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Red Flags | First-Time Managers

Poor Delegation

Poor Communication

Setting Unclear goals
- J

{ Failing to provide feedback }

Misunderstanding
motivation

Research suggests that individuals transitioning into first-time leadership roles face new and unexpected challenges
of performing against different performance metrics than before.
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FTM | Training Module

Self Introduction in Business aspect — SWOT Way
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The Introduction is a kind of Ice Breaker — To Know Your Team (KYT)



FTM | Key Program Objective
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Effectively manage self to successfully
transition to a managerial role
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The Introduction is a kind of Ice Breaker — To Know Your Team (KYT)
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FTM |Program Design

Learning
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SigEli =2 Assessment il Application With Peers
Content Reflecting

The Introduction is a kind of Ice Breaker — To Know Your Team (KYT)
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FTM |Key Learning Modules

» Understand the role of a manager and transition required

ROl UNcerstancing SRy e ryer
Man ag | N g Se|f « Enhancing emotional self-awareness.

« Effectively managing time to perform their role

» Giving feedback and having performance conversations.

Enablin 0 Performance ¢ Following a structured process for coaching.
Th rou g h Peo p | e « Effectively managing a remote team.

» Delegating effectively to colleagues.

. .  Setting and driving goals.
Drivin 0 - Applying innovative thinking techniques for operational

Results problem solving.

The Introduction is a kind of Ice Breaker — To Know Your Team (KYT)
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FTM |Role Understanding
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The Introduction is a kind of Ice Breaker — To Know Your Team (KYT)
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FTM |Role Understanding - 3P’s

Performance
(Quantitate)

Process People
(Qualitative) (Qualitative)
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The Introduction is a kind of Ice Breaker — To Know Your Team (KYT)
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FTM | Managing Self — U&I Matrix

The Priority Matrix
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No Action:
Dont Do

How important is the task?

Low Importance

High Urgency Low Urgency
How urgent is the task?

@ 2014 SkillsYouMNead.com

The Introduction is a kind of Ice Breaker — To Know Your Team (KYT)
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FTM | Managing Self — 4D’s- Exercise

High Importance

A
* Meeting
« Escalation
» Closing/Billing/PO
« Email from HOD
« Target Setting

* Meeting

Low Urgency = >
High Urgency

» Meeting N _ _
* |Initial Call with Client

* Proposal
* Prepare Presentation

v
Low Importance

Own Some and Delegate Some



FTM |Feedback

Positive Positive
Feedback Feedforward
Comments about past actions that Comments about future actions
were correct and should be that should be taken.
repeated.

Negatlve Negatlve
Feedback Feedforward
Comments about past actions that Comments about future behavior
were incorrect and shouldn’t be that should be avoided
continued.

LEARN AND GROW

Giving feedback cultivates a healthy, productive company culture.
As a manager, you're the leader of a team — and you set the tone through your leadership skills.



https://buddypunch.com/blog/how-to-lead-a-team/
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FTM |Feedback — Some Data Points

 When managers ignore employees or focus just on their weaknesses, they double the
chances for them to become unproductive

 Many employees think “feedback” will mean “bad news.”

* People can take feedback personally — especially if it’s negative.

 Around 73% of employees value feedback and consider it essential to their jobs, but
only a third of employees report receiving feedback regularly.

* And 69% of employees claim they would put in more effort at work if they felt more
recognized

* Giving feedback cultivates a healthy, productive company culture.
* Asamanager, you're the leader of a team — and you set the tone through your leadership skills.



https://buddypunch.com/blog/how-to-lead-a-team/
https://news.gallup.com/businessjournal/124214/driving-engagement-focusing-strengths.aspx
https://news.gallup.com/businessjournal/124214/driving-engagement-focusing-strengths.aspx
https://www.questionpro.com/blog/employee-feedback/
https://business.linkedin.com/talent-solutions/blog/trends-and-research/2016/5-Employee-Feedback-Stats-That-You-Need-to-See
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FTM |How to Give Feedback to Employees Effectively

* Be Specific

* Consider the Timing

* Keep It Private

* Don’t take the “Sandwich Approach”- Instead, keep it cut to the core.
* Try the BISA Approach

 Don’t Make It Personal

* Focus on the Outcome

* Follow Up

* Giving feedback cultivates a healthy, productive company culture.
* Asamanager, you're the leader of a team — and you set the tone through your leadership skills.



https://buddypunch.com/blog/how-to-lead-a-team/
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FTM | Coaching — Identify Mindset | Exercise

Mindset are of 2 Types — Fixed & Growth
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FTM | Coaching — Identify Mindset | Exercise

Fixed Mindset

People with a fixed mindset
believe that skills and
intelligence are predetermined.
They think success hinges on
how smart you are—and serious
personal growth and
development aren’t possible.

Growth Mindset

People with a growth mindset
believe that with practice and
support, they can develop and
grow their abilities. They see
failure as a temporary setback
and give themselves permission

to try again.

People with a fixed mindset:

e Make broad statements
 Blame factors outside their control
* Engage in negative self-talk

* People with a growth mindset see
failure as an opportunity for growth

Identify Mindset of your Team



FTM | Coaching Conversations
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Open-ended

Open-ended questions don't have yes/no answers.

They generate lots of possible responses and

prompt thoughtful analysis.

“What would you like to see happen?”
“What strikes you as important here?”

“What did you learn?”

v/
X

Closed-ended

Closed-ended questions generally elicit a yes/no
answer or a statement of fact. They don't typically

yield new insights or further discussion.

They work well when you want a short, direct

answer to a specific question.

“Did you speak with marketing?"

"When will the sample be ready?"
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HOW

WHAT

IIWhyH

Use “why” questions sparingly. They can make
someone feel that you are questioning their

choices and result in defensiveness.

Too many “why” questions can erode trust and
reduce your effectiveness as a coach. Consider
reframing “why” questions into open-ended

questions that yield more information or insights.

“What were some reasons...”

“Tell me about...”

Three types of questions can help you deepen your understanding of a situation
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FTM |Delegation Process

Assignment

p
G
c
o

0 L

2

.5

T

g

=

S

o

§ Acceptance

The Introduction is a kind of Ice Breaker — To Know Your Team (KYT)
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FTM |Delegation Tips

* Select the most suitable candidate for the job

* Focus on the outcome

* Embrace fresh perspectives

* Empower your team to take ownership of decision-making

e Stay up-to-date on your team’s progress through regular check-ins
* Boost your team’s morale

e Shape the leaders of tomorrow

* Make it a habit to say “Thank you”

Initiating the process of delegation is the crucial first step in effectively managing a business or organisation,



FTM | Delegation Exercise

Questionnaire

Score (1-5)

Level of competency

1

Level of Curiosity of doing new things

Level of Maturity (Experienced/Frustrated/Confident

Level of Proactiveness

Level of Direction( Self Directed / Pushy/Delays)

Level of Commitment

Level of Inspiring Others

Team Player

WiFRr W rWEADN

Enthusiastic Beginner (10-20) Self Reliant Achiever(30-40)

Capable but Cautious Performer (20-30)
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Initiating the process of delegation is the crucial first step in effectively managing a business or organisation,
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