Aaron Douglas Leader of Tomorrow

1. Case Identifier
Client Name: Rod B.

Current Role / Job Title: Senior Accounting / Finance Leader (Repositioning to Controller
/ Executive Finance Leadership)

Department: Finance / Accounting

Training Date:12/26/2025

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)

Rod entered the engagement during an active, high-volume interview cycle. He was generating
strong traction, regularly advancing to second, third, and final rounds — including conversations
with HR leaders, CFOs, and anticipated CEO panels.

At the time of engagement:

e He had multiple interviews occurring within the same week



One interview ran 20 minutes over due to strong rapport

Hiring managers expressed enthusiasm and scheduled next steps live

He was consistently moving forward, not stalled at screening stages

He had submitted ~40 LinkedIn applications and received responses from most
He was managing interviews while physically sick and under fatigue

On the surface, momentum looked strong.
Underneath, pressure was compounding:

Loss of employment

Financial stress tied to portfolio drawdown

Filing for unemployment

Loss of healthcare

Relationship strain occurring simultaneously

Emerging depression and loss of daily structure (exercise, routine)

This was the first time Rod was facing career instability and personal loss at the same time.

3. The Core Problem

Rod’s challenge was not resume strength or market demand — his interview volume
confirmed that.

The real problems were:

Over-reliance on technical competence to carry interviews

Difficulty projecting warmth, energy, and emotional presence
Responses that were too long, overly technical, and low in relatability
Resistance to practicing and refining people-skills

Misreading interview progression as proof that delivery was sufficient
Emotional depletion leaking into tone and presence

His resume opened doors.
His interview presence was closing them.

4. The Capacity Applied (Intervention)

Emotional Reference Point

I consistently worked to stabilize Rod’s emotional baseline.

Before addressing tactics, the focus was on slowing internal escalation, acknowledging

cumulative loss, and preventing interviews from becoming emotional drains rather than
opportunities.



Reality Check

We separated:
e Interview progression vs final selection
e Technical excellence vs executive likeability
e Overqualification narratives vs delivery breakdowns
This reframing helped clarify that rejection was not random — it was patterned.
Grounding Presence
In sessions, I repeatedly named the core issue plainly:
e “Your skills are not the problem.”

e “People are deciding how they feel with you before what you know.”
This reduced defensiveness and allowed honest reflection.

Translation Between People

A major intervention was translating:
e Technical accounting language — executive conversation
e Expertise — impact

e Credentials — trustworthiness and warmth

We worked to shorten stories, elevate passion, and humanize delivery so hiring leaders could
envision daily collaboration.

Decision Clarity Under Pressure

As stress increased, we focused on:
How to show energy even when depleted
How to avoid sounding transactional or flat

When to pause interviews versus push forward
Pressure was acknowledged, not ignored.

Structural Thinking

We reframed interviews as a system:
Resume = access
Interview = emotional decision

Final rounds = executive chemistry
This helped explain why progression did not equal offers.



5. Pain Removed (What Stopped)

Before this work, Rod experienced:

Confusion about why strong interviews didn’t convert
Frustration with delayed feedback

Emotional exhaustion after repeated late-stage rejections
Belief that credentials alone should be sufficient

Increasing self-doubt masked by technical confidence

6. Pain Replaced With (Internal Shift)

That pain was replaced with:

Awareness that people skills were the limiter
Recognition of how energy and tone affect outcomes
Acceptance that practice — not pedigree — was required
Increased honesty about emotional state and burnout

Willingness to adjust interview approach going forward

He shifted from “they’ll see my value” to “I must demonstrate it emotionally.”

7. The Result (After)

As a result of the engagement:

Rod advanced to multiple final-stage interviews

He interviewed with HR leaders, CFOs, and executive teams
Hiring managers expressed strong rapport and interest

He received consistent positive feedback, even when declined
He identified a clear pattern limiting final conversion

He gained clarity on where improvement was required for future roles

Outcome:
Ongoing search with final-stage traction at companies including Amazon and The Trade Desk
Timeframe: Sustained interview access with identified conversion constraints



8. Day-to-Day Difference (Now)

Rod now:

Understands the difference between competence and connection
Recognizes when energy and presence matter more than detail
Is aware of how emotional state affects interview performance
Can articulate where he needs development rather than guessing

Approaches interviews with clearer expectations and self-assessment

He moved from believing interviews were purely evaluative
to understanding they are relational decisions under pressure.




