Aaron Douglas Leader of Tomorrow

1. Case Identifier
Client Name: Andrew U.

Current Role / Job Title: Accounting Leader (Repositioning to Controller / Accounting
Manager)

Department: Finance / Accounting

Training Date:12/05/2025

Length of Engagement: Multiple Sessions

Industry / Sector: Finance / Telecom / Financial Services

Engagement Format: (Virtual Coaching / Program / Training and Development)

Primary Capacity Applied:

[ Emotional Reference Point

[] Reality Check

[ ] Grounding Presence

[] Priority Compression

[] Timing Intelligence

[] Translation Between People

[] Misalignment Detection

[J Friction Reduction

— Decision Clarity Under Pressure

[] Structural Thinking

2. The Situation (Before)

Andrew entered our engagement with a time-sensitive interview secured through a personal
connection. The interview was scheduled for the next day, leaving little margin for error. He had
not formally interviewed in over six years, yet he presented as confident, open-minded, and
highly self-assured.

Despite that confidence, several friction points were present:



e He had been fired previously in a sudden termination tied to declining numbers
e He described himself as someone who can “sound dark™ if he rambles

e He relied heavily on relationships rather than structured interview preparation
e He believed much of the guidance “confirmed what he already knew”

e He was resistant to certain strategic recommendations, including removing “Open to
Work”

e He had not yet completed Challenger Essentials or consistent networking systems
At the time of our first session:

e He had an interview scheduled within 24 hours

e 92% of the session needed to focus on interview performance

e He had been actively messaging recruiters (75+ LinkedIn outreaches)

e He was speaking with firms such as Robert Half

e His LinkedIn was polished, but largely maintained by his wife

e He was actively fielding recruiter interest but lacked a filtering framework

He was capable — but unstructured under pressure.
3. The Core Problem

Andrew’s issue was not intelligence, experience, or opportunity.
The real problems were:
e Overconfidence masking interview blind spots
e Difficulty framing answers without sounding negative or defensive
e Lack of discipline around sequencing job-search actions
e No clear filter for role fit versus opportunity noise
e Emotional residue from a prior termination influencing tone unconsciously
e High activity without a governing strategy

He did not need motivation — he needed calibration.

4. The Capacity Applied (Intervention)

We addressed the gap between perceived readiness and actual interview performance.
Andrew did not need “more knowledge” — he needed precision in delivery, tone, and framing.



Grounding Presence

Before tactics, I slowed the emotional tempo.
This allowed Andrew to:

e Hear how his answers could be interpreted
e Recognize where confidence crossed into arrogance
e Adjust delivery without compromising authenticity

Priority Compression
Given the timeline, we reduced focus to what mattered most:

Interview answers

Tone control

Question anticipation

Eliminating rambling and negativity
Everything else was deprioritized.

Translation Between People
I helped translate:

Strong opinions into executive-safe language

Past termination into neutral, non-threatening narratives
Confidence into credibility rather than bravado

This shift materially changed how he was received.

Decision Clarity Under Pressure
As interviews accelerated, we focused on:
Role fit over ego validation
Long-term career direction (10-year roadmap)

¢ Knowing when to say no, even after advancing
Pressure no longer dictated decisions.

Structural Thinking

We reframed his job search as a system:
Networking as a pipeline, not luck
Interviews as filters, not finish lines

Resume versions as strategic tools, not static documents
Structure replaced impulse.



5. Pain Removed (What Stopped)

Before our work together, Andrew experienced:
e Inconsistent interview outcomes despite strong background
e Frustration with roles that “almost fit”
e Unconscious negativity in storytelling
e Resistance to external feedback

e Activity without clarity on direction

6. Pain Replaced With (Internal Shift)

That pain was replaced with:
e Calm confidence in high-pressure interviews
e Clear framing of past performance and terminations
e Disciplined networking with measurable outreach
e Strategic filtering of opportunities
e Trust in a repeatable interview process

He moved from force to finesse.

7. The Result (After)

As aresult of this engagement:
e Andrew advanced through multiple interview processes
e He declined roles that did not align with his long-term direction
e He maintained relationships with companies that hired internally
e He entered second-round interviews with high-fit organizations
e He leveraged personal and professional networks strategically

e He received and accepted a permanent offer aligned with his roadmap



Outcome:
Job report approved — Permanent position

Company: Northwestern Mutual

Title: Controller

Location: San Diego

Start Date: 04/21/2025

Compensation: $155,000 base (9% increase)

8. Day-to-Day Difference (Now)

Andrew now:

Interviews with composure instead of force
Controls tone and framing intentionally
Filters opportunities based on fit, not urgency
Uses networking as leverage, not dependency

Makes career decisions from structure, not emotion

He moved from confident chaos to controlled execution.




