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Happy New Year and welcome to our January issue of
Coaching Perspectives. We kick off 2017 with a focus on
women – as writers and coaches, working in business,
sports, business schools and therapeutic settings. Some
of the issues we cover are perennial. Lis Merrick explores
female ambition while Yvonne McLean provides an intimate
case study of working with limiting beliefs. Liz Rivers
explores women’s relationship with risk, while Pauline
McCracken urges women to embrace non-conformism. And
context and culture exert a powerful influence also: Juliane
Hoss in South Africa and Helen Jamieson in the Middle
East explore the impact of these and enquire how raising
awareness helps women’s capacity to act.
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But our focus on women is not just about gender equality
or coaching to raise self-confidence and agency. Articles
by Karen Downes and Alexandra Feldner showcase the
emergent concept of Feminine Intelligence – or FemmeQ
– which is increasingly drawing attention as representing
the qualities, energies and mindset needed – in both
women and men – at a time of mounting concern at
our inability to tackle global challenges through the old
approaches of win-lose, force, coercion and war. The call
is for more compassion, wisdom and inclusivity in the way
we engage with each other and our challenges. See also
Elaine Patterson, who focuses on these with a model that
promotes a reflective approach. And of course this is not just
about women. Social theorist John Gerzema and author
Michael D’Antonio’s 2013 global survey of 64,000 people1
showed that both men and women are adopting what are
still considered traditionally feminine leadership styles:
flexible, collaborative and nurturing, with an emphasis on
cooperation, long-term thinking, and flexibility. Our Deep
Dive this issue, by Bill Critchley and Charlotte Sills, takes an
approach informed by these values.
Once again we seem to be tapping into the zeitgeist!
As I write, women and men in cities around the world
are gathering to march for freedom and peace, ‘for the
safeguarding of freedoms, for the dignity and equality of all
peoples, for the safety and health of our planet and for the
strength of our vibrant and diverse communities.’

The Athena Doctrine: How Women (and the Men Who Think Like Them) Will
Rule the Future. (2013). Jossey-Bass.
1
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Major political events in the US and Europe (the US election,
Brexit, the ascendancy of populist/ hard right parties) and
rising global disgust against injustices to people and planet
(levels of pollution in China, for example, or the meltdown
of governance in Brazil, or the Dakota oil pipeline in
Canada) have proved to be catalysts for grassroots protest
movements reasserting the positive values that the politics
of fear deny. Women are often at the forefront of these
peaceful but determined demonstrations.
At the Association for Coaching we believe that coaching
has a major role to play in helping women leaders across all
sectors gain confidence, clarify their purpose and achieve
their ambitions – in their own way; and we promote the
values of collaboration, inclusivity and flexibility throughout
the coaching profession. However, Lesley Symons reveals
the virtual absence of female role models in business
school case studies – the topic of her PhD at INSEAD. Carole
Thelwall-Jones profiles three inspiring women leaders
championing diversity in sport. And we make a foray into
new territories also – this time that of art therapy – to see
how one woman, Diana Sawaya, is lowering stress and
increasing confidence in women who have suffered abuse,
whether in the home or at work. We can learn from these
examples outside the usual coaching range as boundaries
everywhere are becoming more blurred, approaches more
blended and coaches are stepping up to take their place in
partnership with their clients to make a positive difference,
at work and in the world.
Note our brand-new page, Readers’ Viewpoint. We’ve
garnered comments from members of the AC Editorial
Board and the International Team to show you some human
thoughts and feelings behind the names! Please join the
conversation – we’d love to hear from you. You can email us
with your comments on editor@associationforcoaching.com.
Warm wishes for a good start to the year – let’s all, women and
men, make our coaching contributions even greater in 2017!

Hetty Einzig
Editor
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READERS’ VIEWPOINT
Our new RV page is a platform for your feedback. We also want to feature
your challenging comments, questions that make us think more deeply
and connect to wider social and political issues – and generally, for views
that take us out of our comfort zone. Do send your reader viewpoints
to editor@associationforcoaching.com. The page is kicked off with
contributions from our independent and exacting Board members.

‘Reading your article about Judith Glaser’s ‘C-IQ’ concept, I now understand that
Donald Trump has great ‘conversational intelligence’! Unlike ‘leaders who have
“lost their voice” or who have no sense of influence,’ he was able to “build trust”
and achieve the “extraordinary result” of being elected as the next US President!
‘In case my take-away from the article baffles you, let me clarify. I don’t mean to
take a political stand here either against or for Trump. I just want to suggest that
those of us who may have been shocked by some of Trump’s rhetoric still have
to admit that he was able to demonstrate what appear to be characteristics of
“conversational intelligence” (at least according to what I read in the article).
Some actually explain his victory by his authentic and plain talk, unencumbered
by political correctness (isn’t that “conversational intelligence”?) If we find this
troubling, then, as much as we want to be open to new ideas and models,
we also need to examine carefully the underlying assumptions, reflect on the
limitations and ponder the implications. Inductive as well as deductive thinking,
analytical as well as systemic thinking, are called for. There is a danger in
eagerly embracing the latest fashionable method and following gurus without
sufficiently exercising our critical thinking. A model may resonate with us and
may even work in our particular situation. But we still need to confront it with a
reality that may be less savoury than we would like. It is only when we are able
to put a model in perspective that we can make the best use of it. Better still,
adopting multiple perspectives will allow us to navigate more effectively our
complex reality.’
Philippe Rosinski (Belgium)
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‘Coaching Perspectives never fails to give me food for thought. A collection of articles
that I can choose to read at my leisure, or dip in and out of as the mood takes me. I
enjoy the interviews, the insights into different tools and techniques and the book
reviews (which mean I feel I’m keeping up to date with things even if I don’t have time
to read the whole book!). Reading the magazine is a must on my to-do list!’
Jeannette Marshall (UK)

‘I observe when I read the articles in Coaching Perspectives that we present a
sophisticated, respectful and even beautiful world of coaching where people listen
and care and are curious. And more of that I say! Yet minute by minute we are
exposed to a “mainstream” of what seems unsophisticated, disrespectful, ugly,
disdainful and bigoted. I heard General Chuck Jacoby talk recently. The General
served as Commander of the US Northern Command under President Obama. He
said that a rule of thumb in his world is, “You have to be in favour of what is going
on.” I love the ambiguity of “in favour.” In the world of coaching, maybe if we want to
influence things, we need to find a way somehow of being in favour of ideas, people,
and events that we abhor. I wonder how we can do that in our humble magazine?’
Geoff Abbott (Australia)

Listening to the body’s intelligence: Time to pause
‘After lying in bed for two days with a vicious head cold, I found that the articles in the
October issue on somatic intelligence speak very powerfully to me. As I listened to the
wisdom of my body, the message was simple and not surprising: Pause! The pause
was an opportunity for the wisdom that was percolating underneath all the busyness
of my life to slowly emerge. This reminds me of the importance of pauses to allow
that which is speaking to us from within to be fully heard.
‘As I pull myself out of bed and slowly re-emerge into the routine of my life, I make
a commitment to increase the number of pauses in my life. I sense this is what my
body is inviting me to do. I also commit to support my clients to take more pauses in
their lives. A wonderful place to start is the coaching conversation. Here, I will resist
the temptation to fill the silence with words. Instead, I will let the pauses allow what
needs to emerge come forth. I will pause for now…’
Taaka Awori (South Africa)
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ABOUT THE AUTHOR

Liz Rivers is a leadership coach and speaker who specialises
in working with women leaders. She helps them to become
compelling communicators who get listened to, turn their
vision for how things could be better into reality and reinvent
themselves when it’s time for a change.
A former City lawyer and one of the first women mediators in
Europe, Liz has over 30 years’ experience in helping women
to thrive and make a difference in the business world. She has
worked with the UN, the World Trade Organisation, House of
Commons, HMRC, Grant Thornton and RICS and is a regular
expert contributor on BBC radio.

‘OPPORTUNITY DANCES WITH
THOSE ON THE DANCE FLOOR’

www.lizrivers.com

Liz Rivers, who specialises in coaching women, describes how you can
help your women clients to become confident risk-takers1.
‘If you risk nothing, then you risk everything.’
- Geena Davis, actor and activist
According to Harvard Business Review women when under
pressure become more risk-averse than usual, whereas men
will increase their risk-taking.2
If it’s true that women are more cautious and risk-averse
than men in stressful situations, does this make them less
effective as leaders? And what are the implications for
coaches working with women?
An effective leader needs to be able to take calculated risks,
to create change, and to have the courage to take others in
a fresh direction. Management, on the other hand, is about
keeping things steady and stable. So shying away from risk
may well hinder women in the leadership stakes and instead
relegate them to managerial roles.
Early in my career as a lawyer I had a male colleague who
was an exact contemporary of mine. When opportunities
came up to do something neither of us had done before
which would raise our profile - but could also dent it if things
went badly - he would confidently put himself forward. I
would hang back, much more focused on the potential
downsides, questioning whether I was ready for this
opportunity. I used to wonder where he acquired his ease
about risk-taking.

8
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HOW YOU CAN HELP YOUR FEMALE
CLIENTS
It’s a good idea to have risk-taking on your radar and be
willing to assess your client’s appetite for risk. Maybe they
are being unduly cautious and this is holding them back as
a leader.
In the Women’s Leadership programmes I co-lead,
Developing Your Purpose, Power and Presence, we devote
time to having women reflect on a risk they took in their
life which paid off, and distilling what they learnt from that
experience. Recounting these stories in a group and hearing
from other women is inspiring and helps women to see
themselves as risk-takers as well as giving them the courage
to develop this muscle more.

l What are the risks I did not take and have regretted?
What do I learn from that?
This can help women to recalibrate their approach and
become more confident about taking risks, making them
more effective leaders as a result.
One of the big risks I took in my mid-30s was to leave a
secure and lucrative career path in a global law firm to
set up my own business in the then completely unknown
profession of mediation. There was no guarantee anyone
could make a living from this, let alone me, in a field
dominated by aged 50+ male arbitrators and QCs3. It
paid off and I realised I was much happier working as an
entrepreneur than an employee.
Seven questions to ask clients to develop their risktaking muscle:
1. What are the pros and cons of a particular course of
action?

3. What is the best thing that could happen?
4. What are the downsides if I don’t take a risk? (e.g. risk of
stagnation)
5. When I look back on my life, what choice would I have
wanted to make at this point?
6. If the risk doesn’t work out the way I hoped, what can
I learn from the experience that will be useful to me?
(Reframing failure as feedback)
7. What are some small risks I could take every day which
would help me build up my risk-taking confidence?
By using the lens of risk-taking, I’ve come to see that I’m
more of a risk-taker than I give myself credit for. I can grow
this capacity further by taking manageable steps in that
direction. Coaches have the opportunity to make a big
difference to their clients by supporting them to be and be
seen as risk-takers.

2. What is the worst thing that can happen? Can I
withstand that?

CREATE A RISK TAKING-PROFILE
To understand your client’s risk-taking profile, get them to do
a risk inventory of their life, answering questions such as:
l What are the risks in my life that have paid off? What did
I learn from that?

Please see Issue 7 (October 2015) of Global Coaching Perspectives for a a review of Risk: All that Matters by Sue Stockdale and Clive Steeper
http://www.associationforcoaching.com/media/uploads/lh5.pdf
1

2

Doug Sundheim Do Women Take as Many Risks as Men? https://hbr.org/2013/02/do-women-take-as-many-risks-as

A limited number of senior barristers receive ‘silk’ - becoming Queen’s Counsel - as a mark of outstanding ability. They are normally instructed in very serious or
complex cases. Most senior judges once practised as QCs.
3
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adult population across the two countries. 80% of these
individuals are the sole young trustee on their charity’s
board.
‘While more people are out in the last five or six years I’m
not yet seeing any change at conferences or CEO forums in
regards to LGBT+,’ says Wainwright. This may be because
the profile for women is higher. ‘People often do address
gender first,’ notes Hill. ‘We all know that there is a roughly
50:50 gender split in society, so it is immediately clear if
boards don’t represent that.’ For example, adds Wainwright,
‘The Sunday Times Sportswomen of the Year Awards has a
much higher profile than The British Ethnic Diversity Sports
Awards.’ Regardless of the complex reasons for the current
picture, the panel offered some practical suggestions for
how to change the profile in sports leadership.

DIVERSITY FOR THE RIGHT REASONS

IMPROVING DIVERSITY
IN SPORTS LEADERSHIP
Carole Thelwall-Jones talked to three high-profile leaders – Sheila
Begbie, Charlotte Hill and Lisa Wainwright – about how sport can develop
tomorrow’s leaders including disabled and LGBT+* people, ethnic
minorities, those of all ages, and women.

History was made in August 2016 when Dee Bradbury
became the first woman Vice- President of the Scottish
Rugby Union1. At Murrayfield that same day, Scottish
Rugby’s Head of Women’s and Girls’ Rugby. Shelia Begbie,
was at a talent identification day to select young female
players for the new Performance Development Programme.
‘Dee came to the side of the pitch,’ recalls Begbie, ‘and three
young women stayed behind to ask about her leadership
journey.’
Conversations like this are likely to become more frequent,
since diversity in sports governing bodies (NGBs) is a
cornerstone of the government’s Sporting Future strategy2, with
a target of 25% female board positions3, as well as stimulating
an increase among black, Asian and minority ethnic (BAME)
members. Meanwhile, the UK Sports minister Tracey Crouch
used her visit to the 2016 Olympic Games in Rio de Janeiro to
discuss increasing female leaders in the sports sector.
The profile of leaders in sport is now beginning to change,
albeit slowly. Charlotte Hill, CEO of the campaign for youth
social action Step up to Serve, highlights, ‘I often find myself
the only woman around a table of CEOs, and at 37 I’m still

considered unusually young to be a CEO.’
‘I also see an increase of women in leadership in sport,’
observes Lisa Wainwright, Interim CEO of the British
Basketball Federation. ‘This may be due to women taking on
multiple roles as CEOs, board members, or chairs, without
the pool getting bigger. For example, Sally Munday is Chief
Executive of England Hockey and also serves on the boards
of the English Institute of Sport and Youth Sport Trust; Sarah
Sutcliffe is the CEO of Table Tennis England and serves on
the boards of GB Taekwondo and British Gymnastics.’
The picture is less positive for other under-represented
groups. Only 3% of board members within sports governing
bodies come from ethnic backgrounds. Around 13% of the
British population is black, Asian, and minority ethnic. Arun
Kang, chief executive of equality body Sport Equals, told
Sports Management magazine that NGBs needed to develop
a ‘more sustained approach’ to attract diversity to their
boards, and would have to reach out to different audiences.4
Young people aged 18 to 24 years old represent 0.5% of
the charity trustee population across England and Wales5.
Yet this same age group represents around 12% of the

‘Boards need to embrace diversity for the right reasons, not
just because they are being told their funding will stop if
they don’t,’ says Hill. ‘When we get diversity right, boards
genuinely reflect the people on whose behalf they are
making decisions. They become highly effective and are
able to handle challenges so their organisations thrive and
have a positive impact on the people they serve.’ She adds,
‘It is a huge advantage to be able to think really differently
about income generation and delivery. Diverse boards
naturally have conversations about challenges that face
people from different backgrounds, offering a range of
perspectives and new ideas that counteract “group think”.’
Research6 shows that the board appointments group
will tend to favour those with similar characteristics to
themselves, especially for CEO roles. ‘To get a diverse
leadership we need to cast the net more widely,’ advocates
Hill. ‘We have to use our networks fully and link to other
organisations who can help reach specific groups.’ She adds
‘A person’s attitude and aptitude are key. People can learn
lots of the skills needed to lead effectively.’
The emphasis on years of experience may be over-rated. As Hill
explains, ‘My predecessor at UK Youth served for thirty-seven
years in an organisation that was 100 years old. The board
took a risk. I was 30 years old and it was my first CEO role. Not
having “baggage” was valuable. I was less daunted about the
seismic shift as funding moved from 85% government-grant
funded to a more diverse range of income streams.’

DIVERSITY CHAMPIONS AND ROLE
MODEL
‘We are seeing more women in key decision-making roles
across our whole community, in politics, business and
sport,’ observes Begbie. ‘In reality not all women champion
the cause for other women. We need the right people.’
Wainwright adds: ‘As an openly gay woman, I believe in being
honest and authentic. One Paralympian told me she needed
a sport that would accept her as a lesbian. Knowing the sport
had a gay CEO influenced her choice to join sitting volleyball.’

‘Diverse boards show people that the organisation is for
them. They see someone they identify with,’ reflects Hill.
Creating a culture that promotes diversity in leadership
includes genuine commitment from the current leadership,
public pledges to equity and diversity charters, and policies
to promote diversity such as equal pay.

SYSTEMATIC DEVELOPMENT:
A ROLE FOR COACHING?
Surprisingly in a sector with a culture of athlete coaching,
formal coaching of potential leaders is not commonplace,
although all our panel encourage potential leaders to
seek, and have benefitted from, mentors. As a mentor
with Women on Boards, Wainwright often finds: ‘Women
lack confidence moving from managerial to leadership
roles. I often have to persuade women, some of whom
are managing multi-million pound projects for FTSE100
companies, that they have the skills to serve on boards in
sport.’ Wainwright herself was ‘petrified’ when, after more
than three years serving as an independent director on
the board of the Amateur Swimming Association, she was
offered the opportunity to become the paid chair.
‘Systematic development of leaders from diverse
backgrounds will include helping them create individual
development plans that set out their aspirations and the
pace at which they want to progress,’ says Begbie. ‘Scottish
Rugby’s National Women’s and Girls’ Strategy focuses
on proactively identifying and nurturing people who are
good enough to lead, and signposting them to leadership
opportunities.’
To be successful, a personalised journey includes periodic
reviews with a career coach to take account of skills
and ambitions and changes in their life circumstances.
Reviews would highlight areas to develop skills, network or
experience. Some leaders would need to gain international
experience, such as attending International Olympic
Committee events, others NGB experience.

ON-GOING SUPPORT
‘Leadership is never easy,’ says Begbie. ‘Leaders have to be
creative about the path from A to B. It is rarely a straight
line.’ Hill agrees. ‘When Step Up to Serve inducts new board
members we offer training, and buddy them with a more
experienced person so they have a trusted ally. If a new
board member doesn’t have first-hand experience of what
the organisation does, we arrange for them to shadow staff
and volunteers so they properly understand our purpose.
It takes time to find your feet, even if you are a confident
person. Creating informal opportunities around board
meetings helps board members gain mutual understanding
and fosters interaction.’
Once an individual has reached a leadership role, they need
a support network. ‘We all hit a barrier,’ explains Wainwright.
‘If someone has a negative experience, such as bullying or

* Lesbian, gay, bisexual and transgender
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‘Systematic
development of
leaders from diverse
backgrounds will
include helping them
create individual
development plans
that set out their
aspirations and the
pace at which they
want to progress.’

ABOUT OUR PANEL

Sheila Begbie, MBE, Head of Women and Girls’
Rugby at Scottish Rugby Union, spent over 16
years as Head of Girls’/Women’s Football for
the Scottish FA and was involved in establishing
their Women’s National Performance Centre
at the University of Stirling. Sheila also sits on
the steering group established by the Scottish
Government to deliver the country’s National
Performance Centre for Sport. The former PE
teacher made her international football debut at
the age of fifteen, went on to win 25 caps, and
captained the national team.

ABOUT OUR PANEL

ABOUT THE AUTHOR

Lisa Wainwright

Carole Thelwall-Jones is an independent
training consultant with expertise in volunteer
engagement and leadership. For ten years Carole
developed and implemented the Rugby Football
Union’s national volunteer strategy. Carole’s
clients have included England 2015, England
Hockey, England Netball, Loughborough Sports
Development Unit and The FA. Carole holds
an NVQ in ‘Management of Volunteers’ and a
Masters in Environmental Technology. She
recently joined the board of Get Berkshire Active.
Follow her on Twitter @caroletj or via
www.owlweb.co.uk

Follow her at @sheila_begbie

burn-out, there has to be support to help them overcome
their specific challenges, otherwise they drop out.’

CROSS-SPORT GOVERNANCE
PLANNING
‘Even where there is a will to become more inclusive, it takes
time,’ explains Hill. ‘Typically boards meet four times a year.
It can take six months to a year to find the right person and
then bring them into the governance cycle.’
Cross-sport co-operation may provide an answer. ‘By
working together, sports governing bodies can map when
board vacancies will arise,’ suggests Wainwright. ‘Potential
leaders can then work towards these opportunities.’ She
compares this type of long-term investment in leadership
development to the twelve--year system for athlete
development that resulted in stunning success at the
Olympics and Paralympics of 2012 and 2016.
Governance has become a high-profile issue. In the UK,
certain well-known charities have recently attracted
negative publicity on the role and responsibilities of
trustees. However, we must remember, says Hill, that many
leadership roles are undertaken by volunteers who want to
do a good job, ‘It is important to give praise and recognition
for their efforts.’

12
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Interim CEO of British Basketball Federation
Lisa was previously CEO of Volleyball England
and prior to that Head of Sport, in Sport
England. She has worked in various governing
and government bodies, including England
Netball, the Russell Commission and the Home
Office. Lisa is Chair of the Institute of Swimming
Limited, Senior Independent Director at the
Amateur Swimming Association, a Trustee of
Samworth Brothers Sports Opportunity Fund,
and Director of Wallace Group Universities. Lisa
acts as a mentor with Women on Boards.

Charlotte Hill is CEO of Step up to Serve, www.
iwill.org.uk, the campaign for youth social
action. In September 2016, the UK Prime
Minister, Theresa May, announced £40 million for
Step Up to Serve’s successful #iwill campaign.
Previously CEO of UK Youth, Charlotte became
the first female board member of the EFL Trust,
a national charity that uses the power of football
to change lives. She is a Trustee of Whole
Education and a board member of Westminster
House Youth Club.
Follow her at @Lotte_IWill
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FEMMEQ
– FEMININE INTELLIGENCE
Executive coach and facilitator Karen Downes explains the new
paradigm of ‘Feminine Intelligence’ emerging as an active response
to our turbulent times.

Throughout the world women and men are acknowledging
that the system we were born into is no longer serving us.
The current governing system of patriarchy has determined
our way of thinking and acting for over 5,000 years. Those
of us working in the corporate environments with even
the most competent business leaders can see the cracks
occurring. The way we work isn’t working!

separation-based consciousness: a separation of head
and heart; a hierarchical structure for gender, race and
class; and a veneration of the male. Right-brain attributes
of relatedness, intuition, creativity, and nurturing are less
valued in our current system, and therefore related to the
feminine, as subordinate. The next step is to establish the
new principles needed.

People are waking up, conscious of the costs to our planet,
aware of the sacrifice in their personal lives, and starting to
notice how they have adapted to current systems without
realising the cost. A new paradigm is needed to enable a
more positive future. However, even if we had a description
of the new paradigm the question would remain: ‘What will
it take to shift from the old to the new?’

What we see as essential in areas of both personal and
leadership development is a restoration of what are seen
as the ‘deep feminine’ values and wisdom that have been
subordinated and marginalised for centuries. Dominant
‘masculine’ strengths must be rebalanced with ‘feminine’
strengths to restore wholeness and integrity to our internal
and external systems. Such strengths include compassion,
listening, equanimity and the ability to develop deep
emotional bonds.

Experience and research tell us that paradigm shifts
require a higher level of consciousness than the one we
currently operate from. First we must examine the ontology
that sustains the current paradigm: the predominance
of ‘masculine’ values and strengths. One example is the
sanctioning of physical strength to dominate and win. In
addition, the masculine tends to exhibit more of the leftbrain attributes of logic, linear analytical thinking, structure
and competition. These left-brain attributes support a

14
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The starting point is ourselves. We must recognise the part
each of us has played in sustaining the current system and
acknowledge the shift we need to make in thinking and
acting to dismantle the outdated patriarchal system. This is
no mean feat! As we begin to regard, respect and develop in
ourselves the ‘deep feminine’ qualities that exist in both men
and women we can begin to restore balance.

We know that change is difficult and most commonly
triggered by threat or crisis. And there are plenty of catalysts
today to alert and alarm us! But rather than react in fear,
and attempt to restore ‘business as usual’, evolutionary
consciousness demands instead that we use our higher
intelligence – our capacities of intuition, imagination and
vision – to create change.
To demonstrate and affirm this idea, I spoke recently at a
women’s leadership forum and posed this question: ‘Has
there ever been something that happened to you which
caused an immediate shift in values and resulted in a
significant change in behaviour?’. The women all responded
with a similar answer: ‘The day I found out I was pregnant,
life was never the same when I knew I was carrying my
baby.’ Of course not all women will bear children, but this
symbolises the kind of higher intelligence needed to create
the future. The somatic and energetic intelligences that call
us to change based on hope and possibility will protect and
nurture because the future of life is more important than the
past or the immediate, and extends well beyond our own
personal desires.
We need more unapologetically courageous women who
are willing to own their power, authority and agency, and
more men willing and able to bring their feminine values
and strengths to address the problems we face, to create
new systems and social structures. Men and women have
for centuries been force-fed a narrative of win-lose, causing
disempowerment, self-doubt and shame, revealed in the
shocking statistics of young female and male suicides.*
The US election outcome underscores the need for us all
to do the necessary inner work, to examine the ways we
have internalised patriarchal values or become habituated
to responding to challenges from fear. If we do not raise
our awareness, notice, acknowledge and heal this within
ourselves, the dominant masculine values will continue to
play out and create chaos in our world.

ABOUT THE AUTHOR

Karen has worked in the human potential
movement for 30 years, developing new
paradigms of leadership. She is passionate
about restoring balance between the personal
and professional, the feminine and the
masculine, wellbeing and performance. An
alternative healthcare business started by Karen
in 1986, and based on three key values: purpose,
people, planet, developed into a $8.5 million
global enterprise.
For the past 16 years Karen has worked in Europe
to inspire, advise and support businesses who
are committed to making a positive societal
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www.femmeQ.org
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It is time to transform the way we live and lead.

* While suicide rates increased slowly between 1999 and 2007, the rate of increase more than quadrupled from 2008 to 2010 correlating to the global financial
crisis. The male suicide rate in the UK is the highest since 2001. The suicide rate among men aged 45-59, 25.1 per 100,000, is the highest for this group since 1981.
(Source: Samaritans.org)
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months’ preparation of the FemmeQ Summit and a strong
team formed.
As I read and edited the speakers’ profiles, time and again
I was incredulous at how little of their amazing life stories
they shared with the world. Although I know that these socalled ‘biographies’ are standard, I felt something else was
needed to showcase the brilliance of women.

ALLOWING THE HUMAN
SPIRIT TO SOAR
Creative mentor and film-maker Alexandra Feldner describes her
personal journey to raise awareness of Feminine Intelligence,
culminating in the groundbreaking FemmeQ Summit she
convened in Berlin in June 2016.

Creativity can come to us in the most unlikely moments,
suddenly moving through our bloodstream like a wave,
breaking on the shore and disappearing before we know
it. I was sitting at home on a very cold Friday afternoon in
January 2016, trying to find the words for a three-minute
video I wanted to produce, which was an invitation to a
two-day international conference about feminine wisdom
and intelligence. This was to become the FemmeQ
Summit. My aim was to raise awareness around the topic of
feminine intelligence and gain recognition for its power and
importance alongside Emotional and Cognitive Intelligences
(EQ and IQ).
While contemplating what I wanted to say, I thought about
my own healing journey, the long path to find my true self,
the many ups and downs, the storms and doubts, and
by contrast also the sacred moments when I felt aligned,
grounded and at peace.
Words suddenly came pouring out, but when I read the
finished text, I was not sure whether I wanted to share this
rather intimate story with the 200 people I was going to
invite to the conference. Life had other plans, however.
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I posted the short four-minute video, now called Today I
Rise and it seemed to reach people all over the world. It
has now had over 1.4 million views. I have been astonished
and humbled by the hundreds of messages from women
worldwide who have shared how the film touched and
inspired them.
Today I understand that my words and images meant so
much to others because they describe an archetypal journey
that most women are familiar with. We have all known
lonely moments, when we have been ignored, abandoned
or find ourselves in the middle of the darkest of nights. And
then by some unknown force we get up and walk again: we
rise. I have always loved to listen to the often heroic stories
of women, and without realising it, my film summed up
the appreciation and respect I have for all the women who
have come before me, and those modern-day heroines who
exemplify endurance, courage and compassion.
I realised that I was part of a developing zeitgeist of
Rising Women and a growing interest in Feminine
Intelligence. I linked up with many others during the nine

The FemmeQ Summit took place in Berlin on 6-7 June 2016
in a spacious art gallery. We invited twelve eminent speakers
and activists from the fields of leadership development,
peace and social justice, activism, policy, education,
ecology, human potential and science, from the UK, France,
India, USA, Brazil, Australia, Palestine, Israel, Germany. 140
participants came from fifteen countries and five continents.
Surrounded by the glowing, giant paintings of internationally
renowned feminist painter Cindy Sherman, the atmosphere
was electric. The event included theatre, music from Syria,
Norway and Africa, dance, debate and workshops. Together
we addressed fundamental and ancient questions:
l How can women stand tall in our feminine authority
and agency, deepening the connection to feminine
intelligence to address the serious issues of the world
that we can no longer ignore?
l How do women and men live the feminine principles
today?
l How can we shape a society that gives equal respect and
honour to the feminine and the masculine?
l What would change if each of us fully lived our authentic
selves?
Through filming the event, more than 150,000 people were
reached, and global networks created with touch points
in Los Angeles, New York, Geneva, Brussels, Paris, London,
Brazil. The two FemmeQ films we created had almost
4000 views within two weeks, and follow-up events took
place in Brussels, Rome and Rio de Janeiro. Even I had not
anticipated this flood of interest and emotion.
Through my experience of organising the FemmeQ Summit,
listening to the many voices and reading the feedback
from participants, I now understand that to fully represent
ourselves in the world as women we first need to connect
deeply with ourselves, then with each other, and then to
walk side by side to bring our feminine intelligence into a
world clearly in such need of it.

‘I move through the
world with confidence
and grace, I open my
eyes and I am ready
to face my wholeness
as a woman and my
limitless capacities, I
will walk my path with
audacity.’

ABOUT THE AUTHOR

Access to the online FemmeQ Summit
(with 90 Video clips, interviews & speeches) via Eventbrite:

Alexandra has worked as an agent in the fashion
and film industry. For 25 years she has worked
to establish networks across Europe and the
US, identifying cultural ‘clashes’ and finding
solutions to overcome them. She weaves
spiritual psychology, meditation and the
evolution of consciousness into her work, after
extensive training in these subjects in Europe,
India and the US. Alexandra’s commitment is to
remove barriers, allow the human spirit to soar
and for every person to flourish.

https://www.eventbrite.co.uk/e/femmeq-online-packagetickets-27033443758?aff=es2

alexandra@femmeQ.org

For more information about FemmeQ’s work:
www.femmeQ.org
www.theflourishinitiative.com

www.femmeQ.org
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selection of art materials, from wax crayons, coloured
pastels and charcoal to coloured pens, paints and brushes.
The facilitator asks everyone to choose a coloured pen,
then to ‘close their eyes’ and boldly begin to doodle-draw.
The rest is a creative journey to experience first hand.
The atmosphere is relaxed but also high-energy. Art-making
invites a wonderful opportunity to express yourself in a way
that is deeply creative, free and authentic. It is also great fun!
These explorative workshops have one thing in common;
they are a means of self-expression, self-discovery and
self-healing. Each session includes compassion-focused
practices and group discussion and reflection. The sessions
give participants the chance to connect with others and
build new friendships, as well as supporting individuals to
develop their self-esteem and increase their self-confidence.

CREATIVITY
WITHOUT JUDGEMENT
Creativity in the workplace is highly prized as the lifeblood of growth. But
many, fearing judgement or failure, find it hard to access. Art therapist
Diana Sawaya describes the power of making art without judgement,
developed through her work with women survivors of domestic abuse.

Do you remember creating wonderful works of art as a
child? No? What about spending hours colouring, painting
by numbers or making paper dolls or aeroplanes? Art is a
universal language, welcomed and encouraged in children.
It comes easily to a child to scribble with crayons, splatter
paint and tie macaroni to string. As the years pass exploring
our creative side becomes more challenging, like everything
else we choose to do. We become more self-conscious and
critical of the things we produce. This is because the focus
shifts from just enjoying the creative process, to the end
product and how this will be judged by others or graded
by teachers. As a result, many individuals lose touch with
exploring their creative side for good, in exchange for less
critical and less exposing career choices.
I specialise in supporting those dealing with challenging
behaviours and difficult life changes, particularly in the
areas of abuse, domestic violence, grief, stress, anxiety and
depression. I guide and support individuals to explore their
creativity through art-making, helping them to gain a deeper
understanding of feelings and emotions. Sometimes this is
about overcoming traumatic experiences and initiating the
process of self-healing and self-gratification. My aim is to
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help reinforce and enable people to have a positive outlook
and provide them with the right support and tools to make
the valuable changes needed to secure better futures. But
art-making without judgement is helpful not only for those
recovering from trauma or abuse.
In our adult lives, work, relationships, family, financial
responsibilities and health difficulties cause a lot of
emotional strain and stress. Most people don’t reflect on
their needs or their emotions. They may be lonely, without
the time to meet people and build new relationships, or they
may keep things pent up and hidden inside until it all gets
overwhelming. They can then struggle under the load and
pressure of it all. All this will have a negative effect on work,
relationships and well-being.

CAN THE ART PROCESS HELP WITH
IMPROVING WORK-LIFE BALANCE,
SELF-REFLECTION AND CHANGE?

Art-making has positive healing qualities. The process of
self-expression in itself can improve our physical and mental
health as well as our emotional well-being. Making art
without judgement has the potential to relieve anxiety and
provide relaxation, as levels of the stress hormone cortisol
in the body are significantly reduced during the creative
process. I have worked with people from a wide range of
backgrounds, and I observe how everyone finds the process
helpful in releasing stress. Getting in touch with their ‘inner
artist’ is pleasurable and fun: freestyle painting leads to
raised confidence and less judgement of themselves and
others. These workshops are especially beneficial to people

who have little time to themselves and who want to use it
as a means to unwind, relax and for the purpose of active
meditation.
Participants access a wide variety of artists’ materials; learn
the importance and relevance of visual dialogue and learn
how to welcome their inner ‘thinker’. Often participants go
on to develop work that is meaningful both to them and to
others, art that stands as beautiful in its own right.

WHO ARE THESE ART WORKSHOPS
FOR?
These workshops are designed for anyone willing to
participate in a thoughtful and supportive creative
environment. It doesn’t matter if you think and voice the fact
that you can’t paint or draw. Previous workshop participants
have been city bankers, accountants, teachers, and
healthcare workers, as well as other individuals who haven’t
used paints since childhood.
In large or small professional organisations, the workshops
provide a unique team-bonding experience, and a means to
demonstrate inclusivity within the company; even families
have used them as a bonding experience.
Previous members have commented:

‘I thoroughly enjoyed the session. I felt a slight hesitation at the
start, as I kept thinking someone would judge what I was drawing
with my eyes closed, but after that I felt so relaxed. I felt like
releasing my inner child and just having fun.’
‘I definitely felt a sense of calm in making my mark. Loved using
the big paint brush. I was very aware of my colleagues working
away, and my concentration was heightened by listening to all
the sounds coming from the chalks and pens. It felt relaxing and
comforting.’
‘I started to question certain things in my life, as I was drawing
away. Having this time to not think about work was uplifting. I felt
like I wanted to understand why I feel the way I do about some
things in my life…I felt that you provided a safe space for each of
us to show our strengths and vulnerabilities. A big Thank you.’

Imagine a light, airy room, in the centre tables joined
together, on the table a large roll of paper on which a
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A webinar series with John Blakey, Author of ‘The Trusted Executive’
16th January, 13th February and 13th March 2017
Trust is the bedrock of great coaching. For a successful start of 2017, we invite you to take your trust-building skills to a completely new level
by joining us for “The Trusted Coach and the Journey to Coaching Mastery” webinar series with John Blakey, CEO Executive Coach, Speaker
and Author of ‘The Trusted Executive’.

In 2012, my life as I knew it changed.

Through prize-winning doctoral research, personal anecdotes and insightful models, John will challenge coaches to develop
transformational trust-building skills and so create outstanding results, inspiring relationships and a positive long-term legacy in their work.
All material in the series will be based on John’s acclaimed new book ‘The Trusted Executive: Nine leadership habits that inspire results,
relationships and reputation’.

‘Mum, enough is enough.’
These brave, wise words were spoken by a
desperate 15-year-old to her equally desperate
mother, who endured a violent and emotionally
abusive marriage for over fourteen years. I
remember that day vividly; bruises on my legs, hips
and arms and one around my left eye; the result
of a beating. My daughter stopped me at the top
of the stairs and said, ‘Mum, enough is enough.’ In
that moment, I froze, my heart ached with a sudden
heaviness and I felt extreme shame.
We looked at each other and shared a mutual
understanding; I needed to change my life.

Here are the topics for “The Trusted Coach” webinar series. Live webinars will take place at 13h00 GMT.

Monday, 16th January 2017: Why Trust? Why Now?
Monday, 13th February 2017: The Three Pillars & Nine Habits that inspire Trust
ABOUT THE AUTHOR

How Art Therapy found me.

Recordings, slides and other resources will be made available to all registered participants. All delegates will receive a Continuous
Professional Development (CPD) Certificate at the end of the series.

It was on the art therapy course that I encountered
other women who were living with, or had survived,
domestic abuse. I discovered that there is a
definite strength that comes from working through
difficulties collectively, sharing stories, coping
mechanisms and strategies.
Since 2013, I have delivered a wide range of creative
workshops, with a self-help therapeutic focus, to
young adults with depression, domestic abuse
survivors, adults with learning disabilities, people
with autism spectrum conditions, those with mental
health needs, and people living with dementia.
It is important to acknowledge that the artwork
created during a workshop demonstrates an
openness and honesty that is hugely empowering
to the individuals involved. This is at the core
of every workshop I have had the pleasure of
facilitating.
It is evident that strength comes from listening and
learning from other people and seeing how others
see you, as it encourages self-gratification, which
then builds an individual’s confidence.

Monday, 13th March 2017: Working with the Nine Habits

JOHN BLAKEY:
Diana Sawaya is a freelance arts and wellbeing tutor. Working with adults with learning
disabilities, autism and other autistic spectrum
disorders, and with the elderly in sheltered
housing living with dementia. In 2013 she
established and continues to facilitate a selftherapy creative art group for adults recovering
from domestic abuse. Diana has BA Hons in
Fashion Design from Ravensbourne College of Art
and Design and an Art Diploma from Wimbledon
School of Art. She has recently completed
an adult life-long learning PTLL’s teaching
certificate, as well as an art therapy foundation
certificate from The British Association of Art
Therapists (BAAT) and works for S.T.O.R.M family
Centre and Share Community Ltd.

John was named as one of the top thought leaders globally on organizational trust at the Trust Across America awards
in 2016. This accolade reflects his prize-winning doctoral research on trust at Aston Business School, his writing of the
acclaimed book, ‘The Trusted Executive’, as well as his practical experience as a highly successful business leader and
pioneer in the executive coaching profession. His previous book Challenging Coaching, co-authored with Ian Day, was
hailed as a ’game-changer’ in the profession when it was first published in 2012. Find out more about John Blakey here.

As with all our CPD events, the price offer is of very good value, with a special discount
for AC members. Visit our website to learn more and book your spot. For any questions,
please contact Smaranda Dochia, Head of Digital Learning, Events & Conferences at
smaranda@associationforcoaching.com

smaranda@associationforcoaching.com
+44 (0) 845 653 1050
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TIME TO SUPPORT
THE ‘CONSTRUCTIVE
NONCONFORMISTS’
Throughout our lives we are encouraged to conform, and the
pressure to do so in the workplace is no different. When we become
‘management’ it is our turn to perpetuate the instruction to conform.
Pauline McCracken believes we should be encouraging diversity of
behaviour and thought instead

‘Is this it, for the next twenty years’? It was one of those
thoughts, the type that once you have had, you can’t un-have.
In meeting after meeting I watched my senior colleagues
emailing or checking the cricket score or at best thinking
about what they were about to say, rather than focusing on
what was being said. Discussions were frequently circular, and
identical proposals were offered at intervals. It would almost
have been comical if it hadn’t been so draining.

With the help of a coach I began to identify why I felt so
different from my colleagues. There were surface differences:
I was female and I was younger. But the differences went
deeper; I began to see it was more about how I worked and
related to others.

I on the other hand worked relationally, often ignoring
hierarchy – much to the chagrin of my colleagues. I listened
to ideas from people up and down the organisation as well
as internal and external stakeholders. I fostered diversity of
opinion in my team and in meetings I chaired – often inducing
a sense of extreme discomfort in others who liked things to
be more consensual. I wanted to know how people were, so
that they could be supported to be their best. I tried to listen
deeply to those I interacted with and I worked hard to let
go and empower those around me to step up and deliver. I
loved finding fresh new approaches, taking (managed) risks
in pursuit of greatness rather than mediocrity. And I liked to
have fun.

Around me I saw a world dominated by command and control
management, which is not unusual. It is how most senior
managers have risen to the top of their organisations. I saw a

I was far from perfect, but I tried not to repeat mistakes and
I was happy to share and learn from them. My underlying
motivation was to do the right thing by the company and my

I clocked this behaviour after reading the wonderful Time
To Think by Nancy Kline1, which resonated deeply with me,
inspiring me to try and fully listen. When I raised this endemic
non-listening with colleagues they just looked blankly at me,
mumbling something incomprehensible.
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reliance on hierarchy with its ensuing bureaucracy and I could
see that many of the behaviours were fear-based, resulting
from a need to create a sense of certainty and control. As a
management team we were incentivised to deliver individual
and short-term focused results. Peer ranking ensured that it
was individual contribution which was rewarded.
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people. Often, however, this meant not doing the right thing
by me.

ABOUT THE AUTHOR

As I became more aware of my differences, so I felt more
isolated and less able to resource myself. I could see how my
style made colleagues uncomfortable but I felt angry that they
were threatened by my difference, frustrated that they could
not see how being unalike was ok and that diversity should
be welcomed. I felt intuitively that the way we manage our
people needed to evolve and that as an organisation we had
become too stuck in a comfortable status quo of conformity
and uniformity.

Pauline McCracken is an Executive Coach who
spent over 20 years working in the UK energy
sector. A regular visitor to PLC boardrooms, she is
now using that experience to help others unleash
their full potential by honing the skills and
behaviours which are meaningful to them. She
is currently studying for a Masters in Executive
Coaching at Ashridge Business School and is
particularly interested in working outdoors with
clients on a 1:1 basis. To find out more

Since leaving the company, I have gained a fresh perspective
on this situation. I am studying for a Masters in Executive
Coaching and have discovered the inspiring work of people
like authors Giles Hutchins2 and Jon Young3. I sense that in
order for organisations to thrive in today’s challenging times
business paradigms will soon reach a tipping point where we
shift from old ways (aptly demonstrated by my old colleagues)
to new ways of working where relationships and being
adaptive are king. This is a big ask for many of today’s leaders.
As coaches we have an important role in supporting business
leaders to find their path through this critical transition into
this new way of working. Helping them to explore their fear
of ‘difference’ or non-conformity will be hugely helpful to the
so-called ‘constructive nonconformists’ who are pathfinding
the new way.
For those already working in this new paradigm, coaching
can help them stay resourced, passionate and anchored. It is
lonely being the different kid in the playground – being there
for them as a non-judgemental, supportive resource will be
invaluable.

www.blueseacoaching.co.uk
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revealed that 41% of women managers and leaders were
childless, compared with 28% of men.

SO HOW CAN A COACH SUPPORT
WOMEN TO DEVELOP AMBITION?
Changing structural societal inequalities and attitudes won’t
happen overnight. As a woman assesses her career goals,
she has to decide how much of the conflict and stress that
comes with ambition she is willing to put up with.

1. Exploring unconscious assumptions

‘DON’T CALL
ME AMBITIOUS!’
Women still appear to be held back in their careers by lower
ambition and expectations. Lis Merrick explores how this
impedes their career progress.

In a competitive global economy, where women’s
presence on the board has been shown to add competitive
advantage, and despite there being roughly the same
numbers of women and men in the workforce, there is
still an unbalanced ratio in favour of men in more senior
leadership roles. Many employers have shown enthusiastic
commitment to gender diversity. However, with some very
deep structural sexism in society still to erode, combined
with women’s apparently lower level of ambition, there
appears to be an even larger hurdle to overcome in creating
gender equality.

WHAT’S THE SITUATION?
A 2011 study by the Institute of Leadership and Management
(ILM)1 demonstrated that 73% of women still feel there is
a glass ceiling, with only 38% of men perceiving this. Men
have greater career clarity, with 62% expecting to become
managers when they embark on their career; the percentage
for women is 50%. In addition, 70% of men in this study had
high levels of self-confidence, with women scoring only 50%.
The well-discussed fact that men will apply for jobs even
where they don’t fully meet the criteria was also borne out in
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this survey, with 20% of men confirming this (compared to
14% of women.) A Hewlett-Packard internal study in 2014,
quoted by Sheryl Sandberg in Lean In2, emphasised this
further: men would apply for a job they feel 60% qualified
for, while women hold out for 100%.
McKinsey’s 2016 report on gender equality also
demonstrates that women don’t get as promoted as often as
men; but the report found that only 40% of women actually
want to become a senior leader, as opposed to 56% of men.
It seems that women feel that the stress, added burden and
conflict usually associated with rising up the career ladder
are just not worth it. And those intent on going for the top
jobs generally feel less confident about this than men.
3

OTHER BARRIERS
Women’s careers are also impeded by maternity leave,
organising child-care, and managing work-life balance.
Some men will happily share these responsibilities with
their partners, but today the majority of the responsibility
still falls to the woman. In the ILM Survey, 17% of women felt
having a family had presented problems or barriers to career
development, compared to 7% of men. The survey also

Professor Jodi Detjens and colleagues4 write how women’s
career and life decisions are constrained by a limiting belief
system of what it means to be a woman. She calls this
belief system ‘The Feminine Filter.’ Detjens identifies three
unconscious assumptions that underlie an ambition gap,
which a coach could work with:

3. Hidden Barriers
The most widely applied psychological measure of
femininity/masculinity is the Bem Sex Role Inventory
(BRSI)7. The traits ascribed to ‘femininity’ show that it exists
only in the context of a relationship: a woman is seen as
providing something for the other person - i.e., giving is the
chief activity that defines ‘femininity’. Adjectives typically
used to describe ‘masculinity’ - e.g. forceful, assertive,
dominant - are seen as inimical to femininity. So when a
woman competes with a man for highly visible roles, her
femininity is frequently attacked by describing her as ‘too
forceful’ or ‘domineering.’ Often coaching assignments are
instigated on the basis of helping a woman to ‘tone down’
and become less competitive and aggressive. Unpacking the
range of BRSI traits and supporting a woman to understand
her behaviours on the spectrum is another great way to
support her to demonstrate her ambition visibly, without her
confidence being eroded in the process.

l A woman is responsible for all aspects of family life
l Women should keep their heads down and focus on their
immediate work
l Women are often perfectionists.

2. Considering power and conflict
Public commentator Anne-Marie Slaughter5 suggests that
women view power differently, more at the centre of a web
than at the top of a hierarchy, and they don’t go for the
most senior roles. This influences the way they often have a
more diffuse impact than a man. The work of Gino, Ashley
Wilmuth and Wood Brooks6 reinforces this: they found
that women perceive power as less desirable and are less
likely to take advantage of opportunities for professional
advancement. When men and women are faced with the
possibility of receiving a promotion or obtaining a highpower position, both sexes anticipate similar levels of
positive outcomes (e.g. prestige and money), but women
also anticipate more negative outcomes such as conflict
and trade-offs. A coach could explore some of these
assumptions around the experience of holding higher-level
positions, to support woman in making better-informed
decisions.
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1. Few women in papers
73 of the 74 papers (98%) mentioned a man, and 41 papers
(55%) mention a woman. However, women were completely
absent from 33 papers (45%). In the 41 papers with women in
them, I deemed women to be only ‘noticeable’ in 19 papers
(46%). Women in these 19 papers were visible and could not
be missed. In contrast, in the other 22 papers (53%), it often
took me several reads before noticing the women in the
paper, and therefore I believed they would likely be missed
by students. In the majority of these papers, women were
from marginalised communities, were from the media (actors,
models), or were customers. Of the 74 papers, women were
the protagonists of just eight (10%).

WOMEN’S PRESENCE IN
BUSINESS SCHOOL CASE STUDIES

Influenced by the famous Bechdel Test that looks at the
presence of female leads in movies,5 I devised the ‘Symons’
test to determine the active presence of women in each
paper, using three criteria/requirements. To meet all of these
requirements and pass the test, a case paper must include:
(1) at least one woman; (2) in a leadership position (the
protagonist in the research); and (3) who talks to another
woman about the business. Needless to say, few papers
managed to meet all three of these criteria. In fact only three
papers did.

Lesley Symons’ research* explored the degree to which women
feature in business school case studies and as role models

You may be asking yourself ‘What does the presence of women
in business school curriculum and case papers have to do with
leadership?’ Well, the answer is a great deal. I am passionate
about women developing a leadership style, or, as I call it, a
‘leader identity.’1 In ‘How remarkable women lead,’ the authors
show that women who know who they are as leaders and who
have a purpose and vision for their leadership can more easily
overcome the biases that women face as leaders. We also know
women need role models, mentors and sponsors to assist them
on their leadership journey.
While they are changing, business schools are still a male
domain. Men make up the majority of the students, the faculty
and the board running the schools. Yes, the gender ratios are
gradually changing, but it is a slow process. Women remain in
a minority here. However, it has been suggested that business
schools can be seen as ‘safe identity work spaces’2 for young
leaders to play and develop their leadership skills. Whilst taking
their MBA, students can practise and play with their leader
identity in a closed or safe place. However, for female students,
this environment could turn out to lead to identity conflict.3
Without clear role models, and with a male-dominated cohort
and management theories in case papers which reflect male
stereotypes, female students could experience a conflict
between their identities as women and as leaders.4 This, in turn,
could lead to women not ‘seeing themselves’ as being able to
lead, and thus interfere with their sense of a possible leader self.
This could undermine business schools and MBA courses as

26

associationforcoaching.com

The 2012 OPED Byline Report6 looks at the areas that women
are mainly published in media. It found that women are
overwhelmingly published within four feminine-coded ‘f’ areas:
Family, Furniture, Fashion and Food. All the female protagonist
papers fell in to one of these ‘f’ areas. Meanwhile, the largest
sector for male protagonist papers were IT and mobile
communications, followed by health and infrastructure.
The case papers at leading business schools show bias
towards men and are male-dominated. Women are either
invisible or stereotypes. Coupled with few female professors
and women in business school management, this means
that both female and male students are not seeing women
as leaders. Furthermore, female students could potentially
experience identity conflict by not seeing other women in
leadership roles, thus reducing their own motivation to lead.
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‘Where are the Women Leaders? Invisible selves: writing women leaders into
business school case papers’
*

3. Pink areas of work

l Where are the women in your organisation? What areas of
work are they in?
l Do you have female leaders? How many do you have?
Where are they? Can women practise new managerial
skills safely in your organisation?
l What is the culture of the organisation? Is there a ‘think
manager, think male’ culture, or not?

This reflected my own recent experience when I completed
my masters in consulting and coaching for change at INSEAD
Fontainebleau. Although my cohort was almost 50:50 men to
women, I still did not see a female professor at the front of the
room until Module 5, in a total of eight modules. In the cases
that I was given to prepare for my lectures, all but one featured
a male leader. I was astonished. Are we not trying to increase
the number of women in leadership in business? Shouldn’t I be
seeing this effort at INSEAD? I did not see a representation of
myself in this school at all.

A deeper analysis of the 74 cases revealed three common
themes: (1) Few women in papers; (2) ‘Think manager, think
male’ leadership attributes; and (3) Pink areas of work.

Of the 74 papers, 62 (84%) had a male protagonist (leader),
and 40 (54%) papers had a male protagonist as well as a
male company founder. Descriptors for leadership included
examples like: ‘tough but fair, results-driven, father figure, and
frank.’ In seven of the eight female protagonist papers, the
female protagonist’s qualities were not described, while those
of male managers were.

Questions to ask of your organisations:

safe identity workspaces for women who may want to practise
with a new leader identity.

Due to my experiences, I decided to research the topic of the
presence of women in business school case papers for my
thesis. I wanted to know what students were reading about
business and which role models they were being shown. I
read 74 different papers from a seven-year period (from 2009
to 2015). All papers were from the Case Centre’s awardwinning and best-selling lists. The Centre is the largest seller
of business school papers. Award papers are the most widely
distributed papers across schools.

2. Think-manager-think-male
leadership attributes

Lesley Symons is an accredited executive coach
and facilitator. Her clients include leaders in
retail, business, elite sportspersons and not-forprofit organisations. She has a Master’s Degree in
Coaching and Consulting for Change from INSEAD,
and has published a chapter in Personal Consultancy
(Routledge UK, 2013): ‘A postcard from down under:
an international perspective on practicing as an
integrative executive coach-therapist’.
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Are there alternative approaches to
support individuals within challenging
environments?
It is important to remember that human beings do not
exist in isolation: our feelings, perceptions and actions are
informed by the environment we live in. The founder of the
Critical Pedagogy movement, Paulo Freire, was convinced
that an understanding of external factors is the first step to
bring change within an individual as well as at a structural
level1, a process he named critical consciousness.2

CRITICAL CONSCIOUSNESS
– WHAT PAULO FREIRE CAN
TEACH US ABOUT COACHING
‘The profound dimension of our freedom lies exactly in the recognition
of constraints that can be overcome.’ This quote by Paulo Freire,
Brazilian philosopher and one of the most influential educators of
the 20th century, lies at the heart of research by Juliane Hoss into
empowerment programmes for women in South Africa.

‘There is no glass ceiling except the one in your mind.’
These words, from a successful businesswoman addressing
a group of female students at the London School of
Economics recently, surprised me. Instead of gaining insight
into how I could respond to the difficulties young female
graduates face in the working environment, I started to
doubt myself.

to her, women experience high levels of gender-based
violence because they are not empowered. In five days,
she wanted to teach them to love themselves and become
confident and assertive so that they could reach their goals.

Do all the difficulties I experience just
exist in my mind?

My research showed no positive impact of the programme:
the women reported a similar level of well-being and the
same life circumstances after the intervention. While they
all enjoyed the group sessions, most women were still
struggling in their everyday lives. Some shared feelings of
frustration and self-blame because they believed they had
brought their problems upon themselves, as suggested
in the programme manual. This highlights the danger of
an individualised approach that focuses exclusively on
a person’s psychological state and fails to connect their
experiences to environmental factors. Of course, no-one
who aims to empower women intends to cause destructive
feelings, but there is often a lack of understanding about the
negative impact such interventions can cause.

This confusion and self-doubt took me back to thinking
about some of the women I interviewed as part of my
research. I was evaluating a women’s empowerment
programme in a systemically disadvantaged area in
Johannesburg, South Africa. I initiated the research project
to better understand what people need when they feel stuck
in a challenging environment.
The psychologist who developed the programme was
convinced that individuals can achieve anything if they
only change themselves and work hard enough – a popular
assumption that still informs many interventions. According
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Has this internal transformation
changed the participants’ lives?

The women in the programme were relieved that this
approach acknowledged their daily struggles. During group
discussions they identified the economic factors, social
norms and hierarchies within the community that shape
their lives. This process of contextualising their problems
helped them to see how external factors affect their lives,
and to let go of feelings of personal failure or blame.
I have used Freire’s concept to design programmes for adults
as well as teenagers because I have seen the power that is
released when we understand how structural factors inform
our lives. A critical consciousness allows individuals to
regain self-confidence and overcome a sense of inferiority.
For example, one participant who grew up in an informal
settlement used to think that something was wrong with his
family until he became conscious of the bigger structures
in his society. This also helps people to have faith in
themselves and be proud of their identity, as evidenced by
one younger female participant. She believed that men hold
all the important positions because they were simply more
gifted and intelligent – until she saw the bigger picture.
Some people are sceptical of Freire’s approach, arguing
that it encourages people to blame others and become
passive, or isolates them from their organisations or
communities. In my experience individuals who develop a
critical consciousness instead feel empowered to respond
actively to difficulties while understanding that there are no
easy solutions in complex environments. It is important that
facilitators are aware of such dynamics and understand that
critical consciousness is not a tool but a personal approach
to life.

What can coaches learn from Freire’s
approach?
Coaches can apply Freire’s valuable concept in their
work, especially with people who face prejudices and
discrimination in the workplace based on their gender,
ethnicity or their group identity.
The coach can facilitate the process of critical consciousness
and link the personal perceptions of the coachee to
broader social structures and realities. The coach supports

individuals to become conscious of their personal, lived
reality3 and to deal with their experiences of uncertainty.
As I have argued, it can be dangerous to follow an approach
that suggests individuals are responsible for every difficulty
they face. Like the women in my study, coachees expect
guidance in how to achieve personal growth within a
challenging environment. This requires that coaches are
conscious of the interaction between structural factors and
individuals’ responses to their lives.
Freire has developed a powerful approach for coaching
that affirms the actual experiences of individuals. Instead
of telling people that they have full control over their lives
to motivate them, a critical pedagogy empowers them to
respond to the challenges they encounter. Freire’s approach
does not offer easy solutions, but it does give people a real
chance to advance their lives.
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the things she said. Through this challenge, Maya realised
that she lacked self-belief and confidence in her abilities;
she discovered a strong inner voice that was holding her
back, and realised that this had always challenged her when
she considered stepping into a bigger role. Until now, she
had been able to drown out that voice because she knew
that she had the experience and expertise to justify the next
move. That wasn’t the case for the new position, and she
couldn’t silence the voice as easily.

TACKLING LIMITING BELIEFS
AND THE INNER CRITIC
How do you coach a leader to see her own potential when she is
lacking in self-belief and confidence in her abilities? New Zealand
coach Yvonne McLean tells the story of how Maya achieved this
with the help of her coach.

Maya was at a crossroads. She had always been a high
achiever. She was well liked and respected and was on the
company’s talent programme. She had reached the highest
level in her field in the company. Maya’s boss had recently
told her that the company was keen to progress her to an
executive position, but that she needed to broaden her
experience across the business: her next step was to apply
for a leadership role in a different area of the business.
Now in her mid-forties, Maya realised she had at least
another 20 years of work. She wasn’t sure that this was what
she wanted. She had been in her current organisation for
many years and was starting to feel stale and bored. But she
didn’t feel sufficiently qualified to move out of her specialist
area and, to be honest, she was also scared of leaving the
company and starting afresh somewhere else. She had
thought about doing an MBA but wasn’t sure how relevant
that would be, nor how she could juggle that with her
demanding job and family commitments.
Maya’s boss had expected her to leap at the chance of
advancement within the company and was puzzled by
her lukewarm response. He believed that Maya needed
to round out her experience to prepare herself for the next
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level of leadership, and was confident that with her track
record and proven people skills she could step into an area
where she didn’t have the depth of knowledge and still lead
successfully. Maya wasn’t convinced. He suggested that she
get some coaching from an external executive coach.
To complicate matters, just as Maya started coaching, she
was approached by a head-hunter with an opportunity to
do the same type of work in another company, but with a
bigger role and more money. Part of her was excited by this
possibility but another part of her felt reticent.

SILENCING THE INNER CRITIC
With her coach Maya began to explore what she wanted
from her career and her hesitation about both the roles
she was considering. To start with, her coach asked her to
think about what she wanted from life – not just at work,
but generally. Maya realised that whilst being professionally
successful was important to her, so was her family. Her
current company respected this balance.
Maya’s coach challenged her on her self-deprecating
language and the limiting beliefs that underpinned some of

With her coach Maya explored her inner critic. Her coach
invited her to treat her inner critic as an ‘internal protection
mechanism’ whose sole aim was to protect her from harm,
and to explore her patterns of behaviour and decisionmaking from that perspective. Maya realised that the inner
voice made her timid about stretching and taking risks.
She’d always ‘played safe’ and wanted to be ‘right’ at work
so that she would be ‘successful.’ She wasn’t a risk-taker.
Yet, when she thought about it, all her most important life
decisions (such as marriage and starting a family, buying the
house and her car) had been made despite her inner critic.
When reaching those decisions, she had simply trusted her
intuition – and that had always stood her in good stead.
Maya realised that the pursuit of an MBA fed into her belief
that she wasn’t ‘enough’ as she was. It would be another
qualification that wouldn’t necessarily fit her for anything
specific. Also, ‘the voice’ was getting louder, telling her that
applying to business school would reveal what an imposter
she really was! Ultimately, she realised that not applying for
the course was not giving in to her inner critic. All the effort
and sacrifice would be a big price to pay for building her selfconfidence; it wasn’t worth it.
Working with her coach, Maya honed her vision for success
- professionally and personally. Her coach asked her
to imagine herself in 20 years’ time, looking back on her
career and what she had achieved and learned in the 20
years between now and then. Doing that made her realise
that she would get bored very quickly doing similar work at
another company. Learning and growing were important
to her. She craved fresh challenges and the opportunity to
grow professionally. Talking to her coach about what she
enjoyed, what people admired about her, and what work felt
like ‘no work’, she realised that she had strengths and talents
that she could leverage in many other roles: that she was, in
fact, as talented and capable for the role on offer within her
current company as any of her male colleagues. What she
needed was the resolve to put aside her limiting beliefs, step
out of her comfort zone and go for it. The more she talked
about the role on offer and her suitability for it, the more
excited she got. The clincher for her was that her current
employer shared her values around family time and balance.
With her coach Maya challenged her limiting beliefs and
developed strategies to silence her inner critic so as to
enable her to move out of her comfort zone. The strategies
were simple. Whenever her inner critic reared its head, she
learnt to talk back and ask it to take a short break away
whilst she focused on what she was doing. Maya always

promised her critic that she would return to discuss its
misgivings once she had finished the task at hand. To her
surprise and pleasure, this simple technique worked: she
wasn’t fighting her inner critic nor giving in; it was simply
parked to one side for the time being. And once she had
completed what she was doing, the inner critic was nowhere
to be seen. She also did a visualisation with her coach and
conjured up images of her ‘ideal self.’ That was fun and
surprisingly powerful. Maya found herself calling on her
‘ideal self’ for the big decisions she was facing as well as
smaller day-to-day ones (to practise the technique). To her
delight, she noticed that she was making bigger decisions
without the internal struggle and stress.
Six months later, Maya sat down with her former boss (who
was now her mentor) to start planning her next steps. She
reported that she was very happy – the move to the new
department had been challenging, but she was loving
every moment of it. She was learning, she felt challenged,
and she was growing as a leader. She was learning to let
go and to trust the capable team around her, and that she
didn’t need to be the subject-matter expert for her team to
respect her; what they valued was her leadership. Maya was
pleased that her boss had encouraged her to move out of
her comfort zone and his department and to forge her own
path. And she was grateful to her coach for the support she
had received in tackling her mind-set, her limiting beliefs,
and her inner critic so that she could recognise what she was
capable of. Maya was excited about what the future held.

ABOUT THE AUTHOR

Yvonne McLean, principal of Strategic Direction
Consulting Limited, is a leadership development
consultant, facilitator and executive coach,
based in Auckland, New Zealand. She is an ICF
Professional Certified Credentialed Coach and a
Forton Group Accredited Professional Leadership
Coach. She works with organisations to develop
programmes for leaders to gain insights into who
they are and the impact they have. An area of
special interest is women in leadership. Yvonne
is NZ Chapter Chair for The Women Presidents’
Organization, a US-based organisation that
supports female entrepreneurs.

January 2017 | Issue 12 31

GLOBA L COAC HI NG
CO MMU NI T Y

‘LEADERSHIP IS NOT WIELDING
AUTHORITY - IT’S ABOUT
EMPOWERING PEOPLE.’
- BECKY BRODIN
FEMALE LEADERS IN THE MIDDLE
EAST STRIVE FOR COMPETENCE
HR professional Helen Jamieson takes a look at what holds
women leaders back in the Middle East

I am sure you are all familiar with the Peter Principle1: it’s
about selecting someone for a position based on competence
in their current role, rather than on ability to do the new role.
And across nearly 30 years in HR I have too often seen the
damage done to both self-confidence and emotional wellbeing as a result of a workplace promotion that occurs before
the individual is ready for it.
Working in the Middle East, I always have mixed emotions
when speaking with a woman who has found a way to
thrive in what is essentially still a man’s world, but who
now clearly struggles to be an effective leader. On arrival
in Qatar over 30 years ago my first impression was of a lot
of shouting and raised voices, with women in positions of
power often behaving in ways I considered both demeaning
and unprofessional. Surely, I thought, you are supposed to
support those who work for you, not belittle them at every
opportunity?
Unfortunately, the behaviour I witnessed, where power and
control were the essence of leadership style, continues today
in some places. But why?
A leadership coach based in Saudi recently related a story
to me about a woman who asked her employer if she could
attend a leadership programme. On returning to work, she

said that prior to that course, she had no idea that leadership
was about getting others to do the bulk of the work and that
your job was to empower them. Previously her understanding
was that female leaders did most of the work and the more
they controlled that work, then the more successful they
would be. Leadership was about control, about keeping it all
to yourself, setting tight parameters and trusting no-one for
fear of a task being badly done, or not done at all. And had she
not asked to attend a training course she would by now be a
badly failing leader… a living example of the Peter Principle!
Her story is a success story though, so what can we learn
from it? How can it have happened that competent managers
really have no understanding about what it takes to be a good
leader?
A number of GCC countries have published their 2030 Vision2*.
Women feature heavily in these Visions, with a desire to
increase female participation in the workplace. But if the
political leaders are to achieve this, they will need to develop
strong, competent and confident female leaders.
One challenge relates to the demographics of the region. As
one example, 66% of the population of the UAE is aged under
24. This means that development of both female and male
leaders will need to occur by and large without role models,

Gulf Cooperation Council (GCC), political and economic alliance of six Middle Eastern countries—Saudi Arabia, Kuwait, the United Arab Emirates, Qatar, Bahrain, and
Oman. The GCC was established in Riyadh, Saudia Arabia, in May 1981
*
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as there simply aren’t many older, more experienced leaders
to be found.

ABOUT THE AUTHOR

The Saudi 2030 Vision3 says ‘Our real wealth lies in the
ambition of our people and the potential of our younger
generation. They are our nation’s pride and the architects
of our future.’ In a similar vein ‘An ethos of female workforce
participation will be advanced… giving women the
opportunity to shape the direction of Abu Dhabi’s economic
development.’
But to be an ‘architect of the future,’ to ‘shape economic
development,’ you need good leadership skills. You need
skills such as strategic awareness, ability to influence, to deal
with conflict, to communicate effectively with both men and
women, to delegate successfully, to inspire and to have the
skills to bring out the best in those who work for, and around,
you. Wherever you lead in the world, these leadership skills
are the same.

Helen Jamieson is Managing Director of Jaluch
Ltd. She has an MA in Arabic Studies, is CIPD
qualified and a qualified coach.
Helen’s interests relate to achieving individual
and business potential and community work.
She often speaks on female entrepreneurship,
innovation, motivation, unconscious bias and
leadership. Helen has published several books,
including one on female entrepreneurship, My
Business, My Success. (Jaluch, 2013).

The major reason why too few women leaders are developing
the skills they need, and not just in the Middle East, is fear. In
my experience, much of what we do or don’t do in life is driven
by fear. If you, or I, own up to needing training or support,
what are the fears that might come into play? No doubt some
of the negative, self-defeating thinking will include: they
will know I’m not yet ready for this role, they might seek to
replace me, they will lose respect for me, they will laugh at my
incompetence, they will lose confidence in me, they will think
I’m weak…. Over the years I have seen women in the Middle
East exhibit these fears numerous times.
Sometimes it takes a brave woman to hold her head up high
and ask for support and training. But sometimes it requires a
wise leadership team to take the initiative: rather than wait for
women to face their fears and request training, it makes sense
to ensure that every woman with leadership potential or
already in a leadership role, is given access to the training and
coaching needed to develop their competencies to the full.
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Six core themes emerged from my research. Reflection…
l …has almost become a counter-culture in our society
and in our organisations.
l …has acquired a lot of overcomplicating mystique, which
puts people off. People said that they do not know or
have not been taught how to reflect.
l …is a vital stage within any learning process but is frequently
sacrificed in the rush for efficiency rather than effectiveness.
l …can be frightening and scary as we dive into previously
unseen or hidden parts of ourselves and our work.
Reflection can also have a dark side and could become
unhealthy rumination if not properly supported.
l …is often marketed as a ‘must-do’ for courses or for
reaccreditations, which are not then embodied as a way
of living and working post-qualification.

REFLECTION IS AN OASIS FOR
BUSY PEOPLE IN BUSY TIMES
Is reflection an antidote to the relentless pressure and changes
that we are faced with on a constant basis? Coaching supervisor
Elaine Patterson considers this question.

l …lacks sufficient numbers of societal, professional and
organisational role models who can authentically and
powerfully promote the necessity, value and fun of reflection.

How can coaches and coach
supervisors help make reflection
mainstream?
Here is a three-point action plan:
1. Understand the reflective process

Good quality reflection can become an act of creation – of
bringing the new into the world with a fresh way of seeing,
thinking and relating. It is also important consciously to
create the conditions for reflection for yourself and your
clients, by understanding the preconditions and conditions
of trust, safety, challenge and support for adult learning to
take place. These then invite other qualities into the crucible
of reflection for the unfolding and possibility of deeper
learning to take place.

2. Role-model the reflective process
You can also role-model the process of reflection for your
clients by becoming a reflective practitioner yourself. A
reflective practitioner is one who has developed a consistent
practice or set of practices for reflection. Here are four key
practices:
l Starting with a beginner’s mindset means assume nothing.
l Building foundations and scaffolding is finding and/or
designing your places, spaces, times, ways, processes,
people, inspirations, structures, places and spaces that
work for you.
l Developing a mindfulness practice(s) helps to sidestep ego,
and ground, still and centre. There are many to choose
from including, for example, meditation, yoga, t’ai chi,
walking, art, music, reading, or writing/journalling – these
side-step the ego, foster stillness and nurture heart, mind,
body and soul.
l Making the Commitment is making the time and decision
to invest in living and working in this way.

At no time in our human history have we faced so many
changes on so many fronts. How we choose to live will
determine who we are, who we are becoming, and how
we work. Busy times and our 24/ 7 world have put us on
overdrive. Reflection has become unfashionable, rejected,
and dismissed as we rush, run and dash. But it now needs to
come out of the closet and become an oasis in helping us to
live our questions with courage, compassion and humanity
to wisely create, thrive and flourish in today’s world.1

What do we mean by reflection?
Fortunately, there is nothing new about reflection. Socrates
famously said ‘The unexamined life is not worth living.’2
Our love of storytelling and meaning-making is innate and
natural. Bringing reflection out of the closet is a story of
lost and found; of remembering what is innately natural
and human to us. We now need to see reflection as alive,
contemporary, helpful and relevant for today.
The word ‘reflection’ stems from the Latin, meaning ‘to
bend back, to stand apart from, to stand outside of’3. My
research4 defined it as an active and often rigorous process
of enquiring, questioning and exploring personal experience
so as to discover new insights, understanding, perspectives
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and possibilities, and wisdom to apply to future work. This
also speaks directly to what leaders and their coaches say
they want and need, which is more head space, creativity
and resourcing.
Reflection is having a conversation with experience in order
to learn from that experience. These reflective conversations
or dialogues can be with yourself and/ or with another as
your reflective partner, coach, supervisor or mentor, and /
or with a reflective group. It is also a powerful and agile
learning methodology. At its heart reflection is a conscious
process of intentionally pausing, retreating and returning.
All of life is in the mix; from relationships, critical incidents,
milestones, transitions, to doubts, fears, successes, disasters
and errors. At its very core reflection helps us to illuminate
who we are, who we are becoming, and how we work5.
The challenge is that many people see reflection as
‘something woolly,’ ‘deadening,’ ‘off-putting’, or ‘dull and
static’. During my research one leader said that it was their
‘guilty secret.’ Another said it was their ‘luxury’ - to be kept
hidden. But they also said that they experienced reflection
as ‘alive, fluid and full of movement.’ One said ‘I love finding
the aha moment.’ Another said ‘I love to find the link
between things.’

Typically, the questions for exploration within each stage are:
Retreat
i.
What is inviting me to stop?
ii. What is my current reality?
iii. What is my enquiry?
iv. What am I assuming, and what assumptions do I need
to let go of in order to see afresh?
Reflect
v.
vi.
vii.
viii.

What am I sensing from my body and from the wider field?
Am I being fully present to what wants to emerge?
What am I learning here?
What new perspectives and possibilities are emerging?

Return
ix. What new choices for decision-making and elegant 		
action are now emerging?

3. Understand the hidden costs of not reflecting
My research also illustrated the hidden costs of not
reflecting: loss of energy, creativity and productivity,
deterioration in the quality of our relationships, and
impaired decision-making.
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The Association for Coaching
ACCREDITATION
The Association for Coaching (AC) is committed to championing standards of excellence in
the coaching profession. We offer a range of accreditations to members to indicate to buyers
of coaching-related services that an individual or organisation has been assessed as working
competently. Our accreditation schemes cover three areas:
But I also discovered that reflection can refresh us: reflection
focuses not just on helping us to deepen capabilities but
also our capacities – the source within ourselves - for the
work that we do.
Post-research, these reflections inspired my 7C’s ‘Reflect to
Create!’ Capacities Map6. The 7C’s is the work we do within
ourselves to enable us to do the outer work. It focuses on
nurturing and nourishing the oasis of our inner being in
the service of our outer doing. The 7C’s create a rich seam
and authentic golden thread to link coherently the interior
‘Who we are’ with the exterior ‘How we work.’. These are the
capacities that we inevitably work on when we reach the
bottom of reflection’s U curve. These are:
l Care of people, issues, choices and decisions as the
expression of our deeper purpose and selves.

Reflection offers us a lifebuoy and an oasis to re-centre,
refocus and discover how to become our best selves for
our work and in our lives as we are buffeted by the winds
of change. Reflection offers us a way of living and working
which responds responsibly to the confusion and emptiness
many now face. Reflection is too precious a gift for us not to
share. Because, as novelist Marcel Proust said: ‘The greatest
voyage of our lifetimes is not in seeking new landscapes but
in seeing with new eyes.’

l Courage as the capacity of the heart to speak its truth
and to be brave, bold, vulnerable and wise.
l Curiosity keeps us open and receptive, driving enquiry,
questioning and learning.
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l Compassion helps us to see the inter-relatedness of all
life, to connect to the feelings of others whilst staying
centred and connected to our true selves.
l Connection helps us see the deeper underlying essence
of all life – the whole of which we are part.

COACH ACCREDITATION

Accreditation is a rigorous process
whereby applicants are benchmarked
against high professional standards,
with the focus on fitness to practise
rather than theory and academics.
The two schemes, equal in standard,
offer a progression through four levels
of accreditation as a coach develops
experience and capability over time.

SUPERVISOR ACCREDITATION

Designed to accredit fitness to
practise and indicates that the
Supervisor operates to core
principles and demonstrates
appropriate competencies within
the functions of supervision.

l Creativity helps us to break old ways of thinking, relating
and seeing while spawning fresh approaches.
l Contemplation is reflectively turning away from the
endless busyness of life to tune into ourselves, to be with
ourselves and hear ourselves think and feel.
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programme that meets a set of
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The AC accredits Coach Training
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REVIEWS

IF ONLY I HAD READ THIS BEFORE
I STARTED MY BUSINESS
Sue Stockdale considers what coaches can learn from the advice of
women entrepreneurs.

Anyone who decides to start up a business knows that in order
to succeed, you need to have a good business idea, sufficient
resources, and lots of determination and focus. Inevitably there
will be tough times, and moments where you doubt yourself. And
it does not matter whether your business is to go it alone as an
independent coach, to grow a training and development company,
or to develop an app - being an entrepreneur can be difficult.
Lu Li’s book is a compendium of advice gleaned from women
entrepreneurs who together have generated over $1 billion
dollars in revenue. Most of their businesses don’t operate in
the coaching sector, but many of them attribute their success
to having a coach or mentor. Many of these businesses have
embraced technology to some degree (e.g. tech start PledgeMe,
a New Zealand- based crowdfunding platform) or have used
technology to solve a traditional problem (such as hassle.com, a
website which helps you find a cleaner). This did make me think
about how coaching as an industry needs to catch up with its use
of technology too!
Li collates 66 letters that are written directly to the reader,
sharing unique personal experiences in the form of ‘I wish I’d
known this......’ and ‘here are my reflections from the last five
years.’ What is particularly striking is that these businesses
are operating around the world, and typify the essence of the
millennial generation’s approach: work hard, play hard, and make
a difference in society at the same time.
What Lu Li aims to do in this book is provide role models that
demonstrate what is possible when you are willing to take action
and start up your business. It’s no accident that she focuses on
advice from women, as Li follows the mantra made popular by
Sheryl Sandberg, COO of Facebook and founder of the Lean In
support network for women: ‘You can’t be what you can’t see.’
Reading the book from cover to cover is a little repetitive, since
much of the advice is very similar; but having said that, it did
reinforce some of the common themes that emerge. These
were personal and reflective in nature and were about knowing
yourself, valuing others, and being willing to seek advice and
input from a wider community. This was a nice contrast to the
usual words of entrepreneurial wisdom around writing a business
plan, and how to seek finance from investors.

TITLE: Dear Female Founder: 66
Letters of Advice from Women
Entrepreneurs Who Have Made $1
Billion in Revenue
EDITOR: Lu Li
PUBLISHER: Blooming Founders
Publishing
DATE: September 2016
PAPERBACK PRICE: £13.99
ISBN: 978-0995608108

ABOUT THE REVIEWER
Sue Stockdale is an accredited executive coach
and coaching supervisor. Her clients include
leaders in business, elite sport and not-forprofit organisations. She was the First British
woman to ski to the Magnetic North Pole and has
represented Scotland in track and field athletics.
As an author Sue has written and co-authored
eight books and is Deputy Editor of Coaching
Perspectives.

THE SECRET’S OUT!
UNDERSTANDING AND COACHING
TEAMS AND GROUPS
Lynne Cooper enjoys a practical and thorough update
of a classic on team coaching.

Christine Thornton’s updated and extended second edition of her
popular book holds a wealth of wisdom, experience and resource.
Anyone who works with groups will find useful perspectives on what
happens within groups and teams and pragmatic tips on how to
attend to the individuals and the relationships within the group.
Thornton draws on the disciplines of group analysis, ‘the
fundamental dynamics of group life’ and systems thinking, ‘the
fundamental dynamics of organisational life,’ as the sources for the
theoretical underpinning of the book. Her writing shows a breadth
of understanding of much more besides: coaching, supervision,
psychology, communications, and the business and organisational
context. The result is a book packed with practical advice for the
practitioner on how to work effectively with groups and teams to
maximise learning and create desired change, all supported by
theory, research and experience.
The exploration of group processes, conscious and unconscious
behaviours that Thornton describes as ‘the secret life of groups,’
offers valuable insights not only for team coaches, coaching
supervisors, those leading action learning sets or facilitators of
teams, but also for team leaders in any context.
The complexity of the systems in which groups are operating is also
examined, illuminating the context of team or group interventions
and exploring factors such as system boundaries, emergence and
paradox.
Despite only one chapter ostensibly focused on team coaching,
the entire book is in fact a resource for the team coach. Thornton
draws attention less to models and tools and more to the qualities,
awareness, experience and competencies required by the team
coach, and offers practical suggestions. A useful chapter on
supervision groups offers guidance including inputs such as
‘common supervisor errors’ as well as help for coaches wishing to
optimise their learning experience from a supervision group.

TITLE: Group and Team Coaching:
The secret life of groups, 2nd Edition
AUTHOR: Christine Thornton
PUBLISHER: Routledge
DATE: 17 May 2016
PAPERBACK PRICE: £21.99
ISBN: 9781138923584

ABOUT THE REVIEWER
Lynne Cooper is an Accredited Professional
Executive Coach, a team coach, accredited
coaching supervisor and coach trainer. An AC
volunteer, Honorary Life Member and former AC
UK Council member, Lynne specialises in Clean
approaches to coaching. She is the co-author
of The Five-Minute Coach: Improve Performance
Rapidly and the author of Business NLP for
Dummies.

In summary, this is a well-structured and readable book, full of
useful insights and practical help. It has led me to reflect in new
ways on the work I do as a team coach, facilitator and coaching
supervisor and I would recommend it to anyone working in these
fields.

It made me consider what coaches could learn from reading this
book. My own gleanings are around the value of reflection and
taking time to think about what you are learning on your business
journey, as well as how much value entrepreneurs can gain from
working with a coach. So whether you are starting a coaching
practice, growing a business, or looking for inspiration, this book
will give you a useful list of top tips that can help you proceed
and perhaps avoid some of the mistakes that these women made
along the way to building their highly lucrative enterprises.
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A RELATIONAL APPROACH TO
EXECUTIVE COACHING
The single factor most vital to successful outcomes in executive coaching is the quality
of the relationship between coach and client, say Bill Critchley and Charlotte Sills in their
comprehensive overview.

It’s lonely at the top. Chief executives, directors and senior
managers rarely get straight feedback or even hear bad news.
There are few people with whom they can discuss sensitive
issues or who can help them to think out loud. There are
even fewer that they would want to have a glimpse of their
vulnerability or uncertainty. Small wonder that they appreciate
the confidentiality and personal attention that comes from
coaching.
It is not surprising that in a challenging business environment,
where the speed of communication and change is creating a
world of little certainty, coaching is booming. In the UK and
Europe more and more consultants are being asked to include
coaching in the portfolio of their consulting activities and
interventions.
Some of the main goals of coaching are:
l Increased awareness of self, habits of thought and
behaviour
l Increased awareness of impact on others (colleagues,
direct reports, teams)
l Enhanced awareness of how the coaching client
participates in the cultural patterns of his/her organisation
l Fresh perspectives on problems, dilemmas and choices
l To provide a ‘thinking partner’ when reflecting on major
organisational challenges
l To provide an impetus to experiment with different
behaviour and approaches
l To provide a discipline for reflection and learning
Coaches encounter a diverse range of clients and contexts.
Some clients have been promoted into new and demanding
jobs. Others are managers who are about to set up new
business units or divisions within restructured organisations.
At times the individual’s challenges are within their own
management team, and sometimes they are directly related
to their customer relationships. Often there are issues around
appropriate leadership styles in complex situations and
personal reactions to change and uncertainty.
This type of coaching is not remedial. Coaching helps
successful managers and executives, who are already very
performance-oriented, to pay attention to their relationships,
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their leadership style, their capacity to mobilise the collective
intelligence of their organisation, the example they set, and
the culture they create.

The Emergence of Coaching
When coaching first hit the UK it was usually delivered
by former chief executives from successful businesses, or
champion sportsmen and women. The assumption was that
you had to have achieved something yourself and then advise
other managers on how and what to do.
This phase didn’t last long, as managers, clients and
purchasers considered the implications of these assumptions.
They realised that coaching isn’t about telling someone
else what to do. It is a process of self-discovery, a time for
reflection and learning, and an opportunity to contemplate
and experiment with new ways of leading with an ‘uninvested’
person, within a highly confidential relationship. Occasionally
advice is really useful too - but only when that is exactly what
is needed. It soon became recognised that special training
is needed for this kind of role, which goes well beyond, and
indeed may not even include having ‘been there and done
that.’ Of course, there is a place for mentoring or expert
coaching, but we are describing here a different type of
activity. We have called this ‘relational coaching.’
Nowadays, many of the most experienced coaches have
trained in psychology, psychotherapy or some other aspect of
behavioural sciences. A coach has to combine psychological
and behavioural knowledge and expertise with a good
knowledge of organisations, how they work and how difficult
it can be to effect change. Coaches must be able to work with
a wide range of issues, from strategy and marketing through
to dealing with limiting behavioural patterns, challenging
interpersonal relationships or conflict resolution.
This is a tall order. Many coaches feel from time to time they
are ‘flying by the seat of their pants.’ They are concerned about
their credibility, competence and confidence, and may well
fear coming up against something that they cannot handle.
Meanwhile, HR people are aware of the need to raise the
quality of coaching. Relational coaching responds to this need.

Relational Coaching
– Why focus on the relationship?
The single factor most vital to successful outcomes in
executive coaching is the quality of the relationship between
coach and client. In 2002 we first used the term ‘relational
coaching’ to describe the approach we were offering in our
coaching programme at Ashridge Business School. In doing
so, we were part of what has come to be known as ‘the
relational turn’- a trend that has emerged in many walks of life,
from philosophy, organisational theory and psychotherapy,
to art and architecture. In the field of coaching it has been
elaborated and developed greatly since then (see, for example,
Critchley 2010, de Haan 2008; Denham-Vaughan and Chidiac
2008, 2010; de Haan and Sills 2010).
We see the main role of a senior executive as ‘mobilising’ his
or her organisation: setting the broad direction, and then
engaging and enabling people to work together to fulfil their
individual roles and collective potential in pursuit of the
organisation’s main goals and aspirations. Thus, ‘relational
competence’ as well as reflective ability is key to success.
This cannot be developed through training courses or skills
practice; it involves self-knowledge and the capacity to use
oneself. And this development happens within the crucible of
the coaching relationship.

‘Relational coaching is
the intentional use of a
relationship to develop the
person of the client in relation
to their professional life’

Relational coaching has many features in common with
counselling and psychotherapy. It is the intentional use
of a relationship that aims to develop the person of the
client in relation to their professional life. The personal and
professional areas of a person’s life cannot be kept separate.
The client brings his or her personal self to the professional
role and it is this area of overlap that is usually the focus of a
coaching intervention (see Figure 1).

Most coach training takes an instrumental view of the role
of the coach and tends to focus on the development of
‘skills’ to be applied to the client. By contrast, the relational
perspective is collaborative, and sees change and learning
emerging through the relationship between coach and client.
While skills are clearly necessary, the training focuses on the
process of establishing and working with relational dynamics,
both between coach and client, and by extension between
client and her/his work environment.

What contributes to a successful
outcome?
Because of the shared features with counselling and
psychotherapy, coaches can learn important lessons from
some of the research, gathered over the last 70-80 years,
into successful psychotherapy outcomes. This research has
identified the common factors that contribute to positive
change, and has studied their relative importance. In the last
25 years, several meta-studies (e.g. Asay and Lambert 1999;
Wampold 2001; Norcross 2011) have confirmed again and
again that the largest contribution to client outcome is the
existence of a positive therapeutic relationship. As coaching
is a much newer profession, the research is necessarily less,
but initial findings into coaching outcomes support the same
conclusion (Baron and Morin 2009; de Haan, Grant, Burger and
Eriksson 2016). Summarising much of this research, Asay and
Lambert identified the relative importance of the following key
factors that affect client outcome. We overview the findings
here and point to some implications for coaching.
l		Client Factors
40%: for example openness, optimism, motivation, a
strong friendship and family network or membership in
a religious community. It may be useful for the coach to
share this statistic with the client in order to underline
the importance of her/his support network: where s/
he gets professional and personal support, and what
other support is available (for example family, hobby, or
religion). If this area of the client’s life is impoverished,
they should be encouraged to develop it.
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l		Expectancy/placebo factors
15%: the instillation of hope brought about by the
engagement. The coach can support and build on this
psychological gain by modelling confidence in the client’s
own ability to take charge of their life. Interestingly, the
research into coaching outcome suggests that ‘selfefficacy’ – the sense that the coach believes the client
can shape their own life – is an important factor in the
successful relationship. The coach can also help the
coachee to become more aware of the strengths and
abilities that they have already and could be utilising more
widely.
l		Model and Technique factors
15%: gains arising from the use of particular theories,
models or techniques. Despite the small percentage of
responsibility for outcome, a well-placed model or theory
can be very empowering for some clients. The important
thing is that whatever theories are used to understand a
situation, these should make good sense to the client. In
fact they are more effective if generated by the client.
l		Relationship Factors
30%: the client perceives the practitioner to be offering
empathy, respect and genuineness, and there is a shared
understanding of the nature and direction of the work.

The role of empathy

The Coaching Contract

An empathic relationship is built by the quality of the contact
between coach and client, and, as we have explained in this
article, we believe it to be the heart and foundation of all the
work that takes place. Indeed, without it the client cannot feel
safe enough to take the risks of self-disclosure either to the
coach or to her/himself.

What, then, will ensure the creation of a good relationship
– the container for the ‘bounded instability’? (Stacey 1992)
Again, we are guided by research (Bordin 1994) in saying that
in the coaching context, coach and client must have:

Human beings are programmed from birth to seek attachment
and relationship. We become who we are by being shaped
by our relationships with the world and the people around
us. Neuroscientific research has found that in infancy the
empathic, loving bond between a responsive parent and
the baby is essential in developing the neural networks that
regulate the young child’s sense of self, their feelings, and
their capacity to think and make decisions. This growth-inrelationship continues all our lives.
The neuroscience confirms what many people have always
believed. If we are in a relationship in which our thoughts
and feelings are heard and accepted in an empathic way by
another person, we learn to hear and accept ourselves. This is
essential if the client is to use coaching to raise self-awareness
and awareness of their working patterns, rather than put
energy into either denial or paralysing self-criticism. The client
needs to be willing to know what they know and acknowledge
what they don’t. They need to hear feedback, examine working
patterns and experiment with new ideas. Empathy means
allowing someone to feel met, truly understood and seen.
However, empathy doesn’t mean being ‘nice’; it means real
understanding and acceptance of the other’s imperfections.
Within a solid working alliance empathy will include, when the
time is right, difficult confrontation or challenge.
In the coaching context, the message of the research is clear:
the establishment of a meaningful relationship between
practitioner and client is vitally important – and far more
important than the application or teaching of theories and
models. The implication for coaches is that they will need
to resist the urge to impart knowledge or theories in favour
of developing a good relationship. Frequently the coaching
client, eager to advance, will be very keen to learn new models
or formulae, but this should not be the initial priority for the
coach.

Working within the relationship
In addition to this important foundational principle, there
are other vital reasons for making the relationship central
to the coaching. The first is the clear evidence that past
patterns affect the present; the way we learned to do things
when we were young tends to form the template for our
current functioning. Therefore, raising awareness of these
unconsciously repeated patterns as they occur in the coaching
session can give strong clues to a leader’s relational patterns
with colleagues, employees and clients.
l Client factors 40%
l Expectancy/placebo factors 15%
l Model and technique factors 15%
l Relationship factors 30%
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Secondly, neuroscientific evidence demonstrates that real
change happens as a result of a combination of insight and
here-and-now experiential involvement. So focusing on
what is happening now in the coaching relationship can be
revelatory and have enormous impact on a leader’s behaviour.

interactions. This view of organisations as complex social
processes gives rise to a more enlightened view about how
innovation is fostered, how a leader’s role and style might be
developed, and how real change occurs. The coach can then
go on to support their clients in these processes and help
them to develop their skills.

l		a clear, shared agreement about the purpose of their work
– the direction and the desired outcome.
l		a clear understanding about how the coaching work will
happen and what will be the role or tasks of each party
l		bonds of mutual respect and empathy. A relationship
in which the client experiences him or herself to be
understood and warmly accepted even after they have
shown their vulnerability.

‘Organisations are complex
“social processes”. Things
happen through people
interacting with each other’

All these three elements are held within the coaching contract,
which provides a container for the work and represents both
its scope and also its boundaries.
Sometimes a coach will have the luxury of a private agreement
between him or herself and the client, but more frequently
the relational coach is subject to multiple levels of contact
and commitment to other parts of the organisation. Usually
coaching fees are paid by the organisation, which may have
its own agenda for the client; or the coaching may be part
of a wider consulting initiative, which may create possible
confusion or conflict of interest. Conflicts abound arising
from confidentiality issues, financial loyalty (who is paying?)
and ‘best interests’ allegiances. These areas need careful and
explicit contracts involving clarification of goals and tasks if an
atmosphere of trust is to be created.

The role of the relational coach in the
organisational context
One of the most interesting and fruitful areas of exploration
in a coaching relationship is the way in which individuals
think about their organisations. This will inform the
way they act, so it is vital that any meaningful coaching
intervention should explore and challenge the basic, often
unconscious, assumptions of the leader. The vocabulary
of management is riddled with expressions that reinforce
the view of organisations as machines. Notions of ‘steering’
the organisation in a particular direction, ‘re-engineering’
processes and ‘fixing’ problems, underpin thinking and
attitudes. These notions might be relevant in running
production lines, but generally the machine metaphor has very
limited value in understanding how an organisation works and
a leader’s role within it.
Our view of organisations again points to the importance of
a focus on relationship. We hold the view that organisations
can be more usefully thought of as ‘social processes’. Things
happen in organisations through people interacting with
each other, whether by e-mail, in meetings, or face-to-face
conversation. If coaches raise managers’ awareness of how
organisations really work, managers will see more clearly
how decisions are formed, how change emerges (or fails
to), and how they personally engage in the complex web of

Innovation
By its very essence, true novelty takes us by surprise and
takes us into the unknown. No matter how strongly people
in an organisation recognise the need for innovation, it is
impossible to prescribe, copy or control it. How, then, does an
organisation develop its capacity to innovate?
Given our view of organisations as social processes, the main
currency in organisations is conversation or ‘communicative
interaction’. The degree to which an organisation can foster
genuine innovation will depend on the conversational forms
we create. If diversity can be brought into conversations – for
example, by fostering communication across hierarchical
lines and between different departments - the possibility
of innovation increases. Such conversations will be more
participative and lively when the anxiety induced by the
exercise of managerial power is reduced, or the monopoly of
wisdom, sometimes claimed by managers, is given up.
A coach needs to challenge any attempt to prescribe
innovation, and encourage managers to consider whether
their organisational culture is conducive to initiatives and
experiments. A coach can help a leader to foster conversation
that will generate innovative ideas, encouraging him/her to
see how their use of power may be inhibiting others. Letting go
may be uncomfortable, but it may also pleasantly surprise the
manager, who will need to be supported whilst they live with
the paradox of managing today’s performance whilst fostering
innovation. The leader’s emotional intelligence will need to
be developed to enable them to hold seemingly conflicting
tensions.
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Bibliography
Leadership
The traditional view of leadership arises from mythical
stereotypes of the hero leading the troops into glorious battle,
or in the corporate context the charismatic leader rallying
a flagging workforce around a grand vision. The prospect is
onerous and daunting. It is the role of the coach to question
these concepts and offer different perspectives about what an
effective leader in the business context might be.

can respond positively. Experience shows that effective leaders
do not try to protect others from, or eliminate, uncertainty,
but work with people towards a shared and creative solution.
Coaches can help leaders consider the steps in the change
process and anticipate possible scenarios. Through regular
meetings, valuable reflection can be planned that will enable
real learning and provide support.

When we take the view that organisations are continually
evolving social processes, we soon come to realise that
the corporate leader participates in a web of interactions,
characterised by diverse needs and interests, amidst emerging
themes and events. Whilst a Chief Executive can influence
these complex interactions by their intentions and actions,
they cannot control or predict outcomes. On the one hand,
the prospect of being ‘in charge but not in control’ (Streatfield,
2001) can be worrying, but on the other the realisation that the
burden of individual responsibility is a myth, can be liberating.

Change
It is no more possible to legislate for change than it is for
innovation. If the focus of a change initiative is restructuring
and redesign of an organisation, levels of commitment to
change are likely to be low and the initiative could be doomed
from its outset. Redesign of organisational structure entails
shifts in patterns of interaction between people, and people
will naturally respond emotionally, usually with some anxiety.
Coaches can help leaders understand that change for the
better is not linear and programmable, but rather, emergent
and unpredictable. They need to educate them in this view
of change and support leaders in relaxing their control and
working with a degree of uncertainty so that an organisation
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Having invited a leader into these alternative perspectives of
leadership, what can a coach offer to the client who is head
of an organisation? It is important to provide a holding and
supporting relationship for the leader, who may experience
considerable anxiety as they realise that they can anticipate
but never know for sure. They need support to live with
uncertainty, to have the courage to act decisively without any
guarantee of outcomes. They will also experience the tension
between managing current performance while at the same
time leading for the future.
The coach will also play an important role in the leader’s
development – particularly in his/her self-awareness and
awareness of their effect on others (in other words, their
emotional intelligence). The coach will help the leader think
through and learn to embody their own way of leadership,
based on the person s/he is, rather than to put on the mantle
of their predecessor or any stereotypical leaders. The client
will need help to think through how this way of leadership
will be played out in the current organisational context.
In interactions with others, the leader can be helped to
balance advocacy and enquiry – being able to state clear
intentions whilst being open to how others respond, and
being prepared to have their intentions influenced by others.
The coach will also encourage the leader to understand the
impact of their behaviour on others when by virtue of their
perceived power, the effects of their words and actions may be
disproportionately large.
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Concluding thoughts
We have articulated in some detail an approach to coaching
which we have termed ‘relational coaching’ and we have
expanded on our view of an organisation as a relational
phenomenon or ‘process of communicative interaction’. We
see this approach to coaching as transformational rather
than remedial, and this kind of coaching can be a tall order.
Relational coaching places considerable demands on
the maturity of the coach, and a major challenge for the
developing coach lies in integrating their learning into their
own unique coaching proposition. While this proposition
needs to be flexible enough to adapt to particular clients in
their specific context, the coach also needs to acknowledge
that they will be more suited to some clients than others. For
example, some coaches may be suited to managers early in
their career who want to focus on enhancing their leadership
capability, while others may be effective with senior executives
who are more interested in their impact on company culture,
or in reflecting on personal issues of purpose and life balance.
Purchasers of coaching services are rightly sceptical of the
coach who claims to be equally competent in all situations.
Effective coaches are aware of their unique capability and able
to articulate how, in Bateson’s (1972) immortal words, they see
themselves as the ‘difference which makes the difference’.
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Association for Coaching Launches Our
New Digital Community Platform
The AC is Proud to announce the
Digital Community Platform will
be launched in Q1 2017.
The new Community Platform will be a place where
you, our professional community can connect with likeminded people regardless of geographical boundaries.
Where you can share ideas that support you to reach
towards your personal journey of professional mastery.

The Community Platform includes
enhanced benefits such as:
l Stream-lined Membership application process
l Enhanced on-line directory, with easy ways to search
for Coach / Provider / Supervisor
l Full public profile can be displayed and members can
update information and choose privacy settings for
individual fields
l New on-line Accreditation application process
l Key search word functionality to access all available
data across the AC site
l Easy access to all AC Thought Leadership, such as
the AC Magazine - Coaching Perspectives and other
publications
l Real-time calendar displaying AC and third party
events including regional events, webinars,
conferences etc

In your member portal you can:
l Create special interest member discussion
groups to raise awareness and develop their
learning
l Upload files and links to your own member
file library
l Manage your favourites (posts, articles blogs
etc.) and share with the community
l Update your continuous development
activities.
l View and manage social and professional
networks
l Create a photo gallery – post photos, manage
albums and view your photos
l Post to existing blogs, manage settings and
create new blogs
l Access to AC Volunteers Group to connect with
other Development Team members
Keep a look out for member updates with the
launch date of our new Community Platform.
In 2017, with you all, we raise the collaborative
impact across the World.
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