High
Performing

Habits

A 2-day intervention that will
develop new habits and practices
in individuals and teams who
want to be more effective at work.

Imagine what would be possible if:
Individuals and teams were to arrive at
work willing, able and allowed to take

complete accountability for their own
motivation

e Individuals and teams who have the
skills to know how to be pro-active
and creative about their work

e Individuals and teams who have a
desire to make a meaningful
contribution to the business

¢ Individuals and teams who have an acute
awareness of what makes the business
more competitive

e Individuals and teams who are
accountable, effective and
resilient

And imagine that a tipping point

is reached whereby these behaviours
become the new norm.
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Traditional EQ interventions tend to focus on
the current level of EQ of each delegate. They frequently stress the
value of developing EQ (especially empathy) without focusing on
the practical habits that the delegates need to have to develop EQ

scoring

and other skills e.g. taking (and holding others) accountable and y

the ability to give and receive feedback. These interventions

emphasise knowledge transfer but don’t take into account: e c te

* The practicality of building new habits so that they are e'mbers 78 10 £ ct.‘LOIl
entrenched and available in challenging circumstances to:

¢ The teams current level of skill and burning needs

Unfortunately this doesn’t help individuals when they have ‘lost
their cool’ with a colleague or a client and cannot see the
possibility of working together again, never mind giving or
receiving feedback!

Traditional EQ interventions:

e Don’t benefit individuals and teams who are
already high performing but want to sharpen a
specific skill

* Don’t practically build new habits

e Don’t focus on building skills such as feedback
skills and conversations for accountability

* Don’t allow team members the opportunity to practice
their new skills before returning to the office. Although
the team might have been enthusiastic about what they learnt,
they rarely implement the skills back at work.

* Have a shotgun approach and don’t help team members identify the 1 or 2 personal
priorities that will give them and the team the most benefit.

* Don’t provide an tangible action plan to which the team members are held accountable

One on one coaching is effective at embedding personal development and a proven way to ramp up the Return on
Investment of a learning intervention. Unfortunately one on one coaching is expensive and is rarely rolled out beyond
executive team level. In addition leadership is inherently social, which makes learning in a group context a more relevant and
rich experience. Without the benefit of continuous feedback from the group, individual coaching can take far longer to build
new capabilities.
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