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On a personal note, this disruption has given 
me the opportunity to connect with family and 
friends in a deeper and more regular way, setting 
the stage for some awesome face-to-face visits 
with my “pod.”

To keep in line with the theme of disruption, 
we’ve decided to make our next issue in Decem-
ber about resilience – from chaos to new order. 
As one writer said in this issue, order-disorder-re-
order. Stay tuned for another great issue packed 
with amazing wisdom and coach actionable items.

Also on the topic of future issues, did you know 
that next year, choice, the magazine of profession-
al coaching, is celebrating its 20th year of pub-
lication? Yes, indeed, 20 years of quality articles, 
tools, book reviews and industry news in service 
of coaches and our growing global profession. 

We are making plans to celebrate this exciting 
milestone and you’ll be included. For example, 
we’ll continue our “Beyond the Page” series 
where I interview the writers of a few recent 
articles. Stay tuned! 

P.S. Speaking of online systems, we are excited to 
announce that we recently added a new bundle 
to our store! It’s called the Leadership Bundle and 
includes past issues that delve into the various aspects 
of leadership and how coaches can help those leaders. 
Take a look via our NEW store at store.choice-on-
line.com and take advantage of the discounted price 
being offered.

choice thoughts

From The Publisher

It does not go unnoticed that this issue about 
disruption comes at the time of the year 
when we remember the horrific attacks on 
the United States of America on September 

11, 2001. Nor is it a coincidence that it comes in 
the throes of a global pandemic and social injus-
tice awareness as examples of disruptions. 

This issue takes a look at coaches, their clients, 
companies, and their efforts from a lens of 
similar external and internal disruptions either 
intended or not.

Our writers reveal the various kinds of 
disruptors in the various areas of coaching and 
help us help ourselves and our clients cope with 
rapid changes.

We at choice Magazine have not been without 
our own disruptors, some intentional and some 
not! For example, last year we chose to “disrupt” 
the subscription system we were using, only to 
be “disrupted” ever since by the many nuances 
of the new system.

But disruption is not all bad. In line with the 
previous example, our new system has made it 
easier for you to access your account with us, 
make changes to your address, download back 
issues you’ve purchased, etc. Many of the things 
our old system could not do and why we decided 
to change.

As for coaches and coaching, many coaches 
I’ve been in touch with have told me that they 
are busier than ever; that this year-and-a-half of 
global disruption has increased both the aware-
ness of and need for coaching.

GARRY SCHLEIFER, PCC, CMC 
CEO & PUBLISHER
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choice thoughts

Disruption has certainly taken on 
new meaning in the face of recent 
events, and coaches have a vital 
role to play in helping people, 

leaders and companies move beyond disrup-
tion to take advantage of the opportunities our 
emergent reality presents.

We have a stellar line-up of articles in 
this issue to help you navigate the change 
that’s happening at such an accelerated pace. 
First up in our feature section is Cheryl 
Procter-Rogers with a controversial look at AI, 
ROI and blurred lines titled, “Disrupting the 
Disruptors.” Next, Joe DeGraaf takes us on a 
coaching path through disruption, followed by 
Laura Davis’ look at three key distinctions that 
can help leadership coaches thrive in an era of 
unrelenting change. 

The next feature by Michelle Chambers 
explores how to lead effectively in an envi-
ronment of volatility, uncertainty, complexity 
and ambiguity (VUCA). Cheryl Breukelman 

brings us insights from 12 different coaches 
who share their approaches to supporting 
clients through disruption. Lisa Withrow takes 
us from surviving to thriving by exploring 
coaching as disruption in disruptive times.

Jennifer Britton pens our penultimate 
feature, which explores how to help teams and 
groups thrive in periods of disruption through 
curiosity, vision, experimentation and connec-
tion. And DJ Mitsch has the final word about 
the “wisdom pattern” of going from order to 
disorder to reorder.

It’s what editors like to call a “meaty”  
issue, and we hope you find strength and 
purpose to help your clients create a bolder, 
brighter future. 

From The Managing Editor

JANET LEES, B.JOURN.
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For years, I have struggled to 
explain the dynamics of certain 
work relationships in my past 
that included SO MUCH 

conflict but only rarely caused angst, 
anger or turmoil. In The Good Fight: Use 
Productive Conflict to Get Your Team and 
Organization Back on Track, New York 
Times best-selling author Liane Davey 
compellingly argues that businesses des-
perately need conflict – particularly on 
cross-functional teams where different 
team members represent the interests of 
different stakeholders. And, she says, if 
you make this kind of conflict habitual 
in your organization, it doesn’t suck up 
energy and attention you need for the 
real work. (She says the time spent deal-
ing with conflict in workplaces today 
averages 2.8 hours per week per person.) 

If, on the other hand, team members 
avoid working through difficult issues, 
you get what Davey terms “conflict 
debt.” Conflict debt leads to poor 
prioritization and lack of collaboration 

for the organization, which results in 
erosion of trust, lack of efficiency and 
frustration for the people who work 
there. Trying to go around contentious 
issues gets you stuck in the mud. You 
have to go through them.

It turns out healthy conflict doesn’t 
mean we’re doing something wrong. It 
shows we’re doing something right. 

I particularly like the metaphor Davey 
presents of The Tarp. The idea is that 

HEALTHY CONFLICT  
By Marnette Falley, MS, ACC

all these strategies is that you’ll shift the 
dynamic from conflict to something 
that feels “more like doing algebra.” 

Davey also addresses common con-
flicts that arise when work is delegated. 
The key, she says, is to be really clear 
about what unique value each layer of 
the organization adds and when the 
value should be added – up front, as 
part of planning and delegation, or 
after, as part of review and approval. She 
offers another tool, “The U,” to help 
define those layers of value and facilitate 
discussion about what you expect from 
the person who’s delegating to you or 
the person you’re delegating to. 

As a genuine book geek, I like lots of 
books. This one is particularly exciting 
for me though, because it offers such 
great opportunities to shift mindset – 
clearly a huge focus for coaches – and 
because it articulates the systems that 
support the healthy conflict that I’ve 
experienced but struggled to explain. 

choice books

if all the players on a cross-functional 
team hold the edges of a tarp equally 
firmly, you keep the tent out of the rain 
– offering the best possible situations for 
all the stakeholders and the organization. 
If someone pulls too hard, their stake-
holders may do better in the short term, 
but the organization overall may suffer. 
And the same thing happens if someone 
gives up the fight and lets go of their 
edge of the tarp. To do the best work, 
team members need to pull just enough. 
Which means potential conflict. 

Today, in my role as a coach, my cli-
ents are often deciding how hard to pull 
on their own tarp, which conversations 
are worth having, and how to raise dif-
ficult issues effectively. The Good Fight is 
a good resource for me – and for other 
coaches – because it makes such a clear 
case for healthy conflict. (Davey makes 
a Tarp tool available for download on 
her website that you can use with cli-
ents or they could use with their teams.) 
The Tarp metaphor gives such a nice 

framework for making natural business 
conflicts less personal. 

Davey goes on to offer six “conflict 
strategies for nice people” that you can 
use when you bump into a particular 
type of conflict. For example, there’s 
one strategy you can use when you 
think there’s a flaw in your colleague’s 
plan and another you can use when 
you’re aligned on the problem but miles 
apart on the solution. The hope with 

       Conflict debt leads to poor prioritization and 
lack of collaboration for the organization, which 
results in erosion of trust, lack of efficiency and 
frustration for the people who work there.
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Links to products reviewed by Marcy are  
available at marcysproductreviews.com

DECKHIVE  
By Marcy Nelson-Garrison, MA, CPCC

Have you ever wished for an easy 
way to use a card deck online with a 
client? I have. It’s one of the things I 
miss most about working exclusively 
online. That’s why I’m so excited to 
tell you about deckhive. This platform 
makes it so easy to use real card decks 
in your online conversations.

The platform allows you to scroll 
through the chosen card deck, face 
side up or face side down. As you 
scroll it’s so easy to flip any card 

over. Clients are able to choose one 
or several cards and then drag those 
cards onto a work table. I love this 
feature because it opens up the abil-
ity to do a card sort process. 

To support the coaching conver-
sation, you can add sticky notes to 
the work ‘table’ and capture insights 
from the conversation. Plus, you 
can save the session and return to it 
next time. For those who lead teams 
and groups, there are plenty of bells 

and whistles, including customized 
breakout rooms, to make using card 
decks a breeze.

Deckhive is an amazing subscription 
platform that will have a library of 
card decks for you to access. The focus 
is primarily around coaching, positive 
psychology and organizational devel-
opment. And great news if you have 
created your own card deck, you can 
upload it to the platform and use with 
clients. I love this platform.

AFFIRMATORS!® CREATIVITY 
By Marcy Nelson-Garrison, MA, CPCC

When the creative process gets stalled by the inner critic, pro-
crastination or the comparison gremlin, it’s time to reach for the 
Affirmators! Creativity deck.

With a quirky sense of humor, the affirmations can lift you out 
of the muck and point you in a new direction. The 50 affirmation 
cards cover a variety of topics that creatives can relate to, like: 
discernment, rough drafts, patience and rebellion.

As someone who can occasionally try to "push the river," I love 
the perspective the patience card offers: “I am patient with my ar-
tistic output. I know everything moves at its own pace, I can’t rush 
genius. If I could, I’d lose a lot of respect for genius, you know? 
I'd be like, ‘Wow. All this time I thought genius was so strong and 
admirable, but it just let me boss it around like it was nothing.’ I 
like genius the way it is, speedy or slow, and I’m fine with patient-
ly waiting for it if need be.”

This is a great deck to have on hand when your creative clients 
(or you) get stuck and need some light-hearted encouragement. 
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THE HEALING 
MANTRA DECK 
By Marcy Nelson-Garrison,  
MA, CPCC 

The first thing you notice about The 
Healing Mantra Deck is its simple, 
elegant and soothing design. I’m drawn 
in first by the beauty and then by the 
content, which is absolutely aligned. 

Each card has a compelling focus on 
one side; for example, Invoking Self-Re-
alization, Integrating Ego, Celebrating 
Simplicity and Cultivating Courage. On 
the other side is a corresponding simple 
and powerful mantra. Author Matt Kahn 
says mantras are all about aligning mind, 
body and spirit. The intention is to shift 
from reactivity to responsiveness and 
invite deliberate expansion of one’s soul. 

Screenshots are invaluable in 
our digital world to convey an 
important message. A good 
screenshot allows others to see 
exactly what you are referenc-
ing, such as an error message, 
words or images.

Both Microsoft Windows 
and MacOS have specially 
designed tools which will 
take screenshots of an entire 
screen or part of a screen. In 
Windows, the screenshot utili-
ty is the Snipping Tool and, on 
a Mac, it is Grab. So how do 
they work? 

ON A PC: 
➤  Enter SNIPPING TOOL  

into the Search Bar on the  
bottom left-hand side of 
the taskbar.

➤  Select the type of Snip by 
clicking the drop-down ar-
row to the right of MODE. 
(The default is Rectangular)

➤  Click NEW on the right-
hand side of the Snipping 
Tool pop-up window. 

ON A MAC:
➤  Press SHIFT+COMMAND+5 

to display a small toolbar at 
the bottom of the screen. 

➤  Select the type of Snip. 
(The Mac has an additional 
feature of screen recording).

➤  In previous versions, 
SHIFT+COMMAND+4  
selected part of a screen 
and SHIFT+COMMAND+3 
snipped an entire screen.

There are additional fea-
tures on both systems such as 
the ability to annotate and to 
delay the snip.

This is a tool you already 
have, so try using it!

SCREENSHOTS 
By Angi King

Do you know you can easily 
convert your speech directly 
into text in Google Docs? 
The Google Docs speech-to-
text tool is an easy way to 
save time and increase your 
productivity.

Before using the speech-
to-text tool, your microphone 
must be set up. The in-built 
microphone on your device 
is sufficient; however, if you 
frequently use Google’s 
speech-to-text tool, consider 
purchasing a high-quality 
microphone.

To begin using the speech-
to-text tool, open or create a 
Google Docs document.

Click on the Tools menu 
and select Voice Typing. 
You can also open the Voice 
Typing window by using the 
keyboard shortcut Ctrl + 

Shift + S or Command + 
Shift + S on a Mac.

If this is the first time 
you have used Google’s 
speech-to-text software, 
you will be prompted to  
grant Google Docs access 
to your microphone by 
clicking “allow,” after 
which the microphone 
symbol will change to red. 
Begin speaking in a natural 
voice and watch as  
Google transcribes your 

voice to text. The software 
recognizes commands like 
“comma,” “full stop,” 
“period” and “new para-
graph.” 
To stop the Voice Typing 
function, click the micro-
phone again.

Google’s speech-to-text 
software is a very useful 
tool to be used in a variety 
of situations, helping to 
make your entrepreneurial 
journey easier.

GOOGLE DOCS 
SPEECH-TO-TEXT
By Angi King

The accompanying guidebook  
expands on each of the topics with depth 
and heart. It also suggests what a parti- 
cular mantra is ideally suited for. 

Whether you use the cards to uplift 
your (or your clients’) spirits or use them 
to anchor a regular practice, you will fall 
in love with this deck. There is so much 
clarity and wisdom packed into this 
beautiful box of 52 cards. It truly is a tool 
for growth and healing. 
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THE SITUATION

 I’m coaching a 

leader whose people are 

asking for answers because 

everything is uncertain. 

Normally my client provides 

the strategies and support 

that the team needs, but 

the pace of change is 

happening so fast that the 

leader is no longer able to 

help his people navigate 

the uncertainty, and that 

is making him question his 

value and leadership ability. 

What can I do as a coach 

to help my client regain 

confidence in his role and 

his leadership? 

THE EXPERTS WEIGH IN

By Suzi Pomerantz, MT, MCC

Disruption brings gifts and opportu-

nities. Some leaders intentionally 

cause disruption to grow or inno-

vate or reinvent. Others struggle to manage 

the stress and overwhelm that comes with 

the disruption of their industry, business, 

or career. Disruption brings uncertainty, yet 

our brains crave certainty. You can support 

your client to create certainty, even when 

circumstances remain uncertain. If the new 

normal is disruption, uncertainty and VUCA 

(volatility, uncertainty, complexity, and ambi-

guity) for the foreseeable future, leaders will 

need to navigate that regularly. Help him 

reframe; moving from the operating stance 

of crisis and survival and uncertainty (victim) 

to a more empowered (creator) stance. 

Leaders can provide certainty, practice grati-

tude, and increase resilience.

Create certainty – In uncertainty, fear 

throws people into survival mode, which 

floods their brains and nervous system 

with stress chemicals, hijacking their ability 

to logically problem-solve. When leaders 

create certainty, it allows people to bring 

their best frontal cortex contributions to the 

fore. Leaders can create certainty by letting 

people know when they’ll make a decision, 

or when they’ll have more information.

Communicate anything that gives people 

a sense of certainty and control. Amiel Han-

delsman says there “are three conversations 

you can initiate to calm others’ nervous 

systems: “How we will decide,” “What 

happens next," and “What we can offer.” 

There is always some type of certainty to be 

created. Empower your client to seek it.

Transform attitudes – Leaders model 

for others how to transform attitudes and 

beliefs that must shift to meet the needs 

of the new reality. Thinking must shift; old 

frameworks or mental models that worked 

before may not work going forward. Em-

brace not knowing and leverage intellectual 

humility to develop the attitudes that will al-

low growth. Consciously practice gratitude.

Experiment to innovate – When lead-

ers come from a creative place of service, 

they can let go of what worked, of what 

they think they know from experience, and 

they can look forward into the future to 

design experiments that will allow space to 

innovate into the new reality that disruption 

will open up. Experiment without attach-

ment to specific results, and allow innova-

tion to emerge.

Resilience is the ground floor  
of innovation – Leadership is challenging 

under the best of circumstances, yet even 

more so during times of disruption…wheth-

er that disruption is intentional or not. It 

means your client gets to choose and create 

a new way of leading. Help him master the 

ability to cause intentional neutrality as he 

navigates chaotic waters. He can provide 

value to employees who are constantly 

bombarded with various forms of disruption 

by recognizing resilience. Help him design 

and craft who he wants to be in the face of 

uncertainty. Rich ground for coaching!

sticky situations

How can  
I help my  
client navigate  
uncertainty?
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By Victoria Trabosh, CDC®, CEC

Pre-pandemic, many leaders had set-

tled into their role of how to handle 

leadership issues and were comfort-

able with their personal style. The pandemic 

changed the questions and the certainty of 

the answers. 

Many leaders recently realized so-called 

soft skills, or people-centered skills, were 

suddenly primary in their ability to lead well: 

authenticity, emotional empathy, the democ-

ratization of leadership, inclusion, the need 

for integration of the whole person into the 

work, and genuinely caring for employees. 

Many leaders had not focused on those 

people-centered skills and felt inadequate to 

handle the uncertainty, questions, expecta-

tions, and feedback they received. 

With the changes experienced by all, it is 

time for coaches to step up to a new level 

of coaching the executive. In some cases, 

that may mean that as a coach, you lead 

the conversation to bring up the issues of 

people-centered skills that your client utiliz-

es, under-utilizes, or ignores. 

We are here to coach the gap, from 

where leaders are to where they want to 

go. Before you let your client believe they 

have failed and are lost, acknowledge 

where they are and help them fail forward. 

Guide them to learn the explicit and per-

sonal lessons of what no longer works, look 

at leaders who have made it and thrived 

with their team through the pandemic, 

and chose one or two new behaviors to 

embrace to improve their leadership and 

become confident once again. 

This answer is not a prescriptive response 

to tell you exactly what to do. Consider it 

a call as a coach to review with your client 

how they have led previously and what is 

no longer effective. Suppose you’ve used 

a tool like a 360 review. What information 

is available that may show awareness of a 

skills gap but not competence in dealing 

with employees from a people-centered 

skills perspective? 

As coaches, we can play an integral role 

in the transformation of leaders as they shift 

their leadership competencies that previous-

ly may have been ignored or minimized and 

keep the best skills that work regardless of 

the situation. Remind your client that as the 

challenges change, so must their leadership 

skills. Within that mindset, transformation 

within leaders is probable and will be some 

of the most explicit and profound lessons 

they have ever learned. I challenge you to 

join them in this transformation. 
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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 t’s no secret that executives and busi-

ness leaders face an emerging ‘new 

normal’ that can feel puzzling and con-

tradictory. As economies get back to busi-

ness and many hope that life will go back 

to how it was ‘in the before times,’ the 

reality is that change has already occurred. 

Coaches and consultants will be busy sort-

ing through the nuance and variations of 

these dynamics for quite some time.

  Unfortunately, there’s little comfort for 

your client in knowing he’s not alone when 

it comes to facing uncertainty presented by 

the post-Covid era. The description that he 

“normally provides strategies and support” 

suggests his mental construct for leader-

ship may be too narrow. He’s correct that 

leaders must be the first to project certainty, 

but new circumstances call for self-aware 

leadership that’s savvier than what got 

them through in the past. 

I appreciate that you brought this sticky 

situation up because it highlights the 

cultural inflection point that has arrived. 

Coaches have always played a leading role 

in transforming paradigms, but now more 

than ever, the stakes are high, and the hour 

may be late for many organizations and 

institutions. Companies will want to hire 

coaches and consultants who stand for or-

ganizational health and solve systemic prob-

lems and culture issues in more complete 

and novel ways. 

ROI and performance will always be 

necessary, but healthy organizations will 

do more to create meaning, equality, and 

community. They’ll find that the new world 

of work – especially at the executive level 

– demands it. Coaches in the post-Covid 

world, in my opinion, must double down 

on the stand they take for their work and 

the kind of coach they want to be. 

Soapbox aside, begin by discerning 

where uncertainty is located in the system. 

Is it within your client, alone? Or is it with 

his teams and direct reports? Is it in the 

business environment, or is it where the 

company is in its evolution and destiny? 

Knowing this will lead you to where at-

tention needs to go. If you get this wrong, 

you’ll lose valuable time, so don’t prejudge 

the situation or allow your client to hide 

behind fake male invulnerability. Many a 

career is likely to fall this decade as a result 

of the lack of trust that engenders. Don’t let 

it happen to your clients. 

Second, because of the uncertainty, work 

with your client to elicit the genius of the 

group. That means serious truth-telling 

about what works and what doesn’t and 

deep discussion about the kind of work-

place, culture, and systems that will provide 

a secure sense of belonging while getting 

the job done. There’s no guarantee any of 

it will work, and some people may find the 

exit. That’s how this decade will roll, so ... 

coaches, prepare yourselves for a new era!

sticky situations
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LOVE LIKE YOU 
DID AS A KID
By Bahia Yackzan, BA, NLP, EWT

I grew up in a multicultural, mixed 
socio-economic, mixed religion 
family. We moved every couple of 
years, which opened a window into 

the reality of many minorities, including 
the lives of brown and black people. No 
matter where we lived, I witnessed mis-
treatment, from subtle to horrific, and 
felt powerless to stop it. 

Aside from witnessing blatant disre-
gard and disrespect of minorities, both in 
school settings and in the general public, 
I also witnessed the lesser treatment of 
my father, who had immigrated to the 
US from Lebanon in his early twenties. 
After learning about indescribable hard-
ships of innumerable people, those dear 
to me and those I had never met, I was 
bound to become a Diversity Educator.

skills to become a new habit of thinking 
and behavior, augmenting their abili-
ties to sustain proactive and continued 
interest in helping create more equitable 
inclusion in their surroundings.

HUMANS NATURALLY LOVE
Human nature is inherently loving. We 
all come into this world with an intrinsic, 
healthy curiosity, a drive to love, and 
a natural desire to connect with oth-
ers. Babies and toddlers naturally lean 
towards one another regardless of any 
perceived differences. Children freely 
express their curiosity when they notice 
anything about another person (e.g., hair 
texture, skin color, accent, ability), with 
no inherent negative judgment ... until 
we receive heart-crushing remarks that 

COACHING DEEPENS IMPACT
I have been a Diversity Educator for 
more than 20 years now. About eight 
years ago, I became a Neuro-Linguistic 
Programming (NLP) Practitioner, a 
Core Alignment Coach and an Emo-
tional Wisdom Training Specialist. 
My initial diversity training model 
effectively provided an environment in 
which people of various backgrounds 
willingly opened their hearts and minds 
to successfully integrate tools to identify 
their own biases, to step out of harmful 
attitudes, to learn communication skills 
to interrupt microaggressions and more.

However, by adding Core Alignment 
NLP practices as a component, I devel-
oped a way for participants to entrain 
their newly cultivated awareness and 
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invalidate our honest, innocent percep-
tions. Such remarks often come from our 
own well-intentioned but conditioned 
parents/guardians/teachers/religious lead-
ers/neighbors who, almost unconsciously, 
model superior/inferior judgment. 

  Sadly, the natural ease of genuine, 
loving connection that children have 
is gradually eroded with an insidious 
perpetuation of false, socially construct-
ed, heart-devoid human classifications 
that embody racism and discrimination. 
Children are subjected to repeated neg-
ative conditioning that they internalize 
and integrate into a narrowing frame-
work of understanding of people from 
various backgrounds. 

As kids lose the natural inclination to 
listen and trust individuals who become 
deemed better or lesser than by society, 
they lose touch not only with others 
but also with themselves. Additionally, 
society teaches us all to cope with the 
pain of extreme unfairness by burying 
our feelings and not questioning our 
circumstances, thus allowing systemic 
racism and other forms of discrimina-
tion to remain unchallenged. 

As if the suffering of those on the bot-
tom of our American classification system 
was not clear enough, the 2020 pan-
demic surfaced serious health, housing, 
economic, environmental inequities and 
explicit, gut-wrenching murder of people 
with dark skin – because their skin was 
dark – and displayed these phenomena on 
screens worldwide. The waves of pain and 
ongoing, deep suffering slammed into the 
collective consciousness like never before. 

Despite the enormity of this huge 
wake-up call, there is unbelievable poten-
tial for the protected, privileged mem-
bers of the collective to rebury it’s/our 

feelings again and shift back to ignoring 
the severely needed changes. The cost 
of allowing a system that disadvantages, 
disregards, and undervalues any pop-
ulation has inexplicable consequences 
on the psychological, physiological and 
spiritual well-being of individuals in-
directly and directly impacted. Pulitzer 
Prize Winner Isabel Wilkerson, in her 
book, Caste, The Origins of our Dis-
content, makes an analogy of America 
as an old house:

“When you live in an old house, you 
may not want to go into the basement 
after a storm to see what the rains have 
wrought. Choose not to look, however, 
at your own peril. The owner of the 

house knows that whatever you are 
ignoring will never go away. Whatever 
is lurking will fester whether you choose 
to look or not. Ignorance is no protec-
tion from the consequences of inaction. 
Whatever you are wishing away will 
gnaw at you until you gather the courage 
to face what you would rather not see.”

QUESTIONS TO ASK OURSELVES
If we, as coaches, do not proactively 
play our part in reckoning with the 
undeniable need for truth, healing and 
change, how can we expect others to do 
so? We must take the time to examine 
our own monocultural, Eurocentric 
paradigm and practices. 

Who and how many people can we 
support within our current framework? 
What systems are we unconsciously 
serving? How will we contribute to 
sustainable, positive change? With a 
conviction to resolve our own cognitive 
dissonance – which develops when we 
live in societies that deny and mini-
mize the full truth of our histories of 

kaleidoscope

 If we, as coaches, do not proactively play  
our part in reckoning with the undeniable need  
for truth, healing and change, how can we expect 
others to do so? 

genocide of First Nations peoples, and 
contradictions of our founding princi-
ples, as in the U.S. – we can break out 
of the numbing norm to use our influ-
ences to build more humane inroads. 

With trained support, we can re-ed-
ucate ourselves. We can reconcile past 
hurts, guilt and grief we and our clients 
carry. As we tend to our own inner 
work, we gain far more clarity and abil-
ities to help clients and teams develop 
clearer, better habits and strategies. By 
recognizing how many clients have been 
impacted by intolerable double stan-
dards and how relatively few coaches 
of color or other minority status the 
industry supports, we can begin to see 
the work we need to do. 

It is the acknowledgement of harsh 
truths that motivates us to grieve, com-
municate understanding, empathize, 
and become active members to create 
opportunities for minorities to hold the 
same rights, positioning and influence. 

KEEP MOVING FORWARD
Step back and re-evaluate the paradigm 
under which we operate as coaches to 
explore and expand beyond a mono-cul-
tural, Eurocentric framework. Listen to 
communities whose voices have been 
marginalized since the founding of the 
country where you live, as we know that 
discrimination and marginalization are 
not unique to America. Become a life-
long learner in your workplace, in the 
classroom, at home, or in partnership 
with a coach. 

There is so much history to uncover 
that when acknowledged opens the po-
tential to heal. Love the challenges. Hold 
yourself and peers accountable. Share 
opportunities. Make room for others. 
Love the insights. Grow humility. Reflect 
on the following statements to see how 
these match your values:
•  Everyone loves to love and be loved.
•  Diversity creates equity only when 

decision making power, opportunities, 
resources and influence are shared. 

•  Guilt over having relative privilege 
is heavy, real and common, and will 
continue to block true healing if we 
don’t resolve it.
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•  Healing happens in environments that 
build trust and promote courage and 
accountability.

•  Coaches and clients learn best in a 
compassionate, non-judgmental, rela-
tionship-building model, as this allows 
us/them to stop judging our/themselves, 
ultimately decreasing the judgments 
that we/they make towards others.

Supporting individuals from all mi-
nority groups allows a greater humanity 
to thrive. We all desire to live from our 
inherently loving, genuinely caring 
human nature. It is imperative that we 
coach for the long run, not for tempo-
rary fixes of nifty tool kits that vanish 
without serious investment, consistent 
time and practice. 

RESULTS
By opening one’s vision and coaching 
from a broader spectrum of views from 
a higher consciousness, we can “un-
learn” and trade out early biased societal 

conditioning. This process liberates all 
of us; it is the greatest gift we can give to 
ourselves as well as humanity. 

Inclusive consciousness leads to expe-
riences of newfound relief, connection 

counter and trusting my inner strength, 
as I ask my clients to trust theirs, 
empowers me to continue discerning 
truth from cultural lies, to cut through 
manufactured barriers and to be fully hu-

We all desire to live from our inherently 
loving, genuinely caring human nature. It is 
imperative that we coach for the long run, 
not for temporary fixes of nifty tool kits that 
vanish without serious investment, consistent 
time and practice. 

and joy. As we enter the final months of 
2021, we must include ourselves in the 
processes of self-discovery and bridging 
understanding with those outside of 
ourselves. 

Listening to the experiences of 
everyone that I am truly fortunate to en-

man. As Isabel Wilkerson so eloquently 
writes, “Any of us who manages to create 
abiding connections across these man-
ufactured divisions is a testament to the 
beauty of the human spirit.” How can 
coaches live into this invaluable beauty? 
Love like you did as a kid. 
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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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A time for coaches and leaders to generate conscious choice

By Janet M. Harvey, MCC, CMC, ACS

COURAGEOUSLY 
DISRUPT

insecurity, police brutality, governmen-
tal incompetence and corruption, wars, 
and your internal refusal to see the 
world as it is. 

I’m sharing a bit of tough love because 
as coaches, we do have an invaluable 
opportunity to evoke awareness that both 
heals and emboldens each person. 

I recently listened to a podcast with 
author David Brooks as the guest 
talking about his research for his recent 
book, The Second Mountain: The Quest 
for a Moral Life. His way of describing 
our current disruption is as a social and 
relational crisis. That describes what I’ve 
been talking about with clients.

Leaders are beginning to realize that 
the real work begins now. Everyone is 
learning to shift their relationship to the 

meaning of work, the new and diverse 
needs of a hybrid workforce and ways 
to recover from the long experience of 
consistent stress and trauma in our lives 
since the beginning of the pandemic. 
Mental health is on our minds a lot 
these days as coaches, and no wonder. 

A January 2021 report shows that 
36 percent of all Americans feel seri-
ous loneliness, including 61 percent 
of young adults and 51 percent of 
mothers with young children. Brooks 
also examined a substantial increase in 
diagnosed depression, and the fastest 
growing political and religious affilia-
tion category is ‘unaffiliated.’

Connection and belonging are 
attributes of being human that are 
hardwired in our DNA and are seriously 

coaching mastery

Might you have a visceral 
reaction from being  
told disruption is a  
serious challenge?  

Most of you reading this magazine in 
the year 2021 recognize the emotional, 
mental and physical effect of living in  
a constant state of disruption outside  
of your control. 

Whether you think about this con-
dition of disruption as an unwelcome 
intruder, a natural cycle in nature, a 
principle of economics (creative de-
struction) or a consequence of human 
actions, the state of being disrupted 
may not be ignored today. You are 
susceptible to COVID-19 simply by 
being alive on the planet right now. You 
are also impacted by air pollution, food 
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deficient in today’s climate, both per-
sonally and professionally. Put another 
way, our hearts yearn for fusion, in a 
similar way to parents who love their 
children more than evolution requires. 
All of this points to the importance of 
putting relationships first, which in the 
wise words of social psychologist Edgar 
Schein, is the fundamental unit of 
human society.

What I observe with clients both 
directly and what they are reporting 
from their teams and workforce, is that 
the pain people are feeling is not being 
transformed through healing; it is being 
transmitted to others. Workplace inci-
vility is on the rise. 

Before the pandemic, seven in 10 
Americans believed incivility had hit 

crises levels. There are so many exam-
ples of inequity across industries and 
sectors, including education and gov-
ernment, it is head spinning disruption 
to contemplate. 

So, what does all of this mean for 
coaching? I will boldly declare that we 
must initiate and invite change, and to 
that end, I am boldly asking clients to 
pause and reflect. Our value and contri-
bution for clients is to evoke awareness, 
especially in times that are unfamil-
iar, likely uncomfortable, filled with 
uncertainty and unknown information, 
process or outcomes. 

When we look more deeply into 
the definition of coaching, “part-
nering with clients in a creative and 
thought-provoking process,” we see 

Our value and contribution for  
clients is to evoke awareness, especially  

in times that are unfamiliar, likely  
uncomfortable, filled with uncertainty  

and unknown information, process  
or outcomes. 

coaching mastery

the roots of permission that too many 
coaches deny themselves. I encourage 
you to lean into partnership, invite a 
wider lens to look into the client’s ex-
perience in the context that they bring 
to the coaching relationship. 

Also include the external influences 
that arise from their context and stim-
ulate their worldview, the thoughts, 
attitudes, beliefs and stories they adopt 
as the truth. We are in partnership 
with the whole being, always. 

I offer space and questions to be 
curious about their habits, preferences, 
assumptions and biases. Any of these 
four, and often more than one operat-
ing in unison, are what unconsciously 
drives decisions and actions. In a world 
disrupted, the necessity to short-circuit 
our autopilot responses must become a 
priority. This is the first step to awaken 
consciousness. 

Our presence and courage to chal-
lenge clients to look more deeply within 
initiates the generative experience. 
Through our partnership, exploring 
what’s not yet known, clients begin to 
appreciate what motivates what they 
see and how they draw conclusions, in 
order to discover whether that rhythm 
in their life matches with the new reality 
of today. Most often it doesn’t. 

Seeing the mismatch opens the door 
to consider a new basis for decisions, 
ones that are more inclusive and 
equitable by adopting a social mindset. 
Evoking awareness in this more holistic 
fashion supports leaders to open up 
thinking, feeling and acting with clear-
eyed consciousness. 

Job one for leaders is creating the 
climate for an exceptional experience 
of being enlivened with colleagues 
and customers and ultimately in their 
communities. A major disruption arises 
from changed expectations of customers 
and the workforce that leaders in enter-
prises of any kind adopt and act upon 
based on a social mindset. 

Leaders must personally experience  
being enlivened or the status quo will 
stay entrenched and post-disruption 
innovation will fail. Coaching partner-
ships can and must invite this change; in 
partnership with everyone, we engage. 
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Disruption is not only a serious leadership challenge, 

but a global challenge for all of humanity. How do you coach 

those who are experiencing unprecedented disruption in 

their industry, organization, and lives? How do you coach 

those who want to cause disruption? How do we as humans 

develop or enhance leadership ability during difficult times? 

What are the coaching distinctions of disruption and  

what can it generate? Examining the role coaching plays  

in helping individuals, leaders and their  

teams overcome disruption.

features

DISRUPTION!
Navigating change at an  

accelerated pace
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About 20 years ago, I chose a rallying cry and 
included it in all my speeches and presentations: 
“Avoid confirmation bias.” Confirmation bias 
means screening out information we might not 

agree with, only reading material, attending events, joining 
organizations or hiring employees that match our own back-
grounds, experiences and beliefs. 

Coaches spend a great deal of time with our clients dis-
rupting their beliefs and patterns of behavior through inqui-
ry and reflection. While I’d like to think we are “disruptors” 
of confirmation bias, the question remains: What does the 
future hold for coaching and are we ready?

A controversial look at AI, ROI and blurred lines  
 
By Cheryl Procter-Rogers, MA, MBA, MCC, APR

the DISRUPTORS
DISRUPTING

I’m convinced that there are three key disruptors on the 
coaching horizon: artificial intelligence; the scaling of coach-
ing services to impact ROI; and the blurred lines between 
coaching and therapy. I’m challenging us to move from not 
quite ready to being ready with urgency.

Theory of Disruptive Innovation 
I first learned about the theory of disruptive innovation when 
reading the 1995 Harvard Business Review article titled, “Dis-
ruptive Technologies: Catching the Wave.” While it wasn’t 
about coaching, I believed then and believe even more now 
that the theory has stark implications for our industry. 
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Basically, the theory of disruptive innovation describes a 
process where a smaller company enters a market and suc-
cessfully challenges the more mature, established businesses 
in that market. Examples of disruptors include Amazon, 
Uber, Fedex, and Netflix. These companies didn’t invent 
these business sectors, but using technologies, they disrupted 
the established business models, driving some well-known 
brands out of business or forcing them, often too late, to 
abandon outdated business models.

Of all the things I learned about disruptive innovation in 
this article, what resonated with me most were four factors:

These startups use new technologies that do not meet 
the needs of mainstream customers, at least at first. So 
the established companies ignore them.
The established companies usually have higher cost struc-
tures and higher profit margins. The startups have lower 
cost structures and can offer significantly lower pricing.
Leaders within these established entites either ask  
the wrong questions or ask the wrong people the right 
questions.

When customers embrace the new business model, 
growth is at such an accelerated pace, the established  
companies are usually two or more years behind and 
rarely catch up. The trailblazers then control the market.

Artificial Intelligence
If your idea of integrating technology into your coaching 
practice is using Zoom, coaching software and an online 
scheduler for appointments, then you’ll definitely want to 
read on. The digital age is here! And so is Artificial Intelli-
gence (AI). We have come a long way since MIT simulated a 
therapy session with ELIZA using AI in the 1960s. 

I reached out to Dr. Carolin Grassmann, Professor of Busi-
ness Psychology, Organization Development and Business 
Coaching at Victoria International University of Applied 
Sciences in Berlin, Germany for her perspective. “We have 
more and more technological possibilities, such as virtual 
coaching and AI coaching, as well as newly emerging topics 
in an increasingly complex world. Coaching may even attract 
new target groups that have received less attention so far.”

With her colleagues, Dr. Grassmann conducted research 
and in 2020 published the scholarly paper, Coaching With 
Artificial Intelligence: Concepts and Capabilities. This paper 
offers a perspective on whether, and how, AI can be em-
ployed in coaching as a key human resource development 
tool. They concluded that it may work well under certain 
conditions and that coaches can benefit from using AI tools 
in their coaching practice.

Scaling Coaching 101
Because the coaching industry remains fragmented, we find 
that in the United States, coaching fees range from $250 
to $3,500 per hour. For an organization that uses external 
or internal coaches, the benefit is usually offered to high 
potentials and C-Suite executives. For individuals who must 
pay for coaching, the cost can be a barrier. 

Disruptors to the coaching industry are using technolo-
gies to create business models that add revenue at a fast rate 
while keeping expenses low, thus driving down costs per 
hour. By scaling coaching services and driving down fees, it 
is more affordable for an organization to offer coaching to 
all of its employees and for more individuals to hire a coach. 

In addition, technology underpins real-time measurable 
results on growth and development using proven scientific 
methods to collect data and analyze behavior change. Most 
of the startups have proprietary coach training, digital 
platforms that include video conferences, coaching tools and 
other ROI measures. 

Digital and AI-enabled coaching apps seeking domi-
nance include: LEADx’s Coach Amanda, PocketConfidant, 
LeaderAmp, Rocky, Coachhub, and BetterUp. They are 
reaching untapped markets and are disrupting the coaching 
industry. As a result, coaching is now available to larger seg-
ments of populations around the world. This can be viewed 
as a threat or opportunity.

Managing Blurred Lines
According to the World Health Organization, the need for 
mental health services is increasing around the world. I spoke 
with a friend recently who is a leader at a major university in 
the United States. She shared that recently, she has seen the 
need for staffing and services to address students’ mental health 
issues skyrocket. And then she said something that left me 
thinking deeply: “Don’t forget Cheryl, these graduates are com-
ing to a company or organization near you and they are going 
to need the help of coaches and therapists. Are you ready?c

I pondered this question for days. Couple the need with 
global figures like Prince Harry and tennis phenom Nao-
mi Osaka speaking candidly about mental health, and the 
demand for support will increase. As a result, I anticipate a 
disruption in the order of things – most notably, the blurred 
lines between coaching and therapy. 

The theory  
of disruptive  
innovation helps us  

foresee a future where we  

are thriving and able to pivot  

quickly in the face of change. 
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Will the marketplace demand more collaboration between 
the two professions? How will our coach training programs 
respond? Will coaches and clients require, at a minimum, 
a basic understanding of adult learning, psychology, and 
common mental-health disorders? Not in an attempt for 
coaches to diagnose or treat addictions, trauma or abuse, 
but to know clearly how to set boundaries in the coaching 
relationship, when to refer a client to therapy, and how to be 
part of a coaching and therapy team.

Be Ready
It is daunting, to say the least. Will coaches require a new set 
of competencies to support an onslaught of new clients as 
the benefits become more widespread? And how will tech-
nology and AI drive engagement when help is just a click 
away on a hand-held device?

Certified self-actualization coach and TEDx speaker Ce-
linne Da Costa believes the biggest disruptor to our industry 
over the next few years is bridging the gap between our 
knowledge and wisdom. She believes we hold up a mirror 
for our clients, to help them see the truth of who they really 
are, and what opportunities lie beyond that. “If your mirror 
is dirty, you can’t mirror back. You can’t actually see the 
client. You can only see yourself through the client.” 

Da Costa believes each coach, with the help of our own 

coach and/or therapist, must clean our own mirror by going 
through the timeline in our lives and make peace with the 
wounds, trauma and imperfections so we can embody our 
teachings and transform our knowledge into wisdom.

Dr. Grassmann adds, “As many disruptions will probably 
relate to technological advancements, coaches may prepare 
best by learning how to work with such new tools. Of 
course, this means that coaches need to learn how to master 
the technological component. But this may also mean that 
coaches need to rethink which methods or exercises they can 
effectively use or how this may affect the time frame (e.g., 
shorter sessions, but more often or more spontaneous). In 
the end, coaches could have more options where they need 
to select and adjust for the specific needs of their clients.”

If we are truly to act as positive disruptors in service to 
our clients, we must have the courage and the wisdom to 
step outside our comfort zones and avoid confirmation 
bias. The theory of disruptive innovation helps us foresee 
a future where we are thriving and able to pivot quickly in 
the face of change. 

While my predictions may be rejected or further devel-
oped, artificial intelligence, scaling of coaching for ROI and 
the blurred lines between coaching and therapy are here and 
have been here for some time now. If I have disrupted your 
thinking on these topics, then my work here is done.  
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By Joe DeGraaf, MA, CLC

 A Coaching Path through  
DISRUPTION

Disruption is more and more 
a part of everyday life. As 
businesses and organiza-
tions continue to process 

through the rapidity of change and the 
overwhelming flow of new data, finding 
ways to manage disruption is not so 
much a possibility as it is a necessity. 
Not only that; it is an opportunity. 

Those who are working to manage 
their own disruption require a particu-
lar mindset along with an ability to see 
around corners. Coaching can provide 
a unique access point to these tools for 
those who want to step into the chaos. 
With a new standard of constant change 
in focus, there is a great opportunity to 
master disruption coaching and seek out 
new growth for our clients.

What is Disruption?
Disruption is a deviation from the 
norm, a separation from the idealized 
plan. In its Latin origins (disrumpo), 
disruption forms the image of breaking 

away, of bursting apart or even severing 
off. This is important language if we are 
to coach clients well around disruption.

There is a tendency when we talk 
about disruption to think about it 
in terms of a blip in the system. You 
might imagine a brief moment of static 
interrupting a favorite song or a skip in 
a film that leaves a character frozen and 
then jumping forward in time. These 
are forms of disruption, momentary and 
simplified, but disruption in its more 
natural form casts a different shadow.

Disruption might be better viewed 
as a trail with many paths. We have our 
planned route, the straight path that is 
well-cleared of the underbrush and even 
built in with stairs and bridges. This is 
the path we have chosen to take, the one 
we have set in our minds as our own. 
Disruption is the tree that blocks our 
chosen road and clears an opening to a 
new part of the forest. It is the branch-
ing off of divergent paths that were 
never marked on our map and have no 

indicators of which way we should go.
This kind of disruption is rarely a 

momentary blip. It alters our trajecto-
ry, changes our path. It means that we 
have to make new decisions about new 
opportunities and challenges. It sets us 
up to keep walking in a new direction, 
one that may not be as planned out as 
the one before. 

This kind of imagery around disrup-
tion sheds light on an important truth. 
Disruption is a natural process. Just the 
same as a tree falling in the forest is part 
of the natural process, disruption can 
be counted on but less often foreseen. 
It’s exactly in this truth that we can have 
our opportunity in coaching.

Normalize Disruption
Coaching disruption has to begin with 
normalizing it, by identifying it for 
what it is. If fear and anxiety tend to fill 
our client’s mind when they think of 
change and the unforeseen, it’s import-
ant to draw attention to the inevitable 
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reality of change. While they may not be 
able to know what the change will be, 
preparing clients to expect and anticipate 
change should be built into their plan-
ning and vision-casting process. And 
still, we can go beyond this. Instead of 
limiting disruption to a normal process, 
focus on a mindset shift in considering 
disruption as a positive process.

This takes us back to our trail analogy. 
When we stare down at multiple paths 
leading out in front of us, our planned 
route obstructed before us, what new 
opportunities might be opening? 

Change is a driver for innovation 
and opportunity. Disruption is a driver 
for change. When we can help clients 
identify this connection, we empower 
them to see disruption as a change agent 
for new potential and growth. 

So this becomes our new definition of 
disruption – a deviation from the norm 
that offers new opportunity for change 
and growth. With this mindset and 
definition in place, our clients can begin 
to walk through disruption with greater 
confidence, with eyes wide open in hope 
rather than fear.

With our client’s mindset changed, 
let’s consider a disruption to their work, 
their life. What is the coach’s role in 
navigating this change? In keeping with 
so much of coaching practice, it is ex-
ploring the possibilities and solidifying 
new directions. 

Identify the Disruption
If our mindset is a sort of preamble to 
disruption, the first step in coaching 
through disruption is to help clients 
understand just what they are encoun-
tering. What is the disruption? What is 
the result of the change? Identifying the 
reality of the situation can ground our 
clients in what needs to happen next, 

rather than in the uncertainty or fear of 
what else might be lurking.

To use our analogy, what trail has been 
broken off because of this disruption? 
When a client can not only identify the 
disruption itself, but what effect it has 
on them and their organization, greater 
light will shine on the opportunities and 
challenges available to them. 

Explore the Possibilities
The next step is to explore the possibil-
ities. What new paths are open to your 
client now that their original path has 

been closed? This is a great opportunity 
for deep coaching and brainstorming 
around possibilities and perspectives. 

This stage of the process is not so 
much about the critique of individ-
ual paths but rather the identifying 
of what is available. The truth might 
be that there are no “good” paths to 
choose from, that there are noticeable 
challenges along every route. Again, 
the reality of the disruption is a great 
encouragement. As coaches, this is our 
great opportunity to remind them of 
what might be positive, of who they are 
in the process, and of challenging them 
to look forward with fresh eyes.

Limit the Options
When your client has been able to 
identify the new ways forward, it’s time 
to get critical. Rather than comparing 
to the original route, compare the new 
opportunities to each other. What paths 
show the best promise for progress? 

It helps no one to have a list of every 
possible route forward. Work quickly to 
weed out the worst options and identify 
the best. This is a great opportunity 
to return to the values, vision, and 
strengths that your client brings to the 
situation. Reignite a sense of identity 

and purpose in your clients and use this 
to get their momentum moving again. 
Working with them to place who they 
are on each path may help them identify 
which paths will work best for them.

Consider the Implications
One of the great phrases used when  
discussing disruption is the ability to  
“see around corners.” It is a daunting task 
and filled with uncertainty. Nevertheless, 
considering the second and even third 
levels of implications are a vital part of 
managing disruption. If you choose a 
certain path, where will that lead you? 

As you work with your client to 
process the implications, it may be 
worth seeing if any of these paths lead 
you back to the original trail. Just as in 
the forest, a disruption may turn out to 
be that static in the song or the skip in 
the movie. When this happens, settle 
back into the change mindset and ask 
if returning to the path is really the best 
way forward. The disruption may have 
opened new avenues for success that 
were previously unexplored. Though 
they may not be as comfortable, as fully 
planned, they may yet be the best way 
toward our clients’ goals. 

The Path to Disruption Coaching
As coaches, we live in a world of uncer-
tainty. Each session and conversation 
can branch in a seemingly endless maze 
of directions. We are trained to be open 
to the ebb and flow of these move-
ments, to follow the path wherever it 
may go. We can coach our clients to 
think in a similar way. Though their 
situations and responsibilities may be 
vastly different to our own, the mental-
ity can be the same. 

With disruption as a normal part of 
our chaotic world, working with our 
clients to see the potential of the paths 
through the forest, rather than the ob-
struction blocking their way, is a pow-
erful tool to seeing continued growth 
in the most challenging of situations. 
The more adept we become, the more 
momentum we can carry down our new 
paths. The time is now for us as coaches 
to step into the chaos of disruption and 
find our own path through it. 

Disruption is the tree that blocks our chosen 
road and clears an opening to a new part of the 

forest. It is the branching off of divergent paths that 
were never marked on our map and have no 
indicators of which way we should go.
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Thriving in an era of unrelenting change & disruption 
 
By Laura A. Davis, MBA, MCC

Key  
Distinctions

HUMANS have always talked  
about the ever-increasing rate and speed 
of change. Yet in the past, disruptions were 
usually followed by periods of relative stability. 

In the 21st century, change is now perpetual,  
pervasive, and exponential. Changes are perpetual  
meaning they are occurring all the time in an ongoing  
way. Changes are pervasive, meaning changes are  
unfolding in multiple areas of life at once. Exponential  
means changes are accelerating at an increasingly rapid rate.

Certainly, prior to the pandemic a number of trends were 
already in play: 

1
Technological Disruptions 
Advancements in IT, automation, artificial intelligence, 
and more have been in play for years as exemplified 
by companies like Uber and Airbnb. Trends that are 

accelerating due to the global health crisis include telehealth, 
e-commerce, and online learning. Coaches can help clients to 
see that the essential social and emotional skills required now 
include the ability to change direction quickly, communicate 
effectively, and facilitate resistance to change. 

2
Shifting Organizational Structures 
Many global organizations had already moved to flatter, 
matrixed structures from siloed departments prior to 
the onset of COVID-19. As a result of the crisis, many 

organizations are looking at more flexible, hybrid work arrange-
ments that require rethinking how work gets done. Coaches can 
help their clients learn to share power, work on multiple teams, 
and work across organizational boundaries to accomplish a 
common vision and goals.

3
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3 Evolving Workforce 
Likewise, organizations had 
already been grappling with the 
challenges of leading people 

from five generations in the workplace 
with varied economic, social, and 
cultural backgrounds, not to mention 
the transient gig economy workforce. 
Coaches must also help to create the 
awareness that never before has it been 
so important to navigate workforce 
diversity by exhibiting emotional intelli-
gence, empathy, and compassion.

The global crisis saw changes occur in 
months, weeks, and even days, whereas 
previously they would have taken years. 
While some companies can be cited as 
success stories of agility and resilience, it 
is safe to say that all leaders struggle to 
address the overlapping changes coming 
at them in tidal waves of uncertainty, 
confusion, and emotion.

Coaches can help explain that most 
models of leadership weren’t built for 
this unrelenting change. The human 
mind has been trained to think linearly 
and locally in a relatively certain world. 
We used to be able to expect the future 
to somewhat resemble the past. 

Coaches can challenge leaders to 
question their assumptions about the 
future to see potential opportunities in 
disruptions. One of my favorite quotes 
comes from writer, philosopher, and 
psychologist Eric Hoffer who wisely 
recognized that, “In times of change, 
the learners inherit the earth while the 
learned find themselves beautifully 
equipped to deal with a world that no 
longer exists.” 

In my experience, I have gleaned 
three key principles and distinctions 
for helping clients not only survive, but 
also thrive in times of great change and 
disruption.

Change, by its very nature, often 
leaves people feeling confused, vul-
nerable, and fractured at a time when 
resilience, cohesion, and collaboration 

are required more than ever. It is abun-
dantly clear that the leaders, teams, and 
organizations that do not skillfully navi-
gate change and embrace a new form of 
leadership will fail.

So, what are some of the mindset 
shifts we can help our clients make to 
prepare for the new world of work?

MINDSET SHIFTS FOR LEADERSHIP

KEY #1: 

FROM
Leader as  

Hero/Heroine

TO
Leader as  

Coach

KEY #2: 

FROM
Command  

and Control,  
Fear-Based  

Environment

TO
Environment  
of Trust and  

Psychological  
Safety

KEY #3: 

FROM
Team of the 
"Best and  
Brightest"

TO
Self-Aware,  

Self-Directed  
Continuously  

Learning

➡ ➡ ➡

 
KEY #1: 
From Leader as Hero/Heroine  
to Leader as Coach

Encourage an agile leadership style 
with the “leader as coach,” NOT as the 
charismatic hero/heroine or ultimate 
authority. 

One of the keys to successfully nav-
igate a disruptive future is to question 
the assumptions of the traditional 
leadership paradigm. A leadership style 
of “I know it all so follow me” is totally 
unrealistic given the realities of the new 
world of work. 

While we can intellectually see the 
folly of this kind of thinking, the leader-
ship paradigm of the charismatic hero/

Self-aware, self-directed teams that continuously 
learn are required, NOT teams comprised of the  

“best and the brightest” individual players.

heroine swooping in to save the day 
still exists. No one person can possibly 
know and master knowledge across the 
dizzying array of domains leaders need 
to comprehend today. Those who try are 
destined to fail. 

Instead, authentic leadership is 
humble and more vulnerable thereby 
inspiring the necessary trust and psy-
chological safety that drive innovation, 
inclusion, and team performance.

Many people misunderstand the word 
humble so I want to make a key dis-
tinction here. Someone who is humble 
can also be confident and competent. 
They just have the self-awareness and 
self-esteem to know they don’t have to 
be “the smartest person in the room.” 
The Enron debacle at the beginning of 
this century showed us the kind of toxic 
culture that results when that kind of 
belief system is encouraged.

One of my favorite stories of this 
kind of leadership comes from Hubert 
Joly’s recent book The Heart of Business. 
He exemplified humility when he took 
over the helm of the failing retailer in 
2012. He donned the Best Buy khakis 
and blue shirt uniform and went into 
the retail stores to learn what was work-
ing and what wasn’t directly from the 
front line. He wore a nametag that said 
“CEO in training” to show he was open 
to learning from the people who knew 
the operation best.

Since being confident enough to be 
humble isn’t always easy, coaches can 
help by encouraging leaders to do their 
own personal and spiritual growth 
work. Whether you call that mindful-
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ness, emotional intelligence, or some-
thing else, self-awareness is the founda-
tion from which a leader can learn to 
adapt and flex their leadership style to 
the needs of the situation and the other 
people involved.

KEY #2:  
From a Command & Control, Fear-
based Environment to an Environ-
ment of Trust & Psychological Safety

Performance thrives in an environment 
of psychological safety and trust, NOT 
in an environment of command and 
control through fear.

“The presence of fear in an organiza-
tion is the first sign of weak leadership,” 
according to Timothy R. Clark, author 
of The Four Stages of Psychological Safety. 
His definition of psychological safety 
is very clear. It is a condition in which 
you feel:

✓ included, 
✓ safe to learn, 
✓ safe to contribute, and 
✓ safe to challenge the status quo.

Many coaches are familiar with  
Google’s “Project Aristotle” research 
findings on what makes for a great 
team. The results showed that the 
most important factor associated with 
high-performing teams is an environ-
ment of psychological safety.

One of the most impactful places to 
begin cultivating psychological safety is 
by understanding the deeper nature of 
trust. Many leaders I coach are trust-
worthy but are not trusted by all of their 
stakeholders. A crucial concept I share 
with them is the different behavioral 
elements of trust. 

The four key elements based upon 
research by Integro Leadership Institute 
are: Acceptance, Openness, Straightfor-
wardness, and Reliability. 

While all the behaviors that build 
trust are important, different personality 
styles place a different priority on these 
4 elements. For example, the element 
or behavior that someone considers the 
most important in others often reflects 
their own individual strength. 

The challenge arises when their nat-
ural limitation is the most important 
priority of another person with whom 
they work. 

Understanding and working with 
this concept can go a long way 
towards developing deeper levels of 
trust throughout an organization.

KEY #2: 
From Teams of the “Best & Bright-
est” to Self-Aware, Self-Directed, 
Continuously Learning Teams

Self-aware, self-directed teams that 
continuously learn are required, 
NOT teams comprised of the “best 
and the brightest” individual players.

Leadership is a process of continual 
learning and unlearning. Futurist au-
thor Alvin Toffler said, “The illiterate 
of the future are not those who can’t 
read nor write, but those who cannot 
learn, unlearn, and relearn.”

This quote reminds us that we 
need to continually question our 
assumptions and challenge ourselves 
to unlearn old, dated ways of thinking 
and doing. As we help clients question 
their assumptions, we need to update 
our mental models and maps, use new 
technologies and tools, and help them 
to keep course-correcting based upon 
our new ideas and best practices.

One of the reasons Patrick Len-
cioni’s perennial bestseller, The Five 
Dysfunctions of a Team, is so popular is 
that it vividly illustrates through a re-
latable story how an organization can 
have the best product, the most mon-
ey, the brightest talent, and appear to 
have the best market positioning, but 
still fail. If people aren’t able to work 
cohesively and leverage their collective 
strengths, they will not be successful.

Let’s honor facilitative leadership 
that brings out the best in leaders at all 
levels. Let’s create environments where 
psychological safety and trust are the 
norm. And finally, let’s encourage 
self-directed work teams of continuous 
learners who can grow and change in 
times when their creativity and inno-
vative thinking is needed most. 
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Navigating 
CHANGE 

COVID has accelerated 
the digital revolution and 
caused many leaders to face 
unprecedented disruption 

within their organization and industry. 
How can we successfully coach leaders 
navigating change at an accelerated pace? 
How do we enable them to successfully 
manage transformational change and 
to support themselves and their teams 
when there is no playbook to reference? 

Many can relate to the challenges of 
working in a VUCA world (Volatile, 
Uncertain, Complex, Ambiguous). As 
coaches, we can add value to leaders and 
their organizations by enabling them to 
shift their mindsets and behaviours now 
and in the future. For example, in the 
VUCA world, volatility can be coun-
tered with vision because vision is even 
more vital in turbulent times. 

remotely, typically from their home. 
The vision and priority was health and 
safety while continuing operations.

Priorities became clear as mass efforts 
were put forward in technology, lead-
ership and communication to enable 
employees to work from home. Then 
lockdowns were lifted and business re-
sumed as usual. Leaders and their teams 
were soon overwhelmed trying to achieve 
all of the strategic priorities that were 
established pre-COVID. Coaching lead-
ers to clarify purpose and priorities and 
provide a clearer sense of vision enabled 
everyone to focus on what was critical 
while minimizing burnout and stress.

One of the biggest shifts that many 
experienced was a more humane 
workplace. By providing support and 
coaching around empathy and com-
munication, coaches enabled leaders to 
demonstrate care and concern for their 
employees. This became more critical 
as employees struggled to manage work 
and home lives, especially when chil-
dren were doing home schooling.

By encouraging leaders to ask ques-
tions such as, “how can I support you?,” 
ensured that they were asking questions 
and actively listening to better under-
stand the needs of their team members. 
Furthermore, separated physically from 
their colleagues, clients and normal 
workplace, many found themselves 
socially isolated, disconnected and 
re-evaluating their lives. Understanding 
became critical to helping everyone deal 
with the uncertainty around them. 

Uncertainty can be countered with 
understanding, which is the ability of 
a leader to pause, ask questions and 
listen while demonstrating empathy. 
Complexity can be countered with 
clarity, the deliberative process to make 
sense of chaos. Organizations that can 
quickly and clearly make sense of all the 
information associated with chaos can 
make better, more informed decisions. 
Finally, ambiguity can be countered 
with agility, the ability to communicate 
across the organization and to move 
quickly to apply solutions.

Let’s put this into context by looking 
at it through the Coronavirus lens 
and the global pandemic. With the 
rapid spread of the virus, it became 
quickly evident that to keep employees 
and clients safe, organizations needed 
to enable their employees to work 

Leading effectively in a VUCA environment 
 
By Michelle Chambers, MEd, CHRL, CTDP, CSODP, CTPC
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Coaches who encouraged leaders to 
adopt servant leadership styles enabled 
their clients to create a more caring and 
engaged team. It will also probably result 
in higher retention of talented team 
members while organizations whose lead-
ers were not as successful in supporting 
employees will face higher turnover. 

Leaders themselves experienced 
uncertainty, overwhelm and exhaustion. 
By providing a listening ear and helping 
leaders normalize their experience, 
coaches could enable their clients to 
better manage their own situations. So 
many of my coaching calls involved lis-
tening to stories of overwhelm; trouble 
managing priorities; challenge maintain-
ing boundaries; managing new ways of 
working and supporting team members; 
exhaustion and longer working hours – 
the list goes on. 

Often being in a leadership role can 
be lonely but in a virtual environment 
that can be exasperating. Leaders didn’t 
have the informal opportunities to 
“bump into” other leaders and to collab-
orate across boundaries and share ideas. 
Many have shared that cross collabora-
tion has decreased and that siloed efforts 
have risen due to working virtually.

Leaders who were able to make sense 
of the increasing complexity due to 
COVID, were also able to provide more 
clarity and to make better informed 
decisions. Coaches who encouraged 
leaders to take more systems thinking 

approaches enabled their clients to see 
patterns and trends across their system 
and to encourage different stakeholder 
point of views, all of which contributed 
to better decision making. 

COVID accelerated the digital revo-
lution and that affected organizational 
structure, job roles, the health and 
wellbeing of employees, and even the 
survival of organizations. 

Agility certainly became an increas-
ingly important skill to manage ambi-
guity during COVID. There was no 
playbook for dealing with this type of 
disruption. No plan guaranteed to work. 
By encouraging leaders to adopt more 
agile approaches, people were able to 
take more risks and try new approaches 
to meet things such as changing client 
demand and services.

Leaders who were able to shift mind-
sets and to “unlearn” some of their past 
experience were often more successful in 
creativity and innovation. In addition, 
we as coaches could encourage leaders to 
identify practices that enabled their teams 
to become more agile and to make more 
informed changes in response to the 
environment. Coaches could observe and 
provide feedback on team decision mak-
ing and provides training on tools such 
as “after action reviews” and the need for 
team reflection and learning.

Furthermore, coaching leaders to 
collaborate across their system and to 
reduce silos was important. Encourag-
ing leaders and their teams to identify 
practices that encouraged resilience, not 
just as the individual level but at the 
team and organizational level were also 

important for managing and responding 
to changing circumstances. Coaching 
leaders to develop and actively practice 
team norms such as actively listening to 
one another, assuming positive intent, 
and supporting one another by check-
ing in with each other also benefitted.

There is no question that disruption 
has affected many industries. COVID 
even accelerated the rise of the digital 
revolution and sent many individu-
als and organizations into chaos. Yet 
through my coaching engagements, 
I was amazed with how well so many 
leaders have adapted to leading effec-
tively during these disruptive times. 

COVID may have accelerated 
disruption and brought many changes, 
however it has also brought many op-
portunities. Many leaders have become 
more connected with their colleagues; 
intentional effort has been brought 
to team building and relationship 
building; organizations have recog-
nized the challenges of meetings and 
have encouraged core meeting hours; 
shorter meetings and even meeting-less 
Fridays to enable leaders to have more 
flexibility in how they support others. 

We as coaches have the privilege and 
opportunity to listen to clients and ask 
them thoughtful questions to get them 
to reflect on how they are developing 
their leadership effectiveness amid 
growing complexity and disruption. I 
am inspired by the many leaders who 
are willing to reflect and adjust their 
mindset and behaviours to support 
others as transition into new practices 
and behaviors in the workplace. 

By encouraging leaders to adopt more agile 
approaches, people were able to take more risks 

and try new approaches to meet things such as 
changing client demand and services.
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Coaching for
Disruption

A coach collective view  
 

By Cheryl Breukelman, CPC, INHC, LCCC

MORE THAN EVER, we are coaching clients to survive and thrive through an unprecedented de-
gree of disruption. Often, the disruption is uninvited and unwelcome such as lockdowns, health concerns 

and work at home chaos. Other times, our clients actively seek disruptive solutions through new technology, 
services, and mental models for their growth and success. Here, 12 coaches from Epiphany Coaches share 

coaching approaches to support clients through disruption.
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1Courageous Coaching  
is Disruption 
“Disruption is defined as ‘distur-

bance or problems which interrupt an 
event, activity, or process.’ The very act 
of courageous coaching is disruption. 
Courageous coaching disrupts a person’s 
perception of themselves, disrupts their 
perspective about what is and isn’t within 
their control, disrupts their perception of 
the impact they are having, and disrupts 
the ‘rightness’ or ‘wrongness’ of situations. 
Asking questions like, ‘What’s the gift in 
this problem?’ or ‘What if the opposite 
were true?’ or ‘How does that fear serve 
you?’ can positively disrupt our clients!”  

- HEATHER CLARKE, Canada 

2Consciously Experiment More 
“When coaching for disrup-
tion, an important threshold to 

encourage our clients to step through is 
consciously experimenting more. I take 
inspiration from innovation thought 
leader Peter Hinssen, who refers to find-
ing ‘positive troublemakers’ in organiza-
tions who innovate naturally. Coaching 
for disruption is helping change leaders 
connect with their deep purpose of the 
world they’d love to live in and helping 
them discover and activate their courage 
to create it. Disruptive leaders also need 
to precipitate catalytic conversations in 
teams, so we can also coach leaders to 
build a tribe of allies who share their 
desire to facilitate significant change.” 
- SIMON BOLD, South Africa

3  Build New Discovery Skills 
“Clients can be disruptive by 
building new discovery skills to 

ignite novel solutions. In the book,  
The Innovator’s DNA, Clayton Chris-
tensen and colleagues share five discovery 
skills of disruption to master: association, 
questioning, observing, networking and 
experimenting. As coaches, we can sup-
port our clients to grow and apply these 
discovery skills to gain the needed clarity 
and insight to create new opportunities.”  
- CHERYL BREUKELMAN, Canada

4 Bring an Alternative Meaning 
to VUCA 
“As coaches, one way we can help 

our clients – leaders at the front line of 
disruption, swamped and battle weary 
– is to help them find new perspectives 
to approach situations. Here is a simple, 
memorable acronym and its more help-
ful antonym. In the military, the term 
VUCA is used to describe a situation 
that is Volatile, Uncertain, Complex and 
Ambiguous, a catch-all phrase for “Hey, 
it’s crazy out there!” I suggest offering 
your client an alternative meaning of 
VUCA: Vision, Understanding, Clarity 
and Agility.”  
- CARA MOORE, England

5Access the Wisdom  
to be Thoughtful 
“Disruption is essential to forge 

ahead in a competitive landscape but 
has a negative connotation when the 
environment springs it on us. Leaders 
feel pressure in both cases. In the former 
circumstance, they must take great risks, 
while in the latter, leaders must follow 
unfolding circumstances, as they work to 
recalibrate. All humans are at their best 
when they suspend fear and judgment and 
instead, whether initiating or responding 
to disruption, access the wisdom that there 
is space to be thoughtful. Coaches create 
this space. We empower this perspective.”  

- RACHEL WEINSTEIN, Canada

6Finding Balance & Confidence 
Again 
“In this new reality, leaders need 

more than ever before, to develop EI 
(emotional intelligence) skills and coping 
strategies to support their people and their 
varying emotional states. And as coaches, 
we need to ask ourselves, how ready we 
are to identify the frontier to therapy, how 
comfortable are we to support leaders 
to navigate uncertainty, to explore the 
vulnerability of not knowing how to face 
challenging collective emotional states. If 
we, as coaches, find ourselves in doubt, 
supervision could be a way to find balance 
and confidence again.”  
- ANDRES HAIDAR, Argentina

7Honour Their Values 
“When clients experience sudden 
disruption, like the pandemic, 

focus on creating a safe space for them 
to pause and notice what they are 
experiencing personally. This step is 
especially important given how iso-
lated many people have been during 
the pandemic. Explore these shifts and 
then explore what clients are learning 
to value. Look at steps they can take so 
they can move forward and honor their 
values: Slow down and observe. Notice 
what has shifted. Get clear about your 
top values. Then take steps that align to 
those values.”  

- JANET WILLIAMS HEPLER, USA

8Be a Rock 
“When the wave comes and your 
clients are taking on the most 

salt water of their lives, how do you, as 
a coach, be empathic and at the same 
time stay fully in coach position? It’s 
never easy for the coach to stay on the 
coast, but this is exactly why clients hire 
you: to have a ‘rock’ (you as an empath-
ic coach), somewhere in between waves, 
to see the direction/vision and continue 
to focus on what is really important. 
Disruption helps to find other ways to 
reach this vision and sign on again.”  
- AUDREY TREMBLAY, Canada

9Bring Positive Perspective, 
Pace & Kindness 
“To navigate change at an accel-

erated pace, we can support our clients 
by focusing on positive perspective. 
Holding that change is where growth 
and progress are made, and that when 
change comes, so does opportunity to 
renew and regrow is useful. Secondly, 
it is important for us to champion 
clients to pace themselves and be kind 
to themselves so they do not let details 
overwhelm them or the change itself. 
Living a balanced and focused life will 
even benefit the change itself.”  
- PETER JERKOWITZ, United States
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10Focus on Personal  
Well-being 
“Strategies for working through 

disruption tend to include building indi-
vidual resilience, creating safe spaces and 
building confidence. During the pandemic, 
coaching clients on their personal well-being 
has become the priority. Mental and phys-
ical well-being have been brought forward 
during this time of disruption and are here 
to stay. Well-being topics include work-life 
integration, stress management, self-care, 
and physical health (including sleep, eating 
well and regular exercise). When employees 
have high well-being, we know through 
industry research, they have a greater chance 
of achieving their highest performance.”  
- SALIMA VALJI, Canada

11Disruption as a Practice 
“Disruption can be a catalyst for 
disruptive practice! First, we can 

accept disruption as an everyday part of life 
– whether an aging body, a sick child, or a 
pandemic, disruptions are always present. It’s 
our choice to see them as opportunities to 
practice, learn and grow or as barriers in life. 
What are your habitual ways of responding 
to disruption? What would support you to 
respond to disruption in a more enabling 
way? Ask yourself. Ask clients. Being in 
disruption is a practice and requires the culti-
vation of dynamic resilience – the capacity to 
be on the rollercoaster of our lives!”  
- ABBY MALAN, Canada

12Create Space In Between 
“Experiencing unprecedented 
disruption invites us to slow 

down, engage deliberately, show up and 
pay attention. We create space in between 
the noise, speed, distraction and intensity 
they experience, to be a still pond reflecting 
what’s most important to them so they can 
see more clearly, think more deeply, act more 
sharply, and be responsive to what emerges. 
It’s like tuning into the eye of the storm to 
find the calm, focused place that enables 
more expansion and perspective. Our clients 
find courage, tap into their vulnerability and 
emerge with strength and presence to BE in 
the disruption, not of the disruption.  
- GAVIN SHASKOLSKY, Israel 
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From Surviving  
to THRIVING  
Coaching as disruption in disruptive times 
 
By Lisa Withrow, PhD, GPCC, BCC, ACC, ITCA

Disruption commands our 
attention as we emerge 
from the global COVID-19 
pandemic, learning how to 

breathe again while looking around at a 
different, continually accelerating land-
scape. As we step into what some leaders 
call the Decade of Transformation, we 
have a choice: we shut down, or tune in 
to a growing global movement to heal, 
regenerate and build capacity for our 
work and life endeavors in a holistic way. 

Our global and local contexts are apt-
ly described with the acronym VUCA, 
where Volatility marks the speed of 
change, Uncertainty emphasizes the un-
predictability of the future, Complexity 
influences what we pay attention to, and 

Ambiguity determines our level of in-
terpretive clarity. In VUCA contexts, we 
encounter both urgency and complexity 
driving our decision-making. Deloitte 
Global Human Capital Trends 2021 

unpacks the urgency and complexity of 
VUCA, pivoting us from surviving into 
thriving (see sidebar).

The business sector continues to work 
on scenarios and accompanying tools 
for the future that navigate change well 
with accelerated pace and VUCA con-
text. But what of the wider world, with 
its interplay of sectors and the responses 
to disruption(s) of our time? What of 
equitable education, environmental 

    FROM SURVIVING TO THRIVING

SURVIVING  THRIVING
Work/life balance ➡  Designing work/life for well-being

Re-skilling ➡    Unleashing worker potential

Lone rangers/departments ➡  Creating Superteams

Metrics alone ➡  Accessing/acting on workforce insights

Functional management mindset ➡  Re-architecting work to capitalize on strengths
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stressors, social and economic dispar-
ity, racial and gender divides, diverse 
faith groups, roles of civic organiza-
tions, think tank institute influences, 
and polarized political parties? Enter 
coaches, in service to clients and also 
the healing of the world, one commu-
nity at a time.

The years 2020-2021 introduced 
us to liminal space – namely, the 
existence in between past and future 
– where we had opportunity to let 
go of what we no longer need and to 
co-create an emerging future based 
on essentials for holism as a path to 
planetary well-being – in all sectors. 

We aren’t done with this liminal 
space yet; it still shapes us and offers 
opportunity in the midst of disruption 
as it simultaneously creates an imagina-
tive environment for us to move into 
what comes next. Recovery from grief, 
navigation of polarized relationships, 
and raised awareness of ever-increasing 
economic and social disparity mix with 
capacity-building, experimentation, 
and accelerated, technology-enabled 
global networking. 

We find ourselves coaching for dis-
ruption toward a positive future while 
coaching in the midst of disruption.

COACHING FOR DISRUPTION
Coaches are experts at co-creating 
liminal space for the hard work of 
both responding to and living into 
disruption by the very nature of being 
fully present with groups, teams, or 
individuals who want or need change. 
We create “containers” or held spaces 
where clients work with us through 
mind, heart, and body to sense what is 
off-kilter internally, raise awareness by 
naming the sensation, create inten-
tion, act/experiment, and move into 
the emerging future to test this “new 

way.” Part of the coach’s focus is to help 
clients navigate internal disruption by 
asking powerful questions as a way to 
face the need for change. Five compo-
nents invite coaching for disruption in 
the midst of liminal space to release po-
tential for a better future, as the coach: 

tive approaches to a goal. 
Take, for example, the CEO who is 

finding her company less competitive 
than it was five years ago. What inten-
tional disruption makes sense and how 
does she get there? Information-gathering 
from market trends, internal and external 
stakeholders, and frontline workers all 
become part of the conversation. 

The coach’s role is to help the CEO 
and team crystallize the who, what, 
where, when, and why of necessary dis-
ruption through emphasis on purpose, 
process, and action-plan for an expan-
sive, holistic understanding of success 
that makes positive social impact as 
well as prosperous financial outcomes. 

COACHING IN DISRUPTION 
Coaching for disruption assumes that 
clients cannot find a new way forward 
and are languishing. We coaches are 
trained to disrupt a cycle of stuckness 
or indecision when it arises. However, 
disruption also can occur when it is 
imposed upon organizations or individ-
uals, often unexpectedly and externally. 

Clients experiencing this kind of 
disruption often look for a stable place 
to hold on amidst chaos or a quick-
fix answer to reestablish equilibrium. 
Coaching in disruption, a liminal 
space unto itself, looks a bit different 
than coaching for disruption. The 
intention here is to generate a sense 
of groundedness and healing, turning 
pain into possibility. The following 
foci incorporate a more complex 
approach to disruption when it starts 
externally. Here, the coach:

➡ Co-creates a container that 
invites brave space to name the  
difficulty or trauma and its effects.  
She or he describes the nature of 
liminal space to clients, normalizing a 
sense of being unmoored and inviting 
clients to go deep and sense concerns, 
possible griefs, and new realities. 

➡ Invites clients to examine 
assumptions pre-disruption, and to see 
what no longer holds true. 

Coaching for disruption assumes that clients  

cannot find a new way forward and are languishing. 

We coaches are trained to disrupt a cycle of  
stuckness or indecision when it arises.

➡ Co-creates a container that 
invites brave space  for disruption by 
establishing co-created boundaries, 
intentions, expectations, and confiden-
tiality for interactions among group or 
team members, or with individuals.

➡ Listens for client metaphors 
emerging from conversation that can 
be guiding “pictures” to name what 
no longer works in the status quo, 
accompanied by opening imaginative 
possibility, capacity, and capability.

➡ Asks powerful questions to help 
clients set intention for the organization’s 
or individual’s future by encouraging 
scenario-building, mobilization, and 
crystallizing desired action as experiment.

➡ Helps empower clients’ action 
plans with accompanying tools and 
support structures, bearing in mind that 
organizations may shift to a more expan-
sive, holistic view of success post-pan-
demic than mere financial metrics.

➡ Co-reflects with clients about 
iterative experiments (with accompa-
nying failures and successes), as the 
emerging future unfolds.

Coaching for disruption involves an 
iterative discovery process through ex-
perimentation; however, experiments 
themselves can be large and bold, 
thereby creating intentional crisis for 
the organizational or relational system 
to make room for additional imagina-
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➡ Resists any clients’ urges to “fix” 
things quickly and in fact, slows the 
conversation to make space for better 
answers to emerge. This way, clients 
become responsive rather than reactive.

➡ Co-creates a narrative with the 
client about what remains essential to 
hold and what can be released as no 
longer essential. 

➡ Encourages immersion into 
imagination, scenario-creation, and 
helpful metaphors for the here-and-
now as well as the future.

➡ Co-crystallizes a plan/experi-
ment to test scenarios and move for-
ward into an emerging future; clients 
commit to action and reflection.

For example, we see how the onset 
of COVID-19 created disruptions in 
the workplace, home, and society at 
large. Many in the workforce func-
tioned remotely, establishing ongoing 
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online connections with co-workers 
and stakeholders. The questions facing 
companies now that the pandemic 
is waning in most countries relate 
to capabilities and capacities for an 
emerging future. 

Hybrid or remote models may re-
place traditional office presence. How 
will parents receive long-term support? 
What secure technologies will be 
needed for distance work? The external 
(pandemic) disruption presents a 
range of challenges, from budgets and 
employment levels to mental health 
and violence, issues made doubly 
complex when external turmoil forces 
internal disturbance. 

The coach’s work with clients 
co-navigates two layers of disruption – 
external and internal forces – making 
the VUCA world even more intensely 
accelerated and chaotic, thus requiring 
a deeper level of reflection and a slow-
er pace for decision-making.

AN EMERGING FUTURE
There is no change without some 
form and level of disruption. Coaches 
know this and are trained to gauge 
what forms and levels they employ in 
coaching engagements. The context of 
disruption (internal or external, wide-
spread or localized in diverse social 
fields), experienced by clients deter-
mines the coaching approach. Though 
all the VUCA elements are often at 
play for organizations in our era, they 
vary by degree.

The coach invites awareness of the 
elements and co-creates an emerging 
future with clients, a future that is far 
more networked among sectors than 
ever before. This coaching relationship 
with leaders contending with disrup-
tion can generate hope, intelligence, 
imagination, meaningful work, and 
healthy relationships, all in service of 
healing the world during this Decade 
of Transformation. 
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The changes to our workspaces, and work-life, 
since early 2020 have been greater than many 
workplace revolutions in the past. 

Helping teams and groups thrive through 
periods of disruption has become an important part of our 
role as coaches in helping people continue to thrive in the 
workspace. What are you noticing about what supports your 
clients to do their best work?

Disruption in the team context has taken many forms. 
From the way teams communicate, to the ways teams re-
ceive, or don’t receive feedback.

Consider these changes to the team context since the start 
of the pandemic:

• Team meetings – Many teams have embraced the 
iterative practices of Agile, including stand-ups, and sprints, 
to avoid the fallacy of longer meetings equalling a better con-
versation. The advent of asynchronous communication, where 
communication is “not at real time”, has been another signifi-
cant shift in how teams are communicating and operating.

• How performance goals and results are  
structured – Without the ability to see “people in ac-
tion”, a shift to a more “Results-based” approach has been 
embraced by many remote teams. A clear end-result with 
specific success factors makes it easier for individuals and 
team members to align around, and contribute to, success. 
The older approach of hybrid leadership with MBO (Man-
agement By Objectives) in the 1990s has shifted to today’s 
OKRs (Objectives and Key Results).

• Loss of spontaneous collaboration time –   
Collaboration has had to take on new forms without the 
physical water cooler. Remote, and hybrid teams, have had to 
intentionally build in more structured collaboration oppor-
tunities. These moments have been critical during periods 
of disruption to bring people together to create innovative 
solutions given that yesterday’s playbook may no longer apply.

Teams which have thrived throughout the disruptions of 
the pandemic often have returned to basics, such as a return 
to the foundations of team effectiveness including clear vision, 

Curiosity,  
Vision,  
Experimentation,  
Connection
Helping teams and groups thrive in 
periods of disruption 
 
By Jennifer Britton, MES, BCC, PCC, CPCC, CHRL, CPT
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Teams which have thrived through-
out the disruptions of the pandemic 

often have returned to basics, such as 

a return to the foundations of team 
effectiveness including clear vision, 
values, and mandate.

values, and mandate. Keeping these elements in view has pro-
vided a shared horizon for team members to move toward.

So, with these changes, what are the areas coaches may 
find themselves exploring with individual, group or team 
clients? This article explores three coaching areas which can 
be valuable to explore with clients, namely, curiosity, vision, 
and experimentation. The article wraps up by getting you to 
think about six layers of connection, which serves as a glue 
or bond during times of disruption and reintegration.

Let’s turn our attention to these three core coaching  
areas you will want to foster with individual, group and 
team clients.

CURIOSITY
Curiosity helps to foster the ongoing learning which is 
essential for a rapidly changing context. 

Curiosity can be cultivated by:
•  Encouraging people to ask questions like:
 What else? This question helps us see alternative paths  

and solutions.
 Why not? This question gives permission for us to  

explore another angle around things.
•  Inviting trial and error.
•  Getting team members to explore what failure means  

and does not mean.
•  Providing opportunities for growing skills in new areas 

through job shadowing, mentoring and/or special projects.
What is important to explore with clients around curiosity?

VISION & BIG PICTURE GOALS
Our vision helps us to keep our eyes on the horizon, focusing 
on what’s possible, even if the immediate landscape changes.

As I shared in other writing, “In times of disruption, 
our vision helps us through the ebbs and flows of business. 
Given that vision is on the horizon, it may help to ‘soften’ 
what can sometimes feel like a whiplash of change. Keeping 
an eye on the ‘horizon’ of vision, it is important to contin-
ue to aim our ships in that direction, especially in times of 
uncertainty.”

There are several ways to work with vision, including get-
ting people to reflect on questions, or create a vision board. 
When working with teams it can be valuable to have them 
create a physical model of what their vision is, or we can 
have them map it out.

As Boyatzis indicates, “Intentional change involves en-
visioning the ideal self (who you wish to be and what you 
want to do in your work and life); exploring the real self 
(the gaps you need to fill and the strengths that will help 
you do so); developing a learning agenda (a road map for 
turning aspirations into reality); and then experimenting 
and practicing (with new behaviors and roles).” 

What is going to create a pause for vision casting in your 
conversations?

EXPERIMENTATION
Rapid iteration and the need for experimentation has be-
come a big part of navigating disruption. Often the context 
is changing so quickly that we don’t have time to complete 
an entire roll-out before having to make a final decision. 
That can lead to a mindset of experimentation, where team 
members are encouraged to try things out, see what works 
and what doesn’t.
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In supporting experimentation in our team we want to:
•  Encourage and reward trial and error
•  Create safety around not getting “things right”
•  Provide team members with time and resources to experi-

ment, beyond their every day team responsibilities 
•  Facilitate an evaluation of projects or “Experiments” that 

are completed or are even at the midpoint 

Questions we may ask as we move forward with  
experimentation:
•  What’s working?
•  What’s not working?
•  What are the things that need to be abandoned  

or tweaked?
•  What additional resources do we need?
•  What unknown obstacles have become visible?
•  What is the big learning we are taking?
•  What is the one thing/ or the many things we are going  

to do differently going forward?
•  Who else can we learn from (including our own past 

projects?
•  What can you do to encourage clients get out to the  

skinny branches with more experimentation?

BUILDING CONNECTION 
Connection is the glue that helps people thrive. 
Voodle’s The Hybrid Workplace Report 2021 noted that  
“Employees feel disconnected and overlooked.
• 48% feel their voice often goes unheard on sync video calls

• 54% agree that it is difficult to create and maintain au-
thentic relationships working remotely

• 57% have noticed their colleagues voices go unheard on 
synch conference calls”  

 The foundation of great remote and hybrid work expe-
riences includes connection to our “self.” Helping people 

connect with the focus of their work, their experience, with 
their WIIFM (what’s in it for me) is paramount for a great 
virtual experience. What are the elements which are import-
ant for you?

Beyond this, in the remote, virtual or hybrid context it 
can be important to help people connect on multiple layers, 
including these six:

1Connection to the Topic  
What’s the connection with the topic? Why is it im-
portant to them? How does the topic have relevance in 

their life?

2 Connection to You  
What have you done to create connection with you, 
the leader or facilitator of the call? Connection is an 

essential precursor to trust and safety.

3 Connection to Others on the Call 
Without a connection to others on the call the  
learning process may not go as deep as possible. What 

are you doing to activate peer learning and connection?

4Connection to the Content  
What is the connection to the content you are 
engaging in? What are those elements which are 

important to you?

5 Connection to the Platform  
What are the elements of the platform (Zoom, Teams 
or other) which will help you in moving the call 

forward? Inclusion, or bringing all voices into the room, 
virtually will continued to be an important part of support-
ing people through disruptions. We can foster inclusion 
by using all the “engagement levers” available to us in calls. 
This includes chat, breakouts, annotation, polling and voice. 
What do you notice about what levers the people you work 
with enjoy?

6 Connection to your Context  
What are you doing to connect others around their 
context and what’s beyond the screen? It’s key that 

we spend time focusing on the wider context, so we do not 
leave learning and conversations on the screen.

 
 Moving into the future, creating connection on multiple 
layers to help people thrive during, and beyond disruption, 
is key. What are you doing to create an enabling environ-
ment of curiosity, vision and experimentation with those 
you work with? 

REFERENCES: 

hbr.org/2019/09/coaching-for-change 

Voodle’s The Hybrid Workplace Report, 2021 

voodle.com/lp-hybrid-workplace-report/ 
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The nature of a wisdom pattern 
 
By Darelyn “DJ” Mitsch , CMC, MCC

Order – Disorder – Reorder is creation’s metro-
nome. There is a rhythm to how disruption ap-
pears in nature, which we experience as seasons; 
in music, which we experience as the unfolding 

of a story with a beginning, discovery and end; and in 
science, where changes occur through the introduction of a 
new element to a formula. 

Disruption in the flow of our lives invites needed, often 
dramatic, change. It also gives birth to possibilities and 
innovation. There is a universal knowing within us that 
allows for interruptions to simply be the essence of life and 

expected instead of feared. Yet we hold onto old paradigms 
as if these give us safety, instead of letting go to more easily 
move through the state of disorder, become more self-aware 
and consciously grow.

DISORDER
Just as there is a natural rhythm in creation, it appears that 
humanity is in labor right now preparing for the next renais-
sance. Realizing and experiencing anxieties and pains prev-
alent with our emergence from a global pandemic, we find 
ourselves as midwives to a new future. Our work as coaches 

ORDER   
DISORDER 
REORDER

VOLUME 19 NUMBER 3  43
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Order, disorder, reorder. Over and over and over. Order, disorder, reorder.  
Over and over and over.    - JASON GRAY, “Order, Disorder, Reorder” Lyrics

[ [
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is to help imagine the new world, one ripe with possibility 
for explosive growth in consciousness and job opportunities 
that are more aligned with our psyches and our souls. 

We are leading and coaching through a protracted time of 
disorder. This is both our time to serve and a time for creativ-
ity in the breakdowns we experience. There is a heightened 
awareness through our exposure to so many news outlets and 
opinions that we are all wrestling with language, and many 
spend our days listening for harm, victimization, compari-
sons, competition, judgements and naïve blunders. There’s a 
lot of “awfulizing” in this space, and that is contagious. 

Much of the focus is on the pain instead of possibility 
that offers an important question: “The entire world has an 
opportunity now to reorder the way we work. What is your 
role as a coach?”

This is a bold one. We asked this question in a recent 
webinar. The observation that had participants pause for a 
moment was this: “Our role may simply be to stay awake 
and present, not falling back asleep ourselves.” Quoting the 
philosopher Rumi invites us to remember our primary work 
is to stay awake – conscious, self-aware and open in the flow 
of life so we hold space for a revolution of the human spirit. 
No small task.

Just as a coach’s reflective inquiry invites deeper reflection 
in this space of disorder and breakdowns, it is time for us to 
become bolder with our work to call out and name the stag-
es of development we find ourselves in. I believe this simple 
model is a natural way to hold our conversations.

These questions are becoming more profound in this state 
of deconstruction:

Q:  What is changing in our shared values?

Q:  What systems no longer serve us?

Q:  What is the new picture of justice and equity  
 for the world?

Q:  What can we imagine as heaven on earth?1

Q:  Where do we experience pure joy and the magic  
 of being human?

Q:  How can we create our future together through  
 one act each day?

REORDER
Our time has come to help others experience awesomeness, 
joy, and hope. It’s why coaching came into focus as a devel-
opmental model and conversational toolkit. 

The release of old ways of being can be akin to shedding 
a skin and will feel scary at first. Clients may experience en-
ergetic wobbles in the coaching conversation that elicit their 
biggest fears. Hold the space. Help them name the fears so 
they recognize and gain power over them and the patterns 
that keep them stuck. 

Coaches have been preparing for 30 years to shape human 
agency and, when well-trained, are better equipped to guide 

others to shift out of victimization and into their personal 
power. Coaching is the best technology of development 
for those ready to access their fuller potential and remain 
optimistic about the future, creating it for themselves one 
brave conversation at a time. We help to articulate – frame 
and reframe – our client’s insights. 

Now more than ever, coaches need the confidence to honor 
the wisdom we have cultivated and trust the process of coach-
ing to guide others through this wisdom pattern more easily.

THE INVITATION
Throughout history, plagues gave pause to our status. And as 
mankind emerged full of anxieties, the succeeding decades gave 
birth to a renaissance of music, arts, fashion, industry, oppor-
tunities and freedoms. With that as a backdrop, a coach’s role 
may simply be to bring in the new dawn of consciousness in a 
mindful and deliberate way. That’s how most of us held this in 
conversation in our early years of creating this pathway.

Find a coach colleague who has been around a while and dis-
cuss these questions in the next few days, or spend some time 
thinking through these in whatever way you find comfortable.

1 What is the post pandemic renaissance story  
we want to help tell?

2 What is the presenting disorder my clients  
are experiencing?

3 How can I be a purveyor of hope and serve  
others to recreate and reorder their world?

4 What is my own plan to re-order my world  
and contributions?

5 What can I do elegantly and simply to experience 
and support the change I want to see in the next  
24 hours?2

The domains of love and fear co-exist and are two faces of 
the same coin. We can be both afraid of what is occurring 
around us – frozen by the news of the day – and yet excited 
by a future filled with love and light. 

As Father Richard Rohr said in his introduction to The 
Wisdom Pattern: Order, Disorder, Reorder, “We are indeed 
‘saved’ by knowing and surrendering to this universal 
pattern of reality. Knowing the full pattern allows us to let 
go of our first order, trust the disorder, and, sometimes even 
hardest of all – to trust the new reorder. Three big leaps of 
faith for all of us, and each of a different character.” 

NOTES & RESOURCES:
1 Project Heaven On Earth, projectheavenonearth.com/homepage
2 Project Heaven On Earth, The 3 simple questions that will help you 

change the world ... easily, by Martin Rutte

Zombie Rescue Toolkit, by Darelyn DJ Mitsch, zombiestozealots.com 

Flourish: A Visionary New Understanding of Happiness & Wellbeing, 

by Martin E. P. Seligman

The Wisdom Pattern: Order, Disorder, Reorder, by Richard Rohr O.F.M.
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science of coaching

In a rapidly changing world and 
competitive landscape, companies 
need to speed innovative and lean 
solutions to market for evolving 

and surviving. It is also important that 
they build up resilience and agility in 
order to adapt to changes quickly, resist 
disruptions smoothly and deal with 
crisis creatively.

How can leaders draw inspiration 
from the African wild dogs, ants, forests, 
viruses and bacteria to create innovation 
and agility within organizations?

The central idea is that Nature has 
already fixed many problems society 
is facing. Animals, plants and micro-
organisms are experienced engineers, 
designers, collaborators, and problem 

solvers. They know what works, what 
is appropriate, and most importantly, 
what lasts on Earth. 

Biomimicry is a new discipline that 
aims to take inspiration from natural 
selection solutions adopted by Nature 
and translate the principles to human 
engineering, architecture, design and 
recently also to social innovation. The 
Biomimicry approach favours “choices” 
tested by Nature which had 3.8 billion 
years to understand what works best 
and what does not.

Biomimicry is an English word that 
we literally could translate as “mimick-
ing life” or, to be more precise, “imi-
tating life,” since bios in ancient Greek 
means life, and mimeisthai means to 

imitate (hence mimesis, imitation).
Janine Benyus, co-founder of the Bio-

mimicry Institute, biologist, and  
author of “Biomimicry: Innovation 
Inspired by Nature” – the book that 
brought biomimicry into the public eyes 
in 1997 – has defined biomimicry as the 
“conscious emulation of life’s genius.” 

CONSCIOUS = being intentional 

EMULATION = learning from living 
things, then applying those insights to 
the challenges humans want to solve 

LIFE’S GENIUS = recognizing that  
life has arrived at well-adapted solu-
tions that have stood the test of time, 
within the constraints of a planet with 
finite resources.

Bio-inspired leadership and business coaching
By Silvia Mirandola, PhD, ACC 

BIOMIMICRY
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science of coaching

Biomimicry has only recently 
appeared on the business radar. It is 
therefore an interdisciplinary field that 
takes inspiration from nature to find 
problem-solving strategies, an inventive 
methodology, a lens through which to 
guide choices and decisions in the busi-
ness environments where uncertainty is 
a constant companion.

We can learn new ways of communi-
cating, adapting to change and collab-
orating through the observation of Na-
ture’s successful strategies over billions 
of years, and working to incorporate 
them into teams and leadership style.

By observing mutualistic relationships 
amid organisms, managers could shift 
the mindset from competition to “coo-
petition” (cooperation + competition) 
– in other words, collaboration with 
competitors for mutual benefit.

Teams can improve their performance 
and effectiveness by emulating the 
self-organization of ants and bees or  
the collective intelligence of fish schools 
and flocks.

They can offer new tools for more 
sustainable and healthy work envi-
ronments by favoring the switch from 
change to opportunity, from disruption 
to regeneration. 

A typical example could be the 
mutualistic relationships in Nature 
as a model of effective cooperation 
and support. The mentors we here 
explore, as mutualism champions, are 
the dwarf mongoose and the Southern 
yellow-billed hornbill, two animals of 
the African savanna.

The common dwarf mongoose 
(Helogale parvula) is a small mammal 
that lives near termites, which it eats. 
It moves with group circumspection to 
scour the savanna in search  
of insects and reptiles. The South-
ern yellow-billed hornbill (Tockus 
leucomelas) often acts for mongooses, 
following them as they hunt for the 
termites and making a warning call if 
they see potential predators approach-
ing. In return, they feed on all insects  
that escape the mongooses. It’s a  

COACHING QUESTIONS: 
Q: In your opinion, what is the mean-

ing of mutualism?

Q: What kind of strategies are adopted 
by these two mutualistic partners? 

Q: How can you translate these 
bio-strategies into your business 
relationships?

Q: What is their final goal?

Q: What are the mutual relationships 
you should cultivate to achieve 
business goals?

Q: What resources are being made 
available to each other in this coop-
erative exchange? 

Q: How could you promote and in-
centivize a culture of mutualism?

By transferring principles of opera-
tion from biological models to human 
business challenges, biomimicry is 
today the most sustainable and inno-
vative solution to all the questions that 
large companies ask themselves: 

Q: How to switch companies from 
ego-system to eco-systems?

Q: How to make our relationships  
effective and strategic?

Q: How to reshape our organization to 
support our people's vital resources?

Q: How to develop leadership and 
teamwork by learning the most ef-
fective and efficient methods from 
animal and plant communities?

Q: How to manage the growth of our 
company without going to the 
detriment of the environment?

To answer these questions, Biomim-
icry is the scientific methodology to 
learn and look at other organisms as 
a model of sustainable evolution and 
growth, switching organizations from 
ego-systems to eco-systems.

Biologists, designers, engineers, 
economists, consultants, leaders, and 
coaches can now meet around the same 
table, asking themselves, “How does 
Nature resolve this?” and searching 
Nature’s great wisdom for the answers 
to their most pressing questions. 

 We can learn new ways of communicating, 
adapting to change and collaborating through the 
observation of Nature’s successful strategies over 
billions of years, and working to incorporate them 
into teams and leadership style.

We need to look at workplaces as liv-
ing systems (biomes) driven by the prin-
ciple of autopoiesis: a system that can be 
represented as a network of processes of 
creation, transformation and destruc-
tion of components that, by interacting 
with each other, continuously support 
and regenerate the system.

Through Biomimicry, bio-strategies, 
and eco-behaviors, coaches and trainers 
can find a source of inspiration to gener-
ate a “thinking out-of-the-box mindset” 
in their clients and organize workshops 
on teamwork, collective intelligence, 
agility, and change management. 

symbiotic relationship that works for 
both species.

So, what can we learn from these 
two mentors? Mutualism is a wide-
ly used strategy in nature: species 
often gain a mutual advantage, and 
different resources and services are 
exchanged. Cultivating cooperative 
relationships within organizations, 
empowering cross-functional teams 
(exchange of resources and different 
skills) could be one strategy to in-
crease innovation within the company 
‘eco-systems’ and effectively achieve 
common goals. 
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perspective

Ever since Freud developed his 
theories of psychoanalysis in 
the late 19th and early 20th 
centuries, psychiatrists, psy-

chologists and then coaches have known 
that we need to find a way to liberate 
the authentic soul, the unvarnished full 
potential, that is the essence of our cli-

participants. The rules were simple: only 
one question could be asked of each 
person and when you figured out who 
you were, you moved your nametag 
from your back to your front. 

I watched in amazement as these 
experts in digging deeper resorted im-
mediately to closed questions and com-
pletely ignored the one amazing open 
question that glared at them from the 
front. For 20 minutes these folks wan-
dered about with only a minority being 
able to shift their nametags from back 
to front. In spite of the slide on a large 
screen at the front of the room with 
“Who Am I? Game” in bold letters, no 
one simply asked that all-important 
question: Who am I?!

In the conversation that followed we 
discussed the deeper learning from this 
experience. The first lesson was that we 
typically make things much harder for 
ourselves than they are. There was only 
one solid rule to the game: only one 

WHO  
AM I?
How one simple  
question can  
change everything

By Tim Brodie, MMM, CD, PCC, 
CEC, CMed, QArb

ent. Oftentimes, because of the baggage 
collected from life’s experiences, the 
liberation of this pure energy can be 
difficult, and the coach’s job becomes 
one of helping lift the veil in order for 
the true self to be revealed. It leads to a 
fascinating question: who are we, really? 
I mean it. Who are we?

Years ago, I was made responsible 
for hosting a gathering of 100 conflict 
resolution experts from across Cana-
da. These folks were skilled in asking 
curious questions that would get to 
the root of a problem. The icebreaker 
I chose was something that I thought 
would leverage their skills. It was called 
the “Who Am I” game.

Each of the 100 participants was 
given the name tag of a Canadian ce-
lebrity. It was one of those sticky things 
that said “Hello, my name is …” and it 
was put on their back without their see-
ing it. They had to figure out who they 
were by asking questions of the other 
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perspective

question per person. When we talked 
about why no one just asked the one 
easy question, everyone agreed that it 
seemed too simple and must have not 
been allowed. The other conclusion 
we all came to was the importance and 
power of that one seemingly humble 
question. Its brevity belied its wallop: 
Who am I?

Isn’t that what our clients are begging 
us to ask them? Isn’t that what they are 
desperately trying to uncover? Through 
pleading eyes, they unconsciously are 
asking us to help them rediscover the 
beautiful and powerful essence that is 
their true self. So, where do we start?

I was at a workshop years ago that 
was facilitated by noted author Wayne 
Dyer. When determining who we are, 
he postulated these four caveats about 
who we are not:

•  We are not what we do because 
when we stop doing it, we don’t cease to 
exist. I learned that lesson clearly when, 
after almost 30 years’ service, I retired 
from the military and hung up my uni-
form; never to be worn again. I thought 
I was defined by that clothing but the 
morning after my retirement the sun 
still rose, the birds still sang, and I still 
existed. Nope, we’re not what we do.

•  We are not what we own because 
when we lose those things, we don’t 
cease to exist. My 19-year-old self-
learned this lesson on December 1, 
1979 when I drove my Trans Am car 
into the side of a van and wrote it off. 
I loved that car and thought it really 
defined who I was. Yet, on December 2, 
the sun still rose, the birds still sang, and 
I still existed, without my car. Nope, 
we’re not what we own.

•  Neither are we our reputation. 
That’s just a pigeonhole created by oth-

ers to describe who we are from their 
perspective. If I defined myself by my 
reputation, I’d get caught up in trying 
to ensure you all liked me rather than 
being my truly authentic self. Even 
worse, I might start to believe the myth 
about who I am. Even a great reputa-
tion can be limiting and constrictive. 
I’m not a great person all the time. 

How can I be? I am a human with the 
potential for greatness and the tendency 
to stumble. My imperfections are as 
much a part of me as my talents. So, 
who are we?

•  We are not separate from one 
another, either. We create gossamer 
threads as we go about our day, and our 
connections with others have poten-
tial for great meaning. I remember 
going through a drive-through for my 
morning coffee on my way to work one 
morning a few years back. The young 
girl that gave me my coffee had a smile 
that started my day with joy, so I told 
her. For about a year after that, it didn’t 
matter what station she was working 
when I drove through. She would stop 
what she was doing and come wish 
me a good morning with one of those 
thousand-dollar smiles. 

It was a wonderful way to start the 
day, and I bet it felt great from her side, 
too. We really aren’t separate from each 
other when we have that kind of ability 
to influence the folks around us.

My friend, mentor and all-time super 
nice guy, Rick Carson, spells it out 
clearly. When we’re born, we have this 
core of truly authentic self that’s pretty 
darn great. Then, as we live, we develop 
beliefs about our self and the world 
around us. Beliefs are conflicts about 
what we determine to be true and 
untrue which, when adopted, rob us of 

choice. Read that sentence again! Beliefs 
rob us of choice. They create limiting 
boxes to define the people around us 
and, even more sadly, limiting boxes to 
define ourselves.

From those beliefs we design the 
masks that we wear for the specific roles 
and demands that we see life giving us. 
Deep under those masks and beliefs is 
that true and authentic self that Rick 
calls the heart-of-hearts. It’s there for 
everyone and it’s who we, as coaches, 
want to talk to.

Ironically, this soul essence defies 
words of description. The moment we 
describe it we dream it up and capture 
only a fraction of what it is. That’s what 
makes it difficult for a coach, or for our 
clients, to describe. Instead, we need 
to guide them to the experience of this 
powerful and gentle core.

The closest word I’ve ever encountered 
that captures the experience of this core 
is the word love; not the verb but the 
noun. That’s who my clients are. They 
are love. Even the toughest, most rock 
chewing-est and snake eating-est of my 
clients are, at their core, love. 

Ask any soldier what he fears the 
most and their initial reaction may be 
that they fear nothing. In their heart of 
hearts, what they fear is failing a friend 
or their team. In the battlefield those 
kinds of emotional bonds are common.

The most successful coaching expe-
riences I’ve had were when I was able 
to get what Rick describes as a sliver of 
light between my client’s authentic self 
and their beliefs about who they thought 
they were. In that momentary glimpse of 
awareness is the opportunity for reintro-
ductions. From that place of being love, 
decisions take on a whole different flavor 
with a deeper sense of gravitas and a more 
wholesome meaning.

That’s the fertile ground where human 
growth is possible. Better leaders are 
developed, stronger relationships are 
forged, more resilient teams are formed, 
and deeper compassion in communities 
is created.

It all starts with one simple question: 
Who am I? 

 Beliefs rob us of choice. They create limiting 
boxes to define the people around us and, even  
more sadly, limiting boxes to define ourselves.
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industry news

Bill Bergquist Receives  
Lifetime Achievement Award
The Library of Professional Coaching 

(LPC) recently presented Dr. William “Bill” 

Bergquist with the Lifetime Achievement 

Award for his stewardship of profession-

al and organizational development, in 

recognition of his incredible accomplish-

ments across three major fields: aca-

demia, psychology and coaching. 

The ceremony, which was held via 

Zoom on May 27, 2021, was a celebra-

tion of the adventurer and world traveler 

he is, with over 35 people in attendance, 

20 of whom spoke up about the impact 

Bill has had on their lives and careers. 

“This ceremony allowed us to express 

our heartfelt gratitude to Bill as we 

honored him with a Lifetime Achieve-

ment Award,” said Suzi Pomerantz, Bill’s 

co-founder and stewardship partner in 

the Library of Professional Coaching.

Friends and colleagues from all over 

the world gathered virtually in Bill’s 

honor. Several members of Bill’s beloved 

family attended as well.

fields of coaching and psychology, his 

expertise in appreciative inquiry, the 

52 books and over 200 articles he has 

authored, his work consulting to higher 

education, his graduate school, his 

work creating the International Journal 

of Coaching in Organizations (IJCO), 

International Consortium of Coaching 

in Organizations (ICCO), and The Library 

of Professional Coaching (LPC) are just a 

few of his incredible accomplishments.

Congratulations, Bill! The full video 

of the Zoom event is available on the 

LPC website at libraryofprofessional-

coaching.com. 

SAVE THESE DATES

OCT. 13-15, 2021 
4th International Columbia  
Coaching Conference
Virtual Event

columbiacoachingconference.org

OCT. 26-28, 2021 
ICF Converge 2021
Online Learning Experience

coachingfederation.org/events

NOV. 4-6, 2021 
2021 Virtual International  
Conference on ADHD
chadd.org/conference

The Library of Professional Coaching's Strategic Group: Back row (l-r): Ken Kesslin, 
Linda Page, Bill Bergquist, Bill Carrier. Middle row (l-r): David Goldsmith, Cheryl Green, 
Suzi Pomerantz, Jeannine Sandstrom, John Heinritz, Garry Schleifer. Front row (l-r): 
Anne Miller, Renee Freedman, Agnes Mura, Charlie Smith.

“Bill is always so appreciative and 

generous, and he is always thinking of 

ways to honor others, it was wonder-

ful to see how many people came to 

acknowledge Bill’s professional lifetime 

of contributions to coaching, psychol-

ogy, publishing, and academia – and 

the impact his work has had on each of 

us,” said Pomerantz.

“His commitments to stewardship, 

collaboration, and his visionary genius 

have inspired and touched so many 

people, and many of us can point to 

significant ways Bill has impacted our 

careers and our professions. Bill’s work 

has made a difference for so many 

across the globe. Bill is one of the most 

prolific writers of our time, weaving 

together concepts and ideas that cross 

between the fields of coaching and 

psychology. Rarely do we find someone 

with as much knowledge, heart, and 

wisdom as Bill.” 

His research and publications in the 

Reproduced w
ith the perm

ission of choice M
agazine, w

w
w

.choice-online.com
Re

pr
od

uc
ed

 w
ith

 t
he

 p
er

m
is

si
on

 o
f 

ch
oi

ce
 M

ag
az

in
e,

 w
w

w
.c

ho
ic

e-
on

lin
e.

co
m

https://columbiacoachingconference.org
https://coachingfederation.org/events
https://chadd.org/conference


VOLUME 19 NUMBER 350

Sunday afternoon drifts into 

evening and familiar feelings 

emerge. There’s that noticeable 

knot in the pit of the stomach or 

tightness in the shoulders, indicators of 

stress and anxiety creeping in. 

“I hope my boss is in a better mood 

tomorrow,” says the voice inside their 

head as they vainly attempt to be 

present with their family at dinner. 

“How will I deal with everything on my 

plate?,” it asks as they brush their teeth 

that evening. And on Monday morning 

as they awake, “please, no more new 

fires this week.”

Considering that we put about a third 

of our life into our work, it’s a shame 

these thoughts echo through people’s 

minds at the prospect of Monday and 

the start of another work week. Sadly, 

this is the reality for many of your cli-

ents, and most of their colleagues.

They experience moments of despair, 

wanting to resign, to check out and get 

THE COACH: DISRUPTOR  
FOR DISRUPTORS 
   
By George Anastasopoulos, PCC, CSL

out. Happily, there are other moments 

when they muster the courage to admit 

they need help, and they come to you. 

As coaches, we’re driven by the impact 

we make – not just on our clients, their 

performance, growth, fulfillment and 

lives, but, by extension, on everyone 

they interact with on a daily basis.

We often associate the term ‘disrup-

tion’ with macro-level change. But you, 

the coach, are afforded a unique oppor-

tunity to create disruption at the level of 

the individual. You, leader of leaders, are 

there to hold up a mirror, to unpack their 

issues, and to interrupt and challenge 

their harmful habits and belief systems.

You are invited into the hearts and 

minds of great and emerging profes-

sionals, and in return you invite them to 

join you in the realm of possibility and 

differing perspectives where they may 

consider themselves objectively. You have 

a challenging role and a wonderful privi-

lege. You are part Zen master, Jedi, angel, 

philosopher, empath, and much more all 

at once. This role can be taxing, draining, 

yet most often incredibly rewarding.

When my courage wanes, when I 

doubt my ability to truly help, when my 

own beliefs and values want to hijack 

my impartiality, I think of the down-

stream effects of my work and how the 

people I touch go on to impact others, 

often so deeply that it cascades to even 

more people. Whenever you feel that 

familiar presence of doubt sneaking 

about like a thief in the night, I encour-

age you to remember your greatest 

successes and the people who are 

spreading your philosophies and meth-

odologies to those around them, and 

the change that’s causing in the world.

I want to remind you, my fellow 

coach, that you are a disrupter in the 

best possible way. Your work improves 

the lives of your clients, creating a ripple 

effect spreading across families, compa-

nies, industries, and geographies. Your 

courage in taming your own thoughts, 

beliefs and emotions helps others conquer 

final say

 You, leader of leaders, are there to hold 
up a mirror, to unpack their issues, and to 
interrupt and challenge their harmful habits 
and belief systems.

theirs. Your ability to shake your clients 

out of their problem beliefs and behaviors 

leads to disruption on a micro scale, which 

spreads out into the macro world. 

You may not get a lot of press for the 

work you do, but everybody benefits 

from the ripple effect caused by you and 

your work. The world thanks you. 
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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!

V19N4 Beyond Disruption

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

ARTICLE DEADLINE: 
Closed

ADVERTISING 
DEADLINE:  
October 15, 2021

MAIL DATE:   
Mid December, 2021

V20N1 Reinventing the  
Coaching Business
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? Explore this exciting topic with us.

ARTICLE DEADLINE: 
December 1, 2021

ADVERTISING 
DEADLINE:  
January 15, 2022

MAIL DATE:   
Late March, 2022

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.

V20N2 20 Years of choice!
ARTICLE DEADLINE: 
March 1, 2022

ADVERTISING 
DEADLINE:  
April 15, 2022

MAIL DATE:   
Late June, 2022

Celebrate with us as we reflect on 20 years of publishing amazing 
articles in choice Magazine! We’re curating a special selection of 
the most impactful articles on a variety of subject matter that are 
still relevant for coaches today, with updates from the authors. 
Join us as we reflect on and celebrate 20 years of publishing and 
over 25 years of coaching.

Reproduced w
ith the perm

ission of choice M
agazine, w

w
w

.choice-online.com
Re

pr
od

uc
ed

 w
ith

 t
he

 p
er

m
is

si
on

 o
f 

ch
oi

ce
 M

ag
az

in
e,

 w
w

w
.c

ho
ic

e-
on

lin
e.

co
m

https://choice-online.com/advertising
mailto:garry%40choice-online.com?subject=choice%20magazine
https://choice-online.com/write-for-us
https://choice-online.com/catalogue
https://choice-online.com/catalogue
mailto:choice-online.com?subject=


VOLUME 19 NUMBER 352

Reproduced w
ith the perm

ission of choice M
agazine, w

w
w

.choice-online.com
Re

pr
od

uc
ed

 w
ith

 t
he

 p
er

m
is

si
on

 o
f 

ch
oi

ce
 M

ag
az

in
e,

 w
w

w
.c

ho
ic

e-
on

lin
e.

co
m

https://invitechange.com

