Aaron Douglas Leader of Tomorrow

1. Case Identifier

Client Name: Koby Mcgil

Current Role / Job Title: Former Distribution Supervisor

Department: Warehouse / Operations

Training Date:10/10/2025

Length of Engagement: Multiple Sessions

Industry / Sector: Manufacturing / Medical Supply (Abbott Background)
Engagement Format: (Virtual Coaching / Program / Training and Development)

Primary Capacity Applied:

[J Emotional Reference Point

[] Reality Check

[J Grounding Presence

[] Priority Compression

[J Timing Intelligence

[J Translation Between People

[J Misalignment Detection

[ Friction Reduction

1 Decision Clarity Under Pressure

[] Structural Thinking

2. The Situation (Before)

What was happening when we started working together?
e The client had been laid off October 15th after long-term stability with Abbott.

e He qualified for a legacy pension plan no longer offered, reinforcing his identity
attachment to the company.

e He had submitted only five applications, two internally at Abbott.



He was primarily waiting for something to “pop up.”

He had no active network and had lost past professional contacts.
He had never experienced a job search in a buyer’s market.

He ranked his resume a 5/10 and interviewing a 6.5-7/10.

He presented with a high ego but low structured execution.

He repeatedly asked whether I would “do the resume for him.”
He was selective but without leverage.

He has a wife and son and identifies strongly as a provider.

He values loyalty and wants a company that “invests in him” because work feels like a
second home.

He came in looking for:

Confidence
Direction
Preparation

Validation

But underneath that was avoidance and passivity.

3. The Core Problem

The real problem was NOT lack of capability.

The real problem was:

A miscalibrated understanding of market leverage combined with ego-protective thinking.

Specifically:

He believed selectivity was strength, despite limited applications.

He assumed internal loyalty would convert into opportunity.

He overestimated his interview performance while underperforming structurally.
He confused company investment with entitlement.

He lacked strategic positioning and networking infrastructure.

He had no external relationship capital.

The issue was not skill.
It was market misalignment + execution inertia.



4. The Capacity Applied (Intervention)

Primary Capacity Used: Reality Check + Structural Thinking
What this looked like in practice:
1. Reality Calibration
e Explained buyer’s market dynamics (15-20 candidates per role).
e C(larified that companies hold leverage right now.
e Reinforced that passivity equals invisibility.
2. Ownership Transfer
e Made clear I would not write the resume.
e Required note-taking and personal execution.
e Anchored responsibility to identity (husband, father, provider).
3. Strategic Framing
e Reframed pay-cut concern as narrative positioning.
e Positioned lower pay (Advi) as strategic reinvestment, not regression.
e Broke down long-term opportunity (new facility 2027).
4. Executive Communication Compression
Reduced long-winded responses.
Rebuilt “Tell Me About Yourself” into a concise, controlled narrative.

Introduced adaptive questioning to break memorization patterns.
Trained him to sell leadership, not just operational tasks.

5. Performance Architecture

Built interview presentation slide-by-slide.

Ordered content by trust-building priority.

Clarified that panels evaluate responsibility containment.
Walked through tone, pacing, and emphasis hierarchy.

This was not motivational coaching.

This was behavioral correction + structural elevation.

5. Pain Removed (What Stopped)



Before sessions, his experience included:

Passive job searching

Application hesitation

Over-talking in interviews

Ego-forward positioning

Fear of pay cut narrative

Zero networking infrastructure
Attachment to former employer identity
Stuttering under disruption

Memorized scripting instead of adaptive presence

6. Pain Replaced With (Internal Shift)

That pain was replaced with:

Clear understanding of market leverage
Structured interview narratives

Strategic thinking about compensation trade-offs
Improved brevity and response discipline
Increased adaptability under pressure
Ownership mindset

Stronger presentation confidence

Awareness of trust evaluation in interviews

He moved from:
“I hope they invest in me.”

To:

“I understand what they need to trust me with.”

7. The Result (After)

As a result of the work:



Advanced to second-round interviews.

Successfully used closing technique to reverse a near rejection.

Secured multiple interviews simultaneously.

Built a full presentation deck aligned to role expectations.

Improved LinkedIn positioning.

Demonstrated increased composure in panel interviews (4 interviewers).
Reported improved confidence and clarity.

Voluntarily committed to resume revisions.

Expressed strong relational trust in coaching process.

Timeframe:
Within multiple sessions across several weeks post-layoff.

8. Day-to-Day Difference (Now)

He now:

Prepares interviews structurally instead of emotionally.
Understands pay cut positioning as narrative control.
Approaches interviews aware of trust dynamics.
Limits rambling (actively working on compression).
Anticipates panel strategy.

Thinks in long-term trajectory (facility growth 2027).

Executes instead of waiting.

Anxiety remains present, but it is now directed and contained.



