
Denise: “Learning Case” with 
Anne 

Leadership Practice 
 

Client’s First Name: Anne 

Name for This Practice: Pivotal Conversations with Difficult Stakeholders 

Current Behavior Desired Behavior 

 
Anne understands that in order to 
accomplish the organization’s north star and 
change the culture, that cross-boundary 
conversations and partnerships must occur 
 
Leverages an accommodative power style 
but able to switch to an assertive power 
style, especially when challenged by peers 

 
Wants to be able to have pivotal 
conversations with peers without her “mama 
bear instincts” kicking in when others 
challenge the work that her team is doing 
 
Develop the capacity to not only put herself in 
others’ shoes, but to understand how it feels 
to be in their shoes 
 

 
 

Current Mindset Desired Mindset 

 
• Willing to experiment and learn 

 
• Growth mindset 

 
• Focused on strategic objectives of the 

C-level 

 
• Being more comfortable in pivotal 

conversations 
 

• Willing to “shoot through the target” 
 

• More empathetic to peers who 
differ from the approach her team 
is taking 

Primary Action Arena: Engaging in pivotal conversations 

Type of Agility: Stakeholder 

Shift in Agility Level: Achiever to Catalyst 

Capacities to Develop: 

Cognitive & Emotional: Taking time to understand what it is like to be them, with their 
goals and pressures, and to use a balanced power style in order to enhance this 
understanding and build stronger relationships 

 

Level of Reflective Action to Develop: 

Awareness: Improved nuance around reflection in-the-moment to better balance her power style 
in the moment, especially in moments of stress. 



 
 

Relevant Background 
 

Client’s Role in the Organization: Vice President of Strategic People Initiatives, reporting to 
CHRO 

Type of Organization (e.g., for or non-profit, industry): Financial Services Industry, global 
Capital Markets technology organization 

Motivation for Coaching: 
 
Anne recognizes that the shift to becoming an agile adaptable organization requires a 
cultural shift that will take 3-5 years to accomplish. She believes that the change is not 
about simply changing product teams’ ways of working, but that the entire organization 
must change to an agile mindset in order to achieve the C-level’s desired outcomes of 
client centricity, speed to market, innovation, and quality. She has a growth mindset and 
wants to do her part to make the organization achieve it’s “north star.” 

Context/situation: To provide you with helpful feedback what would it be helpful for us to 
know about the larger situation in which your client is working? 

Anne was tasked by the CEO with developing a strategy for becoming an adaptable 
organization, standing up an organization to support the change, and helping teams move to 
agile ways of working. She chose to partner with my firm to deliver visioning workshops for the 
C-suite to establish their “north star” and select the first product and pilot team which led to 
developing a preliminary roadmap, standing up a team to help the organization through the 
change; that organization is responsible for managing the journey and assisting with 
DevSecOps, process and metrics, agile coaching, and organizational change management. 

 
The organization wanted to start small, test hypotheses, and leverage the learning in support 
of additional teams. One large product portfolio was selected for the pilot, and all of the teams 
supporting that product have launched as agile teams; additionally, a second product has 
been started in another portfolio. Completing the first year has been a success with teams 
reporting better quality, more value delivered, improved speed to market, and happier teams 
and clients; there are plans to scale more quickly in the upcoming year if possible. 

 
 

Intent: To create satisfying human contexts that enable sustained achievement. 



Challenge: 
 
While there have been successes in the first portfolio, there have emerged some issues with the 
“frozen middle” including some pivotal conversations with a relatively recently hired Vice-
President who came from another company known for its agility; this Technology VP has been 
an ally, however she has on occasion become fired up about things in a way that leads the my 
client and her team to perceive her as less than the ally that I believe she is trying to be. 

Feedback: What kind of feedback would be of greatest value to you?  

Am planning to try some role-reversal the next session we have, but I am 
also keen to identify some powerful questions or techniques “in the 
moment” she might try to apply to stop her “mama bear instincts” from 
kicking in, enabling her to take a more neutral stance herself, in the 
moment. 

 


