
ExEcutivE coaching SErvicES



ExEcutivE coaching ovErviEw

About WAldron
For over 30 years, Waldron CPI has helped organizations and individuals realize their full potential and sharpen 

their competitive edge. Committed to excellence and achieving desired results, we tailor flexible solutions 
for our corporate and social-sector client organizations and for their key leaders. In each of our market 

geographies, Waldron CPI coaches take the time to understand and appreciate the complex environments in 

which executives operate; we work with clients to co-create engagement plans tailored to both our clients’ and 
their sponsoring employers’ specific objectives. More broadly, as equity owners of Career Partners International 
(CPI), Waldron CPI offers its services worldwide in over 200 locations. Through this global footprint we are able 
to deliver our consultancy services consistently, with common methodology and high standards through top-

tier coaches and consultants while employing state-of-the-art proprietary infrastructure and project tracking 
technology.

PrimAry ExEcutivE coAching APPlicAtions

high-PotEntiAl coAching

Created to further enhance the leadership skills and successes of your most promising upcoming leaders, 

this program focuses on the specific needs of each individual. The tailored program identifies key areas 
for personal leadership improvement by using background interviews of those working closest to him or 
her, models of effective leadership and a practical, fact-based approach designed to be put immediately 
into action. The follow-up aspect of this program allows for on-going private coaching and fine-tuning.

tArgEtEd PErformAncE coAching

Targeted Performance Coaching focuses on improving an executive’s performance by teaching new 
behavioral, leadership or managerial skills to modify specific behaviors that may be impeding his or her 
greater success within an organization. Executives are selected to engage in this program because they 
play key roles and bring crucial knowledge or skills to their organization. Senior management or a board 
believes a coach could assist the executive to more quickly reach their full potential or overcome specific 
leadership barriers.

In a direct yet supportive manner, the coach assists the executive to reflect upon actual on-the-job 
performance challenges. The coach helps build personal strategies that better meet those challenges by 
facilitating specific behavioral and mind-set changes and improved communication methods.



nEW lEAdEr coAching

In our high stakes business world, boards of directors and senior management demand immediate and 
effective results from newly appointed CEOs and other key executives. Leaders who are either new to an 

organization or who take on new responsibilities know their mandate requires making all the right moves, 
making them quickly and definitively. We can support the success of leaders stretching into roles of 
greater scope and scale by helping them determine the leadership capabilities which they need to focus 
on in their new roles, and how they can amplify their leadership to best support the business strategy.

Waldron CPI’s New Leader Coaching provides a seasoned coach to help highly visible new leaders clearly 
define their mission, gain buy-in, build necessary relationships, then implement action plans. Time is 
spent on real-life, immediately applicable game plans. New leaders, ranging from manager through 
C-level, enjoy the ability to speak openly, frankly, and confidentially with their executive coach and gain 
the unbiased perspective of an independent senior leader as they chart their course of action.

lEAdErshiP tEAm coAching

A group of individuals does not function as a team without significant effort and management.  An 
effective leadership team evolves through clarity of purpose and establishes mutual expectations and 
accountability for reaching goals of strategic importance. Team dynamics will either support or hinder the 
accomplishment of these goals.

Waldron CPI is able to assist your organization in improving leadership team function at any level. Whether 
focusing on enhancing relationships, achieving collective results or helping a newly formed team define 
its mandate, it is critical that all team members be able to articulate an understanding of why the team 
exists, what is expected of its members individually and collectively, and what results are to be delivered.



ExEcutivE coAching ProcEss & frAmEWork

Our engagements are designed to target both the client organizations’ and the individual executives’ specific 
needs.  While the circumstances vary from engagement to engagement, the following provides a basic outline 
of our 6-phase process and framework.

 Stage 1 CONTRACTING & GOAL SETTING

Purpose - Building the 
foundation that will support 
the success of the coaching 

engagement

Process - Stakeholder 
discussions to determine: 
Objectives & expectations

Roles & responsbilities

Outcomes - Clear and realistic 
expectations regarding the 
coaching process and action 

plans

 Stage 2 ASSESSMENT & FEEDBACK

 Stage 3 DEVELOPMENT PLANNING

 Stage 4 STAKEHOLDER ENGAGEMENT

 Stage 5 IMPLEMENTATION & ONGOING PLANNing

 Stage 6 EVALUATE & SUSTAIN

Purpose - Assessing leadership 
impact, strengths, weaknesses, 
and gaps to determine areas of 

focus

Purpose - Gaining 
commitment and support 

from stakeholders

Process - Assessments are 
administered; feedback 

provided to help coachee 
interpret results

Outcomes - A current profile 
is developed and a foundation 

is established for coachee’s 
roadmap for success

Process - Providing feedback 
to stakeholders, gaining 

agreement on developmental 
priorities

Outcomes - Agreement on the 
plan, measures, and follow-

up; development of important 
mentoring relationships

Purpose - Detailed action 
plan agreed to by all parties 

to increase overall leadership 
effectiveness

Process - Process for 
development is mapped, 
including benchmarks to 

measure progress

Outcomes - A customized 
development plan

Purpose - Successfully 
implement development plan 
by practicing new behaviors 

and troubleshooting obstacles

Process - One on one 
coaching between executive 

and coach

Outcomes - Measured progress 
in selected developmental 

areas

Purpose - Review goals and 
measure outcomes; sustain 
progress and strengthen key 

relationships

Process - Outcomes can be 
measured through follow-up 
interviews or 360 assessment

Outcomes - An action plan for 
ongoing career development 
assuring continuing results



rigor, visibility, rEPorting And AccountAbility

We believe that institutional buyers and sponsors should expect to experience a number of key areas of 
alignment, rigor and accountability when working with a high quality executive coaching organization. 
Waldron CPI has built our practice on these principles:

•  We operate under a set of shared values for executive development with our clients. 

•  We are outcomes-focused. Early in all individual client engagements, coaches gain agreement among 
the client, the sponsor (typically the client’s direct manager) and themselves on the outcomes the 
client is seeking, and on the measures to determine progress.

• We align desired outcomes with the individual client’s financial, operating, and human relationship 
goals. Coaching is done to enable achievement of specific and measurable performance management 
targets.

• We take full responsibility for managing the portfolio of individual coaching engagements though a single 
point of contact for account leadership and project management.

•  We apply rigorous coach selection criteria to the qualification and deployment of our coaches.

•  We follow a definitive and uniform coaching framework across all individual executive client engagements, 
no matter where they are located. While individual coaches will have a variety of styles and personalities 

that match your range of executives’ styles, coaches proceed following a common and agreed upon set 
of steps through which they guide their clients.

•  We agree with you in advance on a system of milestone reporting and outcomes measurement so that 
you can track the progress of your employees’ engagements. Waldron CPI has the ability to offer you a 
customized, online “dashboard” through which you can monitor all coaching engagements throughout 
your organization; this can be loaded with your logos and trademarks for a private label feel.

WAldron cPi WElcomEs An oPPortunity to PArtnEr With you to dEvEloP 
A customizEd APProAch thAt EnhAncEs thE EffEctivEnEss of tEAms thAt 

furthEr thE Work of your EntErPrisE.



• Understanding yourself and the impact you have on others is absolutely critical to being an effective 
leader.  Leadership does not exist in a vacuum… No one can afford to have large blind spots or be 
resistant to learning about the impact they have on others.  Leaders must have insight about their 
strengths and weaknesses, reflect upon their intentions, manage stress effectively, and hone their 
skills to get required business results.  By working with an executive coach, leaders can accomplish 
this. 

  among top managEmEnt, almoSt EvEryonE iS “Smart.”  what diffErEntiatES top 
from avEragE pErformErS iS thE ExtEnt to which lEadErS arE SElf-awarE and can 
dEvElop EffEctivE rElationShipS, arE ablE to influEncE othErS, undErStand what’S 

ExpEctEd of thEm, and arE ablE to work flExibly and croSS-functionally.

frEquEntly AskEd quEstions

WhAt is your coAching PhilosoPhy?

We believe that contemporary leaders who will excel in this era are those who know themselves, are driven 
by a desire to achieve, accept high accountability, and are sensitive to the changes that are occurring in 
their industry, at their workplace, and with their competition.  Such success calls for leaders who are 
willing to examine their strengths and weaknesses, who will work to hone their skills for new challenges, 

and who can honestly address, with the guidance of a senior coach, what they can do to improve. 

A number of assumptions guide our approach to coaching leaders at all levels of the organization: 

•  All development must begin by understanding the business results you want to achieve.  When you fail 
to link development to key business issues, you’re likely to improve the person without improving his/
her impact on the business. 

•  Assessment is a cornerstone of the development process.  Thorough assessment provides a critical 
view of an executive’s current strengths, challenges and blind spots, which enables us to chart a solid 
course for future growth and development.  We believe in customizing each assessment that we do, 
making sure we find tools that measure the most useful information, given the needs and context each 
individual brings to the engagement. 

•  There is no single leadership style that is “best” in all situations.  Leadership exists to achieve a 
specific outcome within a specific context and with a particular group of people.  You can’t determine 
the most effective leadership profile until you know the business results you’re trying to achieve, the 
environment, and the context and people with whom you are working. 



WhAt trAining hAvE your coAchEs rEcEivEd?

Our coaches have engaged in a variety of training and education that is detailed in their individual 

biographies.  We thoroughly evaluate coaches through a rigorous process that includes multiple coach 
interviews, interviews with individuals they have coached, and interviews with the executive sponsors of 

their coaching engagements. We continue to survey our coaches’ individual and institutional clients and 
hold regular review sessions with them.

Waldron CPI has delineated four core coaching competency areas, six technical skill areas, and the 

following personal characteristics as criteria for coach selection:

WhAt bEhAviorAl AssEssmEnts, ProfilEs, 360s, Etc. do you usE?

Waldron CPI has a large toolkit of development assessments that we use as part of a coaching 

process including: Birkman Method, MRG-LEA, Myers-Briggs, Firo-B, DISC, Strong Inventory, Assess 
Systems, The Leadership Circle, Hogan, and others.  We believe the value of assessments lie in 
their ability to efficiently and productively facilitate the most relevant conversations between 
the coach and client.

To gain input into a leader’s strengths and development needs as part of a coaching process, 
Waldron CPI employs both qualitative (interview) and quantitative (survey) assessments. We often 
leverage existing assessment data from internal 360 processes, or construct the framework and 

apply Waldron’s proprietary 360 process.

corE coaching compEtEnciES

o  Psychological knowledge

o  Business acumen
o  Organizational knowledge

o  Coaching practices

  

coaching tEchnology & SkillS

o Building & Maintaining 
coaching relationships

o  Contracting

o  Assessment 

o  Development Planning
o  Facilitating Development and 

Change

o  Ending Formal Coaching - 

disengagement

pErSonal charactEriSticS

o  Mature, appropriate self-
confidence

o  Conflict Style
o  Positive Energy

o  Assertiveness

o  Interpersonal Sensitivity
o  Openness and Flexibility
o  Listening skills

o  Goal Orientation
o  Partnering and Influence
o  Continuous Learning and 

Development
o  Integrity and Character



hoW do you mEAsurE ExEcutivE coAching & lEAdErshiP dEvEloPmEnt succEss?

Where possible, we like to bring the individual’s personal performance goals into the conversation 
and evaluate whether any of the client’s operating metrics can be used as specific metrics aligning 
with our success.  Other success measurement and reporting methods include: 

•  Post 360 Assessment – At the completion of longer engagements, the coach will gain input 

from some or all of the individuals who gave input on the leader’s strengths and development 
needs at the beginning of the coaching engagement. This input may take the form of a “Focus 
360” (a follow-on quantitative multi-rater assessment that focuses specifically on the behaviors 
and skills the leader included in a development) or the input may be gathered through a series 
of short follow-up interviews. The post-assessment provides important information for the 

leader regarding behavior changes that are noticeable among people the leader works with on 
a regular basis. 

•  Quality Surveys - For each coaching engagement, we will ask the leader and his/her executive 
sponsor to provide feedback about their experience working with the coach and their perceptions 
of the coaching’s effectiveness. Depending on the length of the engagement, surveys will be 
administered at the mid-point and at the completion of the coaching engagement. Surveys can 
be administered through our online dashboard and results will be consolidated and included in 
Quarterly Reviews. 

•  Quarterly Reviews – Waldron CPI suggests that we meet with engagement sponsors on a 

quarterly basis to review: (1) the status of coaching programs that are beginning, in process, 
and ending, and; (2) quality survey results. Other topics may include strategy or culture issues 
that impact coaching, (to ensure we stay aligned with overall company objectives), feedback 
on what Waldron CPI can continue to improve, and any other specific issues that arise. 

hoW mAny sEnior ExEcutivE lEvEl individuAls hAvE you coAchEd?

Through our multiple coaches, Waldron CPI has coached hundreds of senior executives.

hoW flExiblE ArE you With rEgArd to customizing thE structurE to mEEt both 
individuAl And orgAnizAtionAl nEEds?

Flexibility and agility are at the core of the Waldron CPI value proposition and coaching experience.  
While we leverage a consistently applied framework, systems, and processes across coaching 

engagements and coaches to help ensure high quality service delivery, our business model is based 
on the notion that we must be completely flexible in tailoring solutions to meet our individual 
clients’ needs.



Alabama
Birmingham

Arizona
Phoenix / Scottsdale

California
Carlsbad
Del Mar

Glendale
Irvine

Los Angeles
Riverside

Sacramento
San Diego

San Francisco
San Ramon
Santa Clara

Torrance
Westlake Village
Woodland Hills

Colorado
Denver

Connecticut
Hartford
Norwalk

Delaware
Wilmington

District of 
Columbia

Florida
Fort Lauderdale

Jacksonville

Florida (cont.)
Miami

Orlando
Tampa

West Palm Beach

Georgia
Atlanta

Hawaii
Honolulu

Idaho
Boise

Illinois
Chicago
Deerfield
Oak Brook

Indiana
Indianapolis

Iowa
Cedar Rapids

Davenport
West Des Moines

Kansas
Kansas City / Overland Park

Maryland
Baltimore
Bethesda

Rockville / DC Area

Massachusetts
Boston

Massachusetts (cont.)
Burlington

Southborough

Michigan
Ann Arbor

Detroit

Minnesota
Minneapolis

Missouri
Kansas City

St. Louis

Nebraska
Omaha

Nevada
Las Vegas

New Hampshire 
Nashua

New Jersey
Marlton

Parsippany
Princeton

New Mexico
Albuquerque

New York
Albany
Buffalo

New York
Rochester
Syracuse

Tennessee (cont.)
Memphis
Nashville

Texas
Austin
Dallas
El Paso
Houston

San Antonio

Utah
Salt Lake City

Virginia
Arlington
McLean
Reston

Richmond

Washington
Seattle
Spokane
Tri Cities

Wisconsin
Appleton
Brookfield
Glendale
Green Bay
La Crosse
Madison

Milwaukee

North Carolina
Charlotte
Kinston
Raleigh
Sanford

Winston-Salem

Ohio
Cincinnati
Cleveland

Oklahoma
Oklahoma City

Tulsa

Oregon
Portland

Pennsylvania
Allentown
Blue Bell

Harrisburg
Lancaster

Philadelphia
Pittsburgh

Puerto Rico
San Juan

Rhode Island
Providence

South Carolina
Columbia

Tennessee
Chattanooga

Knoxville

CPI Locations: U.S.



World Locations

Argentina
Buenos Aires

Austria
Vienna

Australia
Adelaide
Brisbane

Perth
Hobart

Launceston
Melbourne

Sydney

Belgium
Brussels

Brazil
Sao Paulo

Canada
Alberta:
Calgary

Edmonton
British Columbia:

Vancouver
Manitoba:
Winnipeg

New Brunswick:
Saint John

Newfoundland:
St. John’s

Nova Scotia:
Halifax
Ontario:

Burlington
Hamilton

Canada (cont.)
London

Markham
Mississauga

Niagara Falls
Ottawa
Sarnia

Toronto
Quebec:
Montreal

Quebec City
Saskatchewan:

Regina
Saskatoon

Chile
Santiago

China
Beijing

Chengdu
Guangzhou
Hong Kong
Shanghai
Wuhan

Colombia
Bogota

Denmark
Copenhagen

Finland
Helsinki

France
Bordeaux

France (cont.)
Dijon

Forbach
Lyon

Marseille
Metz

Mulhouse
Paris

Valbonne
Vandoeuvre

Germany
Berlin

Dusseldorf
Frankfurt
Freiburg
Hamburg
Munich

Neulingen
Nurnberg
Stuttgart

Wiesbaden

Greece
Athens

Hungary
Budapest

India
Bangalore
Mumbai

New Delhi

Indonesia
Jakarta

Ireland
Dublin 

Limerick

Israel
Tel Aviv

Italy
Brescia
Genoa
Milan
Parma
Rome
Varese
Vicenza

Japan
Tokyo

Korea
Seoul

Malaysia
Kuala Lumpur

Mexico
Mexico City

Netherlands
Amsterdam

Arnhem
Breda

Eindhoven
Groningen

Leeuwarden
Leiden

Maastricht

Netherlands (cont.) 
Rotterdam

Utrecht
Voorburg (The Hague)

Zwolle

New Zealand
Auckland

Christchurch
Dunedin
Hamilton

Wellington

Norway
Oslo

Peru 
Lima

Philippines
Manila

Poland
Poznan
Warsaw

Portugal
Lisbon

Russia
Moscow

Singapore
Singapore

South Africa
Johannesburg

CPI Locations: Worldwide
Spain

Barcelona
Madrid

Sweden
Stockholm

Switzerland
Zurich

Taiwan
Taipei

Thailand
Bangkok

Turkey
Istanbul

United Arab 
Emirates

Dubai

United Kingdom
Bristol

Cambridge
Cardiff

Edinburgh
Leeds

London
Manchester

Northampton
Reading
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As the consulting partner strategic leaders choose to help attract, engage, 
and inspire effective leaders, Waldron provides a unique combination of 
executive search, leadership development and career transition services 
across sectors and industries. Our passion is helping people and organizations 
realize their full potential and increase their impact.

Executive Search  |  Executive Coaching |  Career Transition
www.waldronhr.com

For more information about how Waldron CPI executive coaching services can align 
with and support your leadership development strategy, e-mail 

services@waldronhr.com.

mailto:services%40waldronhr.com?subject=

