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What is Stage Leadership?
 

1.  Development Psychology 

Stage Leadership is part of development psychology. It represents a 
progressive series of leadership capacities that reflect the 
development of new mindsets, worldviews or perspectives at 
progressively higher vantage points from which we see and interpret 
the world. It incorporates Einstein’s view that: “You can’t solve 
problems at the level they were created.”  We need to develop our 
leadership capacity to rise above the conventional world in order to 
generate transformational solutions. We need to be able to see the 
forest for the trees, or get onto the balcony of the dance floor, to 
“see” with a broader and deeper perspective. 

The psychology of human development began with Abraham Maslow, 
the founder of humanistic developmental psychology. He focused on 
the means to achieving individual wellbeing and personal fulfillment in 
contrast to the overwhelming majority of psychologists at the time 
who were focused on the sources and symptoms of psychological 
dysfunction. Maslow preferred to give his attention to the aspirational 
lives led by some of society’s most respected leaders. He created a 
Hierarchy of Needs portraying five sequential human needs that we 
each try to fulfill one at a time in order to increase our sense of 
wellbeing and fulfillment.  

Maslow’s Hierarchy of Needs incorporated:  

1. Survival needs for air, water, food, rest, shelter and clothing ! 
2. Security needs for physical safety, health, economic security 

and property  

3. Belonging needs for family, friends, intimacy, colleagues and 
community 

4. Self-Esteem needs to feel confident, worthwhile and 
respected by others ! 

5. Self-Actualizing needs to be authentic, creative and enjoy a 
purposeful and meaningful life.  

Other researchers and practitioners in leadership development have 
since extended this list to calibrate levels of psychological human 
development within the frame of “Self-Actualizing” as shown in the 
table below. Maslow’s five needs and the continuing spiral of self-
actualizing needs for growth laid the pathway for the progressive 
stages in adult maturity or leadership development. 

The first four needs can be satisfied in the world. They relate to 
conventional stages of leadership development. The fifth need to Self-
Actualize is a growth need that is the turning point to post-
conventional ways of being. It represents the evolutionary shift for 
today’s world to enable us to transcend the current problems we face 
in our civilization. In Gandhi’s words: “We must be the change we 
wish to see in the world.” 

In short, we need to develop our leadership capacity past the 
conventional stages of leadership development to the post-
conventional stages where we begin to realize our true potential and 
transform the way we operate in the world in order to transcend 
current dilemmas. This turning point begins the Hero’s Journey that is 
the timeless voyage of self-discovery and authentic power, 
encapsulated by Joseph Campbell in his writings on myth and legend. 
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2. The Stages of Leadership Development 

 

There are seven key stages along the 
spiral of leadership development that 
embrace current leadership capacity 
in the world today. They are:  

1.  Opportunist 
2.  Conformist 
3.  Specia l ist 
4.  Achiever 
5.  Catalyst 
6.  Strategist 
7.  Alchemist 

 

The Opportunist  is concerned with survival and security, Maslow’s 
first two needs. The way this plays out in the world is that they are 
self-interested, relatively isolated and will get away with whatever they 
can. They operate on a day-by-day or minute-by-minute basis without 
a care for consequences. Their view of the world is that it is unsafe 
and everyone else is assumed to be an enemy. They will take what 
they can when they can.  

The Opportunist lives in fear, trusts no one and largely operates in 
fight, flight or freeze mode. Some 5% of the Executive populationi is 
anchored at Opportunist. In other words, this view of the world is their 
Autopilot. Whenever our safety and security is threatened in the 
succeeding stages, it is relatively easy to regress back to the level of 
the Opportunist and resolve our situation based on self-interest alone.  

 

The Conformist  decides to play it safe. While they still view the world 
as a very challenging place to be, they believe that if they abide by all 
the rules and do what people in higher authority ask or tell them to do, 
they will be safe. They conform. They are risk averse and will only take 
action if instructed to do so. Most will also need a step-by-step 
approach mapped out for them. Their level of voluntary participation is 
relatively low.  

In complying, Conformists give away their personal authentic power to 
positional authority.  This leads to a sense of personal ineptitude that 
moves them to complain. In other words, when we give our personal 
power away to comply with others, we address this imbalance by 
complaining about others. If you know anyone in your workplace that 
complains a lot, they will be operating from a Conformist mindset. 
Some 10% of the Executive population is anchored at Conformist and 
it is the fallback position for succeeding levels in times of stress. 

Conformists use reactive emotional strategies to get what they want. 
The three key strategies are appeasing others by being nice and 
bending over backwards to fit in – usually towards more senior 
people; controlling others by criticizing, berating and offending others 
- usually towards more junior people; or otherwise withdrawing from 
people by avoiding all communication and even eye contact.  

All are unconscious emotionally manipulative techniques that produce 
workplace drama in the form of passive-aggressive behaviour 
manifesting in bullies and victims. We subconsciously base our boss-
subordinate and peer-based interpersonal strategies on those we 
employed to get what we wanted in childhood within the comparable 
context of parent-child and sibling dynamics. 
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The Specia l ist  devotes themselves to their work. They wish to 
develop their skills, perfect their craft and focus on the details to get 
everything absolutely right. They switch their primary focus from being 
compliant and fitting in, to standing out through the course of their 
work. They are experts in their field and strong contributors dotting i’s 
and crossing t’s for as long as it takes to get something right. They 
make up some 40% of the Executive population.  

Specialists largely work individually and are focused on the quality of 
their work and mastery of their craft. They will drill down to the detail 
and ensure complete accuracy taking a comprehensive rather than 
pragmatic approach. A micro-manager is typically operating at the 
Specialist mindset. Their personal identity merges with their work so 
they take feedback very personally. They tend to be emotionally 
reactive when on the receiving end of constructive feedback and 
emotionally responsive to recognition and praise. 

While the reactive behaviours are still present, they are now more 
associated with their work than trapped within the power struggle of 
the endemic parent-child and sibling dynamics. They are driven by the 
need to perfect their work, which is a quantum step up the spiral from 
Conformist. Focusing on increasing the quality of our own work based 
on our own albeit critical view of self and others, leads to continuous 
improvement. It is an individuation phase of leadership development. 
In other words it is a step out of our comfort zone into a growth zone. 

As we progress through these early stages of development we take 
the positive attributes with us and gradually release personal reactivity 
based on the ego and feeling “not good enough”. The stages of 
development form a holarchy where we gradually embrace all of who 
we are with awareness, understanding and kindness.  

 

The Achiever  is a pragmatist rather than a perfectionist. This 
becomes a consolidation phase for the Specialist when they begin to 
consider how their work meets the needs of colleagues, customers 
and clients. Their focus extends to the impact of their work rather than 
just the work itself.  

Their goal is “fit for purpose” rather than perfect. They are open to 
feedback on their work, can manage change, meet deadlines, 
produce results and heed the customer. They make up some 30% of 
the Executive population.  

Achievers are focused on the impact of their work and work happily 
with others as team players. They enjoy being in the driving seat and 
driving initiatives forward. They will do the right things to win, are 
strong performers in organizations and enjoy success. Achievers can 
also be very black and white. This enables them to be decisive and 
proactive albeit somewhat shortsighted compared to more advanced 
stages of development when life becomes shades of grey. 

Customer-centric organizations try to adopt an Achiever mindset to 
create feedback loops and generate accountability for customer 
interactions and the customer experience. The introduction of 
scorecards to drive results and count wins supports the Achiever’s 
competitive worldview. The world is made up of winners and losers 
and the Achiever’s primary focus is to be on the winning team. 

 

Opportunists, Conformists, Specialists and Achievers are all mindsets 
in the conventional world. They operate within conventional 
organizational norms. Altogether they make up 85% of the Executive 
population. Specialists and Achievers work extremely well in the world 
rather than on the world. Together they account for 70%. 
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The following stages in 
leadership development 
operate within post-
conventional norms. This is 
where the hero’s journey or 
authentic leadership begins to 
blossom and gradually grow 
into inspiring strategic 
leadership.  

It is not a step that most 
organizations invite. Rather it 
wells up from within us when 

we begin to wonder what life is all about and why we do what we do. 
For the Achiever it can feel like standing on the edge of a cliff. I have 
found that with coaching support and a proven pathway to provide a 
level of certainty despite the fact that they are now moving into the 
world of the unknown and unchartered, they will take the step into the 
new realm of authentic leadership development! 

The Catalyst  is the first post-conventional stage. It is a stage of 
individuation, a step into a new growth zone and an unfamiliar world. 
At the individuation phase of the Specialist we were focused on 
perfecting our work. At the individuation phase of the Catalyst we are 
focused on understanding ourselves: our motives and fears, reactions 
and responses, and our deepest desires and aspirations. We ask the 
question: “Why?” 

At this stage, we move into our personal growth zone where growing 
and evolving becomes !our natural way of being. Even though the 
challenges we encounter along the way may be unfamiliar and 
disconcerting, for the participant, life is forever enriched. We shift from 

being satisfied with a life based on cause and effect to leading a 
purposeful and fulfilling life based on conscious intention and 
committed action.  

Executives anchored at Catalyst number just 10% of the Executive 
population. Catalysts are focused on engaging others, igniting change 
and working across boundaries. Their focus turns from the impact of 
their work on customers and clients to the input into the design and 
nature of the work itself through active early engagement with all 
stakeholders. They are attuned to leveraging strengths, fuelling 
personal growth and creating best possible outcomes for the whole 
community. 

The capacity to genuinely innovate and collaborate is initiated at 
Catalyst. At this mindset the inner world of the individual becomes 
more important than the external world within which they operate. In 
other words they heed their 
intuition and feelings to make 
decisions and generate new 
insights and ideas. They also 
listen from a much deeper place 
of inquiry and can therefore 
create a deeper connection with 
others and develop the ability to 
build trust with others. 

Catalysts forge their way in the 
world by feeling their way 
forward despite uncertain 
circumstances. Relationships also become key as they reflect more 
on their own inner experience in the world and also how others feel. 
Many words beginning with “in” are associated with the Catalyst 
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worldview: insight, innovation, intrinsic, innate, inquiry, introspection, 
intricate, inclusive, inquisitive, interest and intuition. 

Executives anchored at 
Strategists  number just 5%. 
This is the consolidation 
mode of the Catalyst so they 
will arrive here. It takes time 
however to become self-
aware and other-aware in 
order to be discerning and 
self-validating. This time 
horizon can be dramatically 
shortened by effective 
coaching from the Strategist 
perspective. More on this 
below in relation to my research findings. 

Because Strategists become self-validating, only they have the vision, 
courage and presence to generate and sustain transformational 
changeii. They have adopted the mantle of personal authentic power 
in the interests of serving their whole community and not just selected 
interest groups. This represents a shift from ‘not good enough’ at the 
Specialist stage, to feeling good and doing well at the Achiever stage, 
and onto focusing on the greater good for all concerned at the 
Strategist stage.  

Thus, when led by a Strategist, the organization shifts from being 
customer-centric to community-centric. It succeeds in achieving 
medium-to-long term outcomes that make a real and significant 
impact on the people they serve and affect. They generate a new 
world through their convictions and intentions, living by their principles 

and in tune with their life purpose while embracing others with 
compassion and enthusiasm. 

The mature Strategist is an authentic, inspiring and strategic leader. 
They lead confidently from the ‘inside-out’. They are able to 
consistently stand and hold their ground while leading transformation. 

 

The final stage that can be observed and calibrated in the post-
conventional world is the Alchemist . They number less than 1%. 
They are the iconic leaders who ignite and generate social evolution 
as well as transform global industries. Illustrious figures such as 
Nelson Mandela, Oprah Winfrey, Richard Branson, Anita Roddick and 
Bill Gates seem to have realized their potential as Alchemists. The 
Alchemist seems to emerge following the far-reaching impact of their 
work. They are not always obvious at first but the manifestation of 
their aspirational intentions change the world we live in.  
 

 
The Distribution of the Executive Population Across the Stages  
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3. Stage Leadership Development 

The theory of Stage Leadership Development suggests that while we 
might demonstrate behaviours at a range of levels, we are largely 
anchored in what we term our comfort zone or centre of gravity. This 
stage reflects our current beliefs and paradigms from which we 
operate naturally on Autopilot. When we are led and encouraged by a 
leader at a higher level, we can stretch more easily beyond our current 
level. When the opposite occurs or when we feel momentarily 
threatened, we can also regress, especially if we are in an 
individuation zone such as Specialist and Catalyst. 

Stage leadership development is like a spiral. To develop our 
leadership capacity, we step out of our comfort zone and move into 
our stretch zone. Then as our new stretch zone becomes increasingly 
familiar, we consolidate at the next level as our new comfort zone. 
Thus Specialists will become Achievers as they focus on external 
results or the value that’s created for others, and Catalysts will 
consolidate as Strategists as they become more self-aware and 
confidently bring more of their authentic voice to the world engaging 
with others to manifest an aspirational shared view of the future.  

Through the course of traveling the spiral we change our interpretation 
and understanding of events around us to take increasing 
responsibility for whatever occurs in our world. In other words, we 
increasingly step into our personal power to create the world around 
us and learn to appreciate each and every event as an opportunity to 
grow, learn, heal and evolve. 

Our life experience also alters. We shift from the Reactive Patterns 
that mark the lives of Opportunists and Conformists where life is a 
series of ups and downs, to the Energy Field of Creative Stretch 
where we take more steps forward than we do backwards. We have 

become goal-focused and make progress building on past efforts and 
achievements. This forms part of the life experience of the Specialist 
and more so the Achiever. 

The Achiever also begins to move into the world of the Emergent 
Future, which is the emergence of new situations, opportunities and 
events that simply come up. They emerge as a result of our conscious 
intention and alert awareness. While the Achiever is taking largely 
familiar steps forward, the Catalyst is moving more proactively into the 
unknown and therefore exercising greater trust in what unfolds. 

Once we consolidate as a Strategist we also engage in the Energy 
Field of Ease and Grace filled with surprising serendipitous events and 
innovative solutions where everything seems to be taken care of for 
us. Our pathway ahead becomes clear as our inner being is freed of 
all emotional reactions and unpleasantness. We are calm. Indeed my 
own way of describing the seven stages in developmental psychology 
is from work to play, grow to flow, calm to care, and free to love. 
Calm is the level of the Strategist. 

As we transform ourselves by healing wounds and adopting more 
aspirational intentions, the world around us changes too. By casting 
our anchor to the next stage of consolidation i.e. at Strategist for an 
Achiever, and consciously navigating our way using the tools and 
techniques of a Strategist, we evolve.  

We must also release our foundational anchor at Conformist by 
surrendering egoic drives and security needs. We learn to trust. Both 
avenues of growth take place simultaneously until our outside world is 
a reflection of our inner world. We become self-validating as we 
realize that every thought, belief, intention, word and action is creating 
our world.  
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Making the Shift to Strategist 

4. Outside-in and Inside-out  
5. Doctoral Research Study Findings 
6. A Strategic Operating System 

 

 

4. Outside-In and Inside-Out  

Integral Theory known as AQAL, All Quadrants and All Levels, 
developed by Ken Wilber, establishes four quadrants with progressive 
levels or stages within each. The top two quadrants relate to us as an 
Individual; the bottom two as a Group or collective. The left hand side 
focuses on the Interior or unseen, the “inside-out”, how we think and 
feel; and the right hand side on the exterior or what is observable and 
tangible, the “outside-in”, specific structures, processes and systems.  

I’ve used this theoretical framework to instigate significant and 
substantial change in an innovative way. Instead of taking the 
conventional approach and focusing on Quadrant II of Behavior to 
teach new skills and knowledge, I’ve focused on Quadrants I, 
Intention (Upper Left), and IV, Structure (Lower Right). I have found 
that by focusing on Stage Development from this combination of 
‘outside-in’ at the organizational level and ‘inside-out’ on a personal 
level, we can accelerate our Stage Leadership Development. In other 
words, by imposing a higher order of structures, systems, processes 
and policies within which we choose to operate, and simultaneously 
transcending our beliefs and values to aspire to our highest version of 
ourselves, we can expedite our human development. 

 
I have found that by focusing in these two areas, group structures and 
individual psychology, we create a shortcut to change. The underlying 
assumption is that we do not generally need to learn new skills or how 
to do things differently, rather we need to be released from inhibiting 
structures and processes to adopt our natural ability to function more 
effectively at a higher stage of leadership capacity. Conventional 
organizational operating systems are holding us back and continue to 
constrain us notwithstanding our leadership capacity as individuals. 

It’s a bit like stepping into a new environment. Imagine for instance 
moving out of an office building full of individual offices and meeting 
rooms earmarked for specific activities to an open space building 
where you can move around freely and collaborate naturally during 
the course of the day. The constraints imposed by the previous rules 
and infrastructure, Quadrant IV, have disappeared. We didn’t need to 
learn new skills to operate differently; we simply employ these “new” 
skills because we are no longer inhibited by the previous constraints. 
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The same is true for cultural norms imposed by more invisible 
structures that are the result of the frameworks and processes implicit 
in strategic planning, performance management, diary or calendar 
management, team leadership, talent management and career 
progression. When we transform these to align with aspirational goals 
and empowering processes, our strategic context changes.  

When we live and work in an 
organization, we’re bound within its 
structure, systems and culture. The 
structure provides our interconnections 
with other roles in terms of who’s in 
charge of what and how we need to 
work with others to accomplish goals 
and objectives. Systems co-ordinate 
and automate the work to ensure a 
quality process and to manage risk 
through a system of permissions and approvals. The culture 
establishes the conventional ways things are done, the unwritten 
laws.  

In most organizations these elements limit our potential to be strategic 
leaders, fail to leverage our strengths and aspirations to inspire others 
and doom us to a Groundhog Day life where everything is mundane 
yet absurdly stressful. Meetings generally last one hour and are 
scheduled back to back with the addition of intervening travel time. 
We operate our daily schedule to fit in as much as possible and 
constantly reschedule meetings as a result of requests from more 
senior executives or external pressures. As a result, we are extremely 
busy but have no real control of our time or how we are investing our 
conscious and limited amount of daily energy! 

A second element common to many organizations is the focus on 
activities, deadlines and outputs. Even the highest “strategic” goals 
are articulated in terms of a deliverable rather than an outcome. We 
therefore all become caught in the world of “doing” with very limited 
strategic thinking on why we are doing what we’re doing and little 
feedback on how our daily efforts are making a difference on the 

outcomes we’d really like to achieve and the 
difference we’d really like to make in the 
world. These structures limit us to the 
conventional stages of development up to 
and including the Achiever. 

Sadly, we leave the power of our creativity 
and genius on the bench. By limiting 
ourselves to activities to accomplish, we 
never get to realize our dreams. We also lose 
the opportunity to embark on the hero’s 

journey and develop self-mastery and, as a result of our lack of 
conscious influence, the world becomes increasingly chaotic. 

A third element is the need for permission and approval. Often there is 
a lot of confusion around who has accountability for what, as well as 
significant and substantial obstacles stopping us from generating and 
driving new initiatives forward. It seems that every time we turn 
around, we need to defend ourselves or protect the people reporting 
to us. This puts the brake on innovation and allows risk management 
to become the primary focus. 

As a result, we become more and more limited in what we could 
achieve, and our working lives become stressful and laborious. We 
play it safe to ensure job security while often being trapped in the 
parent-child dynamics implicit in boss-subordinate relationships. It is 
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all an illusion that needs to be unveiled for us to break through as 
empowered adults making conscious choices that unlock our 
creativity and others’ to build a better world. 

We can circumvent this conventional operating system by working 
within empowering frameworks and processes instead. By operating 
as a Catalyst and engaging widely with others based on guiding 
principles, we enable others to take real accountability and make 
robust decisions aligned with shared strategic direction. And gradually 
we can forge our own way ahead to Strategists through personal 
introspection, the development of self-awareness, emotional healing 
and spiritual transcendence, all of which frees us to bring our Vision, 
Values and Voice out to the world and make our career our Vocation. 

 

5. Doctoral Research Study Findings 

During 2013-14 a group of my Executive Clients agreed to participate 
in my PhD research study. They all undertook an assessment of their 
current Leadership Stage using the Mature Adult Profile (MAP)iii, a 
rigorously tested Sentence Completion Assessment Instrument to 
calibrate Stage Development.  Then they all continued in their 
coaching programs over a 12-month period where I introduced them 
to the Strategic Operating System step by step, refining it as we went.  

Those who calibrated at Achiever and below at the beginning of the 
period then undertook a second MAP assessment 12 months later. I 
was curious as to the results as it was generally thought that the 
transformation of leadership capacity from one stage to the next took 
approximately 2-3 years. 

It turned out that every single participant, without exception, moved a 
full stage, all but one to Catalyst, and another moved two stages 

direct to Strategist with another person already knocking on its door. 
There was a dramatic change in the overall average leadership profile 
by 29 points, a full stage, in the Total Weighted Score. This came as a 
very welcome surprise to me. I had not anticipated that every single 
participant would have moved a whole Stage. 

 

From Achiever To Catalyst/Strategist Without Exception 

 
 

The red profile shows the range of Sentence Completions over the 
progressive stages in development for the group of participating 
clients in 2013, and the green profile represents the same group of 
people one year later. The range of our Sentence Completions reflects 
our spread around our anchoring point or center of gravity. Sentence 
Completions at the post-conventional stages of Catalyst and 
Strategist receive a higher weighting because they originate within the 
individual stepping outside of organizational and social norms.  

As you can see, the majority of Sentence Completions, around 50%, 
remained at Achiever. The contrast is in the marked shift from 
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Specialist/Conformist Sentence Completions to Catalyst/ Strategist 
Completions. The number of Specialist statements reduced by 23% 
while the number of Catalyst statements increased by 28%. And the 
number of Conformist statements reduced by 6%, exactly the same 
percentage by which the number of Strategist statements increased. 

The primary anchoring point for the majority became Catalyst with a 
fallback position at Achiever, while two participants shifted to 
Strategist/Catalyst in quantitative terms. One of those participants 
dropped a point in the qualitative assessment, which is why I use the 
expression: “knocking on the door” of Strategist. These results are 
remarkable given that historically Stage Leadership Development is 
perceived as a slow and arduous journey over a period of years.    

It seems that when personal leadership development work is 
undertaken at an off-site leadership program, it can be quickly eroded 
when we return to the conventional workplace. It is very challenging to 
learn to embody new principles and practices of thought and action 
when they are not supported in our work environment.  

However by implementing a new set of operating frameworks and 
processes that demand the leadership capacity of Catalyst and 
Strategist, we can and do evolve. When my clients adopted an 
alternative set of frameworks and processes within which to operate, 
they all made a significant shift in Stage Development within 12 
months. 

It is therefore my conclusion that conventional organizational 
operating systems play a significant role in holding us back. To evolve, 
we must work from the ‘inside-out” and adopt new operating 
frameworks from the ‘outside-in’ to support and indeed demand our 
evolution. 

6. A Strategic Operating System 

The quantitative findings prove that Stage Development is eminently 
possible within a 12-month period. The Coaching during that period 
was focused on creating a new Strategic Operating System (‘outside-
in’) and also personal renewal in terms of Holistic Leadership (‘inside-
out’). The focus of my book, Executive SOS, is to illustrate and explain 
how the new Strategic 
Operating System, the 
supporting architecture or 
strategic scaffolding, 
served to extend and 
expand the leadership 
capacity of this group of 
strongly performing 
executives mostly at 
Achiever, who were keen 
to grow and realize their 
highest potential. 

 

The 7 Steps are: 

1. SCHEDULE  Dynamic Diary Rhythm 
2. SCOPE  Transformational Strategic Agenda 
3. SCENE  Major Milestones Roadmap 
4. STYLE  Values-based Leadership Culture 
5. SCORE  Cascading Team Charters 
6. STAGE  Compelling Signature Presentation 
7. SCALE  Orchestrated Stakeholder Engagement 
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The Strategic Operating System 
(SOS) enabled my clients to discard 
their compliant behaviours and 
short-term goal focus to become 
Catalysts and Strategists leading the 
way into the future. While the 
leadership assessments a year later 
provide evidence of this, so too did 
the extraordinary results they 

achieved, the transformations in their working lives and the lasting 
change they were able to generate in their communities. You will find 
their personal stories in the book, Executive SOS. 

You may even venture to ask: Will it take a whole year to achieve the 
leadership capacity of a Catalyst/Strategist? My thoughts are that 
much of the transformation in Stage development is generated in the 
first few months as self-awareness is awakened and each element of 
the new Strategic Operating System is implemented. In other words it 
doesn’t need to take a year – it just takes the implementation of a new 
architecture within which you work!  

Then it requires consistent focus to author and consolidate your 
leadership skills and behaviors at this new level of leadership capacity. 
It is easier for some than others possibly due to their level of innate 
readiness. 

We need to generate a new Autopilot to consolidate at Strategist. 
While this takes concentrated effort and attention, it becomes infinitely 
easier when you have the appropriate strategic scaffolding holding 
you in place at a higher level of potential operating capacity. You have 
the strategic scaffolding in terms of tangible structure in the form of 
frameworks, processes, policies and principles to guide and support 

your actions. The Strategic Operating System is a new platform that 
will enable you to act significantly more strategically as a leader. It 
transcends conventional operating structures to leverage new 
research in neuroscience and the power of our innate creativity to 
inspire others and recreate the world around us.  

The Strategic Operating System is designed to provide us with the 
open, emergent space for innovation and collaboration. We can 
customize it to suit our particular situation and leverage it to match 
our strengths, in order to completely alter the way we operate. In this 
way we can transcend the constraints of conventional structures and 
organizational cultures. By adopting this approach, you’ll be able to 
introduce an empowering, engaging and transformational level of 
leadership that will set you apart, expand your leadership presence 
and ignite your career!  

The more effectively you implement each dimension of the SOS, the 
faster you will see results in the development of your leadership 
capacity. It is designed to bring out your leadership potential and free 
you from the conventional way most organizations typically operate. 
And as you’ll see from the success stories in the book itself, you don’t 
need to implement each step perfectly. There will be some that will 
suit you more naturally than others and you can use these to leverage 
your growth as a leader. 

All seven strategic steps are integrated and their effect is cumulative. 
As they each become operationalized, you will find that the 
interconnected templates and processes, the strategic scaffolding 
you put in place, builds your perspective and presence as a 
Catalyst/Strategist. It provides the open frame within which you work 
so that you can move into flow and consolidate at calm, to become 
an inspiring strategic leader. 
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The Strategic Operating System provides the gateway to creating and 
sustaining a strategic agenda that is purposeful, meaningful, authentic 
and transformational. It opens the windows to engaging and 
embracing multiple stakeholders to arrive at a truly united vision and 
blueprint for the future. And it creates highways so that you can utilize 
your time every day in an orchestrated way to unlock your creativity, 
more than double your productivity and engage multiple stakeholders 
seamlessly. It will enable you to articulate your Vision, demonstrate 
your Values and activate your Voice so that you can live your Vocation 
and leave your unique personal legacy in the world that will bring 
about transformation. 

The Strategic Operating System enables Senior Executive leaders to 
play their roles as Catalysts and Strategists.  The growing mastery of 
our action orientation (AQ), emotional awareness (EQ), mindful 
attention (MQ) and spiritual intelligence (SQ) as we ascend the spiral 
can be reflected in the nature of our roles. These four ways of being: 
doing, relating, thinking and creating respectively associated with AQ, 
EQ, MQ and SQ, each transform as we develop greater leadership 
capacity as shown in the table. 

 
When we connect shared Values with AQ, EQ, MQ and SQ, we can 
create a Values-based Stage-centric Leadership Model that will be 
psychologically robust and propel evolutionary leadership 
development up the spiral. It will also reflect the advantage of broad 
role bands allowing for significantly more fluidity, stretch and growth 
within each role band.  

The amazing thing is that if all Conformists, Specialists and Achievers 
shifted one stage to Specialists, Achievers and Catalysts, 55% of the 
Executive population would have moved into post-conventional 
leadership. If they moved two stages to become Achievers, Catalysts 
and Strategists, 85% of Executive Leaders would be above the line, 
working on the world rather than in it. The post-conventional world 
would be the new norm. We would be able to transform the world to 
reflect our aspirations! This is precisely what we need to accomplish 
today. To create a better and brighter future for all humanity and life 
on the planet, it is urgent and essential that the majority of Executive 
leaders engage in Stage Development.  
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This is a personal 
perspective on 
Stage Leadership 
Development. 

It begins with the 
Stages of 
Leadership in 
relation to a spiral 
to symbolize the 
holarchy. They are 
linked to Self-
Expression.  

Secondly are the 
intervening Energy 
Fields that make 
up our Life 
Experience as a 
series of Figure-
8’s around our 
anchoring point.  

Thirdly is the 
association with 
mind-body-spirit 
identifying the 
human faculties 
that come alive 
through growing 
Self-Awareness.  
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7. Executive Coaching 

Do you aspire to be an effective leader who gets things done or an 
extraordinary leader who makes a real difference in the world?  

Or are there Executives in your organization that need to make the 
quantum shift from successfully leading a business unit or major 
program to leading a large Division or Regional Business? 

Executive Coaching in Strategic and Holistic Leadership enables 
Senior Executives to be more authentic and fulfill their aspirations to 
make a bigger difference in their world.  

It enables them to transcend interpersonal dynamics, organizational 
politics and create balance in their life. They learn to rise above the 
noise and bring their vision, values and voice to life! 

Individual and Group 

Individual Executive Coaching  monthly 90 min meetings * 12 

Small Group Executive Coaching monthly 90 min meetings 

Assessments 

Global Leadership Profile (GLP) 

This is the world’s leading instrument in calibrating Stage of 
Leadership. It is ideal for Senior Executives as it is a stand-alone 
instrument where a person simply completes a set of 25 opening lines 
to share their perspective on the world. 

Holistic Leadership Profile (HLP) 

This is a Self-Assessment based on Style and Stage to enable an 
Executive to identify their Strengths, Stressors and Stretches as well 
as set aspirational goals and identify key developmental avenues. 

Success Stories 

To find out more about the journey taken by the participants in my 
Research Study to become extraordinarily successful leaders in just 
12 short months, as well as get a good understanding of the 7 Easy 
Steps to setting up your own Strategic Operating System, read my 
book Executive SOS.  

Online Resources 

Executive Coaching in Strategic Leadership will be supported by 
online resources for each of the 7 Steps to establish a highly effective 
Strategic Operating System that will invite your leadership potential 
and intrinsic presence to emerge and flourish. 

Make a Quantum Shift! 

Building the strategic scaffolding expands your opportunity to be an 
authentic, inspiring and strategic leader and make a quantum shift in 
leadership capacity from Achiever to Catalyst, and onto Strategist! 

You will develop the depth and breadth of perspective and the 
courageous presence to become a transformational leader who 
generates breakthrough results that will generate much better 
outcomes for all the clients, customers and communities you serve. 

 

Please contact me on +61 (0) 450 282 397 or at 
antoinette@antoinettebraks.com  

All the very best, 

Antoinette Braks
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i These are rounded numbers based on data from Rooke and Tolbert, The Seven Transformations of Leadership, HBR; and the research of Dr. Susanne Cook Greuter. 
ii David Rooke, Organisational Transformation requires the presence of leaders who are Strategists and Alchemists, Organisations and People, Vol 4.3 (1997) Amended Oct 2001  
iii Dr. Susanne Cook-Greuter, a globally renown thought leader in Stage Development, undertook the assessments of the participants both before and after the Research Project (blind). 


