
Kimberly’s Leadership Agility 
Coaching Clinic Learning Case 

 

Client’s First Name:  Michael 

Name for This Practice: Fully explore and consider opposing viewpoints 

Current Behavior Desired Behavior 

• I get defensive when my view is 

challenged. I sometimes come across as 

rigid, uncooperative, or even angry. 

 

• I ask about other’s views because I’m 

genuinely curious, but I make assumptions 

about how well I understood them without 

checking them with the other person 

 

• I do not take the time to explore and 

sometimes just don’t care about what’s 

behind others’ views 

• When others challenge my view, stay 
open and notice my own emotional 
response. “Self-regulation” 

• Check-in with others on my interpretation 
of their expressed views to be sure I 
understood them. Ask more clarifying 
questions when needed. 

• Take the time to explore what is behind 
other’s views. For example, what 
pressures are they under? 
 

Current Mindset Desired Mindset 

• I believe I move faster than others and 

when the next action is clear I feel really 

anxious and impatient. 

 

• I’m critical and judgmental about a differing 

view. 

 

• Trust that others are moving as fast as 

they can and remain calm. 

 

• Consider a different view as a data point, 

another perspective. 

Primary Action Arena:  Pivotal Conversations 

Type of Agility:  Stakeholder Agility 

Shift in Agility Level:  Achiever to Catalyst 

Capacities to Develop: Knowledge (Cognitive) Emotional (Empathy) 

Stakeholder Understanding - understand who they are, their pressures and goals; imagine 

what it's like to be in their shoes. 

Power style: Balance task (assertive) and relationship (accommodative-receptive), in this case 

by being more receptive. 



Level of Reflective Action to Develop: cyclical from awareness to intent to reflection 

 

Awareness … Ability to “reflect in the moment” and to see and appreciate the “human system” 

underlying the business system 

 

Intent …  To create satisfying human contexts (in this case, working relationships) that enable 

sustained achievement of desired outcomes. 

 

 Relevant Background 
 

Client’s Role in the Organization: Founder & CEO 

Type of Organization (e.g., for or non-profit, industry):        

This is a for-profit, privately held firm that is 26 years old and very successful 

 

Motivation for Coaching:        

The client sought out coaching for his continued leadership development and a sounding 

board. He had a previous executive coach for ten years. He took a three-year break from 

coaching. When he was ready to re-engage, he sought me out as I was the mentor to his 

previous coach. 

 

Context/situation:  To provide you with helpful feedback what would it be helpful for us to 

know about the larger situation in which your client is working?        

Michael is in his late 40s, married, 3 children, 2 in college, and highly intelligent. He’s a family 

man and invests lots of time in his personal relationships. 

He wants to retire in 5 - 7 years and have ample time for family and pleasurable pursuits. He 

lost his brother about a year ago. Several close friends are divorcing. He has a fear of loss and 

wants to accelerate his timeline and earn out. It's important to know Michael is not a 

workaholic. 

Michael wants to tap into 3 new industries and run an even larger organization. While 

developing his growth strategy, a Private Equity Group with a company in their portfolio, with 

lots of cash on their balance sheet inquired about purchasing his company. Ultimately it is a 

win-win as the purchasing company’s CEO is retiring, their strategic service units are lacking 

and they have huge contracts in the three industries Michael wants to seize market share. 

Due Diligence and Reverse Due Diligence has occurred and now the Operating Agreement is 

in negotiations. All phases of M&A take considerable stakeholder agility and Michael is running 

into roadblocks due to his current mindset and behaviors.  

His Vice President will become the COO of the new co. and has a huge vested interest. SHE is 

the one asking lots of questions that are coming across as an opposing view.  



Michael doesn’t understand her challenging him - in his opinion. According to Michael, she’s 

“drilling me with questions, judging me, and is slowing things down. I don’t understand her. She 

stands to get millions of dollars in chips off the table”. 

The tentative closing date is December 7th. The rest of the senior leadership that weren’t privy 

to the M&A now knows and is on edge. There are lots of pivotal conversations ahead in 

Michael’s future. 

Challenge:  What led you to use this “case” for receiving feedback? In helping this person 

develop their desired behavior and mindset for this practice, in what way do you feel 

challenged or unsure of the best way to proceed?  Please be as specific as possible.        

 

I don’t want to rush Michael’s development; only he can do the work to grow. The current M&A 

brings a tremendous opportunity for application of learning. The speed to which he develops 

will directly impact post-merger integration. I am challenged with having him balance out his 

leadership growth with the company’s growth. I’d like to help him see how vital his stakeholder 

agility is to the success of the M&A. 

 

Feedback:  What kind of feedback would be of greatest value to you?        

I would benefit from hearing suggestions on how to support my client’s levels of reflecting 

action. Getting Michael to reflect is like getting it to snow in hell. He is always moving. 

 

 


