The Coach’s Guide to Behavioral Shifts

A 7-Archetype Framework for Transformation

Introduction

Every client arrives with a default pattern. They’ve been operating the same way for
years—sometimes decades. Your job as a coach isn’t to judge that pattern; it’s to help
them see it, understand why it’s served them, and then consciously choose a better
one.

This guide gives you a complete framework for identifying your client’s archetype and
knowing exactly which behavioral shift to target in your coaching. More importantly, it
gives you the specific micro-actions and coaching strategies that actually work for
each type.

Unlike generic personality frameworks, this isn’t about labeling. It’s about
transformation.

The 7 Archetypes & Their Behavioral Shifts

The Catalyst
Default Pattern: Reactive, impulsive, moves fast without thinking
Target Behavioral Shift: From Reactive to Mindful Presence

What This Means: The Catalyst’s superpower is speed and action. But without
mindfulness, they burn out, damage relationships, and make decisions they regret.
The shift is teaching them to pause—not to slow down permanently, but to create
space for wisdom before action.



Micro-Action for Client: Implement the 3-Second Rule: Pause 3 seconds before
responding in meetings. That’s it. Three seconds. This trains the nervous system to
access the prefrontal cortex instead of reacting from the amygdala.

Coach’s Strategy:

e Use the ‘3-Second Rule’ to slow down their processing and build deeper empathy
e Challenge them to pause before reacting
e (Celebrate small wins (they paused once in a meeting!)

e Connect pausing to their bigger goals (better relationships, fewer regrets, more
influence)

e Red flag: If they’re using pausing as an excuse to become passive-aggressive or
withdrawn, redirect them back to action after the pause

Session Structure:

1. Start with a win: “Tell me about a time you paused this week and it worked”
2. Dig into the resistance: “What makes pausing feel wrong to you?”

3. Reframe: “Pausing isn’t weakness. It’s the difference between reacting and
leading”

4, Practice: Role-play a situation where they typically react

5. Commit: “What’s one meeting this week where you’ll use the 3-Second Rule?”
30-Day Milestones:

e Week 1: Pause once per day in low-stakes situations
e Week 2: Pause in one high-stakes meeting
e Week 3: Pause becomes automatic in 50% of interactions

e Week 4: They notice people responding differently to them (more respect, less
defensiveness)

The Architect
Default Pattern: Perfectionist, controlling, struggles to delegate

Target Behavioral Shift: From Perfectionism to Decisive Delegation



What This Means: The Architect’s need for control is rooted in fear—fear that things
won’t be done “right” if they’re not doing it themselves. The shift is helping them see
that control actually limits growth—both theirs and their team’s. Delegation isn’t
about lowering standards; it’s about multiplying impact.

Micro-Action for Client: Let go of ONE ‘perfect’ detail and empower a team member
to own it. Not a big project—one specific detail. This proves to their nervous system
that the world doesn’t end when they’re not in control.

Coach’s Strategy:

e Challenge them to let go of one ‘perfect’ detail to empower their team

¢ Help them see that control limits growth

e Ask: “What would be possible if you trusted your team more?”

e (Celebrate the outcome, even if it’s 90% as good as they would’ve done it

e Red flag: If they’re micromanaging the delegated task, gently call it out and help

them see the pattern

Session Structure:
1. Identify the cost: “What does perfectionism cost you? (Time, stress, team
morale)”
2. Explore the fear: “What are you afraid will happen if you delegate?”

3. Challenge the belief: “Is that actually true? Give me an example of something
your team did well”

4. Choose the detail: “What’s one small thing you can let go of this week?”

5. Plan the handoff: “How will you explain this to your team member?”
30-Day Milestones:

e Week 1: Delegate one small detail; observe the outcome
e Week 2: Delegate a slightly bigger task; resist the urge to check in
e Week 3: Notice team member’s confidence growing

e \Week 4: Realize you have more time for strategic work




The Guardian
Default Pattern: Over-giving, poor boundaries, says yes to everything
Target Behavioral Shift: From Over-Giving to Assertive Boundaries

What This Means: The Guardian’s identity is wrapped up in being helpful. Saying no
feels selfish. But the shift is helping them see that boundaries aren’t selfish—they’re
the foundation of sustainable impact. A “No” to others is a “Yes” to their own mission.

Micro-Action for Client: Say “No” to one request this week and explain why it protects
your mission. Not a rude no—a clear, kind no with a reason.

Coach’s Strategy:

Help them see that a ‘No’ to others is a ‘Yes’ to their own mission
e Reframe boundaries as self-care, not selfishness
e Ask: “What would become possible if you protected your time more fiercely?”
e Validate the discomfort: “It’s okay to feel guilty. That’s the old pattern leaving”
e Red flag: If they’re using boundaries as an excuse to withdraw or become cold,
help them find the middle ground
Session Structure:
1. Identify the cost: “What does over-giving cost you? (Burnout, resentment,
health)”
2. Explore the belief: “Why do you think saying no makes you a bad person?”
3. Reframe: “What if boundaries are actually how you serve better?”
4. Practice the language: “Let’s practice saying no together”

5. Commit: “Who will you say no to this week, and what will you say?”

30-Day Milestones:

Week 1: Say no to one request; notice the guilt but don’t act on it

Week 2: Say no to two requests; notice you have more energy

Week 3: People still like you even though you said no (mind blown)

Week 4: You’re doing your best work because you’re not depleted




The Seeker
Default Pattern: Always exploring, jumping between opportunities, struggles to finish
Target Behavioral Shift: From Exploration to Disciplined Execution

What This Means: The Seeker’s gift is vision and possibility-thinking. But without
execution discipline, they’re a perpetual starter, never a finisher. The shift is teaching
them that completion is more powerful than exploration. Finishing one thing opens
doors that starting five things never will.

Micro-Action for Client: Complete one major goal before exploring the next
opportunity. Not a small task—a real goal. This proves that they can finish, and that
finishing feels better than exploring.

Coach’s Strategy:
e Use ‘Finish Line’ coaching to ensure they complete one major goal before
exploring the next
e Celebrate completion over exploration

e Ask: “What would be possible if you finished what you started?”

e Help them see the pattern: “You’re a visionary, but you’re not letting your vision
fully land”

e Red flag: If they’re using “finishing” as an excuse to become rigid or lose their
sense of possibility, remind them that the next exploration comes after this
completion

Session Structure:

1. Identify the pattern: “How many projects are you juggling right now?”

2. Explore the fear: “What are you afraid will happen if you focus on one thing?”
3. Choose the goal: “Which one goal, if completed, would change everything?”
4. Build accountability: “How will we track progress? When do we check in?”

5. Commit: “What’s the first small step you’ll take this week?”

30-Day Milestones:

e Week 1: Make significant progress on the goal; resist exploring new opportunities



e Week 2: Hit a milestone; celebrate it
e Week 3: Feel the momentum of completion

e Week 4: Finish the goal; notice how good it feels

The Reflector

Default Pattern: Over-thinking, perfectionist communication, waits for the “right”
moment to speak

Target Behavioral Shift: From Over-Thinking to External Expression

What This Means: The Reflector’s depth is a gift, but it becomes a prison when they’re
waiting for perfect clarity before speaking. The shift is teaching them that sharing
unpolished thoughts early is actually more powerful than waiting for the perfect
articulation. Iteration beats perfection.

Micro-Action for Client: Share one ‘unpolished’ thought or idea with a trusted
colleague. Not a fully baked idea—a raw, half-formed thought. This trains them to
value the process of thinking out loud.

Coach’s Strategy:

e Push them to share their ‘unpolished’ thoughts early to prevent over-thinking
e Create accountability for speaking up in real-time

e Ask: “What would happen if you shared your thinking before it was perfect?”
e Validate the discomfort: “It’s scary to be unpolished. That’s the growth edge”
e Red flag: If they’re using “sharing unpolished thoughts” as an excuse to be

careless or dismissive, help them find the balance between raw and responsible

Session Structure:
1. Identify the cost: “What does over-thinking cost you? (Missed opportunities,
slower decisions, less influence)”

2. Explore the fear: “What are you afraid will happen if you share unpolished
thoughts?”

3. Challenge the belief: “Is that actually true? Give me an example of someone who
influenced you with an unpolished idea”



4. Practice: “Let’s practice right now. Share an unpolished thought with me”

5. Commit: “Who will you share an unpolished thought with this week?”
30-Day Milestones:

e Week 1: Share one unpolished thought; notice people respond positively
e Week 2: Share two unpolished thoughts; see how they evolve through dialogue
e Week 3: Notice you’re more influential because you’re in the conversation earlier

e Week 4: Realize that iteration is faster than perfection

The Pioneer

Default Pattern: Independent, visionary, struggles to seek input, can be dismissive of
others’ perspectives

Target Behavioral Shift: From Independence to Collaborative Leadership

What This Means: The Pioneer’s independence is their superpower, but it becomes a
liability when they’re not seeking diverse perspectives. The shift is helping them see
that collaboration doesn’t diminish their vision—it amplifies it. The best ideas come
from the collision of different minds.

Micro-Action for Client: Seek 3 diverse perspectives before finalizing your next big
decision. Not people who think like you—people who think differently. This proves
that outside input makes your ideas better, not worse.

Coach’s Strategy:

e Guide them to seek 3 diverse perspectives to strengthen their independent ideas
e Show them that collaboration amplifies, not diminishes, their vision

e Ask: “What would your idea look like if you incorporated the best of three
different perspectives?”

e Celebrate the synthesis: “See how much stronger your idea is now?”
e Red flag: If they’re seeking perspectives just to validate what they already think,

call it out and push them to genuinely consider opposing views

Session Structure:



1. Identify the pattern: “Who do you typically seek input from? (Probably people
like you)”

2. Explore the resistance: “What makes you hesitant to seek diverse perspectives?”
3. Reframe: “What if seeking input is actually how great leaders operate?”
4, |dentify the perspectives: “Who are 3 people with very different viewpoints?”
5. Commit: “How will you approach them? What will you ask?”
30-Day Milestones:
e Week 1: Seek 3 diverse perspectives on a decision; notice how it shifts your
thinking
e Week 2: Integrate the best of those perspectives into your plan
e Week 3: See the outcome of the more collaborative approach

e Week 4: Realize that collaboration made you look better, not worse

The Harmonizer

Default Pattern: Conflict-avoidant, prioritizes harmony over truth, struggles with
difficult conversations

Target Behavioral Shift: From Conflict Avoidance to Constructive Tension

What This Means: The Harmonizer’s gift is creating connection and safety. But when
they avoid all conflict, they also avoid growth, innovation, and real intimacy. The shift
is helping them see that healthy tension—disagreement, challenge, honest feedback—
is actually the fastest path to true harmony. Fake harmony is just avoidance.

Micro-Action for Client: Initiate one healthy disagreement with a team member this
week. Not a fight—a respectful disagreement where you share a different perspective
and genuinely listen to theirs.

Coach’s Strategy:

e Coach them to see that healthy tension is the fastest path to true harmony
e Help them distinguish between conflict and disconnection

e Ask: “What would become possible if you weren’t afraid of disagreement?”



e Celebrate the conversation: “See? You disagreed and the relationship got
stronger”

* Red flag: If they’re using “healthy conflict” as an excuse to be aggressive or

dismissive, gently redirect them back to respect and genuine listening
Session Structure:

1. Identify the cost: “What does conflict avoidance cost you? (Unspoken
resentments, weak decisions, lack of innovation)”

2. Explore the fear: “What are you afraid will happen if you disagree?”

3. Reframe: “What if disagreement is actually how trust is built?”

4. Practice: “Let’s practice a healthy disagreement right now”

5. Commit: “Who will you have a healthy disagreement with this week?”

30-Day Milestones:

e Week 1: Have one healthy disagreement; notice the relationship doesn’t break
e Week 2: Have two healthy disagreements; notice people respect you more

e Week 3: Notice that your team is more innovative because they feel safe
disagreeing

e Week 4: Realize that true harmony comes from honesty, not avoidance

Measuring ROIl: The 30-Day Pulse Check

Here’s the challenge: behavioral change is hard to measure. Your client might feel like
they’re making progress, but are they really? This framework gives you a way to prove
it.

The 30-Day Pulse Check Framework

Week 1: Baseline

e Ask your client to rate their current state on the behavioral shift (1-10 scale)

e Example: “On a scale of 1-10, how much do you currently practice mindful
presence? (Catalyst)”



e Document their answer
Week 2: First Micro-Action

e They complete the micro-action (e.g., The Catalyst implements the 3-Second
Rule)

e Ask: “What did you notice? What was different?”

e Document the observation
Week 3: Momentum Check

e Ask: “How many times this week did you practice the behavioral shift?”
e Ask: “What’s one piece of feedback you’ve gotten from others?”

e Document both
Week 4: ROl Measurement

e Ask them to re-rate themselves on the 1-10 scale
e Ask: “What’s different in your work? Your relationships? Your energy?”
e Ask: “What’s one concrete outcome you can point to?”

e Document the new rating and the outcome

Example: The Catalyst’s 30-Day Pulse Check

Week 1 Baseline:
e “Ona scale of 1-10, how much do you practice mindful presence?” — ¥,
e Observation: “l react immediately. People tell me I’'m impulsive”

Week 2 First Action:

e “lused the 3-Second Rule in 2 meetings this week”

e Observation: “In one meeting, | paused and realized | was about to say
something I’d regret. It felt weird but good”

Week 3 Momentum:

e “lused the 3-Second Rule in 6 interactions this week”



Feedback: “My boss said | seemed more thoughtful in the meeting. My partner
said | listened better”

Week 4 ROI:

“On a scale of 1-10, how much do you practice mindful presence?” = %,

Outcome: “I got the promotion I've been wanting. My boss specifically said it was
because I’'m more strategic and less reactive”

Concrete proof: Promotion = behavioral shift working

How to Use This in Your Coaching

1.

Set it up in Session 1: “We’re going to measure your progress using a simple 1-
10 scale and concrete outcomes. This isn’t about perfection—it’s about
movement.”

.Check in weekly: “On a scale of 1-10, where are you now?” Track the

progression.

. Celebrate the micro-wins: “You went from 3 to 6 in 30 days. That’s real

progress.”

. Connect to bigger outcomes: “Your promotion isn’t separate from this work—

it’s the direct result of the behavioral shift.”

. Use it for accountability: “Last week you said you’d use the 3-Second Rule 5

times. How many times did you actually do it?” (This keeps them honest without
judgment)




The Coach’s Playbook: Quick Reference
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Final Thoughts

The most powerful coaching happens when you know exactly which behavioral shift to
target. Not because you’re trying to change who your client is—but because you’re
helping them access the best version of who they already are.

Each archetype has a superpower. Your job is to help them see how their default

pattern is both their gift and their limitation. Then, through consistent micro-actions

and accountability, help them choose the shift.

The 30-day pulse check proves it works. The outcomes speak for themselves.



Now go transform some clients.
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