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For additional information contact:

Jim Richardson
Paradigm Group, Inc.
813-340-2981
www.ParadigmGroupCoaching.com

JR@ParadigmGroupCoaching.com
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The Turning Point Coaching Process involves the following steps:

1.

Enrolling the Individual:

The coach meets with the individual to be coached (coachee) and his/her manager to ensure that all parties are clear about objectives
and outcomes expected. The enrollment step is concluded with a “confidentiality agreement” outlining what information may be shared
and with whom.

Building the Relationship:
The coach and the coachee meet to get to know one another, exchange information, and map out the coaching process and activities.
Assessment & Feedback:

A variety of assessment tools are used to gather a complete picture of how the individual’'s style, personality, and behavior are related
to on-the-job effectiveness. 360° interviews are also conducted with the coachee’s manager, peers and direct reports. The feedback
gathered from the interviews and assessments is used to identify both strengths and areas that need development.

Development Planning:

The coach works with the coachee to ensure that the development plan is well written and focuses on three or four ‘mission critical’
developmental areas. Issues are defined, objectives identified, strategies and timelines established, any obstacles/barriers to
accomplishing the key objectives are identified, and solutions to overcome barriers are discussed. Once completed, the development
plan is shared with the manager and all parties agree on how progress will be measured.

Coaching to the Development Plan:

The coach works with the coachee to ensure goals are being achieved, that learning is on-going, and that new issues are being dealt
with effectively. During the coaching sessions, the coach will check in on the coachee’s progress relative to the development plan,
discuss new challenges and how they might be handled, and uses role-plays or discussions to help the coachee prepare for upcoming
events.

The majority of the work in this phase involves the coach and the coachee. In specific situations, and based on the guidelines

specified in the agreement, periodic updates will be given to the coachee’s boss and/or sponsor of the coaching engagement. Mid-
way through the coaching process, additional feedback is solicited to determine progress and adjust plans if necessary. The coach
generally provides a process update to identify where the coachee is in the coaching process as it relates to the development plan.

Closure & Planning Next Steps:

The coach and coachee determine on-going development opportunities and potential resource needs. Follow-up 360° assessment
interviews focused on the coachee’s application of new behaviors and approaches are conducted to measure progress and revise
ongoing development plans and strategies. A closing meeting is held between the coach, coachee and manager to review progress
and agree upon next steps.
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