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Conference agenda 

Day One: 25 September 2013 

1. Opening of the Forum. 

2. Videotaped introductions: deep-dive introductions by our Leadership Coaches. 

3. Session One: Michel Cusumano: “Masters of strategy: The strategic and leadership 
principles of Bill Gates, Andy Grove, and Steve Jobs”. 

4. Session Two: Oonagh Harpur: “What should be keeping corporate board chairs awake at 
night?” 

5. Banquet and Keynote: David Peterson: “Mindfulness and peak performance”. 

Day Two: 26 September 2013 

1. Session Three: Emerging Markets – Two Perspectives: 

1.1 José Ostolaza: “The challenge of moving to a distributed leadership business model at 
Telecom Peru SAC”. 

1.2 Bich Nguyen: “Who are the key corporations and what are the trends in the emergent 
market space?” 

2. Session Four: Doug Riddle, Karen Kimsey-House and David Peterson, Synthesis: “How can 
we use what we’ve learned from business leaders?” 

3. Looking toward the future: Summing-up and next steps 

Proceedings 

Day One 

08.15–11:00 Videotaped Introductions 

Quick but deep-dive introductions by Leadership Coachees who made an IOC-branded 
videotaped presentation, to be posted on the Institute of Coaching website. 
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11:00–12.30 Session One 

Masters of strategy: The strategic and leadership principles of Bill Gates, Andy Grove 
and Steve Jobs 
Michael Cusumano, Distinguished Professor at MIT Sloan School of Management and Consultant 

Michael’s talk was based on the new book Lessons in Leadership: Strategy and Vision for the 
next Generation of CEOs by David B. Yoffie (Harvard Business School) and Michael A 
Cusumano (MIT Sloan School). 

How do you become a master of strategy? Bill Gates was CEO of Microsoft 1975–2000, while 
Andy Grove was COO and CEO of Intel 1979–1997. Jobs was an orphan and a flower child 
dropout; Gates was a privileged geek dropout; Grove was a Holocaust survivor, scientist and 
PhD. They each had different backgrounds, different educations, and different leadership styles, 
but shared the following common traits: 

 Outsized ambition – Gates and Jobs wanted to change the world. 

 Valued and provoked intense debate – an unusual skill. 

 Great intimidators and great motivators. 

 Paranoid – they never took success for granted. 

Five principles 

Gates, Grove and Jobs mastered five principles or sets of ideas or skills: 

1. Look forward, reason back – i.e. execution to make the vision happen. We can teach people 
to execute but we cannot teach them to be visionaries. All three were like chess masters, 
thinking several steps ahead of the competition, but with a goal. 

2. Make big bets, without betting the company. They were bold and ambitious, but not reckless 
with the mother ship. They incurred risk in a measured way. 

3. Build platforms, ecosystems and complements – no firm is an island, and the power of 
network effects is a high-tech strategy feature. It was about building partnerships and making 
compromises to make your product the foundation of other companies’ products. 

4. Exploit leverage and market power. Play strategic judo or sumo as the situation dictates. 

5. Execute around your “organizational anchor”. Lead, delegate and teach structure from 
personal strengths. This set the foundation for how they saw strategy, teaching others what 
they believed to be important and what they tried to structure within the company. They 
wanted to leave an institution behind that could outlive them. 

This isn’t a scientific study of CEOs, but our experience of these three and their best practices. 
The high-tech industry is special: speed, innovation, early-mover advantage, platforms and 
complements, and network effects are particularly important. For example, Facebook is a 
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platform. The more people that use Facebook the more valuable it is. The real value comes from 
the advertisers and complements who partner with Facebook. Being able to think ahead is the 
difference between success and failure – strategy and execution are two sides of same coin. Do 
CEOs have the necessary time to reflect on strategy and execution? 

From Chapter 5 in our book: “Execute around your organizational anchor”: 

1. Find your organizational anchor. 

2. Pay extraordinary attention to detail and the big picture – These three leaders imposed 
discipline on the organization, but could keep the big goals in their vision. 

3. Cultivate a brain trust – It’s about delegation, what to let go of and what not to let go of. 
Many CEOs have difficulty with that, including Gates and Jobs. 

4. Structure the unstructured – Your key strategic, process and leadership values (create 
structure around the chaos in their companies). 

5. Know thyself. Focus on where the value is going to be, and recognize that a manager’s output 
equals the output of his or her organization; don’t back down on what you know to be most 
important. There is a delicate balance between being in charge and listening to others, but 
taking a stand at some point. 

Gates had a deep understanding of the technology and the business, the software and 
“productization”, i.e. making and selling products. He had a willingness and desire to make 
money, and focused on the process. He was quoted in a 1994 interview with Playboy magazine as 
saying: “…  I  thought  we  should  do  only software. When you have the microprocessor doubling in 
power every two years, in a sense you can think of computer power as almost free. So you ask: 
Why be in the business of making something that’s almost free? What is the scarce resource? 
What is it that limits being able to get value out of that infinite computing power? Software.” This 
was quite an insight for the late 1970s. 

Grove pursued discipline with data and intuition, and was essentially a scientist learning to 
become a manager. That could only take him so far. He had almost contradictory qualities, always 
pressing people for data and analysis; then he would sit back and make a decision. While Gates 
and Jobs never paid attention to being a manager, Grove did think about managing; his role was 
“Employee Number One” at Intel. 

Jobs had an unmatched sense of product vision and design and what makes a unique user 
experience. He focused on the product. When the product requires complementary products from 
other companies, then that product is a platform; the more users you have (network effects) the 
more valuable that platform is. Apple’s great products became great platforms. 

Other insights from the three Titans: 
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1. Sense of value: Skate where the puck is going (Grove). No, we’re doing this …  why?  I’m the 
CEO and I think it can be done (Jobs). Gates and Jobs had a deep understanding of the 
technology; Grove was a scientist, but focused more on the whole management process that 
he was thrown into. 

2. Pay extraordinary attention: Identify a few clear objectives, know when to rely on data vs 
intuition, identify critical leverage points, teach others why the smallest details matter. As 
Gates once said, “The products that comprise 80 per cent of our revenues I choose to 
understand very deeply”. 

3. Brain trust: Give power to people with the right knowledge; learn to let go; recruit smart 
people with skills that complement your weaknesses. How many CEOs recognize their 
weaknesses? Grove relied on his Brain Trust. 

4. Let go: Gates asked himself, “At my level what do I really control?” He learned to trust 
others. One of Jobs’ maxims was to play with A+ players. 

5. Structure the unstructured: Gates focused on platform-centric growth and scaling up the 
hacker approach to product development, so Microsoft was structured and more machine-
like. At Intel, Grove emphasized strategic planning, resource allocation and preparation, both 
bottom-up and top-down. He was aware that assigning or reassigning resources to pursue a 
strategic goal is strategic action, and strategic actions have impact. At Apple, Jobs focused 
on creative thinking in regard to products, strategy, marketing and culture. 

6. Plan for the unknown: Grove emphasized the need to prepare for the unknown, but plan in 
the way a fire department plans. Daniel Dilger, an Apple insider, has said that the company 
aims to codify and preserve the culture Jobs established at Apple, i.e. accountability, 
attention to detail, perfectionism, simplicity, secrecy – in other words, to teach people to 
think like Jobs. 

Conclusions 

The focus is on what skills managers can learn from these three CEOs to help them think better 
strategically and become more effective organization leaders. 

Questions from participants 

Question: Did you look at Larry Ellison or Michael Dell? 

Michael: We talk about them in the book. They had some of the same attributes. We have not 
done a systematic analysis, but we think these characteristics are common, but in different 
contexts. 

Question: Anchors seem so personally-oriented, and structuring the unstructured seems to 
involve creating a personality that cannot live after the founder lives or dies. 

Michael: The anchors are personal. These three companies have very specific personalities. 

Question: I am struggling with the concept of the organizational anchor. 
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Michael: I can see and feel it more than describe it in simple terms. These three guys put a stake 
in the ground – to build something around themselves, knowing that strategy and structure 
would flow from that. I know how to learn (Grove), I know how to think and will use that 
and my scientist principles to create a company (Grove). 

Question: Entrepreneurs – the developing world will survive on entrepreneurship; does your 
book talk to what makes entrepreneurs successful? 

Michael: Gates had mentors; Jobs was more difficult to coach. He violently resisted opening up 
iTunes to Windows users. That’s when they became a platform company. It’s why Google 
Android dominates the market. It was a huge challenge for Jobs to let go of control. What 
did it was money – they were almost bankrupt. He took steps to moving away from being an 
island. 

Question: How did they establish their credibility; what base of knowledge and confidence did 
they have? 

Michael: The worst way to be a leader is to try to be what you are not. They clearly understood 
what they were and were not. What they understood was that they had a connection and 
value to the market. How they were established: something around the skills and knowledge 
base as they founded and structured their companies. They focused on learning and 
evolution; they never strayed far from their roots. 

Comment: A perspective from Google: the maniacal focus, the unwillingness to accept we cannot 
do that, look forward and plan backward seem to be very true of the senior leaders at 
Google. And platform thinking is very evident. We never invested in products per se but in 
the platforms. Larry Page and Steve Jobs spent time together, and Larry was influenced, and 
we have seen the shift in his approach. We do fewer things but do them really well. 

13:00–14:30 Lunch 

During lunch, conversation was facilitated among participants in small groups, letting people 
network and make time for deep-dive thinking. 

14:30–16:30 Session Two 

What should be keeping corporate board chairs awake at night? 
Oonagh Harpur, Senior Advisor Corporate Strategy, Reputation and Governance; Board Consultant, 

Researcher and Former CEO 

Oonagh’s presentation was based on her personal reflections in extensive interviews with 25 
board chairs, CEOs and directors in the UK. 

I see today as appreciative enquiry. I am a strategist by background, focusing on getting a line of 
sight to the board in regard to values and culture in the business. If you are running a big business 
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I have a belief that you should be aware if you are going to build a sustainable business. I have a 
degree in economics and mathematics; experience in the coal industry; and with the impact of 
coal and coal burning on society, I did the industry’s first corporate responsibility report; and was 
Chief Executive of a law firm in the UK (although I am not a lawyer). 

I started the concept of “Love and integrity in business”. I set up an MBA in legal practice; an 
Institute of Directors Forum; and a joint venture launched at the UK Prime Minister’s office at 
No. 10 Downing Street (with Richard Branson, Alan Sugar, etc.) to persuade people to be more 
entrepreneurial in 2000 – we called it “Creating an Entrepreneurial Britain”. Linklaters asked me 
to join them; they were committed to their values. They had just completed three mergers and 
trebled in size. For nine years I served on Linklaters’ board, and had to induct and interview over 
500 partners. 

I was invited by the Lord Mayor of London to restore trust and integrity in the City – we had to 
get our values sorted. I’m leading the work on values in the City Values Forum. The HR Gold 
Standard is to build values, for example a new qualification for bankers including ethics, and an 
ethical code. This is a generational thing, with a ten-year timeframe. I am also a non-executive 
director in a charity, among other positions. 

The leaders you are coaching – what is keeping them awake at night? What would you like me to 
talk about? 

List of suggested topics from the group: 

1. Values is a general term – what does it actually mean? 

2. How would you address core values in non-profits and academic institutions? 

3. Changing culture – a generational piece putting it into a timeline. 
4. Stories from the trenches – major challenges and how you addressed them. 
5. Significant difference between boards in the UK and USA in regard to governance. 
6. What did you learn from your interviews? 

7. The liabilities you are facing as a board member and the time allocated to do the job well. 
8. How bring social responsibility into an organization when they have to survive in a fairly 

hostile market? 

9.  Governing values – which do you value and how do you value them? 

10. What you learned about/and your views on the line of sight regarding the values; what 
learned from the interviews, where are their barometers right now, putting governance and 
Corporate Social Responsibility vs the drive for profit and dominance. 

11. How did you get them to bring life into the values daily? 

12. Distinctions between the line of sight in organizations that are growing quickly and those 
that are more stable. 
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13. What’s your top tip – what do people do to make the biggest difference? 

14. What’s going on in the outside world and how it is impacting boards, a quick overview? 

Globalization – climate and social change are leading to real impacts on whole parts of the world. 
Population growth – we will run out of land to feed everyone. Shortages of all kinds of resources 
will ensue. PricewaterhouseCoopers took 200 top leaders and put them on Prince Charles’ 
sustainability program at Cambridge – 70 per cent of strategy work is on sustainability and 
resources issues. Not just big companies are affected; little companies and products are also being 
affected. 

At Linklaters we had a global board; we didn’t even realize it. It creates challenges with big 
Americans, quiet Belgians, and literal Germans. It is hard to get diversity in the board room, 
which is a global issue. 

Digital – you heard about platforms earlier. Insurance companies provide platforms for your 
investments, not just products. Electricity – you can now go online to look at your bill, we now 
have smart meters, etc. Supermarkets – now provide online home shopping. Food retailers are 
looking at how to help the family identify their food needs. There is a shift going on – what is the 
outcome that the customer wants from what they are buying from us? Brokers – had to scrap their 
investment products and rebuild insurance, and now they are reinventing their business. They 
need a platform for the products. What is the outcome we provide? Kodak, which went bust, was 
in the game of cameras and paper. They kept resisting the change to digital; they didn’t go with it. 
They had an idea of their business from which they couldn’t shift. Will Microsoft have to move 
out of software? Now they sell through a network of relationships. 

In the UK, for instance – how can we reduce our carbon footprint to net positive? We need agile 
companies with stronger relationships with their own people, and want their stakeholders to take 
part. Therefore they need to be stronger on values. “Who we are and what are our values?” We 
need to be stronger on that. Who are we? That’s what I’ve learnt from the Chairmen I’ve been 
speaking to; the most important job they have is setting the tone from the top. The Chair sets the 
tone, and the Board set the tone and the direction; i.e. what are we in this business to do? The 
challenge is trying to get some of these Chairmen and non-executive directors to get their heads 
around that. 

In answering the next question, I will talk through this conceptual model (Figure 1) to illustrate 
how I looked at this line of sight as I listened to these Chairmen. 
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Figure 1 Tomorrow’s company 

 

The model is about how to live your values in all of these relationships. How people behave is 
influenced by their own values and ethnic background, and what they experience around them as 
a culture. In setting up a business as a Bill Gates or Steve Jobs, you influence everyone around 
you until you’re bigger. That’s the challenge. Boards focus on risk, compliance, shareholder 
value, financial engineering and share price. They should be about the capability of the company 
to deliver value and values to the customers. 

Really good board chairmen figure out what really matters to their business. For example, the 
safety and security of their gas plant; or, in insurance companies, the security of people’s money. 
Every chairman should be clear about what are the one or two things that can make or break our 
reputation. Next they do strategy. Much strategy is financial engineering. If they don’t have the 
customer on their agenda at board meetings, how then are the people we employ going to forge 
relationships with our customers in a way that matters? People get confused about purpose, values 
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and behaviors. When the board sets purpose and values, it must ensure that they show up in the 
company’s behavior. Values are abstract; what matters is the action that people take. The board 
needs to be sure that the behaviors showing up are the behaviors you want. They need to be aware 
of and sensitive to business culture. 

The Board has three jobs: to set the tone and direction; to make sure the direction happens; and to 
provide leadership. It’s shocking that some boards don’t hold their managers to account! Good 
boards build in good feedback loops from their managers, including objective and subjective 
measures of whether management and staff live the firm’s values. Increasingly, board members 
(including non-executive directors) will go visit the frontline of the business, meeting people 
individually to ask them about the challenges they face, and getting their stories. 

All companies have different decision-making models, but they make decisions according to 
what’s important to them. For example, is the triple bottom line still working as a decision-
making framework? It is critical for companies to govern values. This is how companies get the 
line of sight on the things they do. 

Break-out groups 

Question for the groups: What does this mean for my coaching? 

Facilitators: Alex, Bill, David, Doug, Jeff, Jennifer, Karen, Lew, Marcy. 

Doug’s group 

Values are the opposite of sex – nobody talks about it, everybody does it, and you do not want to 
be publicly judged on your performance. Values – everybody talks about it, not as many people 
do it, but we have to be judged on it. We need to be aligned with our goals. 

David’s group 

Values are exactly like sex. Everybody wants other people to think, mine is great, I have the best 
value, biggest value anywhere. The most powerful values, and they are awesome, and I put my 
values into action, and I don’t want to be judged on my values. “Value envy”. 

Jeff’s group 

We covered a lot of territory; discussed some of the experiences some of us had with coaching 
boards; talked about supporting C-suite-level clients to have a more systemic view of the issues 
they are grappling with, and how to move our clients from deep-dive day-to-day problems back to 
the bigger picture. We very much appreciated Oonagh’s framework, and it’s difficult to take those 
levels and make them a linear process; we appreciated the opportunity to take the individual back 



 10 

Institute of Coaching - Summary of Proceedings November 2013 

and forth along the spectrum, or dysfunctional team or person, or communication snafu – how 
does that fit into your broader goals and vision? 

A lot of us have had the challenge of preventing clients going down the rabbit hole. How do we 
get our clients to think more systemically – to think big-picture? We tried connecting this 
morning’s presentation around those three Titans of business. We all appreciated Michael’s work, 
but the question becomes “Is that the kind of leader we want to develop for tomorrow: the 
autocratic do-it-my-way type of leader?” That’s a legacy leadership style still very much alive in 
American culture. The class that I teach is multiracial and multicultural, with more women, who 
see very differently from a Gates or a Jobs; they honor what they have accomplished. They are 
already thinking sustainability and asking themselves what  company  do  I  want  to  be  a  part  of  …  
not wanting to be the richest person, but wanting to have an impact now. What can we do to raise 
that, to elevate the conversation? There’s power in thought partnerships and collaboration and to 
create networks of people who are entrepreneurial in spirit. Leaders of the future are looking at 
future thinking and sustainability. In coaching, how do you help them see what they don’t know? 
How do you get the leaders to hear the voice of the other generation? 

Jennifer’s group 

There’s  a shift with board executives and the leaders going out into the organization and getting a 
first-hand sense of what is going on there. We believe in getting the idea of first-hand experience 
– this is what I am responsible for getting done; and going to constituents for feedback. 
Appreciate the model as a structure for the board, for many things. Also the model and the boards 
should be preoccupied with what actually requires a major shift in responsibilities of board 
members. What is the profile of board members? Are there some that need to move out and others 
to move in? The second aspect is that of the team dynamics – is the board only operating as 
individuals? Setting standards, and board reviews – when do these changes need to take place in 
this line of sight, engaging all the layers of the organization? The last question we asked was: We 
think we are all members of the choir and we are preaching to the choir. What do we do when we 
try to reach people who are not in the choir? That is one of our biggest challenges. 

Lew’s group 

We did a reality check of whether we are actually working with boards, and primarily we are 
working with executives. The boards are not hiring us, except for the CEO. We’re rarely being 
hired by the board and the boards we do work with have very little to do with the values of the 
organization; they think that’s setting their nose where it doesn’t belong. The board really doesn’t 
want to spend much time being board members; they want to spend as little time as possible. We 
asked, “What should we do?” If you do come in, either with the board or the executive team, do 
you raise the question “What are your values, vision, mission and strategy and are you living your 
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values?” And do they care? What if they are doing something illegal, criminal, unethical? How do 
we raise it and help them to think it through? 

Marcy’s group 

Values   for   the  board  …   they  want   to  know  what  products   are  coming  out,   etc.  We’re working 
with  the  executive  team  …  so we talked about the process of coming up with the values as a team 
effectively. What are the positive behaviors that show your team is living by these values? Those 
questions lead to the questions to ask that  give  you  the  stories  …  the  scenarios.  You’ve got to ask 
those kinds of questions to hear the stories. As we talked about a group building a set of values 
together – are they acted on or are they aspirational? How do you tell the difference? We talked 
about the process of creating values. 

Alex’s group 

How do you measure values, whose values are we talking about here? What makes sense, what’s 
the popular thing? Boards evolve and change and look different in different organizations. The 
expectations change. Some are actively involved; some aren’t. Boards are part of an ecological 
system – boards don’t operate in isolation. There are many different influences on the board, and 
that has an impact on the values that the board expresses. There are communication systems 
within the organization, which is an area where we can play a part – broader than feedback. 
Systems information, and how that impacts, and who responds to that information. How do you 
measure values in action, what does that really look like? The answer is that values are the way to 
measure. 

Bill’s group 

Culture is present anywhere there are two people, and we often look at our models and think it is 
the whole organization at once and that it is replicable. As coaches that gives us a role to be a 
vector of feedback, 360s, etc. That’s part of the Oonagh model. We got into an interesting 
discussion. The morning had case studies of those three leaders who each had a value proposition, 
and a thing they did well that they were trying to propagate. 

Karen’s group 

This is about creating authority as you enter an organization. Design your relationship, beginning 
with credibility. That was important to us. When asked how she created credibility as she entered 
an organization, she said, “I believe I belong there and they need me”. 

Oonagh’s response 

The point about this being a journey is really important. Every board should ask itself “How are 
we living our values?” 
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The tool will be an agenda where the board will discuss how well they are governing values, i.e. 
“we aren’t trying to prescribe, but we are trying to provide a road map for boards”: 

1. Level 1: Published values. 

2. Level 2: Are we clear about how we deliver those values and behaviors in all our 
relationships? 

3. Level 3: We publish what we mean. Then the board can have a conversation about whether 
people are inspired by our values. 

18:30 Banquet and keynote address 

Mindfulness and peak performance 
David Peterson, PhD, Director: Leadership and Coaching at Google: 

David began his presentation by asking what are “peak performance” and “mindfulness?” 
Mindfulness has been defined by Jon Kabat-Zinn as “Paying attention in a particular way, on 
purpose, in the present moment, non-judgmentally”. 

To illustrate this point, David involved participants in an exercise, asking them to “Please stand 
up if you are fully conscious, fully aware of yourself and your being in the present moment”. He 
then asked them “Please sit down if: 

1. Your mind sometimes wanders when you are talking with a client. 

2. You sometimes react to what clients say with skepticism, impatience, judgment. 

3. You are still standing, but only after you tell us your secret to being fully present and 
nonjudgmental. 

4. What was going on – how did your awareness change?” 

“Mindfulness” can be characterized as: 

 The ability to be fully aware and open to the experience of the present moment; non-
judgmental attention (Lee, 2012). 

 Three qualities (Brown, Ryan, and Creswell, 2007): 

– Present focus: To be present in the current moment; not past or future, not daydreaming. 

– Awareness: Of external surroundings and internal states, thoughts, emotions. 

– Non-judgment: Open, accepting attitude; perceiving objectively without evaluation, 
denial, rationalization, or resentment. 

According to Ellen Langer (2011), mindfulness involves: 

 a heightened sense of situational awareness and a conscious control over one’s thoughts and 
behavior relative to the situation; and 
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 paying attention consciously, looking for what is new and different and questioning 
preconceived ideas. 

Riddle (2012) suggested there are three aspects of mindfulness in coaching: 

1. An empty mind: 

 Be fully present, listen with your whole brain (and heart), without being distracted. 

 People feel heard, accepted. 

2. Non-reactivity: 

 Non-judgmental (“the beautiful moment”). 

 Free to perceive client needs and respond; makes true collaboration possible. 

 Does not mean surrendering judgment; the path to wiser judgment. 

3. Permissive attention: 

 Catalyst for what emerges. 

 Enables safe, personal exploration. 

Practical mindfulness means “The intentional direction and selection of appropriate states of 
awareness for what you want to accomplish at that time” (Peterson and Riddle, 2013) 

Mindfulness also has implications for emotional intelligence, because it has the following 
secondary qualities (Lee, 2012): 

 Self-acceptance of virtues and flaws. 

 Quiet ego, less emotionality and defensiveness. 

 Greater empathy; see others without ego-based filters. 

 Non-judgment opens one up to understanding and appreciating the perspectives and 
priorities of others. 

David noted that Steve Jobs was a “mindfulness guru” in business, quoting on the subject (from 
Steve Jobs by Walter Isaacson): 

“Intuition  is  a  very  powerful  thing,  more  powerful  than  intellect  …” 

“Western rational thought is not an innate human characteristic; it is learned. In the villages of 
India,  they  learned  something  else  …  the  power  of  intuition  and  experiential  wisdom  …” 

“If you just sit and observe, you will see how restless your mind is. If you try to calm it, it only 
makes it worse, but over time it does calm, and when it does, there’s room to hear more subtle 
things — that’s when your intuition starts to blossom and you start to see things more clearly and 
be in the present more.” 

“Your mind just slows down, and you see a tremendous expanse in the moment.” 

“You see so much more than you could see before. It’s a discipline; you have to practice it.” 
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Drucker wrote about this in 1989 (Hunter, 2011). Descartes said “I think therefore I am”. In 
Western tradition, using our minds better focuses us on using our minds more rationally. 
Education is about thinking, and we have largely ignored other aspects of being human, such as 
attention and emotion. In contrast, other cultures have a different starting point for what it means 
to be educated. For example, in Japan, attention is what grounds you – tea ceremonies, 
calligraphy, archery, sword-fighting are all ways of training attention. According to Drucker, “I 
see, therefore I am”. 

Figure 2 Mindful biking 

Source: Peterson (2013) 

David used “mindful biking” as an example of mindfulness (Figure 2). He described “Mindful 
biking” as: 

 Attending to the physical world – the senses: 
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– What am I hearing? Smelling? Seeing? 

– What am I feeling: physically, emotionally, and environmentally? 

 Attending to me: 

– Where is my head at? What am I experiencing today? How am I reacting? 

– What do I need to do to bring my best self to what I do today? 

 Attending to mission and purpose: 

– Am I bringing my best self to work today? 

– What am I doing today to further my deepest meaning and purpose in life? 

– What am I doing that adds value to my clients? To Google? To the world? 

– What am I doing to become a better person? 

– What do I need to do to make sure today feels like a well-lived day? 

David summarized four practices that can be used to achieve mindfulness (Hunter, 2011): 

1. Return to attention: 

 Learning how to be present. Attend to what you are doing right now. Brings focus and 
stability. 

 Most people can’t keep their attention on an object for more than a few seconds. 

2. Reset attention: 

 Go back to the thing you’ve seen a thousand times and see it again for the first time. 

 Notice something you’ve never seen before. 

 Listen to someone as if you’ve never met them before. 

3. Direct attention: 

 Pay attention to your bodies. What is your body telling you? Are you aware of your 
physical reactions? 

 Mindfulness – learning how to direct your attention to what’s going on. 

4. Transform attention: 

 How to cultivate positive energy. 

 Address the mind’s natural tendencies or habits to see what’s wrong, to feel negative 
reactions. 

 Shift to what’s going right, or the larger picture of what’s actually happening. 

David described how mindfulness requires one to look inward, look outward, and look forward, 
in the following ways: 

 Look inward: 

– Who do you want to be – as a person? As a leader? 

– What values will shape your behavior? 
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– What principles will guide your life and your choices? 

– How will you bring your best self to the work you do? 

 Look outward: 

– What is happening in the world around you: in your team, organization, industry, 
society, globally? 

– What does it take to be successful? 

– How do people see you? 

– Who will follow you and why? 

 Look forward: 

– What are your vision and your agenda? 

– How will you make decisions in the face of complexity, ambiguity, uncertainty? 

– How will you balance long-term vs short-term tradeoffs? 

– How will you build an organization that can thrive in the future? 

Building on these concepts, David outlined four directions for learning (Peterson, 2010): 

1. Look inward: 

 Who do I want to be? 

 What am I trying to accomplish? 

 What matters to me: principles, values? 

2. Look outward: 

 What does it take to be successful? 

 What matters to others? 

 How do others see me? 

3. Look back: 

 What new things have I tried? 

 What worked? What didn’t? 

 What have I learned so far? 

4. Look forward 

 What will I do differently? 

 What do I need to do to keep learning? 

As John Dewey pointed out in 1933, “We learn more from reflecting on our experiences than 
from experience itself”. David suggested the following “Calendar for reflection”: 

 Daily: 1 minute. 

 Weekly: 2–3 minutes. 

 Monthly: 5–10 minutes. 
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 Quarterly: 20–30 minutes. 

 Annually: 2–4 hours 

 Decadely (or Quinquennially): 1 day 

David emphasized the importance of clear goals, conscious choice, and effective action, involving 
reviewing the following key elements (Peterson, 2006): 

 Purpose: What are your goals? What are you trying to accomplish? 

– Goals drive behavior. 

– There are always multiple goals. 

 Constraints: Where are you stuck? 

 Options: What are your options? What choices do you have? 

 Consequences: What are the pros and cons of those options? Which option is most likely to 
accomplish your objective? 

 Plan: What’s the most effective thing you can do right now? 

 Action: What do you need to do to implement your choice effectively? 

In conclusion, David left participants with a quote from Thomas Henry Huxley: “The great end of 
life is not knowledge, but action”. 

DAY TWO – 26 September 2013 

Emerging Markets: Two Perspectives 

1. The Challenge of Moving to a Distributed Leadership Business Model at Telecom Peru SAC 

José Ostolaza, CEO of Nacional de Telecomunicaciones SAC, Peru 

This is an emerging market story where there is a business opportunity to create and exploit value 
faster in emerging markets rather than in developed economies. In developed markets, products 
and services are over-exposed; in emerging markets, there is low access to modern products and 
services. This is the invisible consumer. For example, there are one billion people in Africa, with 
only 3 per cent using banks. Mobile banking is booming in Africa. In the global frame, for 
example in India, 70 per cent work in agriculture and are now using standard cellphones for e-
farming and food links. They are making more business and doing direct business without the 
middleman. There is a coaching and leadership challenge for emerging markets – coaching and 
leadership in technology, with local talent, local resources, and the possibility of great results. 
However, we need the tools to create the acceleration of value. 

Maybe we have the same problem as coaching – we are both emergent; coaching is an emerging 
profession. Traditional academic work is not looking at coaching seriously, or is not really 
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interested in what you are doing, or even trying to frame you under their standards. It is the same 
with big companies trying to deal with emerging markets in a traditional framework. You need to 
look to be seen out of that framework. We need to be looked at from a different angle to create 
and exploit that value. I’m talking about business value and getting money out of those 
(emergent) businesses. 

This is the story. We were founded in 2002 as a sales and distribution partner for small telecom 
companies. Since then we have focused on the invisible consumer: i.e. the rural population, non-
bank users, the self-employed. By the end of 2012 we were selling US$200 million a year, and we 
had almost 1 000 people working for us. We had massive net payments, and we used standard 
cellphones. We have direct sales, customer service. That’s how we are organized. At that point I 
was getting bored with the business; it was okay, we were growing, but it was not new. 

We had a leadership succession crisis. I was planning to leave the company to explore new 
business integrating a complete platform of mobile financial services. But I operated a central 
command model and wanted to appoint a new CEO. I attended an MIT Leadership seminar in 
October 2012. In my company I thought that we had distributed leadership with the management 
team; I was thinking about creating a new company to manage a platform of financial services. I 
was doing this in a central command mode; I was in charge of all the decisions. All the decisions 
went through me. I thought that if I am leaving I need to hire a new CEO. 

I went to the MIT leadership seminar in October 2012 with the idea that I would be out in a few 
years. It was a transformational leadership strategy seminar, and I met Carol Kauffman at that 
seminar. That was when I discovered how coaches work; they don’t give you the solution – and I 
discovered that apparently hiring a new CEO and leaving the company was a bad idea. I didn’t 
have a management structure, and I was going to put in a puppet CEO controlled by me! The 
team was not a team, more a group of people who were doing a great job. The problem with this 
structure was that we could not secure the long-term sustainability of the business. If I was no 
longer in the company, the company would be destroyed because I had trained them to need me! 
The challenge was how to distribute leadership amongst the management team so that they could 
manage the company rather than me. I needed to change to a distributed management and 
leadership model. We have made some progress. 

I was in a panic: If I resigned as CEO, there would be no leader, no instructions, and the team was 
commanded to be independent. This was a bad idea; I had to learn not to be that proactive. …  I 
was not a leader, but a kind of dictator or king – but not a leader. I couldn’t command the people 
to be independent. It’s a process. I learned that. I am learning about that. 

Chaos ensued; there was a power struggle. I created a management team: first-line managers 
meeting weekly, a CEO appointed as a member. We are Latinos: we like to fight; we talk loud. 
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There was lots of fighting. They asked me not to resign – very interesting – and to be just another 
member of the team. It’s working as we are establishing roles. We haven’t yet found the roles – I 
need your help to help me to do my job. I need you (the Group) to coach me. 

Empowerment and accountability to managers: being allowed to explore new businesses; getting 
the credit but not the blame. We empowered them, and gave them accountability and 
responsibility to run the company and explore new businesses. 100 per cent sales vs profitability 
in current units; we started insurance services; transformed our contact centers (we doubled our 
sales …  from 5 million to 10 million users in one year). They asked me to create our own bank – 
and an insurance company to complete a platform of financial services with a mobile payment 
system. We transformed the contact centers into sales stores. Now we look more like an Apple 
store – a very interesting transformation; this was the team’s idea. It was changing the power 
structure from one person to a group of people with good ideas and sharing some values. 

The last mile of the journey is: values, to keep the soul of the company. We have to define the 
roles and be sure that the company is sustainable in the long term. I feel very confused today as 
people are thinking only in the short term. We need to think long-term and think about legacy, i.e. 
sharing management and leadership. What is the balance between keeping the soul of the 
company – the centre of your graphic is the purpose of your business (not making money which is 
the result of a good business idea). Steve Jobs had a clear idea of his business and a clear purpose 
−  but  maybe  not  of  the  culture.  Keeping  the  soul  of  the  company  is  about  the  values; it is about 
how you act; it is about your behaviors. The other thing is results which is more at the 
management level. You need a balance. I thought a lot about Oonagh’s talk. 

The soul of the company, think in the long term: sustainability and social responsibility. If you 
keep the soul of the company you will be sustainable in the long term. I have a conflict: everyone 
is talking about social responsibility – but more about behavior and not about socially responsible 
businesses. Is the tobacco industry a socially responsible industry with socially responsible 
conduct? Is this not a contradiction? The military industry: is it socially responsible with socially 
responsible behavior – I don’t think so. To address some social need – to address the invisible 
consumer’s access to products and services. If you are clear on that you will have a business. If 
you are clear on the soul of the company, then you can manage in the short term. Design for the 
long term, for many generations. That is how I was trained. I come from a family with four and 
five generations in business. We know we will have some good and bad generations, but in the 
long term your business will be safe. Build a company for 50 years. That’s where we are. We 
have to define that model. I really don’t know how to do it now. You are helping me. Are there 
any questions for me? 

Carol: Please mention what happens, what are the things you give the invisible people. Can I talk 
about the dragons? 
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José: We  are   not   charging   the   people  …  no   one  wants   to   hear   about   banks   and  government   – 
people don’t trust banks and government. We are giving these invisible consumers access to 
bank services, but we are charging the telephone and insurance companies to give them 
access to that consumer. They (the companies) are paying the access bill. We want to give 
the invisible consumers access to health care services and not charge them for that; the big 
companies are paying the bill. The invisible consumers are getting the benefits of the system, 
and eventually they may realize it isn’t bad to be part of the system. We are hoping to make 
them part of the credit system. We are working with the government. We are helping to let 
these invisible consumers gain access to health care, and we are reducing money laundering 
and tax evasion – moving the money from an informal into a formal system. It is working. 

 One-third of the Peruvian population is using this system. One-third of the population has 
free health care and US$40 000 life insurance policies without paying anything. The 
companies are paying at the end of the day. This is part of the business model. Rich people 
should pay for the wealth distribution of health, education and security. If the government 
cannot provide that, then the invisible consumer doesn’t have a reason to pay taxes. We are 
distributing the wealth, and they are paying indirectly. They pay when they buy stuff from 
the formal system. 

Question: Can you talk about your personal process moving from CEO to a member of the team? 

José: It’s still a work in process. I haven’t found my role in the organization now. I am unclear 
about my role. The board concept is a role, or a group of people. What is a board; it is a role. 
Maybe I am the board. I am not sure. Maybe we can create an executive board which is what 
I call the management team. I don’t have an answer for that. What I know is that I am not 
central command; I am not in a central command position. The decision process has been 
transferred to the team, maybe I have more power than others, but they are not waiting for 
me to tell them what to do. 

Question: Were you coached through the initial panic phase of that? 

José: That’s how I learned how not to do, and not to say that I am out. Is the team naturally 
evolving, or are they being coached as well? Carol is using me to coach the team; you didn’t 
tell me that, Carol, but you are coaching me to coach the team. Maybe that is what is 
happening. I would like to ask you, the group, for some help. 

Question: I am curious about the top half of this frame – how did the values piece resonate with 
the team? Was it a dialogue with the team? 

José: We are clear on the soul, the purpose of the company – to provide services to the invisible 
consumer. It’s easy; there is no competition. We are still working on the values. That’s 
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where we are still working. We don’t have written values; that may be a good idea. I am not 
sure. You know the values; maybe to write them down is a good idea. It will then be explicit 
that these are the values of the company. We have been talking about under-performance by 
people; we don’t fire people because we enjoy fighting – because what really is under-
performing? He is doing great; he can do it better. Maybe it is not fair to fire that person; 
maybe he can be allocated another position. We don’t fire people that easily; we are a 
family. I used to be a Coca-Cola bottler; we have had some discussions about values. 

Comment: You are describing values very clearly as you are talking. 

José: No, we haven’t completed that picture. Maybe we are more clear on delivering results, 
making money − they know their business. The purpose of the company – that is long-term. 

Comment: One thing José is very clear on – what drove him is being anti-big business. 

José: Those were the dragons putting shadows on people, hiding them and not taking care of 
them. Find the oppressed and find a way to give them services. 

Question: What is it your group wants to do now? 

José: I have a conflict with them now; they want to be really big and to serve the high-end 
customer. It doesn’t fit with the purpose of the company; we can go big – that is their 
decision. But I have a conflict with that; I am transferring the management but not the 
leadership, perhaps. Being a small company is about me – because I still need to be in 
control. If I go I cannot be in control of everything. It is still a work in progress with the 
team. 

 Why do they want to change the strategy and go big? They have ambition. It’s not really 
high-end, it’s another part of the business with banking and credit which you can use to 
integrate the low-end people with the high-end services and suppliers. They want to go back 
to Mexico with the business; I don’t. There’s a conflict between my personal interest and the 
company. The personal is the one that matters; I have an answer but not a decision. 

Question: Serving the underserved in the country – is that a family value or a company value? 

José: As a business model it is my business model; it is not my family business model; my family 
are in finance and mining; we have some activities with the Church; but mining is not a 
socially responsible industry. 

Question: I think you are describing behaviors as values – I wonder if you need to work out why 
that matters to you. 
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José: Being bigger may not necessarily stop you from fulfilling that value. That’s a good point – 
you’re right. But I am trying not to make that decision. 

Comment: I don’t mean to be disrespectful. Perhaps you are confusing the behavior with the 
actual value? 

José: If you look at the value that sits behind what you want to achieve, it might allow you to 
come closer to the team. 

Question: What are you most afraid of? 

José: Maybe losing control of my baby. You have kids and you have a dream for your kids. But 
that’s maybe the most blocking fear; but I think the real one is the continuity of the business; 
the legacy of the business. Because that’s what we do, create businesses for the next 
generation. Maybe that’s the real problem for me. I need to be sure that no matter who is 
managing the company it will still be running. Maybe that is my first concern. 

Question: You said earlier, the difference between socially responsible practices and socially 
responsible businesses? I think there is a lot of talk about that today – so I guess if that is 
somewhere in your soul, and if it is something that is important to you – I wonder if that is 
important to you. 

José: There is something very deep there – and that is courageous in today’s world vs going for 
the  …  whatever  the  other  forces  are  leading  towards.  Your question is? 

Comment: What is hitting me in your presentation today is that we can rationalize anything about 
why we go forward. That depth of conviction is something … 

José: It’s the same as you. You choose to be coaches because it makes you happy, because it is 
what you want to do. I don’t see myself doing non-socially responsible businesses. Not in 
conflict with society. 

Question: What would help bring the dream back …   if you could write down the dream that 
would help with the scorecard up there? You thought about walking away because you were 
bored. Assuming you get into a place where they do your bidding, would you then be 
interested in moving to something else? 

José: I am happy – because the energy is coming from the trenches to transform the company. It’s 
an evolution – but aligned with the purpose of the company. We are transforming the 
company by transforming the management structure and strategy. If you can change that you 
can transform the industry and get money and value there. 



 23 

Institute of Coaching - Summary of Proceedings November 2013 

Question: What do you want to get out of today – how can we serve you? So we don’t throw you 
our favorite coaching questions. What is the question we should be asking you? 

José: I don’t know. What would be your coaching strategy for a situation like this? 

 I’m thinking of other family-run businesses that started with the idea of having a soul – who 
owns this and what is the contract with them. What is their confidence in sustainable 
growth? The family businesses are out of the picture. I have to be part of the board of the 
family business for the next five years. This company is my company; I own the company 
and have a partner who also has some family businesses. We have a deal. We are partners in 
some businesses. I run this one. We don’t ask questions about money; we have our short-
term objectives, but are not very concerned about that. We have some business plans. If your 
question is, do we have some shareholders to keep happy, yes, that’s me. If we ever have 
other shareholders, they need to have the same interests and values. That’s exactly the 
problem. I want the management team to be like the board – like a management executive 
board. They have to share the values. I expect them to set the values. 

Group exercise 

There  are  28  or  29  of  us  in  the  room.  Let’s  go  downstairs  and  break  into  groups  of  ten.  José  could  
visit each group for ten minutes; more laser coaching. Donna Karlin to shadow-coach José, and 
Sunny to take notes. 

Group 1 

Group: We are trying to come up with the language to describe the gap between you and your 
management committee. Culture – having  a  contract  to  …  family, soul, maybe your team has 
a contract with commerce, making money and moving forward. There is a gap in the value 
system. How to language that …  the execution of distributed leadership? In the execution of 
that, are the board with the value system and how would that be executed? There needs to be 
a clarity of roles, clarity on how decisions are made, and the basic management structure 
piece needs to be clarified. It’s new to them. How will they work with the employees and 
prepare the employees for the new model? That’s a huge piece in order to be successful in 
moving towards a new business model. What is your richly imagined future for you? What is 
your own personal vision? 

José: I need to really define what I am looking for; that’s the key. 

Group: If you cannot elaborate that to your team that will prevent them from coming to a 
consensus on the values. What’s stopping you from elaborating on that vision and that 
dream? 
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José: I am not sure if I am concerned about the company or my role in the company. Maybe it’s a 
moment to be clear of my interests and the company’s interests; and once I can do that, the 
management team will be very clear on their roles. If we really define the purpose of the 
company and the values, everyone will be very comfortable on their role. I am trying to 
process all these questions and the information. I usually only have Carol! 

Comment: Or maybe you need to elaborate on your passion and your dream to bring them along 
with you. 

José: The purpose and values, if clear, it doesn’t matter if I am in or out. But they have their own 
values that have to be elaborated, or not? Values on the top of the picture, the results on the 
bottom. 

Question: Whose values are in the model? Yours, your families, the company’s? Are you clear 
how they are different from each other? 

José: And we need to be clear, as I am trying not to make all the decisions all by myself. That set 
of values should maybe be a group decision. 

Group: Can you tolerate values that are not in alignment with yours? 

José: You can be tolerant within limits. 

Group: Are you clear on your values what you stand for? 

José: Yes, everybody knows it’s on values. Maybe it’s not explicit. 

Group: What is the reason the values haven’t been written down, or been made explicit? 

José: No reason. 

Group: There’s something about trust, trusting your own sense of values, can you trust the 
distributed leadership on the values? 

José: That’s really the problem; I need to trust that the team, whatever it is with or without me, 
will be in line with the values. I need to be sure that that would happen this way – if not I 
have to be there until we get to the point where everybody is on line. I am looking for that 
point. How do I know when we get to that point? 

Group: How can the team get clear and communicate to their teams? 
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José: The problem is that most of them are NGOs and they are not making money. And we want 
to make money; it’s about making money with values. 

Group: There are pieces of your presentation that come across as passionate – when you are 
passionate you are clear. When you are not sure it is confusing. Making money with values 
could be your purpose, the purpose of the company. 

José: Meeting the needs of the invisible consumer; that’s our business model. 

Group: Does your leadership team buy that? 

José: That is very clear. Maybe we are not very clear on the set of values. We talked about the 
diagram from earlier, the values and results are on different points on the fulcrum? The only 
thing it can do is spin, what would it take to have the arrows moving in the same direction? I 
don’t have a responsibility with other shareholders, but I do have responsibility with the 
expectations of my team. I need a balance. They may want to move forward. Upscale 
consumers – I am not interested in those consumers. It’s not part of the business proposition 
because we are addressing … that’s my target market definition. That’s a conflict with the 
management  team.  We  are  not  interested  in  upscale  consumers  …  how   to keep the socially 
responsible part of the definition, but open the target? 

Group: Do you have any flexibility in who sits on your management team? 

José: There are five managers; I hired them so I can remove them. 

Group: If someone is out of alignment can you remove them? 

José: Technically, yes …  But  I  am  not  that  strong. I can fire people, but only when they have a 
conflict with some values. 

Group: We’ve heard a lot of stuff, what would be one next step for you? You’ve been bombarded. 

Group 2 

Group: Do you feel your definition of the company is clearly defined? Can the management team 
define the mission? 

José: Everybody’s clear that our business is addressing the needs of the invisible consumer. That 
is where we get the money; that is where we get the value for the company. Everybody 
knows that, but after some of your questions I am not sure if the team shares that completely. 
They know that, but I am not sure if they accept it. 
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Group:   If   that   is  a  concern  …   the  more   important  question,  what  are   the   things   that  would  be  
necessary for you to make the transition? Are you concerned if you walked away that the 
organization would follow the mission with clarity? 

José: That’s my problem. I need to be sure that everybody is clear on the purpose and the values 
of the company. But I am not sure if I am the one that has to set that purpose and those 
values. You asked me if I had other shareholders, there are no shareholders. But I think I 
have a commitment to the management team. I really need to listen to them before setting 
the purpose and the values. It’s not only my set of values and purpose. Maybe to open it not 
just for the invisible consumer; maybe the target market should be wider. I am not interested 
in that; I am not. I have a marketing concept conflict. You need a target consumer. They 
want to open it up, and that’s a management and leadership conflict. 

Group: And what’s the core of the purpose? The invisible consumer or? Do you feel ready to 
have that conversation with the team? 

José: Yes, we have permanent conversations about that. 

Group: What is the best forum to have that conversation? 

José: I don’t know if I am ready for that. I can see that it will be an open conversation. I need to 
first be very clear on what I want to do and what will be my role in that decision process. If it 
is my purpose and values, or if I will be more open to establish the purpose and the values. I 
don’t have to, but I can impose it. 

Group: You’re not sure that will work in the long term? 

José: There’s a paradox: I have the power, but I am trying not to use that card. This is the hardest 
part for me, not to use the power that you know you have. 

Group: Is that a big change? 

José: It is a stressful situation. There are two ways it could go wrong: you could lay down the law 
and the team could be excluded; you could let go so much that you couldn’t be part of the 
future. 

Group: What’s the third way? 

José: That’s what we are working on. The situation is that I have the power. But if I don’t … I 
need to lead them to the final decision of purpose and values. I have to lead that discussion, 
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not impose it.  I  need  to  learn  how  to  lead  that  process;;  I  have  to  learn  how  to  …  you  said   it 
earlier, I think I have a commitment to my team. 

Group: Do you want to have a commitment to your team? 

José: And from that place leadership means something other than having absolute control and 
being able to dictate the values, and also doesn’t mean having no involvement. I don’t want 
to be out, that’s cowardly. And to say it’s my way is also cowardly. The courageous way is to 
stand with all your power, and invite all the power of the other people involved. Not 
pretending that you don’t have all the power, but inviting others, being open and honest, 
because you don’t want to play a stupid game. Being transparent about it. In what way can I 
use my power? 

Group: You have to let them go at one point like children; but what is the level of trust that you 
have in your management team. 

José: It seems like it is an issue of trust. That’s what keeps you connected. Basically you are 
bored with that stuff; you see a lot of potential out there to have impact without defining it; 
you cannot go onto that impact side until you are sure of the direction you want to go. I am 
confident that they can see the picture; but maybe we are starting that process of freedom. 
We are like teenagers with drugs and alcohol, in some moments it will settle down. How can 
I know this is the moment? When to grow and when to stop being a teenager? 

Group: What is the use of you being in that team? What do you get out of that? Do you have a 
timeline? How long do you want to wander around that? 

José: My question is, how can I land that plane? If not, it’s going to run out of fuel and crash. I 
have  to  figure  out  when  to  really  let  go  of  looking  …  at  either/or …  I’m going to lay down 
the law, or I am going to have to let go. Think about both/and; think about my leadership, my 
vision and my power. 

Carol: Can five of you give a couple of sentences on what this was like, and José can you give the 
last word. 

Karen: Interesting to play with other ways of approaching something. 

Nancy: Two things: we so appreciated the presentation, and the opportunity to have the 
conversation. What did José get out of this, and how were we? How did we behave? 

Alan: One of the pieces in this debrief is the cultural difference. We have to consider the cultural 
differences and how they play a part in our questions and responses. 
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Lew: Learned to like you as a human being and to admire your values, and what I realized is that 
we really don’t know what you want personally. You said you were bored and wanted out; 
we don’t know if you want out. Why aren’t you considering other options? Personally what 
would drive what you do? 

José: Thank you all. Sorry, I don’t have answers, so I will disappoint you all. I have too much 
information to debrief and to process. Usually I deal with Carol (one person) …  The  matrix  
movie! I think that different cultures are enriching and enrich the experience, and that was 
what I was looking for in Carol’s challenge. I would like to know if that helps you all to see 
a new coaching opportunity for you in small companies in small countries, not in the big 
corporations or big government corporations. See the HBR article on emerging cultures like 
Africa, where 20 per cent of budgets go to education. 

Donna Karlin (feedback to José as Shadow Coach) 

Donna: I am looking at the language that you use and I work within many cultures. Just now you 
are looking to solve things. To be inclusive of members of the team, I am hearing you say 
“me and them”, but am not hearing “us”. You are stressed as you have to come up with a 
solution. This is different from “we” have to come up with a solution. Step up and have the 
co-creative conversations with your team. You don’t know what their values are. I am 
hearing “I don’t know”. You haven’t had those reality check conversations with the team. 
You need to get them on the journey to co-create something very powerful. Whenever you 
are indecisive about your place in the whole scheme of things, then the language becomes 
phrases like: “I don’t know”; “I am not sure”. That brings ambiguity to the situation rather 
than decisiveness. What is the grey zone? “I could leave or I could stay”. It was beautiful: I 
have to lead them through the process not dictate to them. The language you are using is 
that you are leading the process. “I have to lead them”, indicates that “I am not in the 
team”. 

José: I can be seated at the table, the chairman is rotating, but you are right. I am not part of the 
team. I am José. If I can be part of them. 

Donna: Let me ask you from a different perspective. Head, heart and gut, intuition, if you say I 
am the CEO of this company. Head, heart and gut – is it in alignment? Are you leading them 
as the head of the organization to help them to set direction, or head, heart and gut? “I am 
one of them”, which means no one person is leading, is that resonating with you? Is that 
what they want to move forward? 

José: I really need the company to move without me. 

Donna: So you want to remove yourself? 



 29 

Institute of Coaching - Summary of Proceedings November 2013 

José: I want to be free to be removed. 

Donna: In an advisory capacity? Do you have that feeling that you want to exercise, but you 
don’t want to have to? 

José: I really love what I do, but I hate having to do it. There’s the crux for me. I hate to be 
responsible for them. I want to be free of staying or leaving. I don’t want to be needed. 

Donna:  Maybe  you  want  to  be  desired  but  not  needed.  If  you  were  to  look  at  your  team  … 

José: I need to have enough trust, to be sure that they will be aligned with their purpose and 
values of the company. 

Donna proposed the model in Figure 3. 

Figure 3 The Responsibility Square 

 For Myself To Others 

Irresponsible 
Reactive 

Uncentered 
Victim 

When I let others take responsibility: 

 FOR my thoughts 

 FOR my feelings 

 FOR my behaviors 

When I take responsibility: 

 FOR others’ thoughts 

 FOR others’ feelings 

 FOR others’ behaviors 

I become irresponsible TO others 

Responsible 
Proactive 
Centered 
Leader 

I am responsible FOR myself: 

 FOR my thoughts 

 FOR my feelings 

 FOR my behaviors 

I am responsible TO others: 

 TO support 

 TO inspire 

 TO respect 

Source: A Better Perspective® (2013–2014) 
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Donna: Being responsible to them to be the best leader …  without being controlling of their 
thoughts behaviors and actions. When you can let go of that you stop being irresponsible for. 
When you can let go of being responsible for anyone else …  but  be  responsible  to …  advise,  
offer to do this, this and this. How can you take responsibility for yourself and use this with 
your team? The minute you feel responsible for, it is a burden. If you were to choose the life 
you love, what would your role be, and how would you co-create and set those boundaries? 
What do you need to do to wrap up and be strong? 

José: I have to discover the moment of letting go. I don’t have a landing plan. I don’t want to be 
needed. 

Donna: If you don’t move from the “I” to the “we” what will be the consequences? It will never 
really be a “we”. Is that what you want? It’s a “we” with different roles; “We are a family 
and I am your father”. There’s still a leader. There needs to be somebody to set direction; 
are you ready to step into that role? “We” with direction, and “we” co-create based on the 
framework. 

José: What I can do, is be “me” with them. 

2. “Who are the key corporations and what are the trends in the emergent market space?” 

Bich Nguyen, Research Analyst in Emerging Markets, Wellington Management 

Today I will share with you some of the issues I have observed in following Vietnam, China and 
Russia. Emerging markets have a close relationship between political and economic circles. The 
degree of interaction and connectivity is mixed. Most times there are other objectives to think 
about, and some simple decisions are never made. How do you deal with that as a leader when 
you can never fully deliver your mandate? 

Let’s talk about the key countries. Start out with Latin America; Europe, the Middle East and 
Africa (EMEA); and Asia – the different historical development of these regions that informs the 
political, economic and current affairs. There are commonalities. In Latin America, economic 
structures are dominated by oligopolies, dominated by large privatizations. In Brazil, Cardozo set 
the country on a strong foundation; right now they are veering off, but the institutions and private 
foundations are strong. The private sector is strong, but structural interests keep them from 
reaching their full potential. People expected Brazil to vault to the next level, but they haven’t 
taken some of the necessary hard structural reforms. They are dealing with political challenges by 
the Labor Party which has become much more interventionist. When the October 2014 elections 
are over they should go back to the rule of law. 
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I have a soft spot for Brazil. I speak Portuguese, Mandarin and Russian. In terms of the leadership 
issues that the heads of companies in emerging markets have to deal with, it is how to navigate 
the political circles. When you hear about the other regions there are similar issues. In Latin 
America there are large companies with large shareholders; in Mexico oligopolies. 

The largest telecom company is in Mexico, where the CEO is going after a European telecom 
company; ownership is highly concentrated. Some of these business leaders are active in politics. 
Another company called Televisa is the dominant media company, run by the Azcárraga family. 
They stay in the background, and exert power through lobbying. A few powerful families control 
the economy. Enrique Peña Nieto, the new leader since 1 December 2012, is trying to break these 
monopolies. 

Back in Brazil, the government is much more interventionist. The middle class care about 
protecting the purchasing power they gained in the last four to five years. If you are Dilma 
Rousseff, President of the country, how would you address this? The elite are not supportive of 
the President; they don’t share the same goals of the new middle class. This is on top of all the 
business issues they have to deal with. 

These other countries are facing similar issues. Peru is worried that Ollanta Humala (President 
since July 28, 2011) has an anti-business stance, but he is a moderate. Peru is one of the few 
countries we are positive about. In Colombia there is big change – political violence has receded, 
and there is a new business-friendly government. As an investor I focus on “pro-business is 
good”; but this is not always the case. The key issue is the social issues that have to emerge. We 
are seeing this in China and Russia. 

In EMEA, Russia is the largest country. Russia is one of the most interesting out of all the 45 
countries that I follow closely. Russia has strong human capital. It used to be a superpower, and 
has kept up with the US in terms of technology development. There is huge potential in Russia, 
and we are waiting for that to be released. You have the potential but you need policy. Russia has 
always been a place that is dominated by the State; that’s the theme in history; private ownership 
is a concession by the government. For the country to prosper, they have to protect private 
ownership to encourage private investment. Mikhail Fridman owned TNK-BP, and he had a big 
spat with British Petroleum; he is someone who is an outsider. Fridman is one of the original 
eight oligarchs, and the seventh-richest man in Russia. There is a bit of misunderstanding about 
how these guys got their wealth. They financed Yeltsin and when Yeltsin couldn’t pay them back, 
and Russia defaulted, they got their money back. 

When I met Fridman at a breakfast in New York in 2012, I asked him about succession. Asia is 
dominated by family businesses; succession is clear. In Russia you wonder how they will protect 
their franchises. He said: “I am here, I maximize my assets and then I move on; I will sell it to 
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someone else; I don’t think about succession.” I asked: “Why wouldn’t you think about your 
legacy?” “I already have a legacy. My worth is US$10–15 billion.” That is his legacy. I don’t 
have to leave it for the next generation. It will just be sold to someone else. That is the large 
concession model. You invest to maximize value for today not for the long term. 

Asia has similar issues. Kazakhstan is a Muslim secular country and is very nomadic, tribal. An 
oil producer, their aim is to be like Russia but it can never be as big and powerful. The Asian 
economic structure is top-down, systematic authoritarian. In business they tend to follow the 
“flying geese” pattern of development. Japan sets the pattern with its strong industrial policy. 
Korea had big industrial and financial groups. The culture facilitates this type of economic 
structure; it is easy for policymakers to come up with the plan and get consensus. Korea and 
Taiwan are more democratic. 

To say that business leaders in Asia are more co-opted by the political leadership might be too 
strong. But the companies follow the economic policy set by the governments, who choose their 
leaders. TSMC is the largest semi-conductor company in the world (Taiwan Semiconductor 
Manufacturing Company Limited or TSMC). But if I (as a business leader) am tied down by the 
government, how do I navigate the two? It’s about navigating political circles, while in the US it 
is more about clearly defined regulatory issues. You have recourse if the government goes after 
you in the US; you go to the legal system for redress. It’s very different in these emerging 
markets; so how do you navigate those issues? Running a large company is full of challenges. 
How do I get people to achieve certain things – a labor force, for example, that is not optimal? 

Question: Brazil. Could you say a little more about the government role in relation to the 
government sector and in particular the security sector? 

The families seem intertwined. .. Brazil is an interesting case study. Brazil was ruled by a military 
government 1969–85. 1985 is the time when Korea ended its military government. By 1985 the 
military was no longer involved in politics. They got involved (in Brazil) in the first place to 
protect the natives from the Portuguese. The Portuguese came and built industries and powerful 
unions;;  the  military  sided  with  the  natives  who  felt  … the business elite, the private sector, had an 
antagonistic relationship. There is historical memory. Many of the business leaders of big 
companies were entrepreneurs who emigrated from Eastern Europe, particularly in the 1940s. In 
the 1990s the owner of the steel company saw an opportunity. The entrepreneurs, mostly 
outsiders, in Brazil saw opportunity. Roberto Setúbal (CEO) runs Itaú Unibanco, a substantial 
bank. His grandfather started out with a business selling shoes, and his descendent runs this huge 
bank. In Brazil many of these guys have grown huge businesses. In the government, many come 
from the private sector and pick bright economists to be heads of banks and financial ministers; 
they retire back into the private sector. If they are involved in large business they aren’t involved 
in government; there is a distance. The other interesting thing is that the tax rates are high, which 
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is unusual for a developing country. A 35 per cent tax rate is very high. The private sector feels 
the government is pillaging the private sector. 

In Latin America, tax policies discourage … back in the 1980s most of these countries had 
pegged exchange rates to the dollar. Now they have managed floats, and they can move money in 
and out easily. The Real currency in Brazil, you can trade it. It isn’t challenging to move money 
in and out of Brazil. But if you have certain issues, like inflation, or an external economic event, 
the government can start to intervene with a tax, for example CGT (capital gains tax), currency 
control, and capital control. The government used to impose a tax if you wanted to move money 
in. Essentially you are dis-incentivized to move money in and out. 

Recently, the US Fed said things are looking better, so let’s hike rates and stop the asset program. 
That caused a negative reaction for the flows from abroad, all the currencies got hit. Rates are 
going up; the currency was weakened significantly, as it is not so good to invest in Brazil; this 
causes inflation which dampens domestic demand. It’s a problem for the government. They took 
taxes off inflows and outflows as an incentive and hiked the rates; it’s a 7 per cent real rate 
investing in Brazil. They have tried to incentivize people to go back in, if just to protect their own 
domestic economy. 

In the US we invest in Argentina, Brazil and Venezuela. In Argentina there is a black market and 
an official market for currency exchange. Even within the system of controls you can get money 
in and out. McDonalds in Argentina is the largest franchise, and they have found a way to get 
around the currency controls. They are at the full taxation level. In Venezuela they get involved in 
bond exchanges. This is the exception, not the rule. 

It is unfair. The market would call these countries basket-case countries (Ukraine is the same). 
There are massive economic distortions; the currency is volatile. We invest there with fears that 
the government will call in capital controls. Most of the markets in EMEA are fairly open. 

Group exercise 

In Pairs: five minutes or so: 
1. How is this useful for your practice? 
2. What questions do you have for Bich? 

Question: You mentioned the leadership values in the Russian leaders, not caring about the 
country. Do you see other values differences in leaders across other countries (caring about 
learning and development)? 

Bich: You need to have a framework if you have those goals, some regulatory framework. Some 
leaders care about social change …  the government in Beijing is now much more interested 



 34 

Institute of Coaching - Summary of Proceedings November 2013 

in environmental concerns. There are also grassroots efforts, but you are limited by the 
broader framework. 

Question: Does the quality of leadership influence you in your organizations you work in, i.e. 
what do you look at? 

Bich: You can run the numbers which look great. In emerging markets you meet different people 
who have different strengths. 

Question: The visionary leader vs the politician? 

Bich: The visionary guy vs the guy who can get things done? You accomplish your goals by being 
a politician; you need to galvanize and inspire people around you. Those skills need to be 
developed if you are a visionary leader, if people cannot understand how you get to that 
vision. It requires leadership skills: how to set an objective, expand that over time, get people 
to execute on your vision. I ask leaders about the challenges they have, the hardest thing in 
running their business, and what should people ask you but don’t. You operate in China, 
corporate governance is terrible – trying to get them to talk about themselves and trying to 
figure it out I have to trust their judgment. You come at it in different ways where the 
cultural thing is an issue. If you establish relationships with people over time – some of it is 
gut feel. At the end of the day do I trust what this person is telling me? You can look at their 
track record and see if it matches what they say they have done. 

Question: On gut feel – what is gut feel, intuition? The intuition of the novice is altogether 
different from the intuition of a chess master. 

Question: I am trying to make this relevant to coaching, when you want to do coaching for those 
who need it. If you listen to the media and the politicians, the global economy is not very 
hopeful. Every part of the world is interdependent on other parts of the world. It’s not very 
likely in the next three years that companies will invest much in the development of their 
people or their organizations for the long term. Are there mega trends, or assessments that 
you are making that make you optimistic or pessimistic −  if organizations are going to invest 
in the future? 

Bich: There is a lack of basic educational services … just the basics ... I think political leaders 
recognize that, when they look for talent, they import talent from abroad with the hope that 
people can transfer knowledge. Brazil is a good example, trying to build skills in the 
petroleum industry. At the big company, Petrol Brazil, they don’t have enough engineers. 
They have implemented a program to educate 50 000 people in five years, but it’s not 
enough. Companies recognize the need for training, and at higher levels it is leadership 
training. They recognize that all these companies are living in a difficult economy. You 
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really need good leadership. I have never asked, do you have programs to develop your 
leaders and your managers? I ask, how deep of a bench do you have, but I don’t think about 
how good is that bench. I will incorporate that question into my work. Companies are aware 
of the need to invest in human capital. The key challenges are finding the right people. I 
think the future is very bright for what you are talking about. They recognize that they need 
to develop talent. 

Question: As coaches, many of us are independent individuals working in our own areas – how 
do we enter these emerging markets? 

Bich: I’ve never asked the management teams how they develop talent – never asked them if they 
have formal programs. There is a strong need for it. 

Comment: That’s an interesting project to figure out. 

Comment: Talk to the embassy for the country you are interested in, and join a Trade 
Meeting/Mission put on by the US Embassy in that country. Or else if you are visiting the 
country, get in touch with the US Embassy to find out when they plan to take their Trade 
Mission over to that country. Also get in touch with the coaching agencies in the country you 
are most interested in. 

Question: From your perspective, any wisdom you might have for us as coaches when we are 
doing similar things and what you have learned about the differences in the culture? 

Bich: I try to learn as much as I can about the country’s political and economic history and the 
essence of it. That provides you with the ability to have sensitivity to what they care about. I 
travel to the Middle East often, and go to Saudi Arabia every other year. There is no 
women’s bathroom in the offices! There are no women anywhere. I try to read up on it for 
the basics. It allows you to think about what is important to the person you are talking to. 

Question: Would someone accept a woman coach in Saudi Arabia? 

Question: In Brazil there are great coaching companies, how can we liaise with them? What do 
we need to have in mind when working with a different culture or nationality? 

Bich: I try to address them in their style – but they have tried to address my culture! 

Question: In India, what sectors are more open to coaching? 
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Bich: Perhaps sectors open to global competition, such as banking. Sectors more open to global 
influences. The lack of openness may be more to do with the specific experience of that 
company. It could be a sector that is closed. 

Question: What countries are the most teeter-tottering, i.e. we could tip them over into wanting 
leadership development? 

Bich: The countries that are doing well but need to get to the next level – even Asian countries. 
India. There are countries with more political issues. Argentina is different. 

Comment: If we approach it that we are going to save them, it  won’t  work.   Let’s think about 
partnering with them. Where are the models coming from? In Russia there are over 200 
coaching schools, and the dominant models are French. The British systems dominate. South 
Africa rules with assessments as in England. 

13:00–15:00 Session Four: Learning to action 

Moderators: Doug Riddle, Karen Kimsey-House and David Peterson 

Synthesis: How can we use what we’ve learned from business leaders? Let’s begin by looking 
around the room. We began with everyone having an opportunity to place themselves individually 
in space and time in our videotaped sessions. If you presented later in the process, to what extent 
was it more difficult to remember the presentations that went before you? Michael came to talk to 
us, the giant-slayer, and we all helped him with his book. Oonagh shared some stories, working 
with boards and the seven dwarfs. David pushed us over the edge with mindfulness at dinner last 
night. Today we started with José and tortured him in six dozen different ways. We ended up with 
Bich, with an amazing avalanche of very interesting stuff. 

Doug: How do you do something with that as a coach? How will we take something from one 
domain and turn it into action? 

Karen: We’re a part of something much larger than ourselves. Look at two places: how do I be 
really innocent of my models and what I know, really naïve and innocent so that I can be 
really open to what I am receiving? How do I let what I take in be the place to start …  rather 
than my information being the definitive answer? The lessons of those leaders can benefit us 
and we can learn from them. I don’t want to think like Steve Jobs, or like any of those 
people. How can I learn from them and make it my own? How do I use the information 
about the industry we’re operating in? How might we apply what we learn? How do we be 
aware of the world around us and the challenges we were facing? Lastly, I look at the place 
of community and the conversations I’ve had. How do I savor those so that I can cherish the 
connections I’ve received? 
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David: What’s been on my mind is mental models. Each person from the beginning had very 
different mental models of the work they do; in how they presented. Some were working 
from formal presentation skills, and informed by their own mental models. I was most 
intrigued by Bich. I wanted to hear more about leaders, and culture and style and learning. If 
we could sit down and explore that she could be informative. With my coaching clients, I am 
helping my clients to illuminate their own thinking. I wanted some information for my own 
mental model. It was fascinating to watch how people were constructing the world according 
to their own preferences. The lesson for me is to pay even more attention to putting yourself 
into their (the client’s) shoes. What does the world mean for them? 

Karen: We’re different. With mental models we all have a different frame and way of working 
with the world. The client is that way too. 

Doug: One-on-one coaching feels like a dive into the dive. It’s a sense of that trance that we cast 
on each other. Everything starts to disappear. You’re absorbed in each other; the rest of the 
world falls away. The joy of these encounters is about that: entering into someone else’s 
world. I am noticing the difficulty of multiple coaches for one coachee – the dynamics of 
those groups as I walked from group to group listening. Some people were desperate to enter 
into that mutual trance but the setting didn’t work. 

David: Trance …  There’s a spiritual or emotional values base; there is a consistent theme through 
all of this. The founding of values, and José your commitment to building an organization. 
Oonagh comes with love …  she  didn’t talk enough about that. Where does love fit into the 
board of directors and the organization? The strong sense of values; the trance; the 
collective. The connection comes at the level of emotional resonance. The mental models are 
what we have to communicate with. A language we universally share that doesn’t need 
translation. 

Doug: Frame this up. Sometimes we end up neglecting the content piece, and the cognitive ends 
up in action. It touches us in a way that makes a difference. As you think about this 
experience and the processing that you are doing, taking what you’ve heard and seen and 
lived through with each other and incorporating that. Making it part of the body …  bring  it  
into your body and your action. 

David: What distinguishes great coaching is …  to  keep   that   edge  and  keep  owning it. And it’s  
also important to elevate the distinction of coaching as it becomes more commoditized with 
more coaches in the world. If you are rigid about your approach to coaching then you are 
probably not a great coach. 
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Donna: Half the time when I walk into a room I have no way to prepare. So how do I hold myself 
in that − to labels? I don’t care if I am a coach; what they want to call me is irrelevant; I am 
doing work that they agreed I would be doing. But what do you do in an environment where 
everything is unexpected? I say “I don’t know very much about your culture, please let me 
know if I do anything that is contrary to your culture.” They are so grateful. They ask about 
coaching; it starts an enquiry in a country where they wouldn’t normally ask. What isn’t 
happening because of how we hold ourselves in a way that we need to let go of? 

Doug: I want to hear the next step that confirmed or led to some new insights when encountering 
different clients or countries. What impacted you in these two days? 

Donna: There was a wealth of information from Bich; but are the trends relevant to the work that 
I do? How am I having conversations with people, in those contexts to stimulate 
conversations to live in the questions for awhile? There are great coaches all over the world 
although they might not call themselves coaches. For me what wasn’t showing, is what can 
we let go of to have really rich conversations, from the future back? 

Oonagh: This is the best birthday gift [she turned 60]. …  I experimented, so that when I stood up 
I had no idea what I would say. When I gave my presentation I wasn’t planning to share that 
model. My purpose is to inspire and promote love and integrity in business. You are a 
community of people who share the same values around love and integrity. If we are to 
inspire, promote love and integrity in business, I realized this model could be used as a 
coaching tool. If people could only understand what is going on here then it will help them to 
lead their businesses. You have to have the vision. And Michael said, you have to take care 
of the detail. Bich, when she is questioning companies – two things: they are visionaries who 
cannot manage, or they can manage but cannot inspire and galvanize people. Companies 
who have love and integrity do both. They mean what they say and check it out. I discovered 
I have a whole bunch of allies. 

Doug: I want to explore, what do we do with the things we have learned? We cannot address the 
cognitive without addressing the emotional. A lot of what we do as coaches is by sitting and 
listening. Now most of you have had a chance to think a little further. Here’s the test of our 
community. Usually there are the usual suspects – there are a certain number of people in 
our community to have a thought and who express it. For those of you who are more 
reflective and observant, if you would take the next lead for us. There’s something missing 
without your voice. 

Colleen: The most valuable thing I’ve  gotten  out  of  this was the two-minute (video-taped) talk as 
it forced me to put my story into two minutes. Secondly, was David’s bicycle story. Third, 
some of the connections that I have made left me with some action steps that have been 
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professional or personal. I noticed my breathing; I should notice it more. I noticed the sound 
of the washing machine, sounds in the house, it was too bright, I turned the lights off. I was 
thinking if I did this every day I would notice different things every day. 

Lynn: Allow yourself to be coached. I was reflecting on a way that I wanted to show up and they 
challenged me to reframe that and see myself in a different frame from how I was seeing 
myself. I was very open to that. 

Patricia: I have felt so comfortable with this group. I want you to know that I felt so much that I 
do fit. It’s a compliment to the inclusiveness of this organization. The potential for 
connections and work, ideas and broadening. I’m so glad that I did come. 

Doug: What might have been what we assumed? Surprises. The knowledge transfer. Some of you 
have done your best to demolish my neat and orderly need. Let’s move past the fiction that 
we are coaches; we are human, we have gender, and we make artificial divisions between 
work and personal life. What stood out for you so far? 

Alan: The connections and for me that is my primary reason for being here. I love to share with 
people. One regret is that I didn’t make a personal connection with everybody. One of my 
strengths is curiosity about the world. 

Karen: What I am hearing …  is that the connections and the relationship with each other was as 
important as the material we gleaned. That is the nature of this kind of work. We are 
relational people; that’s one of the themes. What’s new for you, what’s opened up; what’s 
shifted; what have you realized; what are you forgetting. 

Darryl: What do 30 senior coaches look like? I don’t know if I know the answer to that. What is 
the complexion of them? What makes them senior? How are they senior? And I appreciate 
the depth of people. They’ve been around for a long time; it’s like you are meeting old souls. 
They’re Olympians. It’s interesting to see the depth and the experience. 

Jerome: I was fascinated by what makes a senior coach, perhaps what makes a higher level of 
coach. The way you set the bar; who’s going to really learn from each other. I’m scared of 
that question; I don’t want to be exclusive. I think the coaching might be like programming; 
what’s it take to get people over that bar. David has transcended identity. 

Doug: This connection with the term senior coaches is an implication that we already live in the 
largest possible world; this is an experience in which I have an even larger world. There’s a 
larger world. I live in a bigger world today than I did yesterday. 
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Richard: What’s the proper way to address what we do? Are we coaches? That seems limiting? 
Social responsibility? The dragons casting their shadows on the villages? We are from 
different nations with different experiences; how can we encourage leaders to develop the 
wisdom connected with love and integrity in their day-to-day? 

Nancy: I would like to echo Richard. How any of us can have greater impact? I would like to 
explore that. The metaphor I’m finding is gumball explosion. I feel like I’ve had this 
explosion of richness from this conversation. 

Karen: My hope is that I am asking myself how can I have a bigger and better impact? 

Bill: I like to integrate things; an integration has occurred. I have learned quite a bit about being 
intentional about what we are doing. I’ve been in touch with nobility, in how you support 
others. You teach them love and integrity. I feel like I am in the presence of sorcerers in the 
midst of dragons. 

Final comments from each individual 

Points were in response to an invitation to share: “What is something you learned / a highlight / 
an intention / something you are grateful for?” 

 Question everything. 

 Finding new ways of doing things. 

 An integration of new learning and expansion of what it means to be a coach. 

 Connection to other people. 

 Emotional shift – values. 

 Thanks to gurus – and to those that spearhead the organization. 

 Autopilot – to become a bit of a chameleon – new things. 

 It’s all about the relationship. 

 Values reinforced, and continue to beware of assumptions. 

 The unpredictable nature of conversations. 

 I’m not done yet with learning. 

 Thanks and offer of support, and I will learn. 

 Mindful of nobility we’ve shown. 

 Coaching is not coaching … Many different ways. 

 Finding ways to improve. 

 Fortunate to be invited; excited about the future. 

 Appreciation; categorization is less appropriate. 

 What do I want to do with this wonderful thing called my life? 
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 Grateful for the limits I’m leaving behind … and for new courage I have. 

 You sages make me wiser. 

 Values and purpose important – revitalized. 

 Mindfulness – learning. 

 You can be sure you are helping people. 

 Quaker meeting – moved by spirit – we are awesome; some by speaking, some by being 
silent. 

 Individual resonance and approaches. 

 Commonality of spirit – love in the room. 

 Doorways into a new universe – how little I know – thanks for sharing. 

 Gratitude and hope for the future. 

 I’m grateful – first four years were hard – now glad I’m not alone. 
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Appendix 1: Conference participants 

Forum Chair 

Carol Kauffman, PhD, PCC (Director and Co-founder of the Institute of Coaching, Harvard 
Medical School, McLean Hospital) 

Presenters 

Michael Cusumano, Presenter 

Oonagh Harper, Presenter 

David Peterson, Presenter and Moderator (davidpeterson@google.com) 

José Ostolaza, Presenter 

Bich Nguyen, Presenter 

Doug Riddle, Moderator 

Karen Kimsey House, Moderator 

Attendees: Founding Fellows 

Helen Acosta: helen.acosta@coach2focus.com 

Graham Barkus: gbarkus@mac.com 

Andreas Bernhardt: andreas.bernhardt@esmt.org 

Suzanne Boulos: Suzanne@boulosconsulting.com 

Daniel Burke: danielburke@meylercampbell.com 

Bill Carrier: whcarrier@gmail.com 

Deb Crossland: deborah.crossland@providence.org 

Kelly Davis Martin: kelly@achievewellnessllc.com 

Margaret D’Onofrio: margaret@donofrioconsultingpartners.com 

Kevin Dunal: kd@launchcenter.ca 

Nancy Glynn: nancy.glynn@dynallia.com 

David Goldsmith: dgoldsmith@thegoldsmithgroup.co 

Alan Graham: agraham@acp10.com 

Timea Harvar-Simonovich: info@havar-concept.com 

Sri Kotturo: sri.maha99@yahoo.com 

Dale Larson: dale@startuphappiness.com 

Patricia Marino: patricia@pathmarkinnovations.com 

Sue Pahl: susan@shiftcoaching.ca 
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Carol Scott: drcarol@executivewellnesscoach.com 

Sunny Stout-Rostron: sunny@ssra.biz 

Barbara Wingate: bwingate@earthlink.com 

Isabel Witte: witte.isabel@arcor.de 

Attendees: Founding Members 

Colleen Boselli: colleen@strengthcatalyst.com 

John Campbell: jcampbell@growthcoaching.com.au 

Alex Couley: alex.couley@hushmail.com 

Darryl Cross: Darryl@crossways.com.au 

Michael Fontana: mikefontana@gmail.com 

Donna Karlin: donnakarlin@abetterperspective.com 

Lynn Mitchell: lynn@lynnismycoach.com 

Jonathon Rotenberg: jonathan@rotenberg.com 

Leesa Sluder: leesasluder@davcp.com 

Marcy Swenson: marcy@startuphappiness.com 

Richard Winters: richard.winters@gmail.com 

Jerome Zeyen: jzeyen@insighthr.ca 

Attendees: Institute of Coaching 

Carol Kauffman: CarolK@instituteofcoaching.org 

Susan David: susan.david@instituteofcoaching.org 

Jeff Hull: jeff.hull@instituteofcoaching.org 

Margaret Moore: Margaret@instittueofcoaching.org 

Jennifer Porter: jporter@bodagroup.com 

Lew Stern: executivecoach@comcast.net 
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Appendix 2: Profiles of Leadership Forum Chair, Presenters and Moderators 

Chairperson 

Carol Kauffman 

 

Carol is a leadership coach and coach supervisor with over 30 years of experience helping leaders 
raise the bar on their performance and managing their success. She typically works with those 
who report to C-level leaders and as well as some high-potentials. She also designs and delivers 
coach training programs for leaders. 

Her interest is in high-stakes coaching when the challenges are high and outcomes have a strong 
impact on the organization and the world. She has worked with multi-national organizations and 
delivered leadership development programs. Currently she is completing a 700-person, 
multinational three-year leadership development, coaching and leadership coach training program 
in FMCG and beginning a new one with the top 150 leaders in a pharma corporation. 

Academic / background 

For the past 25 years Dr Kauffman has taught at Harvard Medical School where she is an 
Assistant Professor and the Founder and Executive Director of the Institute of Coaching. In 2009 
she received a US$2 million grant to create the Institute and its Centers of Excellence. She also 
launched, and is the Chair, of the annual Harvard Coaching Conference and the annual 
International Coaching Research Forum, and current Chair for the 2014 annual Consulting 
Psychology Conference and the International Positive Psychology Association Conference. 

Dr Kauffman has published in many venues, and was the Founding Editor of the first academic 
peer-reviewed journal dedicated to coaching, Coaching: An International Journal of Theory, 
Research and Practice published by Taylor and Francis, Routledge Press. Her work has also been 
featured in Harvard Business Review where she directed and authored the HBR first research 



 45 

Institute of Coaching - Summary of Proceedings November 2013 

project on executive coaching. Carol is featured regularly in the media including New York Times, 
Forbes, LA Times, New York Magazine and interviewed for local and national television. She has 
coached live on television, radio and for a documentary film on positive psychology. 

Presenters 

Michael Cusumano 

 

Michael A. Cusumano is the Sloan Management Review Distinguished Professor of Management 
at the MIT Sloan School of Management, with a joint appointment in MIT’s Engineering Systems 
Division. His research focuses on technology management and strategy, especially in the software 
business. In 2009, he delivered the 13th annual Clarendon Lectures in Management Studies at 
Oxford University and was named one of the most influential people in technology and IT by 
Silicon.com. 

Michael Cusumano has published nine books and more than 70 articles. His latest book, Staying 
Power: Six Enduring Principles for Managing Strategy and Innovation in an Uncertain World 
(2010, based on the 2009 Oxford Clarendon Lectures), was named one of the top business books 
of 2011 by Strategy + Business magazine, with translations into Japanese, Chinese, Korean, and 
Italian. The Business of Software (2004) was named one of the best business books of the year by 
Steve Lohr of The New York Times and is translated into Japanese and Chinese. Microsoft Secrets 
(1995, with R. Selby), a landmark study of Microsoft’s strategy, organization, and approach to 
product development, has sold some 150 000 copies in 14 languages. Platform Leadership: How 
Intel, Microsoft and Cisco Drive Industry Innovation (2002, with A. Gawer) examines the 
emergence of industry-wide platforms and ecosystem-based competition. Competing on Internet 
Time: Lessons from Netscape and its Battle with Microsoft (1998, with D. Yoffie), was named 
one of the top 10 business books of 1998 by Business Week, and played a central role in the 
Microsoft anti-trust trial. Thinking Beyond Lean (1998, with K. Nobeoka) analyzes product 
development and platform strategies in the auto industry. He is also co-editor of Strategic 
Thinking for the Next Economy (2001) and author of Japan’s Software Factories: a Challenge to 
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U.S. Management (1991) and The Japanese Automobile Industry: Technology and Management 
at Nissan and Toyota (1985). 

Oonagh Harpur 

 

Oonagh is a non-executive director and senior advisor to boards. She is an experienced 
international board executive, whose career includes 11 years in CEO roles, in addition to over 10 
years in non-executive, trustee and advisory roles. She was named one of the Cranfield’s FTSE 
100 “Women to Watch” in 2012 and 2013. 

In the last year Oonagh has interviewed over 25 Chairs of major companies in the UK and co-
authored two new publications for autumn 2013: Chairmanship: Counsel for a new Chair, a 
Tomorrow’s Company guide to good governance for new chairs and Governing Values in 
Financial Services: a guide for Boards to ensure values are lived from boardroom to call centre, 
City Values Forum with Tomorrow’s Company. 

From a first-class Honors degree in Mathematics and Economics, her first career in operational 
research and business strategy led quickly to her becoming the first law firm CEO. 

Over the next 14 years in three different CEO roles she developed her ideas about building 
reputation and commercial success based on strong values. She was the CEO of the successful 
national entrepreneurship campaign launched at No. 10 Downing Street by leading business 
organizations with the backing of the Prime Minister and Chancellor and leading entrepreneurs 
including Lord Sugar, Richard Branson and Stelios Haji-Ioannou. 

Oonagh put her CEO experience into practice during nine years as a partner at Linklaters, the 
global law firm. As Partnership Secretary and Director of Corporate Responsibility she was an ex 
officio member of the international board which she advised and provided counsel to 500 
partners. She was also responsible for partner HR, remuneration, tax and compliance. She led on 
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partnership governance and embedding values across a firm that had tripled in size following five 
mergers, winning many awards for the firm’s CSR program. 

Oonagh has coached and mentored Chairmen and CEOs since 1996. She is a Meyler Campbell 
business coach graduate (2007) and a Founding Fellow of the Institute of Coaching. 

David Peterson, PhD 

 

In early 2011, David joined Google, Inc., as Director, Leadership and Coaching, where he 
provides coaching to senior leaders, oversees internal and external coaching programs, and 
supports a range of executive development and organizational learning programs. 

A recent history of the field of coaching listed David as one of the primary influencers in the field 
of coaching, both for his early influence on the emergence of executive coaching in the 1980s, 
and for continuing to shape the field as someone “on the cutting edge of the profession, doing and 
saying surprising and thought-provoking things.” 

Previously, he served as senior vice president and practice leader for PDI Ninth House’s 
worldwide coaching and leadership development services. His consulting work with PDI NH 
focused on coaching for senior executives in Global 100 companies, as well as helping 
organizations design their own coaching and leadership development programs. His clients 
included Target, Genentech, Hewlett Packard, Microsoft, Levi Strauss, Stanford University, 
Chevron, Shell, and Wal-Mart. 

He is the author or co-author of numerous articles and two best-selling books: Leader As Coach 
and Development FIRST: Strategies for Self-Development. Most recently he served as co-editor 
for the Handbook of the Psychology of Coaching and Mentoring. 

He earned his PhD in Counseling and Industrial/Organizational Psychology at the University of 
Minnesota. He is a fellow of the American Psychological Association, the Society of Consulting 
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Psychology, and the Society for Industrial and Organizational Psychology (SIOP). David lives in 
San Francisco with his wife, Alexis Shoemate, and an adorable Tibetan Terrier named Pinot. 

José Ostolaza 

 

José is the CEO of Nacional de Telecomunicaciones SAC in Peru. We are honored to have him 
with us as he keeps himself out of the limelight. He is a business leader with 25 years of 
experience in building connections that generate high-efficiency business solutions. 

He is experienced in a number of industries, with leadership position experience in global and 
Peruvian corporations (such as KFC and Coca-Cola), and as board member of diverse Peruvian 
holdings in the finance, mining, construction and retail sectors. 

Bich Nguyen 

 

Tieu-Bichcan Nguyen is Asia, LatAm and Russian specialist in Emerging Market Debt at 
Wellington Management. 

Tieu-Bichcan can tell you about nearly every corporation in the emergent market space. With her 
deep expertise and photographic memory it’s no surprise that she’s been voted the #1 Analyst in 
Emerging Markets for four consecutive years. 
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Moderators 

Doug Riddle 

 

Experience 

After more than two decades of experience as a leader of thriving organizations and a successful 
career in nonprofit leadership, Doug came to the Center for Creative Leadership (CCL®) to 
strengthen the focus on coaching as a core leadership development methodology and critical 
leadership skill. 

Dr Riddle coaches senior leaders and leadership teams in the public and private sectors 
throughout the world. He has advised global organizations on the best ways to incorporate 
coaching into their leadership development and talent management processes. He writes and 
speaks to professional and industry groups on leadership development and organizational 
advancement all over the world. 

Current role 

Doug drives the portfolio of coaching services, including research and publications, and guides 
the assessment strategy for the benefit of the clients of the Center. He has developed groups of 
highly-trained executive coaches in Asia, Europe, Africa, and the Americas. He guides the 
management of coaching talent, which includes over 600 professional coaches located in at least 
30 countries. 

Educational background 

Two earned doctorates include psychology and practical theology. 

Professional affiliations 

Doug has served on the adjunct faculty of the graduate school of human behavior at Alliant 
University, and he helped establish the Community Mediation Centers in San Diego. He currently 
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serves as senior advisor to the Institute for Coaching at the Harvard Medical School, senior 
advisor with Project Rising Sun (a program for African-American clergy), advisor to the 
Foundation for Leadership Development (a global network of coaches doing pro bono work for 
government and non-governmental organizations), and several companies. 

Exemplar publications include: “A Framework for Leadership Development Coaching” in CCL’s 
Handbook of Leadership Development (with Sharon Ting), and Leadership Coaching, Ideas into 
Action guidebook. CCL White Papers include: “Senior Leadership Team Coaching” and 
“Executive Integration”. Plus multiple articles in Leadership in Action and the “Leading 
Creatively” blog. Doug is also a regular contributor to Forbes.com. 

Recent presentations include: “Creating More Mindful Leaders”, “Integrated Coaching 
Solutions,” and “A Climate for Innovation”. 

Doug is a member of the American Psychological Association, the Society for Consulting 
Psychology and the Society for Industrial and Organizational Psychology. 

Karen Kimsey House 

 

One of the earliest recognized luminaries in the coaching profession, Kimsey-House founded CTI 
in 1992 with Laura Whitworth and Henry Kimsey-House. They created the Co-Active philosophy 
of relationship that informs CTI’s world-renowned coaching and leadership programs. She also is 
the co-author of Co-Active Coaching, the best-selling industry bible, which is in its third edition. 
A successful entrepreneur, Kimsey-House founded and directed the Learning Annex San 
Francisco adult education program in 1986 and grew it into one of the most admired programs 
under the national Learning Annex brand. She received her MFA in Communications and Theater 
from Temple University in Philadelphia. Committed to pioneering Co-Activity in challenged 
environments and troubled populations, Kimsey-House continues to lead CTI workshops and is a 
dynamic keynote speaker around the world. On a mission of global, transformative change, she 
lives with her husband, Henry Kimsey-House, by the Pacific Ocean. 
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Author 

Sunny Stout-Rostron 

 

Experience 

Sunny has played a leading role in building the emerging profession of coaching. Her passion is 
to develop the knowledge base for coaching through research and the critical reflective practice of 
dedicated scholars and practitioners. Sunny coaches at senior executive and board level, and has a 
wide  range  of  experience   in   leadership  development  and  business  strategy.  With  over  25  years’  
international experience as an executive coach, Sunny believes there is a strong link between 
emotional intelligence and business results. She has developed a succession of leadership, 
management development and executive coaching programmes within the corporate sector in 
South Africa, the UK, USA and Australia, as well as a range of international programmes in the 
corporate, legal and education fields. 

Current role 

She is Executive Director of Sunny Stout-Rostron Associates CC in South Africa, Advisory 
Board Member with the Professional Development Foundation UK (PDF), and Founding Fellow 
and Research Mentor at the Institute of Coaching at Harvard. She works with executive leaders 
and their teams to help them achieve individual, team and organisational goals, gaining wisdom 
and knowledge through their own experience. Sunny designs and teaches on tertiary programmes 
for executive coaches at business schools in South Africa, and continues to supervise coaches, 
and academic and practitioner research. 

Educational background 

Sunny completed her Masters (MA) in Comparative Literature and History at the University of 
Sussex, UK in 1983, and her Doctorate in Professional Studies (DProf) in Executive Coaching at 
Middlesex University, London, in 2006. She is about to embark on a post-doctoral research 
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project at the University of Stellenbosch exploring the barriers and difficulties for women in 
senior leadership roles. 

Professional affiliations 

Sunny is a Founding Fellow and Research Mentor at the Institute of Coaching at Harvard/McLean 
Medical School. She is a Lecturer at the University of Stellenbosch Business School on the MPhil 
for Business Executive Coaching; a   Doctoral   Assessor   for   Middlesex   University   London’s  
International Work-Based Learning Unit (IWBL); and Research Supervisor at the Gordon 
Institute of Business Science (GIBS) at the University of Pretoria. She is a member of the 
International Applied Psychology Association (IAAP), a Senior Member of the Worldwide 
Association of Business Coaches (WABC), Founding President Coaches and Mentors of South 
Africa (COMENSA), a member of the International Coach Federation (ICF) Research Portfolio, 
and Global Faculty Member of Time to Think Inc. 

Publications 

As  an  author,  Sunny’s  books  include  Business Coaching International: Transforming individuals 
and organizations (Karnac, 2009/2013), Business Coaching Wisdom and Practice: Unlocking the 
secrets of business coaching (Knowres, 2009/2012), and Accelerating Performance: Powerful 
new techniques to develop people (Kogan Page, 2002). Her latest book, Leadership Coaching for 
Results: Cutting-edge practice for coach and client, is due out in early 2014. 


