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Leadership Decision Tree Roadmap
Directionally Correct Coaching Guidelines
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Determining Overall Performance with a Structured Approach
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question obstacles that are taking

away from Ieadership perfonnance 1. Allow more time to turnaround performance, especially if new to position. Manager

possibly going through initial resistance to changes that were implemented. ,l
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controi are causmg poor performance, intervention fro
may be required.
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Talent and obstacles could sub- H B R
PR EL G EL LR LR S GB 1. Consider a "supervisory” role, which will give person a smaller span of control. If
over promote! moved to another department ensure it has low plexity with minimal obstacles to
e overcome.
45 I 2. Consider staff assignment. Move out of leadership/management position to an area
ETaF-Te -] - that aligns with their natural ability or unique skill set. Can possibly add more value as
an employee vs. a manager.

3. Consider another assignment. Possibly move to another department or supervisory
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Talent is usually Inadequate - Don't rnmenmn
(LD VEL-R CL IR GO RN IGM 1. Consider staff assig Move out of leadership/management position to an area

CEL ETE T L1 0 17T AT 1 (el that aligns with their natural ability or unique skill set. Can possibly add more value as
an employee vs. a manager.

2.Consider low DoD position. Possibly place in a smaller department with low
lexity and few ob to overcome.

3. Consider a "supervisory"” role, which will give person a smaller span of control. If
moved to another department ensure it has low complexity with minimal obstacles to
overcome.
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D Very low success rate 1.Consider staff assignment. Move out of leadership/ t position to an area
"Qverleveraged” that aligns with their natural ability or unique skill set. Can possibly add more value as
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an employee vs. a manager.
9 M ana g ers 8 Ma nagers 2. Consider moving out of organization, especially if limiting factors are behavioral and
person is not coachable. Provide open, straight-forward feedback performance
reviews and document outcomes. You may need to monitor leader to ensure this
9.9% person is not disruptive.

Overall Alignment of Talent



