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Why This Capability is Mission-Critical

In today's leaner, faster, and more complex organisations, leaders can't afford to be the
only ones holding the answers. The best way to scale capability and performance is to grow
it in others.

Transformational leaders see themselves not just as decision-makers, but as talent
multipliers. They use coaching to unlock people’s potential, not just direct their actions. They
know that every conversation is an opportunity to build skill, confidence, and independence.

By investing in coaching and development, these leaders:

e Reduce over-reliance on themselves
« Build stronger succession pipelines
e Increase engagement and retention by showing people they're valued

“Great leaders don’t jusggrow results, thengrow the

people who create them.”

The Cost of Getting It Wrong

When leaders skip coaching and development, the impact isn't just about slower growth, it's
about actively building a fragile, high-risk organisation. The absence of this capability
silently erodes performance, culture, and resilience over time.

Here's what happens:

« Critical bottlenecks — When knowledge, decision-making, and problem-solving sit with
one person, work slows to the pace of their availability. Projects stall, opportunities slip,
and pressure mounts.

e Leadership burnout — Constant firefighting and hand-holding drain leaders’ time,
energy, and strategic focus. They become reactive rather than visionary.

e Talent drain — High performers leave when they feel stagnant, undervalued, or see no
clear path for growth. Replacing them costs far more than retaining them.

« Organisational stagnation — Skills plateau, innovation slows, and the team becomes
reliant on old solutions for new problems. Competitors with more agile, capable teams
start pulling ahead.

« Risk exposure — Without a strong pipeline of capable successors, the departure or
absence of a key leader leaves a dangerous capability gap.

IGNITE

e, PFERFORMAMNCE CONSULTANCY



« Morale and trust erode - Teams pick up on the leader’s energy. If that energy is
frantic, fatigued, or frustrated, it becomes the cultural norm, people withdraw,
disengage, or leave.

» Performance becomes reactive - not proactive. When everyone’s running on fumes,
the work is all firefighting, no future-building.

« Cultural health deteriorates - A culture built on urgency without recovery becomes
brittle, small setbacks cause big fractures.

The Transformational Leader’'s Approach

1. Energy as a Leadership Asset

They treat their energy like any other strategic resource, managing it intentionally through
rest, recovery, and focus, not just effort.

2. Boundaries That Protect Focus

They set clear limits on workload, availability, and priorities, not to avoid work, but to ensure
the right work gets done well.

"Saying yes to everything is the fastest route to leading nothing well.”

3. Respond, Don't React

They pause under pressure, assess the situation, and respond with intention. This ability to
remain composed turns chaos into clarity for the team.

4. Self-Awareness and Reflection

They regularly take stock of their mindset, stress levels, and triggers, adjusting before
things reach breaking point.

5. Healthy Habits as Culture Signals

They model behaviours, taking breaks, disconnecting after hours, using support networks
that normalise wellbeing as part of high performance.
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The hidden costs add up fast:

« Lost productivity — Waiting for leader approvals or input wastes hours every week
across the team.

« Increased attrition costs — Recruiting, onboarding, and ramping up replacements can
cost one and half to two times the person's salary.

 Missed opportunities — Projects that could drive revenue or efficiency improvements
stall or fail entirely.

« Lower engagement — Teams without growth opportunities disengage, driving down
performance and increasing errors.

The Transformational Leader’s Approach

1. Coach, Don't Just Tell
They resist the urge to jump straight to solutions, instead asking questions that help others
think, problem-solve, and learn for themselves.

"If I'm always the problem-solver, I'm also the problem.”

2. Tailored Development Plans
They understand that one-size-fits-all training rarely works. They align development
opportunities to each person’s strengths, goals, and growth areas.

3. Feedback That Fuels Growth
They give regular, specific feedback that's timely, balanced, and focused on behaviours
and outcomes, not personal traits.

4. Spotting and Stretching Potential
They look beyond current performance to see what people could become, then create
stretch assignments that challenge and inspire.

5. Modelling a Learning Mindset
They show their own commitment to growth by seeking feedback, sharing lessons learned,
and demonstrating that development is an ongoing journey.

Example in Action - Owning the Energy

When a team member came to Priya with a tricky client issue, she resisted giving the answer
outright. Instead, she asked, "What options have you considered?” and coached them
through the decision-making process. Afterwards, she worked with them on a tailored
development plan, including a stretch project to deepen their client-handling skills. By the
end of the quarter, the team member was resolving similar challenges independently and
mentoring others to do the same.
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How to Develop This Capability

For Coaching Skills:

o Use the GROW model (Goal, Reality, Options, Will) to guide coaching conversations
o Ask open, thought-provoking questions before offering advice
« Listen actively and reflect back what you've heard to build clarity and trust

For Development Planning:

o Conduct regular career and development conversations, not just performance
reviews

« Identify strengths to leverage and gaps to close

 Pair stretch assignments with support, mentoring, or training resources

For Feedback:

o Use the SBI method (Situation, Behaviour, Impact) for clarity and objectivity
« Give feedback regularly, not just in formal sessions
 Balance positive reinforcement with constructive guidance

CURIOSITY
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COLLABORATION

Mindset in Action: Imagination

Coaching isn't just about fixing today's problems, it's about
seeing what could be before it's obvious to anyone else.
Transformational leaders use imagination to envision the
untapped potential in their people and the ripple effect that ACCOUNTABILITY
growth can create across the team. g

e Seeing beyond the current role — recognising what someone might be capable of
with the right stretch opportunities.

« Believing before they believe — holding the vision of their potential even when
they doubt themselves.

e Spotting sparks — noticing the small signs of emerging strengths and nurturing them
into full capabilities.

e Asking "what if?" — imagining possibilities instead of focusing only on limitations.

®

This mindset means:

Example in Action:

When Priya joined the team, she was hired for an administrative role. In early meetings,
her leader noticed her sharp questions and knack for spotting patterns in dataq, skills far
beyond her job description. Instead of keeping her in her lane, the leader gave her a
small analytics project alongside her usual duties. Within a year, Priya was leading
process improvements that saved the business thousands. The difference? Someone saw
her potential before she saw it herself.
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The Payoff

Leaders who coach and develop their people don't just get better performance, they
create an unstoppable ripple effect of capability, confidence, and commitment across
the organisation.

Coaching builds teams that can think, decide, and act without waiting for instructions,
freeing leaders to focus on strategy instead of firefighting. It strengthens trust, fuels
innovation, and creates a culture where growth is expected, supported, and celebrated.

Leaders who coach and develop their people:

« Build self-reliant teams that solve problems and seize opportunities without constant
oversight.

o Free themselves from being the single point of decision-making, reducing stress and
bottlenecks.

» Improve retention by making people feel invested in and valued.

 Future-proof the organisation by continually developing skills that match tomorrow's
challenges.

 Raise the organisation’s collective resilience, because capability is spread, not
concentrated.

Example in Action:

When one department head invested just one hour each week in structured coaching
conversations, her team began resolving most operational issues independently. Within
three months, she estimated saving over 10 hours per week previously spent on
approvals and problem-solving, time she could redirect to high-value strategic projects.

The team's engagement scores also rose by 18%, reflecting the boost in ownership and
morale.
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~ In a world where skills are evolving faster than job descriptions,
leaders who coach aren’t just building today’s performance, they’re

building tomorrow’s advantage.
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