
Boss to Coach One

Too often, traditional manager development programs are aligned with outdated, top-down management. Gallup’s 
latest workplace research reveals that today’s employees demand meaningful work, managers who care for them 
as people, ongoing communication, clear work expectations, and opportunities to learn and grow. They want a 
coach, not a boss.

Boss to Coach One is the first half of a revolutionary manager development experience that equips managers to 
exceed the expectations of the changing workplace. With a focus on strengths-based, engagement-focused and 
performance-oriented coaching, managers will be equipped to make employees, teams and organizations more 
productive and profitable. 

Learning Components 

After completing all requirements for Boss to Coach One and Two, participants will become a Gallup-Certified 
Manager for three years. Boss to Coach One incorporates more than 25 hours of content and includes these 
learning components:

In-Depth Instruction

Gallup’s latest discoveries, best advice and most effective management strategies come to life through instruction 
that is interactive and media-rich. World-class Gallup instructors bring the learning to life through discussion, 
practice and small-group activities using the modality that is right for you.

Eight Self-Paced Learning in Action Modules

Learning in Action modules help participants implement what they have learned, share their achievements and 
progress with their peers and manager, and sustain effective changes over time. 

One Two-Hour Live Online Cohort Call With a Gallup Instructor

Midway through the Learning in Action modules, the cohort will meet to share successes and ideas about 
implementation.

One 60-Minute Coaching Call

Gallup coaches solidify learning, guide development and highlight relevance during a one-on-one call with each 
participant. 
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Boss to Coach One 

Course Overview

Becoming a Coach
Strengths-Based Coaching
Engagement-Focused Coaching
Developing Performance

Select the delivery format that is best for your organization:

Course Delivery Format: In-Person Virtual Instructor-Led Blended Online

In-Depth Instruction: Two full-day, on-
site sessions with 
a Gallup instructor

Two full-day or 
four half-day, live 
online sessions with 
a Gallup instructor

Three interactive, self-paced learning 
modules
Five two-hour live online sessions 
with a Gallup instructor

Additional Learning: • Eight self-paced Learning in Action modules 
• One two-hour live online cohort call with a Gallup instructor
• One 60-minute coaching call

No. of Participants: Min: 15
Max: 30

Min: 10
Max: 24

Min: 10
Max: 24

Minimum Commitment: 10 weeks 10 weeks 12 weeks

Target Audience

Boss to Coach One is for managers who want to accelerate individual and team performance through powerful 
conversations and coaching, achieve measurable gains in key business outcomes, and drive organic growth 
through human development.

Learning Outcomes

Participants in Boss to Coach One will experience transformational development through individualized learning, 
shared experiences and one-on-one coaching. Participants will shift from being a boss to being a strengths-
based, engagement-focused and performance-oriented coach by: 

• understanding and applying their strengths to enhance their practice as a manager

• implementing best practices for using CliftonStrengths with individuals and teams 

• activating Gallup’s employee engagement framework to produce specific business outcomes 

• applying the three core principles of Gallup’s performance development model 

• practicing the five coaching conversations that drive performance and boost engagement and accountability
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Boss to Coach One 

Resources for Participants 

Course participants have access to the following digital resources for two years. They receive extended access 
with active certification.

CliftonStrengths 34 Report: 
A unique access code unlocks the full 
CliftonStrengths profile, personalized 
reports and other resources.

Coaching guides for individuals 
and teams: Detailed coaching guides 
provide managers with conversation 
overviews, coaching prompts and 
team activities to use during ongoing 
conversations

Action-planning tool: Participants build an action 
plan during the course to implement with individuals 
and their team.

It’s the Manager strengths and engagement 
on-demand learning: This interactive just-in-time 
learning content expands on the learning based on 
individualized needs.

Additional Resources for Your Organization 

• Pre-course call with a Gallup course instructor: A discovery call with your executive sponsor or program 
leader will set the tone for the partnership and ensure the course leader is well-versed in your organization’s 
norms, needs, issues and expectations.

• Conversation Guide for Leaders: Organizational leaders can use this conversation guide with their direct 
reports who are enrolled in Gallup’s Boss to Coach course. It includes high-level concepts from the course and 
weekly questions that facilitate and sustain the shift from boss to coach. 

• Two-Year Basic Gallup Access CliftonStrengths Subscription: This subscription includes personalized 
strengths reports, CliftonStrengths Team Grids, interactive learning modules and action planning guides. 

• Two-year superuser access to Gallup’s learning management system: This access allows one person to 
view completion reports for employees in their organization. 

• Gallup Access onboarding session: This session will provide the superuser with an overview of the Gallup 
Access platform.

Professional Credits

Participants who successfully complete this course can earn professional credit hours from HRCI and SHRM. For 
more information, contact CEU@gallup.com.
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Your CliftonStrengths 34 Results
You are uniquely powerful. Your distinct CliftonStrengths 34 profile sets you apart from 
everyone else. This is your talent DNA, shown in rank order based on your responses to the 
CliftonStrengths assessment.

Use this report to make the most of your strongest CliftonStrengths themes, navigate the rest 
and maximize your infinite potential:

• Read and reflect on your results to understand what you naturally do best.
• Learn how to apply your strongest CliftonStrengths every day.
• Share your results with others to create stronger relationships and improve teamwork.

STRENGTHEN NAVIGATE

1. Significance 11. Analytical
2. Futuristic 12. Competition
3. Individualization 13. Activator
4. Focus 14. Self-Assurance
5. Maximizer 15. Discipline
6. Strategic 16. Communication
7. Learner 17. Arranger
8. Achiever 18. Intellection 
9. Responsibility 19. Positivity
10. Belief 20. Ideation

21. Woo
22. Input
23. Deliberative
24. Developer
25. Relator
26. Connectedness
27. Command
28. Consistency
29. Empathy
30. Context
31. Harmony
32. Restorative
33. Adaptability
34. Includer

You lead with Influencing 
CliftonStrengths themes.

  E XECUTING
themes help you make things 
happen.

  INFLUENCING
themes help you take charge, 
speak up and make sure others 
are heard.

  RELATIONSHIP BUILDING
themes help you build strong 
relationships that hold a team 
together.

  STR ATEGIC THINKING
themes help you absorb and 
analyze information that informs 
better decisions.

READ “IDENTIFY YOUR 
UNIQUE CONTRIBUTION: THE 
CLIFTONSTRENGTHS DOMAINS” 
SECTION TO LEARN MORE  ˃

 Team Role and Relationship Conversation

Overview

What: These team activities lay the groundwork for all future work by establishing team performance goals and 
discussing the role of team strengths and team engagement needs in accomplishing outcomes.

1) Review individual contributions and needs.

• Invite employees to share their unique contributions to the team.

• Invite employees to share what they need from the team to be successful.

• Discuss how their role contributes to the organization’s overall goals and purpose.

2) Identify team expectations and goals.

• Share expectations for the team.

• Ask team members to identify team performance goals for the three core dimensions of performance: team 
achievement, team collaboration and customer value.

3) Define what team excellence looks like.

• Celebrate past successes, and determine how the team achieved them.

• Determine the standard for excellence for each team goal.

4) Discuss what the team needs to grow and be successful.

• Ask the team to identify what additional resources they need.

• Share what is within your control and what is realistic.

When: Have this conversation once a year or when team priorities shift (1-2 hours).

JANUARY     JUNE     DECEMBER

T
E

A
M

 Quick Connect (1x/month) 

 Check-In (2x/month) 

 Developmental Coaching (as needed) 

Role and 
Relationship

Progress 
Review

Progress 
Review

Progress 
Review
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 Role and Relationship Conversation 
for Individuals

Overview

What: This conversation lays the foundation for all future work by establishing performance goals and 
discussing the role of strengths and engagement in accomplishing outcomes. 

1. Review contributions and needs.

• Discuss the employee’s unique contributions to the team and the organization.
• Determine what they need to be successful.

2. Identify role expectations, goals and metrics for the three dimensions of performance.* (These will be 
reviewed during the Progress Review Conversation.)

• Discuss role expectations that inform daily priorities.
• Identify goals that drive specific results and outcomes.
• Align on actions and quantitative metrics to measure performance.

3. Determine professional aspirations to build an individual development plan that will drive performance.

• Discuss professional aspirations.
• Identify development needs and specific actions.

4. Discuss strengths and engagement.

• Determine how the individual will use their strengths to be successful.
• Identify barriers to success.

*The three dimensions of performance:

• Individual achievement: The quality of work that the employee produces independently.
• Team collaboration: How effectively an individual partners with other team members to achieve success.
• Customer value: The impact a person’s work has on a customer. (Gallup considers customers to be either 

external or internal to the organization.)

When: Have this conversation once a year or when a person’s role changes (1-2 hours).

JANUARY     JUNE     DECEMBER
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Role and 
Relationship

Progress 
Review

Progress 
Review

 Quick Connect (1x/week) 
 Check-In (2x/month) 

 Developmental Coaching (as needed) 
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