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Welcome to the Coaches Guide to Becoming 
Culturally Confident!

You recognize the importance of continually increasing your cul-
tural and coaching competency with confidence, so necessary for 
success in our intercultural, connected world. Congratulations on 
taking this step! 

“It is impossible to not work interculturally,” I say. As a leadership 
and mentor coach, coaching supervisor, author and speaker; I 
have worked with clients in twenty-eight countries and lived on 
three continents. And culture involves more than countries or re-
gions, extending to gender, generation, ethnicity, and so much 
more! Even in our own communities it is impossible to not work in-
terculturally. 

My vision is to unleash individual and organizational potential 
while promoting peace and prosperity. And have fun in the 
process! Thank you for joining me. 
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My work with coaches, leaders and their organizational systems 
has shown me the cost of cultural unawareness and misunder-
standing. This leads to unproductive conflict as well as the loss of 
business, talent, productivity and morale. This not only breaks my 
heart but does not fit with my commitment to sustainability. I want 
you to keep your well deserved business. 

How one of my coaches almost lost my business: I felt myself 
squirming in my chair, feeling impatient, my attention drifting, 
watching the minutes tick away as I listened to my relaxed, West 
Coast coach catch me up on his life and ask about mine in the 
opening 15 minutes of our coaching session. 

“While I care about you and wish you well, our time together is 
valuable to me, and I want to get right to my coaching goals at the 
beginning of our sessions, ” I finally told him. We were on different 
points of the direct communication continuum, based on our cul-
tures. I chose to speak up rather than fire him.  

What helped: he had in his welcome packet a statement, “If I 
ever do or say anything that gets in our way, please let me know.” 
How are you exploring culture and cultural differences when 
you contract with clients and their sponsors? I will be model-
ing this in our initial group session, and you notice I ask about cul-
ture in your profile. What is that like for you? 
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What I learned from my Korean and Japanese clients:  The in-
tent of the meeting is implied within a series of formal greetings, I 
noticed as I heard my Korean coaching students and mentees 
coach each other. To ask in an initial meeting or even the first few 
minutes of a session, “What do you want from this meeting?” 
could be considered rude and offensive.  It can take several meet-
ings of establishing trust to get to goals. This may vary based on 
generation, personality, seniority and how much they work with 
Westerners and can also apply within cultural groups in North 
America. 

Before I started Executive Coaching for a Japanese organization, 
I asked, “Do you want me to show up my normal Western direct 
self or adjust my communication to less direct?” Their reply: “We 
want you to be direct, because our leaders work in a global envi-
ronment.” If I had not asked, I could have lost business if I was 
too direct, they were not expecting or wanting that, and I could 
have been viewed as rude and offensive. Also if I had not asked 
and decided without communicating to adjust my communication 
to less direct, that would not have been what they hired me for 
and again, I could have lost the business. 

While Direct Communication has very obvious cultural differ-
ences, we will be exploring cultural competencies with each 
coaching competency in our program. 

How does cultural confidence and competence fit into my vision 
and possibly yours? I know from experience that understanding 
cultural differences can be the deciding factor between getting 
and keeping the coaching contract or not. Becoming increasingly 
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aware of our own cultural perspectives, how that impacts our 
coaching as well as the impact of our clients’ cultural perspectives 
contributes to our shared success and prosperity. You will be 
learning more about this in the pages ahead and in our program. 

How does cultural confidence effect your vision?  

I have compiled the following resources to assist you in under-
standing the integrated coaching and cultural competencies not 
only for our Culturally Confident Credentialing Mentor Coaching 
program but also in your continuing development journey.  I invite 
you to discover your coaching impact and service deepening as a 
result, along with your potential to expand your reach and income. 
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Introduction 
I offer you an introduction to this topic, with information about 
“how to fish”.  Consider this a taste of the “whole fish”, with re-
sources for further learning as well as the opportunity to continue 
to increase your awareness of your CQ and how it is impacting 
your coaching through Coaching Supervision.   

This guide and our program’s goal is to raise your awareness of 
and increase your expertise in integrating cultural competence 
with your coaching competence, resulting in greater confidence, 
impact and income. These compiled and summarized resources  
with case examples are designed to make your learning journey 
easier and more fun. 
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Approach: I offer the following as an invitation to how we show 
up (our co-created culture) in our program and with our clients:  

Expect and respect different perspectives. 

“We are all on the path from clueless to aware.” Sometimes 
more clueless, sometimes more aware! Approaching with a 
beginner’s mind, humility. 

Understanding that increasing cultural intelligence is a lifelong 
journey. 

We will be eliciting the group’s wisdom, which requires 
participation. 

Confidentiality: not attaching names to statements outside the 
group. 

Coach approach: present and future oriented.  Seeing each 
other as creative, resourceful, and whole. 

Definitions: 

Culture: the unique shared beliefs, values, communication 
and behavior of a community of interacting people. Cultural 
identity can come through: 

Gender, physical ability, sexual orientation, age 

Social system: social class, family, education, religion 

Geography: nation, region, urban/rural/suburban  

Ethnicity, race 
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Profession, organization, experience, income 

Cultural Intelligence is the recognizing and understanding of 
the beliefs, values, attitudes, rank and behaviors of people 
with distinct cultural identities (including our own); and then 
applying that awareness toward effectively communicating 
and interacting. 

Cultural Competencies include: 
ACHE: Awareness, Curiosity, Humility, Empathy 

Respect, Mutuality, Flexibility, Openness 

Checking assumptions, hidden/unconcious bias 

Appreciating and leveraging of diverse people and 
perspectives 

Skilled communication (verbal, nonverbal) 

Client examples:  

“I want to know how to convince them of the truth! (they are 
wrong)!” the leader told me in our initial coaching session, 
when I asked him to give me an example of his goals of improved 
negotiation and partnerships. Alarms sounded in my head!  “Is 
this leader coachable?” I silently wondered. 
“Would you rather be right or in a relationship?” is one of my fa-
vorite coaching questions, I shared, and laughed. Fortunately, the 
leader laughed too! Improved, sustainable partnerships and insis-
tence on being right do not often go together! 

How was this leader able to shift his approach for better results? 
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I invited a shift in this Western European Leadership Coach-
ing Client’s perspective. Knowing he was working in South 
America,  I asked about the cultural differences. Specifically I 
asked how direct he thought his communication was and how di-
rect he thought his South American partners were.  

This proved to be key to this leader’s developing ACHE’: cultural 
Awareness, Curiosity, Humility and Empathy. He moved from the 
place of seeing his beliefs and culturally direct communication as 
right and others’ as wrong, to accepting and even adapting to cul-
tural differences. He was able to see beneath the surface of be-
haviors, business practices and customs that he found irritating at 
first to underlying beliefs and values. 

 At the conclusion of our coaching engagement, this client shared 
his learnings from our coaching: “Speak less, listen more, try to 
understand.  View with the eyes of someone else (empathy): ask-
ing what, how questions (modeled by his coach!). Like game of 
chess.” 

East meets West: In contrast to the challenging question I posed 
this direct communicating Western client, with a Japanese client 
we experienced more of a flowing partnership which included 
sharing of intuition. “Like you are thinking my thoughts,” my Ja-
panese client reported. This reflects the more collective (less indi-
vidualistic) Japanese culture. 

You will learn more about the Cultural Iceberg, The Cultural De-
velopmental Journey from Ethnocentrism and Dimensions of Cul-
ture in the following pages. 
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Those of you that studied Freud’s psychoanalytic theory will 
remember the iceberg effect as applied to the conscious /
unconscious.  What we are conscious of is just the tip of the 
iceberg (resent research shows this is less than 1%).  In cultures 
what we can observe through our senses: behaviors, language, 
dress, art, customs, are the tip of the iceberg.  

Below the surface are the cultural values which effect or drive the 
behaviors.  Values are what people hold to be important.  In some 
cultures, this is may be achievement, in others, relationships.  The 
values held by a culture will effect what behaviors are appropriate 
and acted on. Ex: individual (US and other Western countries) vs 
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collective (Asia, Africa: Mandela, ubuntu) This shows up in the 
Dimensions of Culture, based on Hofstede’s work, as you will see 
in the following pages and can read more about through the listed 
resources. 

The base of the iceberg is the shared beliefs of a culture.  A 
culture that believes in fate or luck will have different perceptions, 
values and behaviors than a culture that believes that people can 
help determine the direction of their lives through their choices.  

How will you keep this in mind as you explore your clients’ beliefs, 
values and perspectives? 
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The Cultural Developmental Journey: Ethnocentrism 

Generally, people begin their approach to cultural differences 
looking at other cultures through the filter of their own culture, and 
then move to a more multicultural, inter-culturally sensitive ap-
proach.  The above image shows that developmental journey, 
starting from the right and moving to the left, as you would in Ara-
bic or Hebrew.  

Starting at the right, the first stage of the cultural awareness jour-
ney is to deny there are any cultural differences, or even to de-
fend your culture as the best (ethnocentrism). “We are all really 
the same under our skin” may sound embracing and noble but ac-
tually trivialize cultural differences rather than celebrating and 
leveraging them.  

The middle stages include starting to accept and respect that 
there are cultural differences as our awareness increases. We 
also begin to consider, with empathy, what adaptations may need 
to be made by all parties to achieve some level of harmony. We 
are able to shift perspectives and see a situation through a differ-
ent cultural lens. An example from my Breaking Free from Bias 
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book that I also highlight in my two minute RESPECT video is 
how speaking up/contributing in meetings is viewed and respond-
ed to. Understanding this example will provide insight in working 
with your clients. 

In some direct cultures, if someone is not “jumping in” and speak-
ing up in meetings, they could be labeled “not a contributor” and 
be passed up for special assignments and promotions, possibly 
even let go. In indirect, more hierarchical, elder oriented cultures, 
to speak up before the elders and your organizational seniors 
have spoken and you are called on would be considered rude and 
offensive, with the same potential repercussions. Accepting and 
adapting here would be to recognize the cultural differences and 
come up with a plan of who is adapting and how to make the best 
use of talent and contributions. Both the system (team, organiza-
tion) and the individual can decide how much they will adapt.  

Check for this in your partnership with your clients as well. What 
culture will you co-create as client and coach? How direct will you 
both be? How will you set up the agreement and partnership to 
address this? 

The final stages are to integrate and leverage the unique contribu-
tions of persons with different cultural identities. Building on the 
previous example, in addition to discussing cultural differences, 
“Jun” who has been labeled a non-contributor due to a difference 
in cultural styles, could be asked in advance of meetings to share 
a report or comments. Meetings could be structured for discus-
sion in pairs and then reporting back to the larger group. Jun 
could be called on in the meeting. Jun can also decide that she 
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will become more assertive in speaking up in meetings in order to 
leverage her unique contributions. 

Many times we think of this as an East/West phenomena but I 
also have seen this within different cultural groups in the same 
country and community. For example, a Midwestern, “boomer” 
woman who had grown up in a rural community was raised with 
the expectation that women stayed in the background. She came 
to coaching because she was told that in order to continue mov-
ing up within the organization she needed to learn to speak up 
and claim her space as a leader more. A Latina reported a similar 
experience to Jun, with her boss letting her know he believed in 
her and saw her value while others had labeled her as a non-con-
tributor due to her following her cultural pattern. 

The links you have to Bennett’s work on Ethnocentrism in the Re-
source section will explain more about this as well as the following 
Dimensions of Culture table. I invite you to check in with yourself 
on where you see yourself and also consider where your clients 
are on this journey in order to maximize your impact. 

What will you do to continue to continually become more 
aware? 

Become increasingly aware of your own cultural orientations, 
unconscious bias and assumptions 

Make an active and consistent attempt to learn about other 
cultures 
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Consider where you and your clients are in relation to the dimensions of culture. 

Sources: Florence Kluckholn and Fred Strodtbeck, Variations in Value Orientations, 
1961, Evanston, Illinois: Row, Peterson, & Co.; Geert Hofstede, Cultures and Organiza-
tions, 1991, Berkshire, England: McGraw-Hill; Hannah S. Wilder, 2002; and Phillippe 
Rosinski, Training Management Corporation, 2001 ©2002  Marilyn O’Hearne  

Dimensions of Culture
 Personal Space Distant…………………………………………………………….Close 

Time Orientation Past……………………….Present………………………………Future

Power  Equality……………………………………………………….Hierarchy 

Activity Doing (achievement)…………….Being (relationship, comtemplation) 

Structure Formal, fixed, resists change…………………….…Informal, flexible 

Individualism Individual/”I”………………………………………….Collective/”We” 

Trust in people, God High……………………………………………………………..…..Low 

Environment Controlled by…………….…Harmony …………..Attempt to control 

Competitiveness Cooperative………………………………………………...Competitive  

Generational orienta-
tion

Elder-oriented……………………..………………….…Youth-oriented

Communication Indirect/formal…………………………………………Direct/informal 

Emotional Affect Restrained………………..……Open………………………....Dramatic 

Spirituality Open/integrated into daily life………………………...Private/separate   
 

Gender Roles Male/female dominant…………………………………………….Equal 

Personal Status    Birthright…………………………………………….. .…..Achievement 
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Definition of unconscious bias:  

Research shows that our brains jump to assumptions and conclusions without us even 
knowing it. This is the science of “unconscious bias”. Unconscious bias applies to how 
we perceive other people.  Our brains are flooded with information so they set up auto-
matic filtering systems that may be out of our awareness. Example: “____(cultural 
group) are dangerous.” We have been seeing worldwide the results of people operating 
from unconscious bias, including loss of lives in shootings. 

Practice “the Pause”:consider all the assumptions you are making about your client 
based on their cultural identities, before you begin coaching. 
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Resources for Further Learning 

https://www.marilynoh.com/cultural-intelligence-competitive-edge/ 

I invite you to watch the 4 minute Google video on Unconscious Bias. I also have a blog 
series on Unconcious Bias, with 2 steps per blog on how to deal with it.   

O’Hearne, Marilyn, Breaking Free from Bias: Preventing Costly Complaints, Conflict, 
and Talent Loss, 2017 www.breakingfreefrombias.com This book moves beyond aware-
ness to how to manage bias within organizations. 

Nisbett, Richard.(2003). Geography of Thought: How Asians and Westerners Think Dif-
ferently-and Why. New York: The Free Press  
http://www.hackingchinese.com/review-the-geography-of-thought-how-east-asians-and-
westerners-think-differently-and-why/ (summary of the book) 

How coaching differs in Asian cultures,primarily with the Coaching Partnership: http://
ijebcm.brookes.ac.uk/documents/vol08issue1-paper-03.pdf  

 http://www.beyondintractability.org/essay/communication-tools  (High/low context) 
http://www.leadingvirtually.com/communication-challenges-in-virtual-teams-due-to-cul-
tural-differences/ (implicit) 

(free) (Harvard) assessment on Unconscious bias: https://implicit.harvard.edu/implicit 

Holt, K. & Seki, K. (2012). Global Paradoxes (shared with permission) 

On ethnocentrism, the developmental process of becoming more culturally competent: 
http://apps.carleton.edu/curricular/ocs/paris/assets/WDMIS.pdf  Outline 

Bennett, J.  “Cultivating Intercultural Competence” from Deardorff, D.K., (Ed.). (October, 
2009). The SAGE Handbook of Intercultural Competence.Thousand Oaks, CA: Sage  
Bennett, J., Bennet, M. “DEVELOPING INTERCULTURAL SENSITIVITY:AN INTEGRA-
TIVE APPROACH TO GLOBAL AND DOMESTIC DIVERSITY” In D. Landis, J. M. Ben-
nett, & M. J. Bennett (Eds.), Handbook of intercultural training (3rd ed.). Thousand 
Oaks, CA: Sage.  

Two 2015 books:, including one tying in neuroscience (The Intercultural Mind, by 
Joseph Schaules), and one on Unconscious Bias by Howard Ross:http://www.-
cookross.com/docs/UnconsciousBias.pdf 16 page article  
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http://www.hackingchinese.com/review-the-geography-of-thought-how-east-asians-and-westerners-think-differently-and-why/
http://www.hackingchinese.com/review-the-geography-of-thought-how-east-asians-and-westerners-think-differently-and-why/
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http://www.beyondintractability.org/essay/communication-tools
http://www.leadingvirtually.com/communication-challenges-in-virtual-teams-due-to-cultural-differences/
http://www.leadingvirtually.com/communication-challenges-in-virtual-teams-due-to-cultural-differences/
https://implicit.harvard.edu/implicit/
http://apps.carleton.edu/curricular/ocs/paris/assets/WDMIS.pdf
http://www.cookross.com/docs/UnconsciousBias.pdf
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http://bobmorris.biz/andy-molinsky-an-interview-by-bob-morris http://www.forbes.com/
sites/danschawbel/2013/04/10/andy-molinsky-how-to-adapt-to-cultural-changes-in-for-
eign-countries/ 
Business examples of the need for cultural dexterity (cultural awareness and knowledge 
in action), not just within nationalities, but also regionally, with organizational culture, 
and considering individuals’ backgrounds, even with small companies. Andy Kolinsky is 
a professor and author on cultural dexterity and emphasizes rehearsing competencies, 
not just awareness. 

From Patti Digh’s course Hard Conversations on Racism, the following videos: https://
www.youtube.com/watch?v=h_hx30zOi9I (6 minutes: “Is Racism Over Yet?” Also check 
out her “Does Feminism Hurt Men?” 4 min. video:  
https://www.youtube.com/watch?v=iwQBlNVqL-E 

And from one of my Linkedin groups I am a member of (Global Diversity and Inclusion 
in the Workplace): MTV 41 minute documentary “White People” 
https://youtu.be/_zjj1PmJcRM 

As a participant of this program you will be invited to join our private 
Linkedin group. 
I invite you to consider keeping a learning journal. 

The following pages contain the Feedback document we use when listen-
ing to client recordings in the program. The PCC markers are in italics in 
the left column. For each competency, in the left column, I offer a core ICF 
definition, with expectations for each level of competency as well as the 
correlated cultural competency, based on my research and experience. The 
right hand column contains space for writing observations of demonstrated 
examples of mastery of the competency, plus opportunities for further de-
velopment. Please refer to this document as we review client coaching 
recordings together during the program. You will receive this Feedback 
form from me for each of your client coaching recordings reviewed together 
in our three individual group sessions as well as one group session. 

As I provide feedback in both the group and individual sessions, I will be 
making teaching points based on the integrated competencies to contribute 
to your coaching and business impact and credentialing success while you 
further develop your unique style and approach. 
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Culturally Confident Credentialing Mentor Coaching  
Feedback Form 

Note: I developed this uniquely integrated  document for your development. 

The ICF competencies are what are currently being assessed for ICF credentialing.  

The Cultural Competency section builds on itself and is to designed to bring to your 
awareness what you may additionally want to address culturally for successful, effec-
tive, “cutting edge’ coaching and business expansion; deepening your impact and ser-
vice to your clients as well as avoiding alienating and possibly offending “oops”. 

Competencies and Considerations Feedback:

Ethics and Standards: 
ICF: Not assessed in an oral exam or perfor-
mance assessment.  However, will not pass if 
it is advice giving or emotional past focused or 
focused on the coach rather than the client. 

Cultural Competency: In some cultures, the 
coach will be seen as the expert or wise one 
and advice will be expected. (See Dimensions 
of Culture Summary)  How does the coach 
handle this?

Positive Examples: “  

Opportunities:  
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Establishing the Coaching Agreement –  
ICF: Coach and client reach a clear agree-
ment for the session as well as how that 
agreement fits within the bigger Agreement of 
their scope of work together.  This bigger 
Agreement may relate to the client’s vision, 
values and purpose: what is meaningful to the 
client.  
  
ACC goal: Expand and deepen the agree-
ment. 
  
PCC/MCC: Measures for coaching success 
are established as well as what needs to be 
addressed/resolved to achieve the session’s 
goal(s).   

MCC: The coach checks back in throughout 
the session to make sure the session is align-
ing with the agreement. 

Cultural Competency: How the agreement is 
reached may depend on culture. Example: 
how explicit or implicit (implied) it is.  How 
does the coach address this? How much time 
it takes to establish the agreement may also 
be a cultural variable.

Positive Examples: “  

Opportunities:  
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Establishing Trust and Intimacy with the 
Client  
ICF: Establishes expectations for the partner-
ship. 
Demonstrates integrity, confidentiality, respect, 
support, “unconditional positive regard.” 

ACC: Focus on client’s agenda. Goal: let go of 
attachment to own performance… 

PCC: Goal: take more risks. Encourage and 
allow the client to fully express him/herself. 
Acknowledges and respects the client’s work 
in the coaching process. 

MCC: Coach is comfortable not knowing, be-
ing vulnerable.  Sense of ease, confidence 
without proving self or teaching. 

Cultural Competency: People establish trust & 
intimacy in different ways & timetables, influ-
enced by culture. Ex: Some cultures inquire 
about the coach, their family as a way of es-
tablishing trust and others want to get to goals 
quickly; for some trust takes longer to build.  
How does the coach discover their clients’ cul-
tural preference, and adjust?

Positive Examples: “  

Opportunities:  
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Coaching Presence –  
ICF:  Being fully present, flexible, observant, 
empathetic, responsive (to the whole person 
as well as goals), curious, and confident, trust-
ing your intuition, spontaneous, and using 
humor.  

ACC: See previous competency.  Goal: lessen 
dependency on analysis and thinking.  

PCC Goal: Client “teaches coach ways to 
move”: 
Supports the client to choose what happens in 
the session. Invites the client to respond in 
any way to the coach’s contributions and ac-
cepts their response. Reflects back the client’s 
expressed possibilities for them to choose 
from. Encourages the client to formulate their 
own learning. Hold different perspectives: ob-
jective and subjective.  

MCC: Trusts in the value of the process rather 
than needing to create value or perform.  The 
coach is completely connected to the whole of 
who the client is, how they learn, and what 
they have to teach the coach.  Stays curious 
in the present moment.  

Cultural Competency: Use of silence (how 
much?) and pacing (fast to slow continuum). 
How does the coach demonstrate ACHE: 
Awareness, curiosity, humility (remembering 
our way is only one way of viewing the world) 
and empathy? Cultural Intuition (Joseph 
Schaules:The intuitive ability to read and re-
spond to the cultural patterns in a given situa-
tion)? 

 Positive Examples: “  

Opportunities:  
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Active Listening –  
ICF: Coach listens and responds in a way that 
furthers the client’s goals.  

ACC goal: Move beyond the surface “prob-
lem” and go deeper. 

PCC: Change direction when the client 
changes.  Goal: Listen for nuances: what is 
underneath the words.  Tie in previous ses-
sions. Explores: client’s use of language, emo-
tions, tone of voice, pace of speech, inflection, 
behaviors, world view. Gives the client time to 
think. Observations and communication cus-
tomized by what the coach is learning about 
who the client is and their situation. 

MCC: Coach demonstrates ability to hear 
strengths as well as challenges. 

Cultural Competency: Some cultures are more 
low context/explicit: the meaning is directly in 
the words; for others it is more high context: 
the meaning is more inferred/implicit.  How 
does the coach access and take this into ac-
count in their communication? How is the 
coach demonstrating awareness of uncon-
scious bias: their own and the client’s, and 
how is this explored? (Practice “the Pause”: 
consider all the assumptions you are making 
about the client based on their cultural identi-
ties)

Positive Examples:  

Opportunities:  
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Powerful Questioning –  
ICF: “Ability to ask questions that reveal the 
information needed for maximum benefit to 
the coaching relationship and the client.” Asks 
clear open ended questions (about the client, 
their way of thinking, assumptions, beliefs, 
values, needs, wants, etc.) (one at a time, at a 
pace that allows for thinking and reflection) 
using What, How that lead to new insight; not 
leading: do not contain a conclusion. 

ACC goal: Ask questions that lead to insight 
rather than just information or solving issues. 
PCC goal: Use more of the client’s language. 
Risk asking questions which may seem un-
comfortable. More powerful questions going 
beyond his/her current thinking to new or ex-
panded ways of thinking about him/herself as 
well as his/her situation, desired outcome. 
Uses the client’s language, learning style and 
incorporates their frame of reference. 

MCC goal: Ask evocative questions that take 
the client to a new place of learning. Ques-
tions move beyond the present to the creating 
the future. “The question often require the 
client to find deeper contact with the client’s 
shadow and light sides and find hidden power 
in himself/herself.” 

Cultural Competency: (The latter part of the 
MCC goal is especially important for those 
who experience marginalization/micro-ag-
gression.)Some cultures have greater toler-
ance for questions and directness than others. 
How does the coach assess this and what ad-
justments do they make? Cultural questions 
address the connection between cultural influ-
ences and behavior.

Positive Examples: “  

Opportunities:  
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Direct Communication –  
ICF: “Use clear language that has the greatest 
positive impact on the client.” Use of 
metaphor. 

ACC goal: Be clear and concise; take some 
risks. 

PCC goal: Share intuition, observations, 
comments, thoughts and feelings to serve the 
client’s learning and forward movement, with-
out attachment to being right. Clear communi-
cation, using the client’s language; allows the 
client to do most of the talking. Interrupt only 
when there is a stated purpose for doing so. 
Acknowledge the client’s strengths. Use 
metaphor. Reflect what you see or experience 
as occurring. 

MCC goal: “The coach creates sufficient 
space for the client to have equal or more 
communication time than the coach. The 
coach invites, respects and celebrates direct 
communication back from the client.”  

Cultural Competence: Direct to Indirect com-
munication is one of the key cultural continu-
ums identified by Hofstede.  What is consid-
ered direct in one culture may be considered 
rude in another.  How does the coach design 
with their client the desired directness?

Positive Examples: “  

Opportunities:  
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Creating Awareness –  
ICF: “Ability to integrate and accurately evalu-
ate multiple sources of information and to 
make interpretations that help the client to 
gain awareness and thereby achieve agreed-
upon results. Going beyond the immediate 
goal.  Engaging in exploration for discovery, 
perspective, learning (about the client’s who 
and the what) and growth with the client. 
Noticing connections or threads between what 
it said and what is done.” 

ACC goal: Expand beyond the problem or 
goals to new learning about self. 

PCC goal: Broaden the scope of new aware-
ness with the client’s input, inviting the client 
to consider how they will use the new learn-
ing. Coach’s questions, intuitions and obser-
vations have the potential to create new learn-
ing for the client. 

MCC goal: Coach and client are explorers.  
The client’s greatness is utilized.  Who the 
client is and what they want and sharing back 
and forth is fluid, not forced. The client’s voice 
is more prevalent than the coach’s.   

Cultural Competence: Where is the coach re-
lated to the ethnocentric developmental jour-
ney? How do they assist their client in becom-
ing more aware of where they are on this 
journey? Eastern (China, Korea, Japan in par-
ticular have been studied) cognition (way of 
thinking) is to see the whole; Western is to see 
the parts that make up the whole. How does 
this relate to “Noticing connections”?  

Positive Examples: “  

Opportunities:  
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Designing Actions –  
ICF: “Working with the client to design actions 
or activities outside of the coaching session to 
continue exploration, increase awareness and 
learning and move toward the desired goal.” 

ACC goal: Involve the client in designing the 
action rather than suggesting or assigning the 
action. 

PCC goal: Increasing partnership in develop-
ing actions. ”Invites or allows client to explore 
progress towards what s/he want to accom-
plish in the session. Assists the client to de-
sign what actions/thinking client will do after 
the session in order for the client to continue 
moving toward the client’s desired outcomes.” 

MCC goal: Complete partnership or the client 
leads. “Action” includes thinking and creating. 
“The coach encourages informed experimen-
tation.  ... The coach engages the client in re-
lating designed actions to other aspects of 
what the client wants, thereby broadening the 
scope of learning and growth.” 

Cultural Competence: see all of the above 
plus the Dimensions of Culture table, including 
I/we focus. 

Positive Examples: “  

Opportunities:  
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    Planning and Goal Setting- 
ICF-“Ability to develop and maintain an effec-
tive coaching plan with the client. Partnering 
with the client to develop goals that are specif-
ic, measurable, attractive, realistic and have 
target dates.  Staying aware of client’s plan, 
learning style, pace and commitment to the 
goal.  Identifying successes that are important 
to the client.” 

ACC goal: Begin to move beyond the surface 
goals. 

PCC goal: Growing in partnership with the 
client in formulating the plan.  Begin to move 
to broader learning.    “Coach invites or allows 
client to consider his/her path forward, includ-
ing, as appropriate, support mechanisms, re-
sources and potential barriers.” (Ask, “What 
resources will support you moving forward?”) 

MCC goal: Moves beyond the presenting con-
cerns in the planning.  The client leads. Incor-
porates the clients learning styles and pace. 
Further broadening the scope of learning and 
growth by integrating the plan to other aspects 
of what the client wants. (Check back on how 
their plan and progress relate to their vision, 
overall coaching goals) 

Cultural Competence: How does the coach 
demonstrate application of the dimensions of 
culture such as short/long term time orienta-
tion? 
 

Positive Examples: “  

Opportunities:  
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Italics: from ICF PCC Markers 2014. To download:  
http://coachfederation.org/credential/landing.cfm?ItemNumber=3740 
Otherwise, drawn from ICF Competency table: http://www.coachfederation.org/creden-
tial/landing.cfm?ItemNumber=3175&RDtoken=37378&userID=&navItemNumber=3176 
and my intercultural training and research plus 15 years experience as a coach trainer 
and assessor. 

All rights reserved. This document or any portion thereof may not be reproduced 
or used in any manner whatsoever without the express written permission of the 
author. 

    Managing Progress and Accountability –
– ICF:”Stay focused on what is important for 
the client and holding them accountable…
leave responsibility with the client to take ac-
tion.”   

ACC goal: Support the client in developing an 
effective method of managing and measuring 
progress related to the client’s stated agenda 
and desired outcomes.          

PCC goal: Coach grows in their partnership 
with the client and utilizes methods tailored to 
the client. “Coach: assists the client to design 
the best methods of accountability for his/her 
self; notices and reflects the client’s progress, 
partners with the client to close the session.   
   
MCC goal: The coach supports the client in 
their own accountability methodology.  The 
client (helps) determine (s) who will be on 
their accountability team and how to utilize 
each person, including the coach. The coach 
“lovingly” engages the client in discussion if 
they are not following through.  

Cultural Competence: See all of the above.  
The key here is the client, according to their 
cultural and personality preferences, deter-
mines their accountability methodology and 
team.

Positive Examples: “  

Opportunities:  
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