLE PILLARS UPON WHICH ALL EFFECTIVE COACHING RESTS. WITHOUT A STRONG,
TRUSTING RELATIONSHIP, INDIVIDUALS WILL BE HESITANT TO BE OPEN, HONEST, AND VULNERABLE. LEADERS BUILD TRUST
THROUGH CONSISTENCY, INTEGRITY, EMPATHY, AND BY DEMONSTRATING A GENUINE COMMITMENT TO THE COACHEE’S SUCCESS
AND WELL-BEING. CONFIDENTIALITY IS ALSO PARAMOUNT IN FOSTERING A SAFE SPACE FOR DIALOGUE.

SHOWING EMPATHY, ACKNOWLEDGING FEELINGS, AND CELEBRATING SMALL WINS ALL CONTRIBUTE TO A POSITIVE COACHING
RELATIONSHIP. W/HEN INDIVIDUALS FEEL SAFE AND UNDERSTOOD, THEY ARE MORE RECEPTIVE TO FEEDBACK, MORE WILLING TO
TAKE RISKS, AND MORE ENGAGED IN THEIR OWN DEVELOPMENT. THIS RELATIONAL ASPECT IS AS IMPORTANT AS ANY SPECIFIC
TECHNIQUE.

DeVELOPING EMOTIONAL INTELLIGENCE IN LEADERSHIP COACHING

EMOTIONAL INTELLIGENCE (ED IS A CRITICAL COMPONENT OF SUCCESSFUL LEADERSHIP COACHING. |T ENCOMPASSES SELF-

AW ARENESS, SELF-REGULATION, MOTIVATION, EMPATHY, AND SOCIAL SKILLS. LEADERS WITH HIGH El CAN BETTER UNDERSTAND
THEIR OWN EMOTIONAL RESPONSES AND THOSE OF THEIR TEAM MEMBERS, WHICH ALLOWS FOR MORE NUANCED AND EFFECTIVE
COACHING. THEY CAN SENSE WHEN A COACHEE IS STRUGGLING, FRUSTRATED, OR EXCITED, AND TAILOR THEIR APPROACH
ACCORDINGLY.

DEVELOPING E| ENABLES LEADERS TO NAVIGATE DIFFICULT CONVERSATIONS WITH GRACE, MANAGE CONFLICT CONSTRUCTIVELY,
AND INSPIRE GREATER COMMITMENT FROM THEIR TEAMS. |T INVOLVES BEING PRESENT, OBSERVING EMOTIONAL CUES, AND
RESPONDING WITH UNDERSTANDING AND SUPPORT, THEREBY CREATING A MORE PSYCHOLOGICALLY SAFE AND PRODUCTIVE
COACHING ENVIRONMENT.

EMPOWERMENT AND DELEGATION: FOSTERING AUTONOMY

A KEY OUTCOME OF EFFECTIVE COACHING IS EMPOWERING INDIVIDUALS TO TAKE OWNERSHIP OF THEIR \WORK AND DEVELOPMENT.
THIS INVOLVES DELEGATING TASKS NOT JUST AS ASSIGNMENTS, BUT AS OPPORTUNITIES FOR GROWTH. LEADERS SHOULD
PROVIDE THE NECESSARY CONTEXT, RESOURCES, AND SUPPORT, BUT THEN ALLOW INDIVIDUALS THE AUTONOMY TO FIGURE OUT
THE BEST WAY TO ACHIEVE THE DESIRED OUTCOME. THIS BUILDS CONFIDENCE AND COMPETENCE.

W/HEN LEADERS EMPOWER THEIR TEAM MEMBERS, THEY FOSTER A SENSE OF AGENCY AND RESPONSIBILITY. THIS NOT ONLY FREES
UP THE LEADER’S TIME BUT, MORE IMPORTANTLY, CULTIVATES A MORE SKILLED, MOTIVATED, AND SELF-SUFFICIENT W ORKFORCE.
COACHING PLAYS A VITAL ROLE IN EQUIPPING INDIVIDUALS WITH THE MINDSET AND SKILLS TO THRIVE WITH THIS NEWFOUND
AUTONOMY.

APPLYING COACHING SKILLS IN DIFFERENT SCENARIOS

THE APPLICATION OF COACHING SKILLS FOR LEADERS IS NOT A ONE-SIZE-FITS-ALL ENDEAVOR. DIFFERENT SITUATIONS CALL FOR
NUANCED APPROACHES, BUT THE CORE PRINCIPLES OF LISTENING, QUESTIONING, AND SUPPORTING REMAIN CONSISTENT. ADAPTING
THESE SKILLS TO SPECIFIC CONTEXTS MAXIMIZES THEIR IMPACT AND EFFECTIVENESS IN DRIVING DESIRED OUTCOMES.



PerFORMANCE IMPROVEMENT COACHING

\WHEN ADDRESSING PERFORMANCE GAPS, COACHING SKILLS ARE ESSENTIAL FOR A CONSTRUCTIVE APPROACH. INSTEAD OF SIMPLY
POINTING OUT SHORTCOMINGS, A LEADER USES COACHING TO EXPLORE THE ROOT CAUSES OF UNDERPERFORMANCE. THIS
INVOLVES ASKING QUESTIONS LIKE, “\W/HAT OBSTACLES ARE PREVENTING YOU FROM MEETING THIS TARGET?” OR “WHAT
RESOURCES OR SUPPORT DO YOU THINK WOULD HELP YOU SUCCEED HEREP” THE FOCUS IS ON COLLABORATIVE PROBLEM-
SOLVING AND IDENTIFYING ACTIONABLE STEPS FOR IMPROVEMENT, RATHER THAN ASSIGNING BLAME.

THE LEADER HELPS THE INDIVIDUAL SET CLEAR, ACHIEVABLE PERFORMANCE GOALS AND ESTABLISHES REGULAR CHECK-INS TO
MONITOR PROGRESS AND OFFER ONGOING SUPPORT. THIS PROCESS BUILDS THE INDIVIDUAL'S CONFIDENCE AND CAPABILITY,
TRANSFORMING POTENTIAL CHALLENGES INTO OPPORTUNITIES FOR GROWTH AND DEMONSTRATING THE LEADER'S COMMITMENT TO
THEIR SUCCESS.

DeveLoPMENTAL CoACHING FOR CAREER GROWTH

COACHING PLAYS A PIVOTAL ROLE IN SUPPORTING EMPLOYEE CAREER DEVELOPMENT AND SUCCESSION PLANNING. LEADERS USE
COACHING CONVERSATIONS TO UNDERSTAND AN INDIVIDUAL’S ASPIRATIONS, IDENTIFY THEIR STRENGTHS AND AREAS FOR
DEVELOPMENT, AND MAP OUT POTENTIAL CAREER PATHS WITHIN THE ORGANIZATION. POWERFUL QUESTIONS MIGHT INCLUDE,
“\X/HAT ASPECTS OF YOUR CURRENT ROLE DO YOU FIND MOST ENERGIZING?” OR “\WHAT NEW SKILLS DO YOU ENVISION NEEDING
FOR YOUR NEXT CAREER MOVE?"

THIS TYPE OF COACHING HELPS EMPLOYEES VISUALIZE THEIR FUTURE, SET MEANINGFUL DEVELOPMENT GOALS, AND TAKE
PROACTIVE STEPS TOWARDS ACHIEVING THEM. BY INVESTING IN THEIR GROWTH, LEADERS NOT ONLY FOSTER LOYALTY AND
ENGAGEMENT BUT ALSO BUILD A STRONGER TALENT PIPELINE FOR THE ORGANIZATION. |T'S A STRATEGIC INVESTMENT IN HUMAN
CAPITAL.

NAVIGATING CHANGE THROUGH COACHING

ORGANIZATIONAL CHANGE CAN OFTEN BE A SOURCE OF ANXIETY AND RESISTANCE. LEADERS WHO EMPLOY COACHING SKILLS CAN
EFFECTIVELY GUIDE THEIR TEAMS THROUGH THESE TRANSITIONS. BY ACTIVELY LISTENING TO CONCERNS, ACKNOWLEDGING
EMOTIONS, AND ASKING QUESTIONS THAT EXPLORE PERSPECTIVES ON THE CHANGE, LEADERS CAN FOSTER UNDERSTANDING AND
BUY-IN. FOR EXAMPLE, “\WHAT ARE YOUR BIGGEST CONCERNS ABOUT THIS NEW DIRECTION, AND HOW CAN WE WORK TOGETHER
TO ADDRESS THEMP”

COACHING HELPS INDIVIDUALS TO IDENTIFY HOW THEY CAN ADAPT AND CONTRIBUTE POSITIVELY DURING TIMES OF CHANGE,
REFRAMING UNCERTAINTY AS OPPORTUNITY. THIS EMPATHETIC AND COLLABORATIVE APPROACH MINIMIZES DISRUPTION, BUILDS
RESILIENCE WITHIN THE TEAM, AND ENSURES THAT THE ORGANIZATION CAN NAVIGATE CHANGE EFFECTIVELY AND EMERGE
STRONGER.

THe LoNG-TEeErM IMPACT oF LEADERSHIP COACHING

THE SUSTAINED APPLICATION OF COACHING SKILLS FOR LEADERS YIELDS PROFOUND LONG-TERM BENEFITS, EXTENDING FAR
BEYOND IMMEDIATE PERFORMANCE METRICS. ORGANIZATIONS THAT CULTIVATE A COACHING CULTURE EXPERIENCE HIGHER LEVELS
OF EMPLOYEE ENGAGEMENT, REDUCED TURNOVER, AND A GREATER CAPACITY FOR INNOVATION. \W/HEN EMPLOYEES FEEL
SUPPORTED, UNDERSTOOD, AND EMPOWERED TO GROW/, THEIR JOB SATISFACTION AND COMMITMENT NATURALLY INCREASE.

FURTHERMORE, A LEADERSHIP TEAM PROFICIENT IN COACHING FOSTERS A LEARNING ORGANIZATION. THIS ENVIRONMENT
ENCOURAGES CONTINUOUS IMPROVEMENT , KNOWLEDGE SHARING, AND THE DEVELOPMENT OF AGILE PROBLEM-SOLVING
CAPABILITIES. THE RIPPLE EFFECT OF EFFECTIVE COACHING CREATES A MORE RESILIENT, ADAPTIVE, AND HIGH-PERFORMING



W ORKFORCE CAPABLE OF MEETING FUTURE CHALLENGES.

Concrusion: CULTIVATING A CoACHING CULTURE

MASTERING COACHING SKILLS FOR LEADERS IS AN ONGOING JOURNEY THAT TRANSFORMS MANAGEMENT INTO MENTORSHIP, DRIVING
SIGNIFICANT IMPROVEMENTS IN INDIVIDUAL PERFORMANCE, TEAM COHESION, AND OVERALL ORGANIZATIONAL SUCCESS. By
EMBRACING ACTIVE LISTENING, POWERFUL QUESTIONING, CONSTRUCTIVE FEEDBACK, AND A COMMITMENT TO FOSTERING TRUST
AND AUTONOMY, LEADERS CAN UNLOCK THE IMMENSE POTENTIAL WITHIN THEIR TEAMS. THE TRANSITION TO A COACHING-
CENTRIC LEADERSHIP STYLE IS NOT MERELY A TACTICAL SHIFT, IT IS A STRATEGIC IMPERATIVE FOR CULTIVATING A THRIVING,
ENGAGED, AND FUTURE-READY \W ORKFORCE.

Q: WHAT ARE THE MOST CRUCIAL COACHING SKILLS FOR NEW LEADERS?

A: FOR NEW LEADERS, THE MOST CRUCIAL COACHING SKILLS ARE ACTIVE LISTENING, LEARNING TO ASK POWERFUL, OPEN-ENDED
QUESTIONS, AND BUILDING TRUST AND RAPPORT. THESE FOUNDATIONAL SKILLS ENABLE THEM TO UNDERSTAND THEIR TEAM
MEMBERS' PERSPECTIVES, IDENTIFY DEVELOPMENTAL NEEDS, AND CREATE A SAFE ENVIRONMENT FOR OPEN COMMUNICATION, WHICH
IS VITAL FOR EARLY SUCCESS.

Q: How CAN LEADERS EFFECTIVELY USE COACHING TO IMPROVE TEAM PERFORMANCE?

A: LEADERS CAN IMPROVE TEAM PERFORMANCE BY USING COACHING TO SET CLEAR, SMART GOALS, PROVIDE SPECIFIC AND
ACTIONABLE FEEDBACK, AND COLLABORATIVELY PROBLEM-SOLVE CHALLENGES. BY EMPOWERING TEAM MEMBERS TO FIND THEIR
OWN SOLUTIONS AND HOLDING THEM ACCOUNTABLE IN A SUPPORTIVE WAY, LEADERS FOSTER GREATER OWNERSHIP AND DRIVE
HIGHER LEVELS OF ACHIEVEMENT.

QZ \WHAT IS THE DIFFERENCE BETWEEN MANAGING AND COACHING?

A: MANAGING TYPICALLY INVOLVES DIRECTING TASKS, MAKING DECISIONS, AND ENSURING COMPLIANCE. COACHING, ON THE
OTHER HAND, FOCUSES ON FACILITATING GROWTH, EMPOWERING INDIVIDUALS TO DISCOVER THEIR OWN SOLUTIONS, AND
DEVELOPING THEIR CAPABILITIES. A COACH-LEADER GUIDES AND SUPPORTS, RATHER THAN DICTATES.

QZ How DO COACHING SKILLS HELP IN EMPLOYEE RETENTION?

A: COACHING SKILLS SIGNIFICANTLY ENHANCE EMPLOYEE RETENTION BY MAKING EMPLOYEES FEEL VALUED, UNDERSTOOD, AND
INVESTED IN. W/HEN LEADERS PROVIDE OPPORTUNITIES FOR GROWTH, SUPPORT CAREER DEVELOPMENT, AND OFFER
CONSTRUCTIVE FEEDBACK, EMPLOYEES ARE MORE LIKELY TO FEEL ENGAGED AND COMMITTED TO THEIR ROLES AND THE
ORGANIZATION.

Q: CAN LEADERS COACH THEMSELVES, AND IF SO, HOW?

A: YES/ LEADERS CAN PRACTICE SELF-COACHING BY APPLYING THE SAME PRINCIPLES THEY USE WITH OTHERS. THIS INVOLVES
SELF-REFLECTION, ASKING THEMSELVES POWERFUL QUESTIONS ABOUT THEIR OWN PERFORMANCE AND DEVELOPMENT, ACTIVELY
LISTENING TO THEIR OWN THOUGHTS AND FEELINGS, AND SETTING PERSONAL GROWTH GOALS WITH ACCOUNTABILITY MEASURES.

QZ \WHAT ARE SOME COMMON MISTAKES LEADERS MAKE WHEN TRYING TO COACH?

A: COMMON MISTAKES INCLUDE GIVING ADVICE TOO QUICKLY, JUMPING TO SOLUTIONS WITHOUT UNDERSTANDING THE PROBLEM,
DOMINATING THE CONVERSATION, NOT LISTENING ACTIVELY, FAILING TO FOLLOW UP ON COMMITMENTS, AND MAKING COACHING
FEEL LIKE A PERFORMANCE REVIEWW RATHER THAN A DEVELOPMENT OPPORTUNITY.



QI How CAN LEADERS MEASURE THE EFFECTIVENESS OF THEIR COACHING EFFORTS?

A: THE EFFECTIVENESS OF COACHING CAN BE MEASURED THROUGH A VARIETY OF INDICATORS, INCLUDING IMPROVEMENTS IN
INDIVIDUAL AND TEAM PERFORMANCE METRICS, INCREASED EMPLOYEE ENGAGEMENT SCORES, FEEDBACK FROM COACHEES (E.G./
THROUGH SURVEYS), EMPLOYEE RETENTION RATES, AND DEMONSTRATED PROGRESS ON INDIVIDUAL DEVELOPMENT PLANS.

QZ How DOES EMOTIONAL INTELLIGENCE RELATE TO LEADERSHIP COACHING SKILLS?

A: EMOTIONAL INTELLIGENCE IS FOUNDATIONAL TO EFFECTIVE LEADERSHIP COACHING. |T ENABLES LEADERS TO UNDERSTAND
THEIR OWN EMOTIONS AND THOSE OF THEIR TEAM MEMBERS, BUILD STRONGER RAPPORT, EMPATHIZE WITH OTHERS' PERSPECTIVES
AND NAVIGATE SENSITIVE CONVERSATIONS WITH GREATER SKILL, CREATING A MORE CONDUCIVE COACHING ENVIRONMENT.
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