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ur June 13, 2008,
Capital Coaches
Conference: Commu-

nicating with Ourselves,
Clients, the World will be here
before you know it! We are
excited to have two great
keynote speakers.

Molly GordonMolly GordonMolly GordonMolly GordonMolly Gordon is a business
coach who has the soul of an
artist. Since 1993, she’s shown
thousands of accidental entre-
preneurs how to grow busi-
nesses that fit just-right. In
addition to her private coach-
ing practice, she has mentored
numerous coaches, presented
at five ICF international confer-
ences, and developed ad-
vanced coaching courses.
Molly’s style is straightforward,
sassy, and smart.

William ArrudaWilliam ArrudaWilliam ArrudaWilliam ArrudaWilliam Arruda,,,,, dubbed the
“Personal Branding Guru” by
the media and clients alike, is
a brand strategist, public
speaker and author. William’s
twenty years’ corporate brand-
ing experience and his enthusi-

Couples: From Ordinary to
Extraordinary
Faith Halter, ACC—Beyond
Stress Management: Stress
Reduction, Spaciousness
and Stillness
Susan M. Hahn (PCC
pending)—The Imposter
Phenomenon: Keeping
Careers on Track through
Coaching

Register by May 13. SaveRegister by May 13. SaveRegister by May 13. SaveRegister by May 13. SaveRegister by May 13. Save
$50!$50!$50!$50!$50!
Do it now on line at
www.icfmetrodc.com/ccc-
sched.phtml.

asm for human potential inter-
sect in his inspirational and
engaging presentations focused
on the human side of branding.

Equally exciting is the array of
programs.

Morning Breakout SessionsMorning Breakout SessionsMorning Breakout SessionsMorning Breakout SessionsMorning Breakout Sessions

Linda J. Miller, MCC—
Leadership Investigation:
Linking Who We Are With
What We Do as Executive
Coaches
Lynn Grodzki, LCSW,
MCC—Defining and Refin-
ing Your Intuitive Skills
Leah Grant, MCC—Identify-
ing Invisible Influencers-
How Four Key Areas Deter-
mine Client Behavior
Randy Nathan, PCC—
Empowering our Future,
Coaching Youth & Teens

Afternoon Breakout SessionsAfternoon Breakout SessionsAfternoon Breakout SessionsAfternoon Breakout SessionsAfternoon Breakout Sessions
Frank Ball, MCC—Adult
Development Theory and
Coaching Practice: Meeting
Clients Where They Are
Lisa Kramer, PCC—
Relationship Coaching with
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is published quarterly

by the
Metro DC Chapter of the

International Coach Federation
www.icfmetrodc.com

Contributors own the copyright to
their respective material.

Any unauthorized
reproduction may constitute a

violation of federal law.

To submit coaching-related articles,
poems, cartoons, other material, and

comments or to request Guidelines and
Procedures for Contributions contact
communications@icfmetrodc.com.

The Metro DC Chapter of the
International Coach Federation
provides the nation's capital with a
local forum for the art and science
of coaching where we inspire
transformational conversations,
advocate excellence, and expand
awareness of the contribution that
coaching is to the future of
humankind. It is also our mission
to be the voice of the greater
Washington DC area coaching
community to the international
organization, supporting them in
meeting the needs of all members
and the coaching profession.

Coach of the Month: Jan RCoach of the Month: Jan RCoach of the Month: Jan RCoach of the Month: Jan RCoach of the Month: Jan Rybeckybeckybeckybeckybeck
by Leah (one of Jan’s clients)

The chapter’s membership committee sponsers and selects the Coach of Month, which is part of
the Coaching Awareness Project

rior to my coaching
experience, I would have
described myself as some-

one who was “swaying in the
wind.” I used those words in my
initial meeting with Jan to
describe the lack of structure in
my life, and more specifically
my work situation. Through
coaching with Jan, I began to
build a solid foundation and
structure. I learned to hear my
voice.

From the first coaching session,
I felt positive and empowered.
Jan provided direct focus in
facilitating my ability to dig
inside myself and define my
goals, enabling me to better
understand where I was and
where I wanted to be. The
coaching was active, struc-
tured, and formally goals/
results oriented, and in some
ways like a tunnel. As with a
tunnel, coaching offered me
another route to get where I
wanted to go, a route I might
not have seen otherwise. Ulti-
mately, when I got off track
from where I wanted to end up
based on the goals we defined,
the boundaries of the tunnel
kept me on track to reach the
light at the end. However, while
coaching was structured and
focused almost like tunnel-
vision, the experience also
allowed for a holistic approach
to issues that arose. When
something in area not related
to work came up, Jan and I

established ways to apply the
tools I was developing for work
to that situation as well.

Jan was excellent at asking the
right questions. Her questions
guided me to look inside and
get in touch with how I wanted
my work experience to look, as
well as facilitated the develop-
ment of personal tools needed
to achieve those results.

One of the concepts Jan and I
worked on was to help me
develop the ability to hear my
own voice. My homework was
to define in as many situations
as possible “Leah’s Way” with
regard to the situation and
what type of outcome I wanted.
That concept has changed my
life. I can honestly say that
being able to assess a situation
and feel empowered enough to
have confidence in “the way
Leah would do it”, and that it is
so “the right way for Leah TO
do it to get the best result,” is
powerful. I would say that it
was the first time I had con-
sciously experienced the ability
to feel and get in touch with the
power within myself.

My coaching experience gave
me a priceless gift: I was able
to finally hear and act from
Leah’s voice. My confidence
level has increased to the point
where people at work have
noticed a large shift in how I
manage my group and how I
interact with others within my
division.

PPPPP
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TTTTTrends in Rrends in Rrends in Rrends in Rrends in Research for Coaching Executive Directors in Non Profitsesearch for Coaching Executive Directors in Non Profitsesearch for Coaching Executive Directors in Non Profitsesearch for Coaching Executive Directors in Non Profitsesearch for Coaching Executive Directors in Non Profits
by Arty Coppes, ACC

AAAAA2006 survey taken of
2000 nonprofit Execu-

tive Directors that
Compasspoint and

the Meyer Foundation initiated
showed that 75 percent of the
Executive Directors (EDs) will
leave their positions within the
next 5 years.

Around 15 percent are retiring
baby boomers. The other 60
percent will leave for any of the
following reasons:

Dissatisfaction with the
board/executive
relationship

Salary and benefits

Stress and burnout

Lack of leadership skills

Lack of peer support/
network

As executive coaches we can
make a difference in this situa-
tion. Research has proven that
we can make an impact in
almost all, if not all, of the
above situations, be it direct or
indirect. Indirect would be
supporting an ED to advocate
a salary increase for example.

This body of research was done
in 2002 by Compasspoint
when they offered 40 hours of
executive coaching to 24 EDs.
(The Executive Coaching Project
was inspired by two studies on
executive leadership in the
nonprofit sector—“Leadership

Lost: A Study on Executive
Director Tenure and Experi-
ence,” 1999; and “Daring to
Lead: Nonprofit Executive
Directors and Their Work
Experience,” 2001.)

Outcomes of the coaching
were documented as having an
impact in six main areas:

Impact on Leadership,Impact on Leadership,Impact on Leadership,Impact on Leadership,Impact on Leadership,
Management, and TManagement, and TManagement, and TManagement, and TManagement, and Techni-echni-echni-echni-echni-
cal Skills cal Skills cal Skills cal Skills cal Skills EDs reported signifi-
cant increases regarding their
relationships and communica-
tion with staff and their leader-
ship abilities. Interviews re-
vealed that communication
with Boards of Directors also
improved for some EDs. Fur-
ther, EDs described an en-
hanced ability to move the
organization toward fulfilling its
vision and mission.

Impact on OrganizationImpact on OrganizationImpact on OrganizationImpact on OrganizationImpact on Organization
On their surveys, EDs reported
improvement in the clarity of
their vision for the organiza-
tion, as well as staff and Board
alignment with the mission.

Further, they reported statisti-
cally significant improvements
in organizational processes
and structure, such as policies
and procedures and decision-
making processes.

Overall, in their interviews,
many EDs reported that their

organizations “work better”
since coaching began.

Impact on ED Attitudes andImpact on ED Attitudes andImpact on ED Attitudes andImpact on ED Attitudes andImpact on ED Attitudes and
BeliefsBeliefsBeliefsBeliefsBeliefs EDs reported a statisti-
cally significant increase in their
level of agreement with the
statement “My work positively
challenges me” between the
baseline and final post-test
surveys.

In addition, in interviews, many
EDs reported an increased
sense of confidence in their
leadership and management
abilities as a result of
coaching.

Impact on EDs’ PImpact on EDs’ PImpact on EDs’ PImpact on EDs’ PImpact on EDs’ Personalersonalersonalersonalersonal
LivesLivesLivesLivesLives Several EDs set the
priority of creating a better
balance between their personal
and professional lives by
focusing more on their lives
outside work.

Impact on ED JobImpact on ED JobImpact on ED JobImpact on ED JobImpact on ED Job
SatisfactionSatisfactionSatisfactionSatisfactionSatisfaction There were no
statistically significant changes
over time in the level of job
stress and burnout reported on
surveys.

However, in interviews, several
EDs reported that coaching
helped to reduce stress and
burnout. In addition, several
EDs reported that their overall
job satisfaction increased
during their coaching experi-
ence, which they attributed

(See Learning Resources, Trends,
page 4)
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(Learning Resources, Trends,
continued from page 3)

the nonprofit sector but as-
serted that, regardless of their
future career path, their coach-
ing experience would prove
valuable.

According to ED interviewees,
much of what they learned
through coaching, such as
confidence in one’s abilities,
will be sustainable even in the
absence of a coach.

SummarySummarySummarySummarySummary
Coaching appears to have had
a profound impact on EDs and
the organizations they lead.
And though some of the ben-
efits may overlap, they are
worth mentioning separately for
each the EDs and the
organization itself.

EDsEDsEDsEDsEDs
Benefits included getting
new insight into their
strengths and weaknesses,
improving their leadership
and management skills,
and increasing their
confidence in their ability to
do their jobs well.

Various participants found
they were better able to
address personnel issues,
delegate tasks appropri-
ately, fundraise for the
organization, work more
effectively with their
Boards of Directors, and
communicate with staff and
Board.

OrganizationsOrganizationsOrganizationsOrganizationsOrganizations
Benefits included increased
financial stability, improved

internal communications,
and improved ability to
fulfill the organization’s
mission and vision due to
improved ED leadership
skills.

Coaching appears to be a
relatively inexpensive, high
impact way to develop the
leadership of EDs while they
are in their roles.

(Full results of the study are
available online:
www.compasspoint. org/assets
2_ cpcoachingexecsumm.pdf/.)

Appreciating theAppreciating theAppreciating theAppreciating theAppreciating the
StorStorStorStorStoryyyyy
by Alicia Rodriguez, PCC

As coaches we listen to our
clients’ stories. We are trained
to stand as witness or observer
to our clients’ experiences
without ourselves becoming
enmeshed or “hooked by” the

stories
they tell
us. Our
service is
to be the

compassionate observer,
seeing beyond the story into
how the emotions underlying
the storytelling can inform
where our client may be in their
present development and
perhaps give us clues as to
how our inquiry may create a
new possibility for them.

When we are trained as
coaches we are cautioned not
to “buy into” the story in order
to maintain this outsider status
that allows us to be at service.

It is when that outsider status
becomes an evaluator about
the story that coaches become
judgmental. Instead of listening
with compassion for the nug-
gets in the story, the coach
judges the story and labels it.
“Don’t get hooked by the story”
becomes an assessment of the

very value of the story and its
underlying human message.
“You are not your story” may
be true and so is “My story is
part of my emotional make-up
and knowing my story can help
me choose what parts of it I
want to keep playing out and
what parts of it I choose to
release.”

The proficient coach does not
sit in judgment of the stories a
client tells, Indeed, the master-
ful coach empathizes with the
story and approaches the story
with appreciation of the texture,
the flavor, the grief or joy
inherent in the story. It is a
reflection of the client’s inner
landscape expressed in an
ancient way that may be the
only access to the deep under-
pinnings of what drives a
human being. The stories we
tell are powerful reminders of
who we are and how we got to
be the way we are. They most
certainly inform who we may be
in the future although they may
not determine that outcome

This kind of forgetting does not
erase memory, it lays the emotion
surrounding the memory.

~ Clarissa Pinkola Estes

(See Learning Resources, Story,
page 6)

“Stories are
humanity
expressed in color.”
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TTTTTakeawaysakeawaysakeawaysakeawaysakeaways
Coaching and Sustainable LeadershipCoaching and Sustainable LeadershipCoaching and Sustainable LeadershipCoaching and Sustainable LeadershipCoaching and Sustainable Leadership
—February 20

by Kori Diehl, ACC

JJJJJ
ohn Lazar, noted speaker
and author, offered at
the February 20 meeting
a definition of sustain-

able leadership: a mechanism
for ensuring the reliable supply
of leadership so that organiza-
tions can drive business and
meet an ever growing list of
challenges.

Lazar pointed out the looming
deep and broad leadership
gap. The resultant Talent War
will be the most important
managerial focus in the next
decade. Lazar’s work draws
extensively from the writings of
Weiss & Mollenaro, Charan,
Covey and Flores & Solomon.
He identified four aspects of
the leadership gap:

Unavailable talent
Insufficient capability
Fragmented development
Generational differences in
values

New leadership development
models must be added to
traditional methods such as
training, apprenticeship, and
mentoring. Clearly, executive
coaching can contribute as a
value-added milieu for leader
development.

The change effort that Lazar
envisions has at least three
leverage points:

organizational, interpersonal
and personal. Senior leaders
must be engaged and held
accountable for developing the
next generations of leaders
through such efforts as succes-
sion planning and the early
identification of high potential
employees. At an interpersonal
level, relationships based on
trust must be built and main-
tained. At the personal level,
each much take ownership for
his or her own development,
be a life long learner and
continually grow in emotional
intelligence.

Quoting Eric Hoffer, Lazar
reminded us that, “In times of
change, those who are pre-
pared to learn will inherit the
land, while those who think they
already know will find them-
selves wonderfully equipped to
face a world that no longer
exists.”

“Coaches” said Lazar “must
break down their own bound-
aries and team with others” if
we are to be effective partici-
pants in the change effort
required to win the Talent War.
Not only will the leadership
bench be strengthened, but
employee engagement, cre-
ativity, and job satisfaction are
just a few of the benefits to be
enjoyed.

(See Takeaways, page 8)

The Importance ofThe Importance ofThe Importance ofThe Importance ofThe Importance of
Understanding StagesUnderstanding StagesUnderstanding StagesUnderstanding StagesUnderstanding Stages
of Adult Developmentof Adult Developmentof Adult Developmentof Adult Developmentof Adult Development
in Coaching Leadersin Coaching Leadersin Coaching Leadersin Coaching Leadersin Coaching Leaders—
March 11
by Kori Diehl, ACC

ob Anderson, founder of
The Leadership Circle
and creator of “The

Leadership Circle Profile,”
immediately engaged his
audience at the March 11
meeting, with the stunning
statement that over 85% of
change efforts fail. The failure,
according to Anderson, is
largely due to ignorance of the
requirement for deep transfor-
mational change at the level of
the individual employee.
Change needs to be about
more than new skills—it must
also be about new beliefs and
a willingness to let go of what
has become habit in terms of
attitudes and behaviors.

Anderson introduced an inte-
grated framework of leadership
development that ties together
traditional leadership compe-
tencies, belief systems and
assumptions, and stages of
adult development. These
elements are built into The
Leadership Circle Profile, a
360° leader assessment tool.
The analysis of a leader’s
profile indicates other’s per-
ceptions of that leader’s com-
petencies and provides insight
into underlying causative
factors driven largely by the
leader’s interpersonal styles.

BBBBB
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Ideas are clean. They soar in the
supernal. I can take them out and
look at them. They fit in a book.
They lead me down that narrow
way. And in the morning, they are
there. Ideas are straight. But the
world is round and a messy mortal
is my friend. Come walk with me in
the mud.

~ Hugh Prather, Notes to Myself

(Learning Resources, Story,
continued from page 4)

I hope you go out and let stories
happen to you, and that you will
work them, water them with your
blood and tears and your
laughter till they bloom, till you
yourself burst into bloom.

~Clarissa Pinkola Estes

© 2008 Ms. Alicia M. Rodriguez, MA, PCC.
All rights reserved. May be reproduced with
permission from the author and with the
following attribution.

Alicia Rodriguez, MA, PCC, Principal and
Wisdom Partner, Sophia Associates, Inc.
www.sophia-associates.com. Sophia
Associates, Inc. is an international leadership
development firm dedicated to enhancing
leadership competencies, strengthening
executive performance levels, creating
opportunities for personal learning and
developing high performing teams.

Stories are humanity expressed
in color. Stories not only de-
scribe an experience, they
evoke a reflection of our own
experience as part of a collec-
tive human experience. How
often have you seen your own
stories reflected in a client
conversation? I for one will
admit to countless times.

because, after all, we are at
choice about what we do with
our stories.

The danger for the coach lies
in becoming confused between
“getting hooked by the story”
and dismissing the story alto-
gether or labeling the story as
blatantly limiting for the client

and an absolute predictor of
the clients ability to reach their
desired future. That assessment
assumes that the client is
incapable of or unwilling to
choose a future alternative. We
do not get to sit in judgment of
anyone’s stories. We are privi-
leged indeed to share in the
most intimate of stories and
with that gift comes a responsi-
bility to remain open in the
space of pain, grief, joy, fear,
confusion and all the muck that
makes us human.

I do not mean to suggest that
we should coach the story
instead of the individual. We
should however never judge the
story and from a place of non-
attachment and appreciation,
observe both the story and the
storyteller and look for the
connections between the two.
Courageous coaches remain
centered in stillness as a client
tells his or her story, fluid in the
tsunami of emotions that may
rise from the act of telling their
story. From that place of calm,
the eye in the storm, the rich-
ness of a story becomes clear
and as compassionate ob-
server we may indeed then be
in a position to assist the client
to gain clarity as well.

It is too easy to dismiss stories.
For new coaches who are
relying on technical compe-
tency and being trained not to

get “hooked” by the story or for
coaches that may need to be
reminded that not being
hooked is not the same as
dismissing or judging the story
our client tells us this is a
powerful distinction that is not
often made explicit. When I
enter into the client’s story my
intuition and senses are the
tools I enlist to be present.
Judgment lives in the intellect

and that is what I set aside
while I am present to the story.
As an advocate for developing
intuition, this method and its
results provide a compelling
case for the nurturing of the
intuition. I can feel and taste
and sense all of the elements
of the story yet remain still and
non-attached at the same time.
This ability takes practice and
attention to develop as it may
appear at first to be a paradox
or mutually exclusive.

We are each the Chief Story-
teller of our lives. As humans
our stories are precious to us.
They help us understand our-
selves and how we fit into our
world. They remind us of what
we really care about, even if it
is buried somewhere in our
story. Love the stories you tell.
Love the stories our clients tell
us. There is healing in
storytelling.

As we help our clients move
from “a dark and stormy night”
to perhaps “living happily ever
after”, we may all learn that I
can change the endings of my
stories, I can do re-writes and
ultimately, I can choose to be
the author of the most impor-
tant story – my own.



77777

ction Based Communi-
cation: Changing
Experience through
Language, by chapter

member Renée Barnow is
about how
acting out
words,
phrases, and
concepts
helps clarify
the mes-
sage. This
happens in
all kinds of

ways such as slowing down the
process of speaking, exagger-
ating facial muscles, or form-
ing a connection in the body to
what is happening outside.
When you recognize even a
small shift in experience due to
changes in your verbal and
nonverbal language, you can
gain clarity.

In her book, Barnow presents
the Action Based Communica-
tion (ABC) methodology. The
methodology includes prin-
ciples and practices and de-
scribes moving from internal
dialogue—what you tell your-
self, what you tell others, and
what others read or hear—to
external dialogue—what you

Book RBook RBook RBook RBook Reviewevieweviewevieweview
Action Based Communication: Changing Experience throughAction Based Communication: Changing Experience throughAction Based Communication: Changing Experience throughAction Based Communication: Changing Experience throughAction Based Communication: Changing Experience through
Language Language Language Language Language by by by by by RRRRRenée Barenée Barenée Barenée Barenée Barnownownownownow, A, A, A, A, Authoruthoruthoruthoruthorhouse, 2007house, 2007house, 2007house, 2007house, 2007

Review by Judith Westbrook

communicate through facial
expressions and upper body
stance.

A good way to shape your
internal dialogue is to use the
tools the ABC methodology
offers, some of which are
included here.

Rely on ME FIRST (More
Energy from Integrating
Responsibility, Sensitivity,
Truth)—If you are sensitive
to your wants and needs
you have an easier time
being sensitive to the wants
and needs of others.

Value Moth (Move on the
Hour)—Before you can
connect with others, you
must be in touch with
yourself. Moving helps
make a connection between
body and mind.

Practice WOW (Worth of
Work)—Creating a connec-
tion with yourself and others
takes work, make it worth-
while.

A²—Attitude Adjustment is
a 12-Step Program that
reminds us of the power we
own in managing our
communication.

Practicing ABC supports the
notion that kinesthetic learning
is the highest form of learning.

People learn first and retain
longest through the body.

The book is rich in exercises
designed to help people be-
come aware of how they
present themselves verbally and
nonverbally.

Barnow focuses on words and
phrases that create or disrupt
connections. Creating connec-
tions or disrupting connections
shows up in the body through
our posture, facial expressions,
even aches and pains that
reveal whether we are or are
not creating a connection.
Disruption leaves us slumping,
crippled with disconnect. Those
who are able to create connec-
tions hold themselves up with
their head held high as they
are looking for the next
opening to connect.

Words hold power in the way
we speak to ourselves and in
the way we communicate with
others. Being mindful of that is
important. When you focus on
how the words affect your
feelings you add dimension.

Barnow presents Power Words,
Swing Words and Phrases, and
Throwaway Words. Why, what
and how are examples of
Power Words to use carefully
when asking questions. Why

AAAAA

Reviewer’s Note: This is a review to
inform readers of some of the content
and how it might be used in coaching.
This is not a book critique.

(See  Book Review, page 9)
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Attendees heard thought provok-
ing and compelling evidence of the
relationship between a leader’s
effectiveness and his or her style.

Through ongoing research,
Anderson and his colleagues are
working to prove their hypothesis
that leadership effectiveness is
strongly correlated with not only
business performance but with
the leader’s stage of develop-
ment. Further, they believe they
have found the DNA of leader-
ship development to be the
interaction between compe-
tence and consciousness. If this
is so, then leadership develop-
ment is an important “inner
game” in addition to the
traditional “outer game.”

What does all of this mean for
coaching? If Anderson’s leader-
ship development framework
can be proven, a coach will
need to know how to assess
and understand his or her
client’s developmental stage
and ask different questions
depending on the client’s
developmental stage. Dialogue
about personal purpose, vision,
intuition, authenticity, and belief
structures will become routine
as part of any discussion re-
garding change at a personal
and organization level.

Check out www.Theleadership
circle.com for more
information.

(Takeaways, continued from page 5) The Constellation Process: Demonstrating theThe Constellation Process: Demonstrating theThe Constellation Process: Demonstrating theThe Constellation Process: Demonstrating theThe Constellation Process: Demonstrating the
PPPPPossibility for Immediate Dramatic Rossibility for Immediate Dramatic Rossibility for Immediate Dramatic Rossibility for Immediate Dramatic Rossibility for Immediate Dramatic Results inesults inesults inesults inesults in
CoachingCoachingCoachingCoachingCoaching—April 17
by Carol Goldsmith, PCC

iane Hetherington,
MCC, drew on her in-
depth understanding of

the Principles of Constella-
tions as well as more than 25
years of experience in organi-
zation and leadership develop-
ment when she presented the
chapter membership with the
best—and perhaps only—way
to appreciate The Constella-
tions Process™. She demon-
strated it in action.

Called a “systemic approach
to executive development,” The
Constellations Process™ en-
gages the power of intuition to
help the client gain new per-
spectives on issues and dynam-
ics within an organization.
Rather than describing the
situation to the facilitator, or
“constellator,” in detail, the
client physically represents the
system’s component parts using
people, figurines, or other
inanimate objects. By placing
those parts in spatial relation-
ship to one another, the client
notices energy and then either
moves or allows those parts to
move into other locations. As
the energy shifts, the client
becomes aware of patterns
and structures that may not
have been apparent before.

Diane “constellated” an issue
with a volunteer to show how
the process works.

DDDDD
A coach-consultant (we’ll call
her Jean) had been tasked with
integrating two corporate
divisions with very different
cultures into one functioning
unit. Jean selected eight
coaches from the audience to
represent key stakeholders in
the organization, including
herself, and then guided each
person toward a particular
spot. After allowing the energy
in the room to settle, Diane as
the constellator interviewed the
representatives about what they
were experiencing in their
bodies and from their inner
knowing. Each representative,
in turn, was allowed or guided
by the constellator to change
location or stay in place while
Jean observed and absorbed
the situation in silence.

After about 35 minutes, the
average length of a systemic
constellation, Jean reported a
shift in her thinking about her
role and relationships within
the organization. No content
was offered or actions as-
signed. To expand their per-
spective, instead of processing
through their usual mental
models, clients are encouraged
to keep content to a minimum,
and to continue the processing
on their own, allowing the work
to continue after the
constellation.

(See Takeaways, page 9)
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Michael Charest

Diane explained that candi-
dates for organization constel-
lation work must satisfy four
criteria:

Have a serious request

Be part of a relevant
system

Have a chance to be part
of the solution

Be capable of being part of
the solution

Again, all parts of the system—
including the client—are repre-
sented by people outside that
system. By looking from the
outside-in the client gains new
information, which previously
may not have been accessible.

In addition to individual ses-
sions with one client and one
constellator, constellation
workshops can be done with
groups of eight or more par-
ticipants. One client at a time
presents an issue while other
participants serve as desig-
nated representatives. Often
representatives and observers
in the circle take away as many
insights as the actual client.

According to Diane, “Constel-
lations enable us to work
sensitively and effectively with
issues in our personal lives and
within organizations. Rather
than artificially freeze-framing
issues, the constellating process
draws on what might be called
‘the embedded intelligence’ of
a situation. By looking at where
people or things stand in
relation to other things or

people, one has a physical
image that speaks for itself.”
We look at the interrelation-
ships in lieu of the personalities
of the individuals.

An organization constellation
can be a valuable tool for a
consultant or team coach to
gain some insight into the
hidden dynamics present in the
team he or she is coaching.

Seeing The Constellation
Process™ in motion helps to
explain its name. Just as mov-
ing one star in the heavens
changes a constellation, mov-
ing any part in a system
changes the whole.

(Takeaways, continued from page 8)

challenges; what and how ask
for specificity, to get to the truth
of the matter and to move
forward, thus action.

Words that show up mostly in
uncomfortable situations when
you can’t think of what you
want to say are presented as
Throwaway Words. Nice is an
example, “Isn’t that nice.” The
usage is a lukewarm way of
saying you don’t have anything
more definitive or positive to
say.

Barnow’s Apart vs. A Part
Model is useful in business
transitions, charged situations,
and when a person is stuck.
The most important component
of the model is space, where a
person moves from disconnect
to connect.

“Creating connections (being a
part of a system) requires being

(Book Review, continued from page 7)

separate (apart) and being
able to detach (be apart) from
whatever is keeping you stuck.”

In her book, Barnow shares her
passion for language that
offers many paths to successful
communication and connec-
tion. The text offers a log and
process for tracking experiences
using the Power Words, Swing
Words and Phrases, and
Throwaway Words.

Repetition of the exercises in
this book will help readers
understand and appreciate the
effects of word substitution.

Barnow offers a “supporting
words” catalogue that plays a
role in creating connections
and positive interactions with
clients. The catalogue is an-
other of the many useful tools
this book holds for us as we
continually search for new ways
to meet our clients where they
live.

The August issue of LearningLearningLearningLearningLearning
will include a review of chapter
member Steve Gladis’ latest
book.
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Upcoming  EventsUpcoming  EventsUpcoming  EventsUpcoming  EventsUpcoming  Events
19 May 200819 May 200819 May 200819 May 200819 May 2008 Mike Mooney

Somatic Coaching: Accessing the Full Wisdom
of the Body
Embassy Suites Hotel-Friendship Heights
Washington, DC

13 June 200813 June 200813 June 200813 June 200813 June 2008 5th Annual Capital Coaches Conference
Connecting with Ourselves, Clients, the World
Cafritz Center, George Washington University
Washington, DC

8 July 8 July 8 July 8 July 8 July and 8 October8 October8 October8 October8 October Submission Deadlines
Learning Learning Learning Learning Learning communications@icfmetrodc.com

12-15 November 200812-15 November 200812-15 November 200812-15 November 200812-15 November 2008 ICF Global Conference
Montreal, Canada


