London turns capable specialists into managers every week. A strong performer ships code, closes deals, or leads
campaigns, then finds themselves responsible for people. The job changes overnight. Instead of being the one who
solves the hardest problem, they must set direction, make trade-offs with imperfect information, and answer for
the work of others. The city magnifies the challenge. Teams are multicultural and often distributed, regulation
touches many sectors, and the pace rarely lets up. Good intentions do not translate into effective leadership

without structure and practice.

| spend much of my time coaching first-time managers across finance, tech, media, and the public sector. The
patterns are remarkably consistent, even across very different worlds. What helps is equally consistent too.
Thoughtful Leadership Training, supported by a practical Leadership Coach or a targeted Executive Coach,

shortens the messy middle between promotion and competence. It also protects morale, retention, and delivery

during a period when teams often wobble.

The leap from contributor to manager

New managers describe the same early weeks. Meetings multiply. Their calendar fragments. Feedback takes on
weight because it now affects pay and progression. A single misfired comment can shift a colleague’s motivation
for weeks. They are still measured on output, yet they now spend their best hours in one to ones and cross-
functional calls. If they cling to individual work, they burn out and their team stalls. If they let go too quickly, they

feel useless and their credibility dips.

In London, the mix of hybrid schedules and distributed stakeholders adds complexity. A manager might have two
team members in Shoreditch, one in Croydon, and one dialling in from Lisbon. Compliance and information
security inject constraints. Office days are precious for trust building and conflict resolution, yet not everyone
shows up on the same days. New managers who try to copy their previous manager’s style without context
struggle. The leap is less about tips and more about identity. They do not manage tasks, they manage promises,

clarity, and energy.

Why coaching works for first-time managers



Classroom training teaches core models, which matters. Yet most leadership failures are not lack of knowledge,
they are moments in which pressure meets habit. A Leadership Coach helps a manager rehearse, reflect, and

experiment inside live work, not theory. That is where value compounds.
Several dynamics make coaching stick:

* Timeliness. A manager preps a difficult conversation on Tuesday, runs it on Wednesday, and debriefs on
Friday. The loop tightens skill formation. Reading about feedback is not the same as role-playing the exact first

two sentences, then feeling how it lands.

® Personal context. A new manager in a venture-backed health tech in Old Street faces different tensions than a

team lead in a Westminster department. Coaching meets those realities instead of presenting generic cases.

® Accountability. Goals turn into behaviours with a named date. When a manager commits to setting three

explicit decision rules for their team by the end of the month, and someone checks, it happens.

* Emotional hygiene. First promotions stir fear. Coaching creates a safe place to say, out loud, | am worried they
will think | am too young for this or | do not know how to challenge my former peer. Surfacing that anxiety at

9 am prevents a poor reaction at 3 pm.

Leadership Training programmes in London that combine short workshops with one to one coaching generate the
most reliable lift. A two hour module on performance management followed by six weeks of practice with a coach

is more potent than a two day bootcamp with no follow up.

What a strong programme looks like

Programmes work when they are practical, not performative. The ones worth the time usually share a few features.
There is a clear spine for the first 90 days. There is a small set of nonnegotiable skills, taught to a usable standard.

There is structured practice. And there is data.
For first-time managers, | prioritise four capabilities:

e Setting scope and standards. Defining what good looks like, including what is in and out. New managers need

simple tools like a one page charter that lists purpose, principles, and decision rights.

® Running one to ones that matter. Not status meetings, true check-ins that surface blockers early. Even a tight

25 minute format with explicit agendas, rotating topics, and documented actions beats ad hoc chats.

® Feedback and performance conversations. Both kinds, praise that builds repeatable behaviour and challenge
that sharpens output. London work environments are polite, which can hide avoidance. Managers must learn

to be direct without losing warmth.

® Planning in uncertainty. Teams live with shifting dependencies. A cadence of weekly team priorities, visible in
one place, prevents thrash. New managers also need simple capacity planning, even if it is a rough count of

story points or hours.

These skills do not require a full semester. They do require thoughtful repetition. A mix of live workshops,

recordings for later, and targeted coaching gives people room to learn during the work week.

London specifics that shape first-time management

The city offers diversity as a superpower and as a test. | often see teams with ten or more nationalities. Styles vary,

assumptions about authority vary, and comfort with conflict varies. New managers should acknowledge this



upfront and make behavioural norms explicit. For example, a team agreement like we challenge ideas openly in
meetings, and we expect everyone to contribute once before anyone speaks twice avoids the same two voices

dominating and protects quieter colleagues.

Hybrid work is here to stay in many sectors. Two days together in the office can carry the rest of the week if used
well. | encourage managers to stack conflict resolution, brainstorming, and career conversations on office days, and
to leave solo updates and documentation for remote days. Having a simple playbook for which conversations

happen where pays off within a month.

Compliance and governance affect time horizons. In fintech, marketing copy gets compliance-reviewed, so a new
manager needs to build that lead time into plans. In health, data access rules limit who can do what. Rather than
moan about these constraints, teach managers to map them and schedule around them. They will then be the

person whose plans survive first contact with the real world.

Leadership Coach, Executive Coach, or Business Coach

London’s coaching market is busy, with plenty of titles. The labels overlap in practice, but there are useful

distinctions when you are choosing support for first-time managers.

® A Leadership Coach focuses on the person in the role. Expect work on communication, influence, decision

making, and team dynamics. For a new manager, this is often the best fit.

* An Executive Coach often works with directors and above, where the topics skew strategic, political, and
systemic. They can still be valuable for a new manager in a scale-up where the role already spans multiple

teams or investors.

® A Business Coach typically leans into commercial mechanics, operating models, and growth. In founder-led

SMEs, a Business Coach can bridge personal leadership and measurable business levers.

| have seen strong outcomes with any of the three, provided the coach adapts to the manager’s reality. For a
cohort of first-time managers, the title matters less than the coach’s experience leading teams, comfort with

practical tools, and the ability to hold someone to a behavioural commitment without being heavy-handed.

A simple 90-day arc that works

Big transformations are a myth. Most new managers get credible within 90 days by moving through a handful of

stages. Keep it simple.

* Weeks 1 to 3: Listen and map. Meet every team member, stakeholders, and your own manager. Capture the

current plan, bottlenecks, and unwritten rules.



Weeks 4 to 6: Establish rhythm. Lock one to ones, a weekly team priorities review, and a visible task board. Set

two or three standards that matter most for quality.

Weeks 7 to 9: Raise the bar. Run at least one tough feedback conversation well. Clarify at least one decision

rule to reduce escalations.

Weeks 10 to 12: Delegate with clarity. Move a meaningful task off your plate with a clear brief, check-in

schedule, and quality criteria. Capture what you learned.

End of 90 days: Take stock. Review outcomes with your manager and team, publish a one page summary of

improvements, and reset goals.



This sequence looks modest. That is why it works. Managers who follow it usually report less time firefighting by

week six. Teams report fewer surprises and a better sense of what good looks like.

Conversation skills that carry a team

| often sit with a manager the day before a difficult conversation and rehearse the first 60 seconds. The opening
matters more than any other part. A neutral, direct start sets the tone. Compare, | want to talk about your last
two client calls, specifically the lack of discovery questions, to a hedged, vague start like | just wanted to check in

and see how things are going. The first start invites data, the second invites guesswork.

From there, a light structure helps. State the observable behaviour, describe the impact, ask for their view, align on
the standard, and agree on the next step. Do not overcomplicate it. Preparation beats eloquence. Bring two or
three exact examples, note the standard they missed or hit, and say what you want different or the same next

time. Praise benefits from the same specificity. Instead of great job on the presentation, say you opened with the



customer problem in one sentence and used only three slides, which made the CFO engage quickly. Do more of
that.

For career conversations, first-time managers sometimes fear overpromising. They can still give energy to a
colleague’s growth by linking development to repeatable behaviours. For example, If you want to step into a
senior role, | need to see you run two cross-team projects with clear charters and deliver by the date you set. | can

help you pick the right projects this quarter.

Measuring progress without turning leadership into a spreadsheet

Senior leaders want to know if Leadership Training works. The answer should not hide behind sentiment. There are

sensible ways to track progress without reducing people to metrics.

| start with three layers. At the individual level, track the cadence and quality of core routines. For example, are one
to ones happening at least twice a month, and do they produce documented actions that resolve within an agreed
timeframe. At the team level, choose two to three delivery metrics that matter, such as cycle time, customer
response time, or error rate. Expect modest but visible improvements within 8 to 12 weeks if the basics are
landing. At the cultural level, use a short pulse survey that asks about clarity of priorities, usefulness of feedback,
and psychological safety. A two to three point uptick on a five point scale over a quarter is common when

managers get support.

Financial returns arrive as avoided costs. Fewer escalations, less rework, and reduced attrition show up in the
budget. Replacing a London-based mid-level individual contributor costs somewhere between 20 and 40 percent
of salary when you account for hiring fees, onboarding, and lost output. If a cohort programme stabilises even two

at-risk team members in a year, it often pays for itself.

A common pitfall: confusing speed with leadership

New managers often believe they must answer everything immediately. Quick responses feel like service. They also
teach the team to stop thinking. | remember a manager in a retail head office in Hammersmith whose Slack replies
were measured in seconds. Her team pinged her for issues as small as which subject line to use in an email. She

was exhausted, they were stagnant.

We replaced instant answers with a two-step approach. First, she delayed non-urgent replies by at least an hour.
Second, she replied with prompts like what options have you considered, what would you decide if | were offline,
what does our standard say. For truly urgent issues, she stayed responsive. Within three weeks, message volume
dropped by a third and her team brought better-formed proposals. That was not laziness on her part, it was

leadership that builds capacity.

A London case vignette

A first-time manager in a Shoreditch fintech, let’s call him Arun, inherited a seven person product operations team.
Tickets lingered, partner complaints were loud, and he had been promoted over two peers. He wanted to prove he

deserved the role, so he kept the toughest tasks for himself and worked late to catch up.

We set a 12 week arc. Weeks one to three were listening. He met everyone one to one, asked what helps you do
your best work, what slows us down, and if you were me, what would you change first. He heard that priorities
changed midweek, and nobody knew how decisions were made. Weeks four to six, he introduced a Monday

priorities review with a shared board and explicit cut lines when work exceeded capacity. He set a simple decision



rule: the person closest to the data decides within 24 hours unless the impact crosses a customer contract

threshold. He also started a 25 minute one to one rhythm with notes visible to both parties.

By week seven, he faced the tricky piece. One of the promoted-over peers was subtly undermining task
allocations. We rehearsed the conversation. He used three specific examples, described the impact on delivery and
team trust, and restated the standard that disagreements happen privately, not by reallocating work mid-sprint.

They agreed a reset and a check-in two weeks later. It was uncomfortable, then it turned the corner.

By the end of week twelve, cycle time dropped from a median of 12 days to 8, with the same headcount. Partner
complaints fell enough that the monthly review shifted from firefighting to planning. Arun stopped doing weekend
work. The team appreciated the clarity and the fair delegation. He had not learned a magic trick. He had learned to

set standards, run crisp rhythms, and hold one line conversation by conversation.

Group training, one to one coaching, or both

For first-time managers, | like a hybrid. A half day group workshop once a month creates shared language and
reduces the loneliness of the role. People realise their struggles are not unique. One to one sessions then

personalise the work and get into specifics you would not share in a group.

In terms of cadence, a realistic pattern is a monthly workshop, a 60 minute coaching session every two to three
weeks for the first quarter, then lighter touch support. Many London organisations pair this with peer triads that
meet biweekly to rehearse conversations and review real cases. The combination drives retention. People come for

the models, but they stay for the ongoing space to think.

Budget and buying decisions

Costs vary. An external Leadership Coach in London typically charges anywhere from £150 to £500 per session for
early career managers, with premium Executive Coach rates exceeding that for senior leaders. Cohort Leadership
Training programmes can run £1,000 to £3,000 per person over a quarter, depending on format and follow-up.

Internal coaching is cheaper per head but depends on available capacity and capability.

| advise organisations to invest more in the first 90 days than the next six months. Front-loading support avoids
bad habits. Consider manager workload too. If a manager has zero slack, even the best training will not stick.

Make room, then invest.

Choosing a coach in London

Credentials matter less than chemistry and experience that matches your world. Coaches with real line
management under their belt tend to cut through fluff because they know what a 9 am Tuesday looks like. Ask

about case examples in similar sectors, not just theories. And verify they will challenge, not just soothe.

Ask for a sample session to test chemistry and style.

Confirm they have coached at your manager's level and in your sector.

* Review a clear plan with goals, cadence, and measures of progress.

Check availability that aligns with your work pattern and peak periods.

Ensure they are comfortable collaborating with HR and direct managers without breaching confidentiality.

Coaches should also be comfortable saying no. If a behavioural goal is outside their wheelhouse, such as technical

sales process design, they should refer you to someone else or bring in a Business Coach who can cover the



commercial mechanics.

Building an internal coaching culture

External support accelerates change, but internal structures sustain it. Managers need a direct leader who coaches
as part of the job. A simple practice is to review not just delivery but also management routines in monthly one to
ones. Did you run your team priorities session last week, what blocked it if not, what did you notice in your one to
ones. Senior leaders can model visible learning by sharing their own difficult conversations and what they would

do differently next time.

In larger London organisations, | have seen success with a small internal coach pool who take on a few first-time
managers each quarter. Train them properly. Give them protected time. Pair them with an external partner for
supervision. The value, beyond skill, is cultural. People start to expect feedback and to see management as a craft

to be practiced, not a status symbol bestowed.

How HR and L&D can make it stick

HR and Learning teams sometimes buy excellent programmes that still underperform. The cause is not the

content, it is the operating environment. Two enablers change the odds.

First, manager managers need to be engaged. When a first-time manager tries a new rhythm or feedback style,
their boss should notice and encourage it. If the senior leader keeps pulling them back to individual work or
rescues them from hard conversations, the system reverts. A short alignment session with senior leaders at the

programme start, plus timely nudges, closes the loop.

Second, take the friction out of scheduling. London calendars are full, and travel between offices eats time. Book
recurring coaching slots in advance, reserve meeting rooms for the group work, and record sessions for those who

miss. Remove excuses.

When not to coach

Coaching is not a cure-all. If a manager is in the wrong role entirely, all the support in the world will not make it fit.
If someone lacks basic integrity or is hostile to growth, do not set a coach on them and hope. Similarly, if the
team’s issues stem from broken strategy or unresourced plans, coaching the Business Executive Coaching
manager without fixing the system is unfair. Triage honestly. Sometimes the right call is to adjust scope,

redistribute headcount, or fix up the upstream decision making. Then coach.

Bronwyn Leigh Crawford Leadership Training and Coaching
43 Upper Park Rd
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Final thoughts


https://maps.google.com/?cid=795846025496977190&g_mp=CiVnb29nbGUubWFwcy5wbGFjZXMudjEuUGxhY2VzLkdldFBsYWNlEAIYBCAA

First-time management is an identity shift more than a skill check. In London’s fast, multicultural environment, the
stakes and the noise are high. The path through is not mystic. Give new managers a small set of high leverage
routines. Give them a Leadership Coach who knows the texture of real work. Let an Executive Coach or a Business
Coach step in where strategy or commercial levers are the choke points. Measure what matters, and expect visible

gains in weeks, not years.

Done well, this is not only kind to the new manager, it is efficient. Teams make fewer avoidable mistakes,
customers feel the steadiness, and the organisation grows its next tier of leaders on purpose instead of by

accident. That is the quiet compound interest of thoughtful Leadership Training in London.



