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choice thoughts

From The Publisher

My awareness of the part I play in 
the conversation about diversi-
ty, equity and inclusion hit me 
like a lightning bolt at the 2019 

Association of Coach Training Organizations 
(ACTO) annual conference in Victoria, British 
Columbia, Canada.

The exact moment is very vivid in my mind. It 
was when one of the speakers, Robin DiAngelo 
(author of the book, White Fragility) said, “I am a 
white woman of privilege.” Clear as day. Factual 
and to the point. It soon hit me, and became part 
of the weekend’s discussion, that I was a white 
man of privilege. Factual and to the point.

To me and many white male friends, it came 
as a huge surprise to hear and see how we were 
walking through the world. In my case, I had 
been oblivious to the impact I was having with 
my unrealized and hurtful biases and prejudices. 

What has happened since is multifaceted. On 
a personal level, I’ve chosen not to be afraid to 
have the conversations I was not aware I was 
avoiding. I’ve learned to give people permission 
to give me feedback when what I am saying or 
doing impacts them and their world.

On a coaching and professional level, I was 
honored to be invited to the ICF Committee on 
Social Justice in Coaching Education. What I 
learned from this global and diverse group filled 
me with sadness, while the work we did filled me 
with hope. Thank you to the group for including 
me in this amazing conversation. 

I could not let it stop there. I felt the need to 
keep the conversation alive. I was asked to host a 

GARRY SCHLEIFER, PCC, CMC 
CEO & PUBLISHER

presentation by a DEI expert to the Gay Coaches 
Alliance (GCA) and later a working group on 
DEI for the GCA. Interestingly, despite being 
pro-gay, we have a challenge attracting BIPOC 
(Black, Indigenous and People of Color) mem-
bers. The conversation continues.

On a business level, through choice Magazine, 
we published an issue last year entitled “Diver-
sity & Inclusion: Why our differences make a 
difference.” It was a great start but deep down it 
did not feel like enough. So in our last issue we 
introduced a new regular column entitled “kalei-
doscope” to focus on the issues and challenges of 
DEI in coaching and with our clients. This guest 
column will appear in each and every issue of 
choice. The conversation continues.

Now, we’ve chosen to once again devote an 
entire issue to DEI, and I’m sure it won’t be our 
last. It is our mission to keep the conversation 
top of mind ... to do what we can to make a 
difference on this extremely important topic. 
These conversations must continue until our 
unconscious brains are rewired, and the coach-
ing profession has a huge role to play in moving 
our world forward.

While this issue addresses racism and the role of 
coaching with a DEI mindset, choice will regularly 
cover topics around DEI that addresses ethnicity, 
gender, age, sexual orientation, language, culture, 
religion, mental and physical ability, class or 
immigration status.

On an altogether different note, we are de-
lighted to introduce a new video podcast series 
called “Meet the Author,” where we choose an 
article from a recent issue of choice Magazine and 
have an in-depth conversation with the author. 
No doubt some of the articles from this issue will 
make for excellent podcast discussions. To find 
out more about how you can access the podcast, 
visit choice-online.com/blog

Enjoy the learning. Let us know what had an 
impact or what we can do better.  
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choice thoughts

In my 13 years as Managing Editor of choice, 
I’ve been struck by the inclusive nature 
of coaching and the diversity of those 
who practice coaching. That’s as it should 

be, and that diversity has been reflected in the 
variety of writers from various backgrounds 
and geographic locations who have written 
for choice over the years. Now, for the second 
time, we’re publishing an entire issue devoted 
to spotlighting diversity, equity and inclusion 
(DEI) and I hope we’ve done the topic – and 
the global community – justice.

Our opening feature by Gail Jacob Barker, ti-
tled “Reaching for Belonging,” looks at coaching 
beyond DEI. Next up is an article by Yvette Al-
ex-Assensoh exploring the LACE© model (Love, 
Authenticity, Courage and Empathy) for raising 
awareness about racial identity, racism and 
racial justice in ways that allow coaches to better 
connect with clients and work together towards 
transformation. Bonita Mackey follows this with 
an article that forces you to take a long, hard 
look at yourself and ask, “Am I a biased coach?”

Gavin Shaskolsky follows with an article about 
racism and how we all own or deny our rank and 

power. Next, Asila Calhoun asks the provocative 
question, “has your awareness about racial injus-
tice silenced you?”

Candace Calhoun explores the power of 
coaching to help leaders move their organizations 
beyond interpersonal disrespect and discrimina-
tion to create the workplaces of the future. In our 
penultimate feature, Perry Rhue helps us effective-
ly navigate through the messy and uncomfortable 
conversations about racism and inequity. And last 
but by no means least, DJ Mitsch asks, “Who 
are WE becoming?” and uncovers the power of 
language to elevate the conversation.

Be sure to check out our departments and 
columns, many of which also relate to our theme. 
We hope this issue leaves you with lots of insights, 
takeaways, opportunities for self-reflection ... and 
the determination to keep the DEI conversation 
going as long as it takes.  

From The Managing Editor

JANET LEES, B.JOURN.
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The bottom line of Scott 
Page's book, The Difference: 
How the Power of Diversity 
Creates Better Groups, Firms, 

Schools and Societies: diversity trumps 
ability. However, in this book, diver-
sity – based on math, not on feeling 
good, inclusivity or fairness – refers to 
cognitive diversity or “how people see, 
categorize, understand and go about 
improving the world.” 

Nor is this version of diversity about 
identity diversity (male vs. female or 
Black vs. white or old vs. young), al-
though identity and cognitive diversity 
do complement each other well. 

Here are the core claims of the book: 

•  Diverse perspectives and tools enable 
collections of people to find more 
and better solutions and contribute 
to overall productivity. 

•  Diverse predictive models enable 
crowds of people to predict values 
accurately.

•  Diverse fundamental preferences 
frustrate the process of making 
choices. 

In fact, real progress on problem 
solving (and innovation) “… depends as 
much on our collective differences as it 
does on our individual IQ scores.”

Indeed, using the well-established 
mathematical Diversity Prediction 
Theorem, the author proves to a math-
ematical certainty that diversity trumps 
ability – powerful stuff that he refers to 
in a follow-up, The Diversity Bonus: How 
Great Teams Pay Off in the Knowledge 
Economy.

THE DIVERSITY DIFFERENCE  
By Steve Gladis, PhD

what Page’s brand of diversity means 
and how it plays out in teams and 
organizations – in a way that might be 
seen as a less traditional way of looking 
at diversity. 

In a knowledge-based economy, we 
have mounds of evidence that diverse 
teams win every time – whether it in-
volves academics, music, social science, 
you name it – and the more diverse 
the better. Apple’s Steve Jobs summed 
up with two words, “Think Different,” 
which despite the grammatical gaff gets 
to the heart of innovation.  

choice books

       In this book, diversity – based on math, not 
on feeling good, inclusivity or fairness – refers to 
cognitive diversity or 'how people see, categorize 
and go about improving the world.'

Diverse tools and diverse preferences 
help us perform life’s basic tasks, solve 
problems and predict the future. Thus, 
as people, teams and organizations, “we 
generate alternatives, and we evaluate 
possibilities.” 

Diverse groups make varying con-
nections toward possible solutions, thus 
creating innovative alternatives. 

Two key outcomes in this book: First, 
diversity trumps homogeneity – people 
with diverse perspectives and approach-
es outperform groups with a single 
perspective. 

Second, diversity trumps ability – a 
smart, diverse group of problem solvers 
will always outperform a group of the 
best individual performers. 

A fundamental conflict may arise due 
to “diverse perspectives,” a related but 
different issue. In short, we may come to 
the destination from diverse differences 
but disagree strongly on the means to the 
end – diverse perspectives. For example, 
we can agree on a vacation spot but 
disagree on which house to rent. 

The author tried to write an academic 
book for non-academics. Not sure he 
did it, which may be why he wrote a 
follow-up book. However, the concepts 
developed in The Difference are well 
worth struggling with to understand 
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coaching tools

If you want to find new solutions or 

come up with innovative ideas for 

programs, you need to play in the land 

of creativity. Creativity doesn’t just 

happen, it requires stimulus and this 

brainstorming card deck from Michael 

Michalko, author of Thinkertoys, is the 

perfect place to start. 

The ThinkPak card deck is organized 

around the popular brainstorming 

principles of S.C.A.M.P.E.R. Scamper 

stands for: Substitute, Combine, Adapt, 

Modify / Magnify, Put to Other Uses, 

Eliminate and Reverse/Rearrange. Each 

of these principles are presented as 

a ‘suit’ with four cards, each guiding 

you through a series of questions to 

THINKPAK, A 
BRAINSTORMING 
CARD DECK 
By Marcy Nelson-Garrison,  
MA, CPCC

RESULTS  
ROADMAP™ 
By Garry Schleifer, PCC, CMC

Coaching that combines results and 
neuroscience has always been one of the 
keynotes of the Results Roadmap tool. It 
has now been digitally adapted for easy de-
livery in virtual coaching to both individual 
clients and in virtual group coaching. 

The Results Roadmap has its roots in 
a neuroscience-based model called The 
Results System™ used by coaches for more 
than 20 years. The Results Roadmap creates 
a visual picture for a client’s desired result 
that uncovers all the thinking and behavior 
that contributes and detracts from success-
ful completion. The coach and client then 
build a clear, tangible plan that helps the 
client take the right actions.

The digital adaption of this hardcopy 
coaching tool employs the widely used  
Microsoft PowerPoint format as the plat-
form to build the colorful visual awareness 
map and the 12-week action calendar for 
achieving the results. This makes it easy to 
share and edit during a Zoom or Microsoft 
Teams virtual meeting with the client.

For coaches who work with teams, a 
version is available for creating team align-
ment and team action planning virtually 
as well. More information about becoming 
certified to use the Results Roadmap with 
individuals, groups, and teams is available 
at thoughtaction.com

Full disclosure: I am biased. I have been 
trained and use this amazing tool with my 
clients to great success.

With so much happening online, it’s 

sometimes easy to hide out, hang back 

and keep the sharing on a surface level. 

It’s one of the obstacles to building 

group cohesiveness and maintaining 

engagement. Cards for Connection
®️
 are 

all about deepening the conversation 

and the card prompts will really help 

you bust through the fog of separation. 

All of the questions follow a fill in 

the blank format. For example: “Some-

thing I keep learning again & again is 

...”; “It was a miracle when ...”; Some-

thing I’m really good at is ...” You can 

see how these questions might engage 

participants in a fresh way and open 

CARDS FOR  
CONNECTION®  ️
DECK
By Marcy Nelson-Garrison, 
MA, CPCC

stimulate thinking. There is an addi-

tional ‘suit’ called Evaluate that will 

help you chose which idea to pursue 

further.

The next time you want to create a 

new program or re-think an offer, use 

THINKPAK. It will open up new ways 

to think about your work, allowing 

innovation to win the game. 

up opportunities to be more real. There 

are also group action cards guaranteed 

to shake up the status quo. For exam-

ple, a participant might draw this card: 

Everyone: brainstorm my superpowers. 

That would be fun! 

I can see these cards being used in 

three ways. They are perfect when a 

client comes to a session and doesn’t 

know what to talk about. The prompts 

make great group coaching check-ins. 

And any time energy stalls in a session 

or group, simply pull a card. 
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Links to products reviewed by Marcy are available at  
marcysproductreviews.com

Links to products reviewed by Garry are  
available at Garryslist.com

STICKY NOTES
By Angi King 

 

Do you use Post-it Notes? Are they 

stuck all around your office and on 

your computer? Did you know there 

is a digital version? They are called 

Sticky Notes on a PC and Stickies on a 

Mac, and they’re one of my favourite 

online tools.

If you’re like me, as an entrepre-

neur, I like finding time saving tools. 

Sticky Notes will save you time by 

having all your important links and 

information handy and in one place.

With Sticky Notes, you can create 

notes with text, links, or pictures. You 

can add text formatting, change the 

color, resize them and move them 

around freely.

I use them to store Zoom meeting 

links, calendar booking links, social 

media links, bank details, phone 

numbers, to do lists and so much 

more. Anything which is frequently 

referred to can be added to a sticky 

note. Sticky Notes are fantastic for 

reminders.

The Sticky Note app is available 

for all your devices – phone, tablet, 

laptop or desktop and the Sticky 

Notes can be synced across all devices 

ensuring all your links and informa-

tion is always accessible.

All in all, a very useful, must-have 

tool.

Coaching is all about increasing your 

client’s awareness, expanding their 

choices and inviting them to step into 

their highest potential. There will be 

many ‘aha moments’ along the way. 

The question is, how do you really lock 

in that learning so it lasts long after the 

coaching engagement. A new prod-

uct called PersonPuzzle®️ Discovering 

Pieces of Yourself, offers a very creative 

solution. 

This company will turn a picture of 

your client into a puzzle. Yes, a real 

puzzle that can be put together and the 

puzzle pieces are big enough to write 

on, which is key.

PERSONPUZZLE®️  
DISCOVERING PIECES 
OF YOURSELF 
By Marcy Nelson-Garrison,  
MA, CPCC

The core activity is to capture 

insights and invite your client to write 

them down on a puzzle piece. Coach-

ing happens every step of the way. 

Finding the best words to capture the 

‘aha,’ choosing where it will live on 

the picture and then writing it on the 

puzzle piece. 

The extensive guidebook outlines a 

number of ways to use the Person-

Puzzle with individual clients and 

groups, illustrating how the process 

aligns with ICF core competencies 

and showing support in neuroscience 

for this type of tool. 

I received my puzzle recently and 

timing was perfect to capture a re-

cent aha moment of my own. I found 

the perfect puzzle piece to write it on. 

What surprised me was how real and 

solid it made this new insight. I can’t 

wait to add more. 

Imagine your own clients seeing 

all of their growth and insights build-

ing on this image of themselves and 

at the end of your work together, 

having a powerful visual of all of 

the pieces of themselves coming 

together. It sounds simple, but what 

a profound impact this can have. I 

highly recommend PersonPuzzle.
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THE SITUATION

 I am an MCC 

coach of color and on a 

team hired to provide DEI 

training for a company 

where my client contact is 

also a woman of color. She 

has subtly demonstrated 

racism, discrimination and 

exclusion in many ways: 

not staffing me when I’m 

the most qualified, making 

offhand comments to me 

about other races, rolling 

her eyes when someone 

speaks with an accent. 

How can I restore integrity 

and inclusion? 

THE EXPERTS WEIGH IN

By Suzi Pomerantz, MT, MCC

Hypocrisy exists, unfortunately. Is 

she aware that she is behaving 

in discriminatory, exclusive and 

racist ways? Let's give her the benefit 

of the doubt and assume she actually is 

committed to diversity, equity and inclusion 

since she hired a company to provide DEI 

training. If we begin by assuming she wish-

es to be aligned with a diverse, equal and 

inclusive culture yet is not aware of how 

she is coming across, this may help.

Approach a series of conversations 

with her in the same way you might with 

a coaching client to evoke awareness of 

the behaviors that are misaligned, out of 

integrity, and causing perceptions that she 

doesn’t want.

1. Seek permission – I realize this 

contact person is the client of your whole 

team, so you may first wish to seek 

permission from leaders of your team, 

or identify who might be best from your 

team to have these conversations if not 

you. Next, seek permission from the client 

to discuss your observations. 

2. Set the context – Notice her com-

mitment to DEI, and wonder if she has 

been unknowingly and subtly undermining 

her own commitment. Say you’d like to 

share with her what you and others have 

observed to help her identify ways she 

might re-align with her commitment.

3. Evoke awareness – Brainstorm with 

her a list of subtle behaviors she’s seen or 

heard about in her organization that led 

her to schedule DEI training in the first 

place. As a woman of color, she’s likely 

experienced subtle forms of exclusion 

or discrimination, or witnessed systemic 

racism. If she does not list the behaviors 

you’ve seen from her, add them to the 

list. Discuss the distinctions of subtle ver-

sus overt behaviors and expand the list. 

 Next, ask her how someone would 

know if they were unconsciously doing 

these behaviors? Does she know anyone 

who has perhaps unwittingly done so? 

How would she go about bringing aware-

ness to them about the subtle ways they 

may be excluding others? 

4. Hold up the mirror – How she 

answers the last question will tell you a lot 

about her communication preferences. If 

she says “be direct,” then that is how you 

will tell her about her own subtle infrac-

tions. If she says something more complex, 

use her method to help her see the ways in 

which she has been doing the same thing. 

5. Next steps – Help her to design 

how she would like to handle this new 

awareness to take responsibility for her 

own subtle DEI infractions. What action 

steps would she like to take in light of 

this realization? How will she bring forth 

a new level of awareness going forward? 

How can she use this new knowledge and 

insight to help others in her organization 

who are currently unaware?

Hopefully she will come around. Good 

luck!

sticky situations

How to  
Address Hypocrisy
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By Victoria Trabosh, CDC®, CEC

Y ou have observed that her behav-

ior is not in alignment with the or-

ganization’s stated desire to create 

a more diverse and inclusive environment. 

And the toxicity of “you learn this but I’ll 

do this” generates huge roadblocks for 

creating lasting change.

Speaking truth to power is defined as 

an expression for courageously confronting 

an authority, calling out injustices on their 

watch, and demanding change. In that 

action lies the truth that if we do not speak 

up, silence is acceptance. And you are not 

accepting of her behavior. 

One thing you have going for you is that 

today, like few times in the past, discussions 

of racism, discrimination and exclusion 

have been happening more often and more 

publicly, i.e., more speaking truth to power 

conversations. As the DEI trainer, she is 

your contact; you are not her coach. In my 

world, coaching, regardless of my skills, 

does not permit me to coach everyone I 

meet. Hold a conversation to receive per-

mission to do so. 

I would begin a one-on-one with her and 

say, “This is going to be an uncomfortable 

conversation for me, but I would like to tell 

what I’m observing in my role as a trainer 

for your DEI goals.” Feedback is best served 

warm (meaning right after or soon after 

you observe it) and privately. Seek to un-

derstand where she’s coming from before 

you launch into any integrity and inclusion 

statements of why it’s not ok to do x, y or z. 

Be prepared for push-back, embarrassment, 

anger, and denial. Hopefully not all at once 

– but possibly. 

Dialogue happens in give and take, not 

a lecture. Be specific in your observations 

(what happened when and with whom) 

and find out first if she’s aware of her 

behaviors and words and if and how she 

wants to address the issues. You know 

how to coach her to solve these issues, yet 

neither she nor you expected to have her 

need your words of wisdom. She may need 

to walk away and think about it. Give her 

space but don’t drop it. 

You spoke of six areas of concern – men-

tion them ALL, to be honest with her, but 

pick ONE to work on; otherwise, she may 

shut down. Choose a biggie and the others 

may drop away with her awareness or be-

come more comfortable for her to address. 

In the future, have a clear and early 

conversation and agreement with leader-

ship that if you observe anything that might 

create a lack of integrity in the work or lack 

of inclusion from them, you have permis-

sion to address it with them privately.  
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Are you grappling with a sticky situation?
You don’t have to go it alone. Let our senior coaches give you some different perspectives 

 to consider.  Email your situation to: submissions@choice-online.com and put
 “sticky situations” in the subject line.

By Craig Carr, BCC, PCC, CPCC

I have a hunch there is no one more 

perfect than you to take this on, and 

whatever I say can be only a fraction of 

the perspective that will see you through. 

With that caveat, hear me out and take 

what you can because a sticky situation 

like this is a moving target that requires all 

the flexibility, patience and bravery you can 

muster.  

As an advanced coach, you know that 

your experience and communication, strat-

egy and discernment skills are the founda-

tion for your confidence and capacity to 

“hold big space.” That handled, the next 

level means connecting to and trusting all 

that you understand about human dynam-

ics, unconscious drivers toward wholeness, 

and resolution in complex systems. 

If that sounds heady, it is. So, let me lay 

down a question or two that may clarify 

and add to your already expert utilization 

of curiosity, naming what is, and revealing 

the truth. 

A coaching viewpoint that encom-

passes ‘systemic awareness’ begins when 

you realize that you, your client, and the 

organization contribute co-equally to the 

experience you’re having. Right now, at an 

individual level, something is showing up as 

missing between you and your client. Ask 

yourself, “What is the gap that the system 

wants to fill by this tension between the 

two of you?”

That’s a nuanced and complex question, 

but it’s key in a situation where the likely 

problem is not the person alone but the 

position she occupies and the organization 

that stands behind her. Here is where the 

more profound imbalances are harbored. 

The systemically aware coach (quoting 

Bert Hellinger) looks at the situation and 

remembers: “The problem IS the solution” 

and “A phenomenon experienced as a 

problem in an organization is often the sys-

tem reacting to what is happening or about 

to happen.”  

What does that mean for you in this 

instance? First, YOU are about to happen, 

and although the organization wants to be 

whole, any individual can feel threatened at 

any time by anything. Coaches have a name 

for this that you’ll recognize: “Resistance”!

In short, go ahead and bang your head 

against the wall by going at the person as 

the problem if you feel compelled to do so, 

but then your DEI training is doomed to 

moderate success, at best. In my opinion, 

there are four things to get started: 1. 

name the patterns that cause integrity and 

inclusion to be lost, 2. find out where those 

patterns began, 3. examine how they are 

perpetuated, and 4. focus more on solu-

tions that mend the wounds and trauma of 

the system and less on the people (like your 

client), who are currently feeling the pain.  

sticky situations
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Generating it is your responsibility

By Janet M. Harvey, MCC, CMC, ACS

BELONGING

According to Dr. J. Craig Venter, 
head of the Celera Genomics Corpo-
ration, “race is a social concept, not a 
scientific one.” Scientists working on 
genome sequencing now agree that the 
percentage of human genes reflection 
in your external appearance, what we 
label as the basis for race, is in the range 
of 0.01 percent. The failure to tend and 
befriend the essential human motivation 
for feeling a sense of belonging prioritiz-
es ‘othering’ in the human sympathetic 
system, hard-wired toward flight and 
fight responses to fear for survival. In 
simple terms, the roots of human soci-
ety favor the idea of ‘othering,’ closing 
ranks to exclude anyone or anything 
that threatens existence. 

I’d like to challenge your assumptions 
about your agency in the pursuit of so-
cial justice and equitable ways of being. 
To belong is a verb that easily translates 
in more than 100 languages spoken 
today. However, our social norms lag 

behind in this important way to bridge 
‘othering’ into belonging as a human 
race.

Changing your social norms requires 
a fierce and courageous challenge to 
what’s familiar and therefore comfort-
able. Diversity speaks to the num-
bers based on some criteria to define 
differences in a group. Inclusion speaks 
to choices made to either othering 
(excluding from the dominant group) 
or belonging (tending and befriending 
non-dominant people and expanding 
the conception of what defines “us”).

What is missing is the feeling state of 
belonging. Generating the feeling that a 
person belongs is every person’s respon-
sibility. Fulfilling that responsibility 
requires a new level of disruption; a shift 
that strengthens emotional and psycho-
logical safety to be with others authenti-
cally and in genuine relationship. 

In the words of Pat Wadors, Chief 
People Officer with Procore and 

coaching mastery

 Social belonging is a funda-
mental human need, hard-
wired into our DNA. And 
yet, 40 percent of people 

say that they feel isolated at work, and 
the result has been lower organizational 
commitment and engagement. In a 
nutshell, companies are blowing it. U.S. 
businesses spend nearly 8 billion dollars 
each year on diversity and inclusion 
(D&I) trainings that miss the mark 
because they neglect our need to feel 
included.”1

As this quote from an article in 
the Harvard Business Review suggests, 
well-intentioned work in DEI has not 
produced sufficient change. Today’s 
societal consequences for this short-
fall may be recognized in any domain 
of life: economic security, education 
access and quality, community health, 
planetary well-being. Research in each 
domain listed affirms that humans are 
compelled genetically to belong.

‘‘
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former CPO for LinkedIn, “D&I 
may capture our head, but belonging 
captures your heart.”

The updated (Nov. 2019) ICF Core 
Competency Model added five skills 
that specifically equip coaches for 
strengthening the feeling of belonging 
between coach and client, for both 
individual and team engagements. The 

unlearning and learning always begins 
first with you, exploring your personal 
assumptions usually operating sub-con-
sciously and therefore invisible to you. 

The degree to which you choose to 
create belonging for you is the degree 
to which you succeed in doing so with 
your clients; you cannot see what you 
have yet to claim as your personal sense 
of self. Remember that assumptions can 
go in many directions: you can assume 
you are more capable because of an 
assumption, and you can also assume 
you are less capable because of another 
assumption. 

This principle about assumptions 
also holds true with your perception 
of your clients. What assumptions do 
you notice you might be making about 
yourself and then about your client 
because you hear certain words or an 
experience described during your coach-
ing sessions? The way you define each 
of the terms in any category of identity 
most likely differs from your client. In 
what you think you know about the 
client, there are going to be things you 
do not know. For example, you may see 
that you and your client have different 
skin color. The difference in color is 
known. What is not known, without 
asking, is the association of skin color 
with personal identity and the meaning 

of that identity in the client’s life. 
I recently provided coaching su-

pervisions for a coach who shared an 
exploration with a client who identifies 
as a Black woman and had completed 
a six-month engagement to prepare 
her to secure a desired promotion at 
work. The coach asked his client what 
he could have done differently in the 

partnership to generate a more satis-
fying experience. The client said, “If 
you had asked me about being a Black 
woman and taken interest in how my 
experiences shape my perspective and 
decisions.” This story illustrates the 
importance of the central skill in the 
competency of cultivating trust and 
safety: to “seek to understand the client 
within their context.” 

Use this coach’s story to inspire 
you to double down on your curios-
ity and wonder with clients. Rather 
than something new and surprising 
surfacing several weeks into a coaching 
relationship, invite a broader explo-
ration during your initial discovery 
session. Your responsibility when cre-
ating the client coaching plan includes 
consideration for the full context of a 
client’s life. Activate more curiosity by 
asking more questions about how this 
client interprets their experiences and 
what memories from their life experi-
ence are the source of making sense of 
those experiences. Be more present to 
what you do not yet know. When this 
happens, allow more space to invite 
more sharing in whatever way the 
client finds useful and relevant to the 
coaching session outcome.

In order to foster connection and 
equity, allow more transparency about 

The degree to which you choose to create 
belonging for you is the degree to which you 
succeed in doing so with your clients; you  
cannot see what you have yet to claim as your 
personal sense of self. 

coaching mastery

yourself. Invite the client to be curious 
about you when you misinterpret or 
misunderstand what they are expressing, 
especially about the impact on them 
that you completely miss. Share your 
own personal history and how you 
realize that influences your first impres-
sions. Acknowledge that you know you 
have blank spaces in your experience, 
and you are committed to looking and 
listening longer, with more curiosity to 
see other people beyond your first im-
pressions. Do this especially with people 
you’ve known a long time. Generating 
belonging in the coaching relationships 
is your responsibility.  

NOTES:
1 “The Value of Belonging at Work,” Harvard 

Business Review, December 16, 2019.

ICF CORE  
COMPETENCY 
MODEL SKILLS  
TO GENERATE  
BELONGING

✓ Is sensitive to clients’ identity, 
environment, experiences, 
values and beliefs (CC#1)

✓ Remains aware of and open 
to the influence of context 
and culture on self and others 
(CC#2) 

✓ Seeks to understand the client 
within their context which 
may include their identity, 
environment, experiences, 
values and beliefs (CC#4)

✓ Demonstrates respect for 
the client’s identity, percep-
tions, style and language and 
adapts one's coaching to the 
client (CC#4)

✓ Considers the client’s context, 
identity, environment, expe-
riences, values and beliefs to 
enhance understanding of 
what the client is communi-
cating (CC#6)
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kaleidoscope

I often wonder how we as coaches 
might make a difference in the 
world, especially when it comes to 
inclusion. Being one of the only 

black leaders within a UK coaching 
school, I feel it is important to question, 
challenge and influence the profession in 
which we work – a profession with sup-
port, empowerment and a desire to help 
others at its very core. One where many, 
if not all of us, aim to make a tangible, 

MAKING A DIFFERENCE  
TOGETHER

Exploring coaching and ‘allyship’

By Robert Stephenson

positive difference on the lives of others.
While of course I have my own per-

spectives, insights, opinions and lived 
experience around the inclusivity and 
visible diversity of the industry, I also 
recognize that I have my own gaps, bias-
es and shortcomings in this area because 
my experience is but one unique take on 
what is a staggeringly broad and equally 
pressing topic.

How do you fill these gaps? By 

speaking with those that have differing 
experiences and expertise from your 
own. In fact, it goes beyond speaking on 
a one-to-one basis. It’s about offering a 
platform for people to really share their 
viewpoint, perspective and learnings so 
that we might enable others to chal-
lenge their own way of thinking, doing 
or being and disseminate this desire to 
question and challenge within their own 
communities, all in the name of making 
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the profession we love an even more vi-
brant, diverse and accessible space for all.

As part of my role as Centre Director 
of Animas Centre for Coaching, I have 
been exploring the questions around 
diversity and inclusion – or the lack 
thereof – and their relation to the coach-
ing profession. Whether as part of the 
podcast I host, or the articles for journals 
and publications I have written, one of 
my core focuses in the last year has been 
to have conversations with those who 
have a different lived experience, a new 
perspective or an alternative lens with 
which to view the issue of diversity, eq-
uity and inclusion, and in turn, share my 
learnings from these conversations with 
the wider profession.

To this point it has been a fascinating 
journey that has enabled me to step into 
new worlds, full of thought-provoking 
ideas and insights. I’ve learned so much. 
Not just about the state of play of the 
coaching industry around diversity and 
inclusivity, but about myself and where I 
sit within this rich tapestry of difference, 
and what I can do to make a tangible 
impact in this area.

EXPLORING ALLYSHIP
While there have been many takeaways 
on my journey around diversity and 
inclusion, in this article I want to talk 
about a particular topic: allyship. The 
more specific question being: What 
do we really mean when we talk about 
allies and allyship in terms of diversity 
and inclusion, and what is the role of 
coaches in this?

Now, I don’t claim to have all of the 
answers here; in fact, what I do have are 
a lot of questions. Questions I’m hoping 
will lead you to think about your part 
in this and how you might lean into 
allyship for your fellow coaches, and 
moreover, your fellow human beings.

The notion of allyship has been a 
prominent part of many of my conver-
sations around cultural diversity – the 
thread with which I started my explora-
tion – but it goes far beyond just culture 
and color. When we talk about allyship, 
diversity and inclusion we are also talking 

about sexuality, gender, color, culture, 
race, creed, class ... the list goes on. 

WHAT IS ALLYSHIP? 
Many of us have an understanding of 
what is meant by an ‘ally’ in the general 
sense of the word, but when we exam-
ine this term through a diversity lens 
it becomes a little more of a gray area 
for some of us. Ultimately however, the 
meaning is the same: “a person or organi-
zation that cooperates with or helps an-
other in a particular activity.” The “other” 
being those that experience discrimina-
tion, challenge or exclusion because of 
their difference. And the support or help 

is centered around a feeling of belonging, 
equality, acceptance and inclusivity. 

Allyship when laid out like this per-
haps feels a little clearer. But understand-
ing the definition is one thing; how we 
identify with it, and the way it is used, 
can be something else altogether.

It is my opinion that assuming the po-
sition of ally, at least in the sense of not 
standing by while those who are different 
are mistreated or excluded, should be the 
default mode for all. However, we know 
that this isn’t the case, nor will it likely 
ever be. 

For me, one of the core things around 
being a genuine ally is leaning into sup-
port or solidarity through an authentic 
desire to cooperate or make a difference, 
as opposed to a feeling of ‘should.’

As coaches we are all too familiar with 
the notion of ‘should,’ and I’d wager that 
many of us have asked our coachees to 
elaborate on ‘should’ in our coaching 
sessions. ‘Should’ implies a need to do 
a certain thing, but often a need that is 
driven by external drivers such as the 
opinion of others, fear of shame or judg-
ment, etc. This version of allyship will 

kaleidoscope

 How do you fill these gaps? By speaking 
with those that have differing experiences and 
expertise from your own. 

often be more reactive as opposed to an 
ever-present part of one’s identity. 

If, on the other hand, we are operating 
from a place of internal drivers – for ex-
ample, a real, authentic desire to support 
others in their challenging of exclusion or 
mistreatment because of their difference 
– this will often be a much more power-
ful and impactful version of allyship. 

LANGUAGE AS AN OBSTACLE
One key takeaway in all of this is that a 
lot of what holds us back is a fear of get-
ting it wrong or making it worse. Con-
cerns about saying the wrong thing or 
using incorrect language can mean that 

there is trepidation around speaking up, 
and this is something that I myself have 
experienced on several occasions. This 
hesitation around language can freeze us 
in our tracks. We can become plagued 
by thoughts that lead us to question if 
our positive intention might cause more 
harm than good.

One thing I’ve learned in this work 
is that if your intentions are good – if 
you’re coming from a place of genuine 
support, cooperation and a desire to help 
– you often can’t go too far wrong. 

What resources do you have around 
you to assuage any trepidation in sharing 
your voice? Who are your coaching 
friends and mentors who work in par-
ticular spaces, or have a lived experience 
and perspective of issues around diversity 
that you might be able to pull on to ease 
that fear of getting it wrong, or making 
it worse?

The fear of making a bad situation 
worse is completely valid, but as coaches, 
we will likely have the curiosity, appetite 
for personal growth and resources around 
us to not let it stop us in our tracks 
completely.
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THE ROLE OF THE COACH  
IN ALLYSHIP
As coaches we are well placed to not 
only be allies ourselves, but also to do 
the work that allows allyship to become 
easier for others, too, whether that’s 
individuals or entire organizations. Very 
little about this work is black and white; 
it’s a multi-layered challenge. 

When we talk about inclusion, diver-
sity and equity, it isn’t a simple thing so 
there’s no simple answer; hence the need 
to engage in dialogue. 

Through dialogue we can start to un-
ravel the parts, tug on the threads, and 
in this unraveling and tugging we gain 
a clearer understanding of the challenge 
at hand, our part in that challenge, and 
in turn how we can help others to find 
their place in it, too.

Engaging in dialogue means we are 
able to be more self-aware around our 
own unconscious bias, and with this 
awareness we are able to better assist 

others in identifying which of their own 
unconscious biases are showing up on 
a personal or organizational level that 
might be getting in the way of real prog-
ress in the area of allyship. 

unconscious views, or the biases at play 
through the conversations we have, we 
are able to better equip others to do the 
work on themselves, and from there, 
with their teams or colleagues, friends or 
family, over time, more and more people 
feel comfortable showing up as an ally.

It’s about delving into the dark 
spaces to find the light. It’s about being 
self-resilient and aware of what it is you 
want to do. It’s about a desire to help 
society at large and the communities 
that sit within that. We are all inter-
connected in this. It’s not them and us; 
it’s we, and so what do WE do together 
to move forward?

How do you begin to have these 
conversations? How can you bring 
them into coaching in an incremental 
way? Remember, we are all but a piece 
of the puzzle. We don’t have to be the 
answer, but by being self-aware and 
having the conversations, we can be 
part of something much bigger.  

When we talk 
about inclusion,  
diversity and equity, 
it isn't a simple thing 
so there's no simple 
answer; hence the 
need to engage in 
dialogue. 

Awareness and doing the work on 
ourselves is key. In realizing our own 
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Why DEI isn’t enough 
How can you coach leaders for cultural competency? What does allyship look like for a coach? For a client? 

Why does talking about anti-racism, social injustice and inequality have to be "messy and uncomfortable"? 

Where and how does racism show up in your coaching and in the life of your client? What is the psychology 

of racism? How can we as coaches support healing, belonging and racial equity? Join us as we explore why 

Diversity, Equity & Inclusion (DEI) aren't enough.

  
From Inclusion to   

BELONGING  

features
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Coaching beyond diversity, equity & inclusion  
 
By Gail Jacob Barker, BA, PCC, CPCC

Reaching for  
   Belonging
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Coaches are agents of change. 
Regardless of our declared 
niches or our specific 
training as individuals, the 

inherent nature of our collective work 
is to bring about and facilitate change, 
both for our clients and by extension for 
the world at large. In a world fraught 
with tension and longing for new ways 
to be with one another, coaches have 
both an opportunity and a responsi-
bility to be on the lookout for how we 
can consciously facilitate meaningful 
change. The change we seek isn’t change 
for change’s sake; instead, it’s about 
change that moves humanity forward, 
one client, one coach at a time. 

Since the spring of 2020, on the 
heels of incidents such as the murder of 

George Floyd, there has been a collective, 
global call for action to address systemic 
injustice, with the topic of racism taking 
centre stage. Furthermore, humanity is 
heightening its awareness of inequity in 
all arenas, extending beyond racism to in-
clude sexism, gender bias, ageism, ableism 
and others. From this space of heightened 
awareness, movements to create systemic 
change for the better are gaining traction 
across cultures, across professions and 
across industries. The coaching arena is 
no exception. 

In the last year, there has been a 
notable emphasis within the coaching 
profession to focus on diversity, equity 
and inclusion. Based on what is needed 
in the world and on a collective desire to 
respond appropriately, focusing on these 

particular concepts is absolutely nec-
essary. The challenge, however, is that 
simply turning our attention to these 
concepts with renewed or re-energized 
attention is not enough to create the 
sustainable change that is necessary. As 
coaches in particular, we have a respon-
sibility to do more than simply increase 
our understanding of how diversity, 
equity and inclusion play out. 

Admittedly, such focus provides 
a great starting point. Focusing on 
diversity, equity and inclusion can help 
us open the door to something more, 
to something better. The question is, 
what is that ‘more’ exactly? What is it 
that we are all longing for and moving 
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to create? In other words, the ultimate 
goal isn’t simply greater diversity, equity 
and inclusion. The change we are seek-
ing will not be realized with theoreti-
cal justice. The true goal is a sense of 
belonging for all. As coaches, we must 
be aware of how we are showing up and 
operating in the world, with a view to 
creating greater belonging within our 
systems and for our clients. 

Let’s back up just for a moment to get 
clear on how diversity, equity and inclu-
sion relate to the concept of belonging, 
and how we can deepen our understand-
ing of their importance. What do these 

terms mean? Why do they matter? How 
do they lead to belonging? 

Culturally, there can be a temptation 
to hear terms such as diversity, equity, 
inclusion and belonging, and assume an 
interchangeability of sorts. Linguistically, 
however, the terms do stand apart and 
while they are related, they have distinct 
meanings and implications. 

At its simplest interpretation, diver-
sity is about representation. A system 
that has true diversity has individuals 
within its ranks that represent a variety 
of faces of the human condition. When 
looking at a diverse team, a diverse 
roster of clients, a diverse organization, 
one will see a broad cross-section of 
cultures, races, ages, abilities, and gen-
ders. If we are not seeing such repre-
sentation, it behooves us to ask what’s 
getting in the way, and then take steps 
to remove those obstacles, whatever 
they may be.

Equity is about access. An equitable 
organization is one that embraces equi-
ty, moves beyond mere representation 
and ensures that all individuals are able 
to access all parts of the system. When 
equity is at play, representation is spread 
throughout the space. 

When an organization takes the next 
step and moves toward creating an in-

your space. It’s a feeling that individuals 
either have or don’t. As a result, the con-
versation around belonging must be one 
that is ever-present and one in which 
everyone is ever-engaged. This conversa-
tion cannot be a one-time agenda item.

What does this mean for coaching? 
At the very least, it suggests that if 
we as coaches are truly committed to 
being agents of change, then we must 
be part of the dialogue. We must look 
at our training institutions and ensure 
that representation is there, that voices 
are invited to speak, and that they are 
heard. Even when we disagree, we must 
be willing to stand in curiosity, with a 
view to understanding what is being 
asked of us, why it is being asked, and 
what we can do to make things better. 

In the ICF’s updated coaching 
competencies, competency #2 requires 
members to “embody a coaching mind-
set.” This is defined as a coach remain-
ing “aware of and open to the influence 
of context and culture on self and 
others.” In a world becoming increas-
ingly aware of the importance of true 
belonging, and the creation of systems 
that support such belonging, every one 
of us as coaches must steep ourselves in 
a coaching mindset, not just to be  
better coaches, but to serve the needs 
of the broader world. We must ask our-
selves, how is it that we are training  
up-and-coming coaches? How are  
we are making our programs accessible? 
In our own individual practices – re-
gardless of niche and our “ideal clients” 
– we must be mindful of how we are 
facilitating belonging.

Coaches are agents of change. In a 
world that is pushing for systemic and 
cultural change, it is our responsibility 
to step up and lead. As coaches, we 
must deepen our own understanding of 
the issues at play, and stretch ourselves 
to create organizations, practices and 
dynamics that embody diversity, equity 
and inclusion. And we cannot stop 
there. We must rise to the challenge of 
moving beyond these concepts to the 
space of belonging. Because what the 
world is calling for is greater belonging 
for all. Our responsibility as coaches is 
to answer this call. 

feature

clusive space, there is a concerted effort 
to ensure practices do more than pay 
lip-service to diversity and equity. Poli-
cies, procedures and practices are put in 
place to consciously invite and encour-
age differing viewpoints, perspectives 
and attitudes so that the diversity that 
is present visually, has space to emerge 
energetically within the system.

This brings us to the topic of belong-
ing. A sense of belonging is what we 
achieve when we ensure that our efforts 
to create diversity, equity and inclusion 
move beyond tokenism. In order to 
create a system in which belonging is 

evident, we must do the work of ensur-
ing that we aren’t simply engaged in a 
numbers game. Instead, we are engaged 
in creating an atmosphere that generates 
a meaningful level of comfort for all 
faces, all bodies, all voices. The only way 
to do this is for those who represent the 
cultural norm to stop talking and start 
listening to those who are otherwise 
marginalized. 

We need to ask those diverse voices 
– which we have worked to include in 
our systems – about their experience, 
and pay attention to their needs. When 
we ask how folks are feeling about their 
own sense of belonging, we need to be 
prepared to keep tweaking our systems, 
to dance with the needs of all, and ad-
just our responses accordingly; we can-
not rest on the laurels of whatever we 
have done thus far, thinking it is good 
enough. If we are truly committed to 
creating meaningful change in the arena 
of systemic inequity, then we must be 
fully engaged in our work, continually 
evolving and growing so that we can 
create a meaningful, sustainable sense of 
belonging for all. 

The challenge with belonging, how-
ever, is that it is intangible. There is no 
physical marker that will tell you that 
you are creating greater belonging in 

A sense of belonging is what we achieve when we 

ensure that our efforts to create diversity, equity and 

inclusion move beyond tokenism.
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A guide for transforming how coaches engage with race 
 

By Yvette Alex-Assensoh, JD, PhD, ACC, CPCC

LACE

28 VOLUME 19 NUMBER 2
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issues of race and racial justice? What will it take to make 
this happen?

Explore Patience: What role does patience (choosing 
perseverance and restraint) play in your life? Where has it 
worked to create a better way of being, connecting, doing 
and changing in your life? What will it take to create pa-
tience around issues of race and racial justice?

Activate: Read Eduardo Bonilla-Silva’s Racism Without 
The Racist: Colorblind Racism and the Persistence of Racial 
Inequality in America to gain an understanding of how being 
colorblind perpetuates racism. 

When coaches approach their own journey of transforma-
tion through the lens of love, they create a space for self-ex-
ploration that is critical for growth. Simply put, love and 
intentional or unintentional racism, bias and other forms of 
prejudice cannot coexist. 

With a settled mind, you are more prepared to coach 
Robyn in ways that enhance her wellbeing – including 
asking difficult questions without feeling guilty or self-con-
scious, recognizing her racial trauma and helping her 
cultivate an inner sense of patience. As both of you lean into 
love, you also create more opportunities to be authentic with 
yourselves, ultimately enhancing the coaching relationship. 

AUTHENTICITY
Authenticity is aligning our values with our behavior in ways 
that allow our true selves to shine through. When it comes 
to race, coaches need to identify their most basic values 
and assess how they are living them out regarding race and 
racism in society. 

Think: Name the values that characterize you at your 
best. What do they look like when you embody them? 
What does it feel like when you show up in that way? What 
impact does it have on others?

Explore: What will it mean to practice those values 
around race and racial justice? What impact would you like 
it to make for yourself, family and colleagues? Is who you 
are when you are discussing race a reflection of the best 
version of yourself?

Activate: Listen to Maya Angelou’s four-minute YouTube 
rendition of “We Wear the Mask” by Paul Lawrence Dunbar 
(1892). The poem shares how Black people felt compelled to 
wear the mask. Reflect on the universal behavior and impact 
of hiding aspects of ourselves.

Exploring our own authenticity vis-à-vis race and racism 
sharpens our intuition and ability to help clients navigate 

Until recently, most coaching 
programs adopted a colorblind 

philosophy of not acknowledging 
race or its meaning.

What happens when coaches are triggered by 
the very issues for which their clients seek 
help? Consider the following scenario:

Robyn, a Black, middle-aged, straight 
CEO at a highly-respected global corporation, is one of your 
most engaging coaching clients. Together, you have worked 
on a myriad of leadership issues and a few personal issues, 
too. You have rarely, however, discussed race or racial justice. 
Since June 2020, however, Robyn has made up for lost time 
with conversations about everything from “complicity” to 
“imposter syndrome” to “being a global model for anti-
racism.” As these discussions unfold, you notice a sadness 
in Robyn’s eyes and a tightness in her body. You tense up as 
well, so focused on running away from these conversations 
that you miss opportunities to be curious, reflect back or 
effectively partner with her. Who do you need to ‘be’ and 
what do you need to ‘do’ to serve Robyn’s needs?

Scenarios like these are commonplace in our profession. 
Yet, until recently, most coaching programs adopted a color-
blind philosophy of not acknowledging race or its meaning. 
With the racial re-awakening of 2020, this approach is no 
longer acceptable. Successful coaching organizations are 
endeavoring to coach the whole person – including their 
racial identity.

What, however, happens to seasoned coaches without 
this skillset? To effectively coach clients like Robyn, coaches 
must be aware of their own racial identities and understand 
how they shape their understanding of the world, as well 
as the people and issues around them. That is where LACE 
comes in. 

LACE©, or Love, Authenticity, Courage and Empathy, is a 
model for raising awareness about racial identity, racism and 
racial justice in ways that allow coaches to better connect 
with clients and work together towards transformation.

Rooted in social neuroscience, positive psychology and 
the scholarship on teaching and learning, LACE taps into 
successes in other areas of life and encourages people to 
leverage past successes to meaningfully engage in racial jus-
tice. This self-awareness helps clients feel safe. In turn, that 
safety allows coaches to leverage traditional coaching skills 
of inquiry, intuition and reflection to evoke learning and 
transformation. 

Here is how it works. 

LOVE
Love is altruistic concern for the wellbeing of self and oth-
ers. It leads with kindness and responds with patience. For 
coaches, it starts with recalling ways in which love is already 
operating in our lives. 

Think: Recall an area in your life where you feel hopeful 
and comfortable with uncertainty. What is it? What will it 
look like to have a similar level of hope when thinking about 
and discussing race and racial justice?

Explore Kindness: In what ways are you currently kind 
to yourself? What does it mean to be kind to yourself in 
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the journey of racial justice. Authenticity begats authenticity 
in our clients. 

COURAGE
Courage is moving through fear to be the coaches we need 
to be. 

Think: Reflect on a time when you were stuck in fear and 
anxiety. How did you get unstuck? What does it look like 
to be comfortable with uncertainty? Think about an area in 
your life that has changed for the better? Were there times 
when you felt that things would never change? How did 
you move through these feelings toward where you are now? 
Who did you have to be and what did you have to do to?

Explore: How can you do the same thing with race and 
racial justice?

Activate: Read Peter Bregman’s Leading With Emotional 
Courage (pp.89-96). Identify areas of growth and action for 
you with regard to racial justice. Draft a commitment state-
ment that helps you to track what you know, what you need 
to practice and what you need to learn. Commit to learning, 
trying and reiterating (failing, failing better, succeeding) at a 
vigorous and challenging pace.

Coaches who can navigate through fear are better posi-
tioned to help clients like Robyn navigate the struggles of 
imposter syndrome, complicity and the work of becoming a 
global model for antiracism. Courage helps us see where we 
must push ourselves to best serve others.

EMPATHY
When dealing with racial justice, it is important to develop 
inner listening and awareness of how our bodies, minds and 
emotions are impacted by our engagement in self-work. 

Think: Where in your life have you become newly aware 
of the pain, mistreatment or exploitation that others around 

LACE, or Love, Authentici-

ty, Courage and Empathy, 

utilizes lessons from social 

neuroscience, positive psy-

chology and the scholarship 

of teaching and learning. 

In Love 2.0: Finding Happi-

ness and Health in Moments 

of Connection, world 

renowned psychologist Bar-

bara Friedrickson draws on 

hundreds of studies to show 

that love is the master value 

that loosens the hold of 

negative emotions like fear 

and anger, while building 

and broadening our capacity 

for change. 

Scholarship on social-emo-

tional learning has shown 

that when love is combined 

with other positive values 

like authenticity, courage 

and empathy, it sets the 

stage for learning experienc-

es that are transformational 

for individuals, teams and 

organizations. 

you have been experiencing? What was your reaction? How 
did you move beyond any embarrassment, shame, guilt or 
anger in order to identify your responsibility in helping to 
make things better? How did you take care of yourself while 
taking steps to show up and behave differently? 

Explore: Working through issues of race and racial justice 
are uncomfortable, difficult and painful. In order to make 
this work sustainable, we need to engage in self-empathy – an 
ability to listen to and observe our own bodies, minds and 
attitudes in nonjudgmental ways. Self-empathy helps us see 
our role in historical and contemporary racism as well as other 
forms of oppression clearly. It helps us to develop the tools to 
enact change individually, interpersonally and structurally. 

Activate: Read Resmaa Menakem’s My Grandmother’s 
Hands: Racialized Trauma and the Pathway to Mending our 
Hearts and Bodies. 

Effective inner-listening equips us to co-actively evoke 
transformation for Robyn and other clients consistent with 
their own agendas.

So how will your coaching sessions with Robyn improve 
when you put all these values together? First, love will help 
you engage racial literacy, while doing it with the patience 
necessary to navigate inevitable struggles. Authenticity will 
align your values with racial justice, better equipping you to 
help Robyn align her values with her leadership goals. Living 
your values will inspire courage necessary to move through 
uncertainty by naming and pushing through your fears 
and modeling this behavior for Robyn and other clients. 
Courage opens the door to the inner listening necessary to 
better empathize with Robyn and help her better empathize 
with others. 

Rather than feeling like running away, you are once again 
looking forward to partnering with Robyn to evoke the 
transformation she desires.  

THE VALUE OF LOVE
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I am sure that when boards of directors are recruiting 
CEOs, their first requirement on the job description 
is not height, yet 58 percent of Fortune 500 CEOs 
are six feet or taller. Height, especially in men, is often 

associated with being persuasive and more likely to emerge 
as a leader (Journal of Applied Psychology, 2004).

Bias is real. It is an automatic response that provides a 
shortcut by which we interact with the world. The purpose 
of bias is to serve as our internal danger signal and to help us 
in making instant decisions in a world that overwhelms us 
daily with information. 

As coaches, our clients are our focus, and we work to 
help our clients achieve what they want. Our relationship 
with clients is all about supporting them in reaching their 
goals. However, we also bring with us a personal history 
that includes a complex set of experiences and associations, 
which in turn form our biases. Some are conscious but most 
are not. For example, you may have a brand bias: you prefer 
android over Apple products. These biases are conscious (ex-
plicit); we are totally aware of them. Psychologists suggest, 
however, that most of our biases are unconscious (implicit). 

You might be a biased coach 
 
By Bonita Helm Mackey, MA, PCC

Did You 
Know?
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A couple of the most common unconscious biases that 
can occur in our coaching relationships are: 

Affinity Bias – a natural inclination to be with and 
around our own tribes; those most like us. This is especially 
important to be mindful of when coaching someone who is 
different from you.

Confirmation Bias – the inclination to draw conclusions 
about a person or event, then look for evidence to confirm 
our view and discredit all the evidence that does not support 
our view. 

Scientific research exploring bias and its connection 
to the brain is extensive. Compelling research by Daniel 
Kahneman, 2002 Nobel prize winner, brilliantly explains 
what happens when our unconscious biases effect decision 
making. In his 2011 best seller, Thinking Fast and Slow, he 
points out two systems operating in our brains. System 1 
(fast brain) operates automatically and unconsciously, result-
ing in snap judgements that are sometimes wrong. System 2 
(slow brain), sometimes referred to as our reptilian brain, is 
more deliberate and thoughtful. It kicks in when we focus 
and pay attention. For example, learning a new skill such as 
driving a car requires us to slow down in order to learn.  
 
    

SYSTEM 1

95%
SYSTEM 2

 5%
Intuition  
& Instinct

Fast
Automatic
Associative
Unconscious
Error Prone

Rational  
Thinking

Slow
Effortful
Logical

Conscious
Reliable

Source: Daniel Kahneman, 2011

 

Our biases related to people most often occur in our fast 
brain (System 1). Consider the impact on coaches who work 
with clients with different nationalities and ethnic backgrounds. 

Our own cultural identities influence our biases, behaviors 
and communication styles. While biases are not inherently 
good or bad, they do influence how we perceive and react to 
our client’s work situations, language use, etc. For exam-
ple, when a client describes a manager who minimizes her 
contributions and tends to take credit for her work and you 
remember a boss who did the same to you, you could react 
and give advice, telling her what you would do rather than 
slowing down to ask questions, provide the space needed for 
reflection and for their own ideas on how to best address.

Unconscious bias does exist in our coaching practices and 
while this is normal, these biases can and do influence us 

and our interactions with clients. Coaches are taught to be 
curious, to ask questions and not make judgements. While 
we may possess those skills, we can also make assumptions 
and use stereotypes. We are naturally biased. Some situations 
where bias may have a significant impact on how we coach: 
➤  The questions we ask and how we decide to ask them;
➤  How we hear or receive what the client is saying;
➤  Who we pay more attention to or listen to more closely.

When we look at the coaching competencies of Building 
Trust, Active Listening and Direct Communications, for 
example, the inevitable influence of our unconscious biases 
can and do have a significant impact on how we engage 
these key foundational competencies of effective coaching. 

We all like to believe that we are open-minded and unbi-
ased; however, research tells us differently. The question is 
not are you biased, but which biases are yours. 

As coaches, we must work to gain self-awareness and 
insight about any unconscious biases that might get in the 
way of our coaching effectiveness. When the unconscious 
becomes conscious, we are in a position to make better 
choices in how we ask questions, listen to what clients are 
saying and pay attention to subtle clues and cues. 

While understanding unconscious bias is not a silver bul-
let, we as coaches are obligated to increase our self-awareness 
and confront our biases. As Shankar Vedantam writes in The 
Hidden Brain, “Extraordinary people are not extraordinary 
because they are invulnerable to bias. They are extraordinary 
because they choose to do something about it.”  

 
HOW TO GAIN AWARENESS  
OF YOUR BIASES

✓Accept and recognize the fact that you do have  
biases. Confirmation bias is one of the most common, 
where we are looking for information consistent with  
our existing beliefs.

✓Develop the ability to question your assumptions – 
pause and reflect.

✓Practice Mindfulness – identify any automatic  
feeling or judgements about this client.

✓Explore any awkwardness or discomfort you may  
feel with certain clients. Notice if this person reminds  
you of someone or something.

✓Ask for feedback – Be open and model what you  

hope to see in your clients.
 

If you are interested in learning more about what  
your unconscious biases might be, the following link 
provides access to the Implicit Association Test (IAT),  
a free assessment that measures 14 different types of 
biases: implicit.harvard.edu/implicit/selectatest.html
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Increase your  
knowledge base
Build your collection of choice Magazine – the 

trusted source of information about coaching. 

Increase your knowledge base by accessing 

back issues. All issues are available in digital 

form. Print quantities are limited.  

Go to choice-online.com/back-issues/
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Owning or denying our rank 
and power 
 
By Gavin Shaskolsky, BSc, LLB, CCP

I am a white, privileged, Jewish male on a 
committed journey of owning my racism, taking 
accountability for my behavior and recognizing 
when I slip into racist thoughts, feelings and 

actions. I have lived most of my life in South Africa, 
with its brutal, inhumane Apartheid regime. I 
journeyed into the new dawn of the Rainbow nation 
to celebrate diversity and provide equality to all, yet 
its entrenched roots of systemic and institutionalized 
racism, police brutality and unconscious white privilege 
live on. 

I still benefit from these forms of racism today. Mine 
is an ongoing, committed quest to acknowledge how 
often I slip into unconscious blindness, which is part 
my unearned rank and power of being white.

Exploring our relationship to our rank is central to 
leading effectively and humanely in the world. Rank 
is the experience of power or powerlessness which is 
earned or unearned. Those who have rank are usually 
unaware of it – they live their lives in mainstream roles 
– while those who don’t have rank (i.e. marginal roles) 
are attuned to the poor use of rank by the mainstream 
and often feel powerless. 

This rank unconsciousness negatively harms 
relationships, organizations and environments. If 
I deny, ignore or misuse my rank, then I directly 
contribute to injustice, inequality, and the very root 
structure of racism in society. It is not something I 
can choose to be neutral about. I either have rank, 
acknowledge it and work to make a more just society, 
free from racism, or I perpetuate the injustice and 
trauma of the past through my rank and power 
blindness. There is no room to sit on the fence. There 
is no fence! I am either actively committed to growing 
and learning about my rank and how to use it for 
the greater good or I am wandering around with 
unconscious rank hurting, harming and retraumatizing 
people who live with marginal ranks.

RACISM
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RACISM There are four types of rank: two external (social and 
structural) relating to how society is structured and two internal 
(psychological and spiritual) relating to our internal landscape.  

Social rank reflects how much power society bestows on me, 
such as race, gender, education, religion, etc. By virtue of being 
a white heterosexual male, I am handed ranks from society that 
I have not earned, while a Black, gay woman is much more 
vulnerable and marginalized purely based on social rank.

Structural rank bestows power on institutions and people 
who enforce their policies, procedures and rules. Structural 
rank is often given to those who have social rank, resulting 
in white men usually setting policy and making decisions. 
We need only look at the proportion of white men leading 
governments, companies, lobby groups and industries to 
recognize this insidious interrelationship. Structural rank can 
be difficult to engage with or dismantle given the powerful 
hidden ranks that pull the strings behind the scenes.

Psychological rank refers to how we feel about ourselves 
and our psychological wellbeing. We see that being raised in 
a loving, caring home provides more unearned psychological 
rank and self-esteem than being brought up in an abusive 
home with parents who trample the child’s psychological 
safety and wellbeing into the ground daily.

Similarly, if we have suffered from institutionalized racism, 
we are more likely to internally marginalize and retraumatize 
ourselves even when the abuser is no longer around. White 
people, who have unearned rank and who have benefitted 
from institutionalized racism, have been taught consciously 
and unconsciously that they are superior to Black people, 
which results in an internal confidence and sense of wellbeing 
usually being higher than those of Black people. Therefore, 
activist leaders like Steve Biko and Malcolm X emphasized 
Black people growing a healthy Black consciousness from 
within to overcome the racist system. 

Spiritual rank refers to our connection to something greater 
than ourselves, something that gives our lives greater meaning 
and purpose. People often connect to spiritual rank through 
religious practice, their faith, or a commitment to spiritual 
teachings that shape their character, values and how they lead 
themselves and others. 

People with spiritual rank such as Nelson Mandela, 
Mother Theresa, Harriet Tubman and Martin Luther King 
found deeper spiritual connection in order to rise above 
circumstances and injustice, ultimately helping to bring 
about change. While these are examples of famous leaders, 
we all know and recognize people who have spiritual rank by 
their presence, the way they carry themselves and the light 
that shines in their eyes.

As coaches, the more awareness we have of our rank and 
power, the more effectively we can work with it within 
ourselves and our client systems. This orientation sharpens 
awareness and deepens the understanding we bring as 
coaches. After all, rank and power are an orientation rather 
than a coaching model; an orientation that is transferable 
and relatable for any client, model or context.

Here are a few questions you can use and share with your 
clients:

1. What ethnic group do I belong to? What groups do 
others associate me with? What is my nationality, race, 
gender, age, physical condition, religion, background, 
class etc.

2.  What legal privileges or advantages do I feel deprived of 
because of my identity? What psychological challenges 
do I have because of my identity?

3.  What privileges and/or rank relate to my identity?

4. How can I celebrate my social, structural, psychological 
and spiritual privileges?

5.  How am I using my most powerful privileges?

6.  How can I use my rank to change my relationships,  
my family, my community, my world? 

Turning our attention to anti-Black racism and systemic 
violence in South Africa and America, it is critical to 
consider our reactions to the brutal murders of Collins 
Khoza and George Floyd, the racist behavior of Amy 
Cooper in Central Park, New York City, and countless 
other examples from the past and present. It’s important to 
reflect on how rank perpetuates and entrenches reactions 
across a spectrum so that we move away from blaming the 
looters, defending the right wing, attacking politicians, or 
consenting through silence.

It’s vital to look in the mirror, to own our ranks and 
acknowledge, listen and learn from those who have been 
oppressed and abused for centuries, so we can create a more 
inclusive and just society for all. Only then will the rotting 
seeds of racism be uprooted and be replaced by the heartbeat 
of understanding, respect, and love for all. Only then will we 
move more consciously and deliberately towards celebrating 
the WE of our collective humanity in the spirit of Ubuntu.

The time to own our rank and power has come. The time 
to act is now.  

I either have rank, acknowledge it 

and work to make a more just society, 

free from racism, or I perpetuate 

the injustice and trauma of the past 

through my rank and power 
blindness.
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Awareness is at the heart 
of coaching. It’s a crucial 
component in the coach-
ing relationship for both 

coach and client. As coaches, we must 
first have an awareness of ourselves 
and any biases, obstacles or triggers 
that might stand in the way of our 
coaching. Next, we become aware of 
our client’s needs for the coaching 
session before asking them powerful 
questions to spark awareness. 

That awareness often leads to change 
and forward motion in our clients. 
Suppose nothing, or very little, changes 
even when awareness is created for 
both coach and client?

It’s been more than a year since 
awareness of the racial injustice Black 
Americans face every day was raised 
after the killing of George Floyd and the 
phone call to NYPD by Amy Cooper in 
Central Park, which culminated in the 
same week. Largely due to the pandemic 
and many people being homebound, 
white Americans and the world had 
no choice but to see – really see – what 
Black Americans have experienced for 
more than 400 years. Like a light switch 
being turned on, white people were 
finally able to see the darkness Black 
Americans experience on a daily basis. 
New awareness was created.

Black and white clients and fellow 
coaches alike admitted they were 
afraid to discuss the topic of race with 
colleagues, direct reports and coaching 
clients. It was top of mind for many 
people, regardless of their race, and, for 
the first time, we had social permission 
to communicate about race in Ameri-
ca. Yet some remained silent. Were you 
one of them? If so, why? 

Ask yourself: how and what is most 
authentic for me? If you’d normally 
share how you’re feeling about a na-
tional tragedy such as a school shoot-
ing, what was holding you back on 
this subject? Has that initial awareness 
and your dedication to action worn 
off? Have you continued conversations 
about race, or did you ever start them?

Black clients and Black coaches in 
my network felt awkward and unsure 
about what to say and how to respond 
to inquiries, which ranged from “How 
are you doing?” to “I had no idea. What 
can I do?” They weren’t sure how to 
navigate this new world where the un-
spoken secrets were being spoken loudly 
across national and global news and in 
their own organizations. They didn’t 
know whether it was safe to share their 
own stories and wondered if any-
one really wanted to 
hear them. 

RACIAL  
INJUSTICE
Has your awareness silenced you? 

By Asila Calhoun, ACC, CIC, PHR, SHRM-CP

 
Black clients didn’t know if they could 
trust the overnight changes they were 
seeing in their organizations. Were 
the Black Lives Matter statements and 
initiatives performative or real? Did 
their managers really want to know 
about inequities and microaggressions 
they faced? 

After years of compartmentalizing 
and assimilating, Black people were 
actively being asked to share their 
experience. What I heard from Black 
clients, fellow coaches, and what I per-
sonally experienced as a Black woman 
was a feeling of exhaustion. It was 
already exhausting to compartmentalize 
and consciously shut down parts of 
ourselves on a daily basis to fit into the 
American culture. However, now that 
the light was switched on, could Black 
people trust that light would continue 
to burn brightly? Would the awareness 
lead to change?

Many white coaches also experienced 
the light being switched on, and it was 
shining directly on them, casting a 
shadow on their ignorance. Becoming 
more aware and awake to what had been 
going on for literally hundreds of years 
in the US made many white people un-
comfortable and embarrassed. Hearing 
the words “microaggressions” and “un-
conscious bias,” and being told they had 
privilege was new, and the awareness, for 
many, was like a slap across the face. 

Some white coaches in my network 
feared they would say the wrong thing, 
which could lead to deeply negative 
consequences. Some didn’t know how 
to respond to the Black Lives Matter 
movement or to their Black colleagues 
or clients. In fear of making  
a blunder, many  
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said nothing, which some Black peo-
ple interpreted as complicity. Was that 
silence compliance? 

Some white coaches feared their 
self-belief of being a just and moral 
person would be called into question. 
The result? Walking on eggshells. 
What’s a larger concern for you – that 
you might mess up or that others 
question your intent?

Think about your intent. Are you 
starting or continuing conversa-
tions about race to feel better about 
yourself? Or, because it’s the right 
thing to do, even if it’s hard? If you 
intend to clear your own conscience 
because of your own guilt or privilege 
or to prove yourself a “good person” 
or to declare you are “not a racist”, 
you probably are not ready to speak 
about race. 

Ask yourself why you care about 
this issue. Then get clear on your 
conviction. You’ll need that clarity 
to learn and grow on the topic of 
racial injustice and for the resilience 
required to do this work. 

As Dr. Brené Brown says, “Daring 
leaders who live into their values 
are never silent about hard things.” 
Dr. Brown defines vulnerability as 
“uncertainty, risk, and emotional 
exposure.” Be aware of your feelings 
and then share them. This is the best 
path forward, and it’s not too late. 

Step out first, stating how you feel 
using “I” statements rather than speak-
ing on behalf of a group of people, 
and acknowledge the awkwardness of 
the conversation. By leaning into the 
conversation about racial injustice, 
and demonstrating your own vulnera-
bility, you’ll create psychological safety 
for your clients and colleagues. 

Have empathy for yourself and for 
the other individual. If you’re being 
genuine, the words don’t have to be 
perfect, they just have to be shared 

aloud and come from the heart. 
Ask for permission to bumble 

through the conversation. Lean into 
the discomfort and share what’s on 
your mind. Talk about how you feel. 
Use your own words, however, you 
could open up the dialogue by saying 
something like this: “I’m still strug-
gling with what’s going on with racial 
injustice in America. I realize how 
little I’ve said and how little I know, 
and I’m learning. [Insert what you’re 
doing to learn – what you’re reading, 
watching, listening to, people you’re 
following on social media.] Can I 
count on you to tell me when I screw 
up, because I’m sure I will? I want to 
say and do the right thing, but I know 
I won’t get it right every time.” 

Share your intention to continue to 
grow in your understanding. Be genu-

ine. If your approach is inauthentic, it 
will be apparent to your colleagues and 
your clients. Speak and listen from the 
heart. Listen to understand. Be curi-
ous. Don’t be defensive. In terms of 
next steps, the learning and the action 
is up to you. It is solely your responsi-
bility to continue learning, unlearning, 
and relearning. Use your awareness to 
create awareness in others. 

Keep in mind that this will be an 
ongoing conversation. Get comfort-
able with being uncomfortable. It’s 
going to be messy, and that’s okay. 
That means you’re doing it right. Go 
back and engage with your colleagues 
and clients about what you’re learning 
and unlearning about systemic racism, 
privilege, bias and equity. Correct oth-
ers when they get something wrong. 
Silence is the enemy of advancement. 
It’s time to break the silence. 

Through conversations about 
the mutual experience of the light 
of injustice being switched on and 
processing together, we can move 
forward from awareness to action. 

 Awareness is the greatest 
agent for change.  

- ECKART TOLLE
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By Candace Cabbil, ND, ACC, MSOD

The Power of Coaching and 
DEI&B

Imagine sitting in a team meeting, contributing your 
thoughts and ideas, but no one acknowledges your 
contributions. Imagine being promoted to your dream 
job then being told you only got the job because of 

some notable legal exception. Imagine never being considered 
for a corporate leadership role even though you are more 
than qualified. These are just a few common examples of the 

discriminatory experiences Black, Indigenous, and other 
people of color (BIPOC) face. In my lived experiences, 
I have been talked-over by men, my team contributions 
ignored, and I’ve been labeled an “Angry Black Woman” 
because of my leadership style. 

What might a Diversity, Equity, Inclusion, & Belonging 
(DEI&B) workplace of the future look like if we're truly 
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able to move beyond these egregious 
examples of interpersonal disrespect 
and discrimination? Combining 
coaching and DEI&B in the work 
environment allows space for a 
diversity of choices and seeing everyone 
in that space as having power. 

Are “diversity” and “inclusion” 
merely words? Do they have any 
impact or effect beyond checking 
a box? Where is the power in the 
equation? Coaching is a binary 
partnership with a client, designed to 
provoke creativity and empowerment. 
Coaching within organizational 
DEI&B initiatives can create 
empowerment for all involved, at every 
level of the organization. 

According to inclusion coach 
La’Wana Harris, the inclusive coaching 
model is designed to help leaders go 
deep within themselves, reflect on 
their biases, consciously choose to be 
more inclusive, and take the necessary 
actions towards equity within their 
organizations. Coaching is positioned 
to positively impact organizational 
DEI&B initiatives by working directly 
with leaders and employees.

The International Coaching Federa-
tion (ICF) 2020 Executive Summary 
states that roughly 71,000 people 
identified as coach practitioners in 
2019 globally, an increase of 33 percent 
over the 2015 estimate. Coaching 
increased significantly during this time, 
specifically amongst managers and 
leaders. With the protests against racial 
inequity during the summer of 2020, 
many companies issued statements 
committing to greater diversity and 
inclusion in the workplace. 

While standing in solidarity with 
the Black Lives Matter movement, a 
closer look revealed many companies 
lacked diversity in their corporate 
leadership and board positions. Various 
companies responded to this call for 
diversity by creating or increasing 
their DEI&B initiatives, due in part 
to facing risks for failing to promote 
equitable practices, such as acquiring 
and retaining talent and potentially 
losing customers. 

Coaching assists DEI&B initiatives 
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by demonstrating the impact these 
initiatives have on a company’s 
bottom-line, as well as offering them a 
competitive advantage. In other words, 
it is imperative for coaches partnering 
with DEI&B efforts to show the 
positive financial impact of a diverse 
and inclusive workforce, asserts Harris. 

The financial impact on companies 
lacking DEI&B is not the only 
risk. Without diversity, companies 
experience less innovation. When 
inclusion is not a priority, companies 
cannot recruit or retain top talent 
or young workers. While companies 
outwardly espouse diversity, the 
Harvard Law School Forum on 
Corporate Governance reports, 
women and minorities continue to 
be underrepresented through the 
leadership ranks.

“Equity” and “belonging,” the 
most recent words to be grouped 
with “diversity” and “inclusion,” are 
critical additions to the improvement 
of diversity in leadership. Companies’ 
D&I initiatives have fallen short in 
their push for more diversity and 

inclusiveness. They have missed other 
ways biases and prejudices show up. 

Harris says coaching is an 
opportunity to partner with 
DEI&B for the full development 
of all involved. A coach’s inquiry 
stimulates a leader’s thoughts to see 
where they contribute to inequities 
within their organization. Additional 
education and conversations can lead 
to the change within the workplace, 
maintains Harris.

The increase in coaching amongst 
management and within organizations 
is indicative of the desire for direction 
from trained professionals who can 
help them achieve their desired goals. 
As the demand for coaching services 
continues to increase, the opportunity 
to support a diverse workforce 

 
Coaching within organizational DEI&B initiatives 

can create empowerment for all involved, at every 
level of the organization.

and organizations within DEI&B 
initiatives increases. 

Coaching assists managers/leaders 
with unpacking long-held beliefs and 
deep-seated behaviors. A coach is 
skilled in asking the right questions to 
foster self-reflection and introspection. 
The rapport and open dialogue 
between coach and client creates an 
environment encouraging shared 
learning, growth, and ultimately, the 
client’s empowerment.

In addition to corporate leaders’ 
beneficial learning, coaching assists 
underrepresented employees, 
such as women, LGBTQI, and 
employees of color, in integrating 
and feeling empowered in their roles. 
Underrepresented employees’ emotional 
toll includes guardedness against bias, 
challenges with trust, job satisfaction, 
and daily stress. Coaching addresses and 
alleviates these challenges.

As an example, Lyra Health provides 
evidence-based coaching to employees 
of Fortune 500 and 100 companies via 
an Employee Assistance Program (EAP). 
Lyra’s evidence-based coaching model 

helps coaches achieve better outcomes, 
increasing the coach’s effectiveness and 
in turn, the overall credibility of the 
coaching profession. Companies must 
ensure they have a list of culturally 
competent coaches to meet the needs 
and challenges faced by marginalized or 
underrepresented employees. 

For example, marginalized 
employees in a non-inclusive 
work environment experience 
microaggressions, which are 
subtle, indirect or unintentional 
discrimination. Strategically 
combining coaching and DEI&B 
initiatives for managers and employees 
alike can help lead to a more inclusive 
workplace and increases employee 
engagement, as we’ve seen in the Lyra 
Health model.

How coaches begin to put this into 
practice? We can begin with open 
and honest questions to help leaders 
determine their organization’s level 
of discrimination and inclusivity, for 
example:

➤ What is your view of your 
organization’s relationship with its 
diverse workforce?

➤ How are you as the leader 
contributing to an inclusive work 
environment?

➤ Where do you see opportunities 
for historically marginalized groups 
within your company?

➤ Are you involved with your 
company’s DEI&B initiatives?

Finally, the challenge coaches face 
in DEI&B initiatives is ensuring the 
company is transparent enough to 
acknowledge systemic racism and 
discriminatory practices. A company 
can take a first step in this process by 
considering the views of everyone at 
every level of the organization. 

Additionally, companies must 
work to resolve discriminatory issues 
and practices brought forth by their 
employees, without fear of retaliation. 
As a coach, I have worked with 
clients who were afraid to divulge 
the discrimination they experienced 
in the workplace so as to avoid an 
uncomfortable work environment, or 
worse, losing employment. 

As companies increase cultural 
competence and inclusive practices, 
integrating coaching into DEI&B 
initiatives can help leaders get the most 
value and production from an increasingly 
diverse workforce. DEI&B is top of mind 
in companies and now is the time to 
capitalize on the momentum. 

Three action items for coaches working 
in the DEI&B space include: creating 
space for diversity and inclusion within 
organizations by asking leaders the right 
questions; inspiring clients at every level 
of the organization to empowerment in 
their roles; and demonstrating coaching’s 
value in organizational DEI&B initiatives 
with leaders. 

Together, we can create a space 
where everyone has power. 
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The Road to  
RACIAL  

HEALING  
It begins with a conversation 

 
By Perry Rhue, PCC, CPCC

On May 25, 2020, in the city of Minneapolis, 
Minnesota, George Floyd, an African American 
man, while being arrested for allegedly passing 
a counterfeit bill, was killed while being pinned 

to the ground under white police officer Derek Chauvin’s 
knee in his neck for eight minutes and forty-six seconds in 
front of cameras and a small group of bystanders. 

George Floyd repeatedly saying, “I can’t breathe” as his life 
was being choked out of him before our eyes and in our hear-
ing sparked outrage and mobilized many in the United States 
of America and worldwide into a massive peaceful protest 
against systemic racism and for justice and accountability.

Several professional coaching businesses and organizations 
immediately released their statements condemning racism, 
social injustice, and systemic and institutionalized inequity. 
Others went a step further by hosting video-conference calls 
as a venue for professional coaches to ponder ways they could 
respond to systemic racism and social injustice. In contrast, oth-

ers provided DEI (Diversity, Equity & Inclusion) webinars. 
Yet others facilitated brainstorming sessions about the creation 
of coaching activism that would influence social change.

There emerged a common theme within many of these 
activities and discussions that kept manifesting itself among 
the coaches. Two themes were repeatedly mentioned as profes-
sional coaches honestly expressed their “feelings of inadequa-
cy” and reported experiencing conversations about racism, 
social injustice, and inequity as “messy and uncomfortable.”

Although openness and honesty are to be commended 
and appreciated, it is also troubling to hear coaches allude 
to their avoidance or ‘side-stepping’ of the topic and/or 
conversation altogether. From this, two questions come to 
mind on the “feeling of inadequacy” and “the messiness” of 
talking about race:

1. Aren’t we as coaches professionally trained to navigate 
“messy and uncomfortable” conversations presented to us by 
our clients? 
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2. What’s preventing coaches from fully utilizing skills 
within the International Coaching Federation’s (ICF) core 
competencies of Co-Creating the Relationship and Commu-
nicating Effectively in a conversation about racism?

Within these two ICF competencies are skillsets that give 
the coach a tremendous advantage in navigating through 
“messy and uncomfortable” conversations of any kind. And 
yet, many coaches spend very little time Co-Creating the 
Relationship, which ultimately will produce a full partnering 
of coach and client. 

During coaching training triads and dyads exercises, I 
have observed co-creating the relationship is often lightly 
touched, overlooked, or skipped. Co-creating the relation-
ship is what coaches are trained to do before delving into the 
coaching conversation.

What if coaches invested more time integrating these 
skills within Co-Creating the Relationship and Effective 
Listening competencies in their coaching sessions and con-
versations about racism?

Maintain A Coaching Mindset for and  
Throughout the Conversation
My prayer is that one day talking about racism, social 
injustice and inequity won’t be messy and uncomfortable. 
However, until that time, we can embrace the messy and 
develop the skill to effectively navigate through.

We navigate through by fully applying what we already 
know from our coaching core competencies training. Begin 
with the coaching mindset of co-creating conversational 
‘ground rules’ that will make a positive difference and out-
come rather than defending or making one’s point. 

This mindset is flexible, ‘other-centered,’ continuously 
aware of and open to the influence of culture and context on 
oneself and others. This mindset includes the determination 
to not avoid questions that will make either the coach, the 
client – or both – uncomfortable. Instead, be curious, ask 
questions and seek answers that promote insight, discovery, 
and new awareness. 

 
Create a Psychologically Safe Environment
Psychological safety is defined as “a belief that one will 
not be punished or humiliated for speaking up with ideas, 
questions, concerns, or mistakes.” When creating a safe 
environment for the conversation, the coach is allowing and 
inviting a co-partnering in creating a space where both are 
freely sharing at all times while being grounded in mutual 
respect and trust for one another.

This psychologically safe place is where the coach is utiliz-
ing active, empathetic listening and a level of “vulnerabili-
ty-trust” that creates, as Brené Brown, Research Professor at 
The University of Houston, describes, “a place where no one 
judges mistakes, each person learns from one another with 
the main objective to improve and not find blame.”

Give mutual permission to openly discuss issues and dif-
ferences as a way of learning and understanding rather than 

blaming or judging which rapidly shuts down the conversation. 
The late Judith Glaser, American organizational anthropol-

ogist and author of Conversational Intelligence – How Great 
Leaders Build Trust and Get Extraordinary Results, once said 
(and insisted): “To get to the next level of greatness depends 
on the quality of the culture, which depends on the quality of 
the relationships, which depends on the quality of the conver-
sation. Everything happens through conversations.”

It is incumbent that all coaches learn the basic neurosci-
ence of conversations and utilize the types of listening, ques-
tions, and statements that “unlocks” the brain and activate 
more trust and collaboration while avoiding statements that 
“lockdown” the brain and triggers distrust and implosion of 
the conversation. 

Establish “Ground Rules” for the Conversation
A professionally trained coach would not think twice about 
“Establishing and Maintaining Agreements” for a coaching en-
gagement or session. As mentioned earlier, many coaches don’t 
invest the time to do the same in conversations about racism. 

Ensure a Co-operative & Co-active Conversation
Ensuring mutual involvement and assisting each other in 
working towards a common goal (co-operative) while in 
action and the process of working together should always be 
present in the conversation.
 Also present is the mutual consideration for the whole 
person, i.e., their context, identity, environment, experienc-
es, values, beliefs, and culture to enhance understanding of 
what the other person is communicating. Be open and will-
ing to respectfully challenge and/or disagree with each other 
for the higher purpose of evoking awareness and insight 
without making the other person defensive.

Transform Learning & Insight into Action
You’re probably saying to yourself about now, “I already 
know this stuff. This is nothing new!” That may be true, and 
the way we communicate with or without applying what we 
already know can make the difference between a productive 
conversation or one that bogs down or disintegrates. And 
yet, how often are coaches intentionally designing their con-
versations for success and discussions about racism? 

How are coaches effectively applying the skills of Co-Cre-
ating the Relationship and Communicating Effectively? 
What are the outcomes of their discussions? Or are coaches 
avoiding and side-stepping conversations about racism alto-
gether? To loosely quote Albert Einstein, “Problems cannot 
be resolved with the same level of thinking [and an absence 
of action] that created them.” [Italics added by author]

Coaches must muster up the courage to have the needed 
and necessary conversations about racial healing. The road 
to healing begins with a mindset to connect and employ 
an assembly of steps in preparation to co-operatively and 
co-actively navigate through “the messy and uncomfortable 
conversations about race.”  

Reproduced w
ith the perm

ission of choice M
agazine, w

w
w

.choice-online.com
R

ep
ro

d
u

ce
d

 w
it

h
 t

h
e 

p
er

m
is

si
o

n
 o

f 
ch

o
ic

e 
M

ag
az

in
e,

 w
w

w
.c

h
o

ic
e-

o
n

lin
e.



VOLUME 19 NUMBER 244

feature

“I can’t even get the language 
right.” 
This sentiment is conveyed 
around family dinners and 

corporate meetings with a growing sense 
of anxiety. The underlying invitation for 
us to explore is that it is beyond time 
to transform how we relate to those not 
like us. Awakened souls can see the cur-
rent deconstruction of broken systems 
and disappointment that the collective 
‘we’ hasn’t really evolved, and while 
messy, a few of us are hopeful we can 
grow beyond the current dynamics.

We are now called to reckon with our 
own position and power in the world. 
Increasingly more aware of our own bias 
in language, we are learning through the 
sense that we can’t find the right lan-
guage and thus we unconsciously mini-
mize those who are not like us. And we 
are recognizing that we coaches have a 

Who are WE 
Becoming?
The power of language to elevate the conversation 
 
By Darelyn "DJ" Mitsch, CMC, MCC 

with coach contributors Stephanie Hunter-Banks, Cory Colton, 

Dorte Heimleck, Michelle Jolley & Dipti Patel-Misra

unique responsibility and capability to 
purvey hope and upgrade the language 
for those we coach. As always, the lens 
we hold for our clients begins with our 
own development.

Please realize as you read this article 
that none of the contributors feel like 
subject experts, though all six of us 
represent diverse views based on gender, 
families of origin, countries of birth, 
life, and work experiences. Our goal is 
to illuminate this inflection point – a 
need for better language – as we collab-
orate in the global invitation to more 
meaningful dialogue. 

Noticing ‘either/or’ dynamics and 
the blame game for how much energy 
keeps us separate rather than working 
together is the reason we agreed to this 
collaboration. We explored three key 
questions and highlight some of our 
insights below.  

WHY IS THIS TIME CRITICAL  
FOR DEI INITIATIVES? 
This time of isolation and unrest has 
brought into clear focus how strong and 
essential a sense of belonging is for our 
survival. Yet it has not become any eas-
ier to find that space where we feel we 
truly belong; most of us find only par-
tial belonging based on professional and 
personal characteristics that makes the 
group we belong to quite specific and 
small. However, the desire to belong to 
something much large than ourselves is 
what we all crave. 

This is a time to re-evaluate, re-imag-
ine and re-position ourselves. The unrest 
and unprecedented disruption of our 
routines has created a state referred to 
as ‘unfrozen’ in change management 
circles. If we were asleep to the notion 
that inequity, injustice and lack of 
inclusion have not really changed, but 
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If we are challenged by the language someone 

uses, it is helpful to clarify that in real time, rather 

than making that a point of contention or anger.

have only been put-on-ice for decades, 
this concept makes more sense. 

There is also a growing movement 
of predatory listening – the gotcha 
kind of reactions when we don’t get the 

language right. Many of us fear getting 
it wrong. For example, several of us 
use the term ‘woke’ when speaking of 
consciousness. When those of us who 
are Black use the term, the reaction is 
different than that from non-Hispanic 
Caucasians. A key to getting the language 
right is to grant a little grace in how we 
hear each other. If we are challenged by 

the language someone uses, it is helpful 
to clarify that in real time, rather than 
making that a point of contention or an-
ger. “I noticed you used this term. What 
does that mean to you?” 

Maybe we could shift from struggling 
so much to creatively engaging in con-
versations for discovery about others we 
see as ‘different.’ Coaches can invite the 
learning in the following ways:

1Re-imagine the organization as a 
utopia: a place where everyone is 
seen and heard, where everyone 

has an opportunity to surface how they 

feel about the unspoken conversations. 
A shift from old ways to new ways of 
working without being overly reactive 
makes it safe to start.

2Hold ideation sessions from peer 
group populations that allow for 
further exploration and recommen-

dations, facilitated by a masterful coach 
or facilitator who can help to elevate 
these ideas in non-threatening ways.

WHERE DO YOU START TO 
BRING EQUITY AND INCLUSION 
INTO FOCUS? 
Coaching is a highly customized process 
of discovery and lends itself to includ-
ing a larger variety of needs. Offering 
individual and group coaching to peer 
groups gives a frame of reference so 
there is more connection and ownership 
of how to better express needs in daily 
interactions. Sometimes making sure 
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individuals articulate their unique needs 
informs how leaders can better address 
others like them.

How to begin? 

1Accept and honor the idea that 
emotions rule the day. Some emotions 
are visible, but more emotions have 

been politically corrected as inappropriate 
expressions. A sense of disappointment can 
become intimidation if we overcorrect.  
The sensitivity to outrage over injustice 
witnessed recently keeps us afraid.

2The willingness to understand some-
one else’s language and lens on the 
world gives us all better insights and 

impetus for change. Key factors are to listen 
carefully, clarify understanding, and observe 
labels and judgments that surface so we ex-
pand our own awareness of when personal 
bias is at play in a conversation.

3Inviting conversations that allow 
for emotional expression is a key for 
great coaching. People don’t often 

have language for what they feel, so it is 
important to encourage and normalize 
their fuller expressions of sadness, anger, 
disbelief or feeling ostracized to help 
reframe the experience and make requests 
for new behaviors. 

WHO ARE WE NOW AND WHO  
ARE WE BECOMING?
‘We’ are now exposed and need to determine 
the underlying drivers that impact us where 
we live and who we serve. We question 
whether there is now or will ever be a middle 
ground. Movements around issues like “Me 
Too” and “Black Lives Matter” have made it 
safer to discuss racism, inequality, equity, and 
inclusion. More of us are willing to share our 
stories, though we experience fear of getting 
it wrong in the process. 

Coaching is changing the conversation. 
Remember that change happens slowly, and 
then appears to happen all at once. We are 
in the ‘slowly’ phase and we’re finding better 
questions that lead to better understand-
ing. We coaches can create a new narrative 
together with our conversational toolkit. 

The world needs us to elevate language. 
That is our work now as global citizens and 
coaches. It is part of our mission and who 
we are becoming – together! 

“For many, the past year 
with all its unique challenges 
has been deeply humbling. 
Essential tasks have claimed 
priority and have created 
profound distress and fear, 
yet allowed us to experience 
and express deeper grati-
tude.” 

- STEPHANIE HUNTER BANKS

 

 “We may unknowingly 
carry chronic anxiety and 
trauma as a result of the 
issues we have faced over 
the past few years. We will 
never go back to the life 
we considered “normal”. 
Holding space for clients to 
explore their place in the 
new world will be a critical 
competency for us now and 
well into the future.” 

- CORY COLTON 

 

 “Emotions rule the day. 
Emotions are tricky, com-
plex, and influenced by 
culture. Most emotions are 
hidden yet important be-
cause they signal an under-
lying reaction to something 
important, often unspoken 
needs which are best ap-
proached with permission 
and respect. Coaches surface 
the unspoken needs.”  
- MICHELLE JOLLY

IN THEIR  
OWN 
WORDS
What other coaches 
have to say

“As Chief Wellness Officer 
focused on clinician well-being 
and prevention of burnout, 
I recognize that just one ap-
proach will not work. Stressors 
can be distinctly different for 
a young female with small 
children at home, than for 
those of a Black, male scientist 
whose grant funding is threat-
ened by budget cuts. Coaching 
is a highly customized process 
of discovery and lends itself 
to include a larger variety of 
needs. Offering individual 
and group coaching to diverse 
peers offers more connection 
in daily interactions.”
- DORTE HEIMBECK

 “Previously, many stayed 
silent or did not feel comfort-
able sharing our perspectives 
and stories. More of us are 
now willing to engage in 
uncomfortable conversations 
and realize that our collective 
understanding and actions 
have to change now. That’s a 
good start.”

- DIPTI PATEL-MISRA
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Leaders are those who work with teams in identi-
fying needed change, creating a vision to guide 
the change through inspiration, and executing 
the change with a behavior of influence. These 

leaders often operate coach-like but may not be lead-
ership coaches. This trend to be coach-like is influenc-
ing the way all leaders should adjust their leadership 
approach and here is why.  

Leaders do not have to be coaches to be more coach-
like. Leaders should operate with sense of curiosity while 
knowing and understanding their own preferred behav-
ioral state. Leaders must understand their actions and 
reactions and the impact they have on those individuals 
they are leading. This insight into self-awareness and 
self-confidence are all foundational to building coaching 
presence to be coach-like. 

For leaders to genuinely understand how to hold a safe 
space for themselves and others, the above knowledge is 

BEYOND  
DIVERSITY
Leaders can be “coach-like”  
without being a coach

By Jim Milner, MBA, BCLC, MCC
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one of the first lessons learned in the 
field of coaching.

Being coach-like means holding a 
safe space for a leader and a commit-
ment to listening with the body and 
the mind. Being coach-like is trust-
ing that the answers and solutions 
discovered are already known, just 
waiting to be revealed in their most 
complete and clear form. 

Being more coach-like gives 
leaders the presence of mind to know 
that their energy is communicating 
through the body before speaking 
words. When leaders listen to their 
bodies, they are able to tap into the 
deepest part of their beings that 
creates a space for others to feel 

comfortable showing up as they 
are, not how the leader would like 
them to be. Being more coach-like 
is developing a mindset that focuses 
on the possibility, not centered on 
what should be, what could be, or 
on those things that did not occur as 
planned. 

When leaders are being coach-like, 
they incorporate language and words 
that release the stress of needing to 
know. Being coach-like is a process 
of thinking that frees the leaders’ 
minds to connect to a higher power 
where leaders are already aligned. 
This is a process that creates a deep 
trust that supports the leaders to 
interrupt current thinking and 
support the leaders to reframe for 
an improved outcome. Being more 
coach-like is releasing unwanted 
mental states caused by being in the 
grip, high-jacking, and/or triggers 
that keeps leaders from thinking 
through processes and scenarios to 
deliver better options. 

To address the option of being 
coach-like, the most influential 
thought leaders believe that em-
bracing empathy and dialoguing on 

diversity are sure ways of addressing 
the challenges leaders face today, 
such as social injustice, racial equity, 
and a world pandemic. Yet there is 
more than just empathy, and diversi-
ty issues are almost always a discus-
sion roadblock, especially when we 
consider the “Five Sage Powers,” 
which is the holy grail that moves 
beyond diversity talk.  

5 SAGE POWERS
Author Shirzad Chamine shares the 
Five Sage Powers in his book, Positive 
Intelligence. There he suggests that 
these powers are available to the 
leader and ready to use when called 
upon. These Sage Powers are a part 

of the brain on standby, waiting to 
handle challenges with a clear and 
a calm mind fueled with positive 
emotion. The Sage Powers are: em-
pathize, explore, innovate, navigate, 
and activate. 

To be coach-like, leaders must 
learn to trust and embrace these 
powers. In turn, when leaders use 
the Sage Powers, they are engaging 
themselves in ways that drive leaders 
to creative results. 

In fact, some of the world’s great-
est challenges have happened within 
the last two years, and in America, 
we are still working our way through 
what we can understand as our 
defining moments. When we reflect 
on events such as the murder of 
individuals like George Floyd and 
Breonna Taylor, and the resulting 
civil unrest, we can see the positive 
effects the “explore” Sage Power is 
having on our challenging moments. 
In the social justice space, we hear 
the crying demand for our leaders 
to act. The local pushback is raising 
questions that include, “What good 
can come out of these situations? 
What can we control?” It is sending 

        When leaders use the Sage Powers, they are 
engaging themselves in ways that drive leaders to 
creative results. 
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a clear message to the world that we 
need change. Through exploration, 
we can discover that we have choices: 
we can look at the situation through 
the doomsday lens or we can explore 
new opportunities. 

The world is seeing an increased 
need for personal and professional 
engagement across cultures and the 
stakes have never been higher. As a 
result, the “activate” and “navigate” 
Sage Powers are inviting leaders to 
think about discovering the true 
essence of equality.

Another defining moment is the 
coronavirus pandemic. In this mo-
ment, we can find evidence of all five 
Sage Powers that are influencing an 
outcome. First, the power of “inno-
vate” is emerging as the devastation 
of the pandemic has awakened a 
realization within leaders to advance 
strategies to regain control. Leaders are 
now discovering new ways to the de-

velopment of vaccines in record time. 
The Sage Power “navigate” opens 

new pathways to administer the vac-
cines, while through the Sage Power 
activate, leaders discovered the need 
to isolate people to only discover that 
through the Sage Power of “empa-
thize,” we have discovered new com-
munication platforms we use today, 
to reconnect, such as Zoom.   

The Five Sage Powers offer creative 
new thinking pathways for discover-
ing our way forward. Whether lead-
ers are unconsciously or consciously 
aware, what makes this process work 
is to be intentional when calling 
upon the Sage. Calling on a Sage is 
looking past the current moment 
and understanding our emotional 
connection to what is possible. The 
Sage mindset influences the choice 
to be more coach-like. From these 
Sage perspectives, leaders can stand 
firm during political polarization and 

change the way good communica-
tion is achieved while still standing 
up for what they believe. 

Being more coach-like is having the 
presence of mind to listen without be-
ing heard and to trust that the answer 
may not be yours to know, moreover, 
to listen to what is shared by others. 
The one constant that leaders have 
is to choose Sage Powers to show up 
and be supportive. With the increased 
understanding of the power of the 
Sages. Being coach-like gives leaders 
an opportunity to be deeply pres-
ent and hold a space for each other. 
Understanding that the Sage Powers 
strengthen leaders to be coach-like, 
“empathy” is just the first step.  

REFERENCES:
Shirzad Chamine, Positive Intelligence, 
positiveintelligence.com 
Daniel Goleman, Goleman EI,  
golemanei.com
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T he poet Maya Angelou said, 
“Do the best you can until 
you know better. Then when 
you know better, do better.” 

We, as coaches, are called to know bet-
ter – to know ourselves better – so that 
we can then do better in serving our 
clients through their DEI journeys.

Our automatic behaviors are carried 
out unconsciously, faster than we can 
think. In fact, neuroscience tells us that 
our unconscious brain operates up to 
400 times faster than our conscious 
brain. To move forward in our DEI jour-
neys, we must be open to learning about 
our own unconscious biases. As author 
and diversity advocate Verna Myers said, 
“Diversity is being invited to the party. 
Inclusion is being asked to dance.”

Knowledge of this isn’t enough. 
We have to ask ourselves, “Who am I 
asking to dance? How often? And who 
is choosing the music?”

Once you have widened your circle 
to include those with different expe-

WHO ARE YOU  
ASKING TO DANCE?
And who’s choosing the music?     
By Sackeena Gordon-Jones, PhD, MCC & Gena Renfrow, CPC

riences, create a safe space for those 
individuals to share their voices and 
perspectives. An echo chamber serves 
no one – not the organizations we 
work with, not ourselves as coaches, 
and certainly not our clients. 

Be aware of what you say – both out 
loud and non-verbally. Your actions will 
truly speak louder than your words.

Practice active listening. As coaches, 
this is one of our greatest strengths – 
use your powers for good. Listen to 
hear, not to share. Create a space for 
other voices to be heard, emotions 
felt, experiences acknowledged, and 
autonomy upheld.

Ensure that people in your world are 
respected and that power is shared. 
Just as we as coaches must create 
psychological safety for our clients, 
organizational leaders (who are often 
our clients) must create psychological 
safety in their organizations if they 
wish to create belonging.

Influences from our upbringing and 

cultural conditioning play a strong 
role in the development of our biases. 
These influences create wiring in our 
brains that cause us to unconsciously 
exclude those who are different from 
ourselves. When we do so in a group 
or organization, we create an environ-
ment in which those who are “differ-
ent” clearly get the message that they 
don’t belong.

Biases are so ingrained that they play 
out in regular conversation around our 
tables at home and in the normal trans-
action of business. Our automatic brains 
are not wired to see differences and 
include them. Quite the opposite: we 
include sameness and see differences 
as threats to be excluded.  As the writer 
Anais Nin said, “We don’t see things as 
they are, we see things as we are.”

Since we cannot change our old wir-
ing, neuroscience tells us that we have 
to create new wiring if we wish to con-
tinue our DEI journey toward fostering 
belonging. We need to see differently 
and believe differently, to think and act 
differently. Each of us needs an objec-
tive, trained and trusted partner to help 
us reflect and rewire for results.

As coaches, we must become aware 
of our own unconscious biases. One 
way to do this is to work with a coach 
who has different lived experiences 
than your own. Coaching helps us 
because it creates a safe space for us 
to be vulnerable enough to look at 
ourselves. With the help of your own 
coach, you can explore your thinking, 
assumptions, values, beliefs and biases. 
This exploration gives us insights about 
the way we see and what’s behind 
what we see and think.

With the insight gained, we move 
from unconscious reactions to con-
scious actions – a new state of 
consciousness where choice is avail-
able to us. When we repeatedly make 
conscious choices, our actions become 
aligned with our intentions. If we con-
sistently take conscious actions to be 
inclusive, open, respectful and appre-
ciative, we will contribute to a sense of 
belonging for others. 
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THE FUTURE  
OF COACHING  
IS NOW!
With choice Magazine

Here’s what we’re working on  
to keep you on the leading edge  
of what’s happening in the  
coaching world:

Advertise with choice!
Visit choice-online.com/advertising for rates, 
calendar, ad specifications or to download our 
media kit. Contact Garry Schleifer at 416-884-

8154 or by e-mail at garry@choice-online.com 

 

Write for choice!
Visit choice-online.com/write-for-us to review 
our Writing Guidelines and Submission  
Requirements before you submit your article 
for consideration.

 

Subscribe to choice!
Stay informed and on top of your game with a 
quarterly subscription! Visit choice-online.com/
catalogue for more information or to subscribe 
online. Digital subscriptions are also available!

V19N3 Disruption!

choice-online.com 
Updated June 2021, Subject to Change

ARTICLE DEADLINE: 
Closed

ADVERTISING 
DEADLINE:  
July 15, 2021 

MAIL DATE:   
Late September, 2021

V19N4 Emergent Reality
What are the unexpected blessings and opportunities that have 
emerged as a result of recent world events? How do we now 
connect to our communities and our world differently and more 
deeply? What is possible now as we explore our ongoing growth, 
learning and development? If we are creating a NEW world that 
embodies all we believe in, what would that world look like? Join 
us as we explore our emergent reality and how coaches can meet 
client needs in this time of rapid and unexpected change.

ARTICLE DEADLINE: 
September 1, 2021

ADVERTISING 
DEADLINE:  
October 15, 2021

MAIL DATE:   
Mid December, 2021

Disruption is a serious leadership challenge. How do you coach 
leaders who are in unprecedented disruption in their industry  
or organization? How do you coach those who want to cause 
disruption? How do leaders develop or enhance their leadership 
ability? What are the coaching distinctions of disruption and  
what can it generate? Examining the role coaching plays in  
helping leaders and their teams overcome disruption

V20N1 Reinventing the  
Coaching Business

ARTICLE DEADLINE: 
December 1, 2021

ADVERTISING 
DEADLINE:  
January 15, 2022

MAIL DATE:   
Late March, 2022

How have world events affected your business? In what ways are 
you reinventing your coaching business? In what ways does our 
industry need reinvention? What part of your business is not 
serving you? What do you have to deconstruct in order to pivot to 
what is needed? What are the indicators that Reinvention is 
needed? How do you know? Join us as we 
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