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Schedule 

  

7:30 AM o Arrival, light breakfast, informal connection 

8:00 
o “Present and Accountable”: Quiet reflection / meditation 
o Triads: Homework + Commitments from Session Three 
o Debrief 

9:00 o Non-Anonymous Feedback Debrief: Small Groups 

9:40 o Non-Anonymous Feedback Debrief: Large Group 

10:05 o Break 

10:20 o Connecting Beneath the Surface 

12:15 PM o Lunch 

1:00 
o Small Group Reflection 
o Large Group Live Coaching 

2:15 o Integration, Homework, Evaluations 
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Opening Reflections  

 
 
 

 
 

 

 

 

 

 

 

“Wisdom tends to grow  

in proportion to one's awareness of one's ignorance.” 

 

 

Anthony de Mello 
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I-Posit ion Debrief  of  Session Three  
 
 

To increase clarity, expose avoidance, and connect behavior with underlying beliefs. 
To emphasize three course cornerstones: self-awareness, self-definition, and self-reflection. 

 

A.  Describe Your Experimentation with I-Position 

• What stance did you take? 

• In what context, and with whom? 

 

B.  Reflect on Your Anxiety 

• What anxiety showed up before, during, and after delivering it? 

 

C.  Observe the System’s Response 

• How did the other person(s) respond (verbally and nonverbally)? 

• What surprised or unsettled you? 
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General Feedback Sharing Guidelines  

 
 
1. Own Your Story 
 

• Present the feedback with ownership and responsibility.  

• Acknowledge any insights openly, whether positive or challenging.  
 
 
2. Balance Strengths with Areas for Growth 

 
• Present both positive feedback and areas for improvement.  

• Demonstrate knowledge of your challenges and confidence in your 
abilities. 
 

 
3. Share Your Plan for Improvement 

 
• Turn feedback into action.  

 

• How will you address the feedback and continue leveraging your 
strengths? 

 

• What are your commitments to growth? Who will hold you 
accountable? 

 

• Goal:  Advance your presentation beyond the feedback specifics. 
 
 

4. Invite Dialogue and Input 
 

• Encourage a collaborative discussion.  View your colleagues as 
resources. 
 

• Invite questions or additional input from others to gain further insights 
and demonstrate your willingness to learn and evolve. 
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Feedback Sharing Instructions  
Small  Groups 

 
 
Process: 
 
Groups of three. Each person will have 10 minutes to share: 

• What piece of feedback landed the hardest – and why? 

• Where did you see a pattern in yourself that you’d been avoiding? 

• Which relationship conversation felt the most revealing or uncomfortable? 

• Where did you defend, argue, or explain rather than stay curious? 

• What’s the cost – to you and to others – of not making a meaningful shift? 

 

Listeners should focus on understanding, not fixing: use brief questions to clarify, 

not to advise. Examples: 

 

• “Give a concrete example” 

• “How does this show up at work?” 

• “Who pays the price at home?” 

• “Where do you disagree with the feedback you received, and why?” 
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Feedback Sharing Instructions  
Large Group Debrief  

 
 
Process: 
 
Each person will have 60–90 seconds to share: 
 
 
What pattern is more visible to me now, and what is the cost of not shifting it? 

 
Use the following prompts as a guide: 
 

• Name the pattern plainly 

• Be specific, not conceptual 

• Identify a real relationship example where your pattern is showing up 

• Say the cost out loud 
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Why We Are Wired to Connect  

 
         By Gareth Cook , Scientific American, October 22, 2013 

 

Scientist Matthew Lieberman uncovers the neuroscience of human connections  
and the broad implications for how we live our lives 

  
 

When we experience social pain — a snub, a cruel word — the feeling is as real as physical pain. 
That finding is among those in a new book, Social, and it is part of scientist Matthew 
Lieberman’s case that our need to connect is as fundamental as our need for food and water. 
He answered questions from Mind Matters editor Gareth Cook. 
 

You argue that our need to connect socially is “powerful.” But just how powerful is it? 
 

Different cultures have different beliefs about how important social connection and 
interdependence are to our lives.  In the West, we like to think of ourselves as relatively 
immune to the sway of those around us while we each pursue our personal destiny. But I think 
this is a story we like to tell ourselves rather than what really happens.  
 
Across many studies of mammals, from the smallest rodents all the way to us humans, the data 
suggests that we are profoundly shaped by our social environment and that we suffer greatly 
when our social bonds are threatened or severed. When this happens in childhood it can lead 
to long-term health and educational problems. We may not like the fact that we are wired such 
that our well-being depends on our connections with others, but the facts are the facts. 
 

What is the connection between physical pain and social pain? Why is this insight important? 
 
Languages around the world use pain language to express social pain (“she broke my heart,” 
“he hurt my feelings”), but this could have all just have been a metaphor. As it turns out it is 
more than a metaphor – social pain is real pain. 
 
With respect to understanding human nature, I think this finding is pretty significant. The things 
that cause us to feel pain are things that are evolutionarily recognized as threats to our survival, 
and the existence of social pain is a sign that evolution has treated social connection like a 
necessity, not a luxury. It also alters our motivational landscape. We tend to assume that 
people’s behavior is narrowly self-interested, focused on getting more material benefits for 
themselves and avoiding physical threats and the exertion of effort. But because of how social 
pain and pleasure are wired into our operating system, these are motivational ends in and of 
themselves. We don’t focus on being connected solely in order to extract money and other 
resources from people – being connected needs no ulterior motive. This has major 
consequences for how we think about structuring our organizations and institutions. At 
businesses worldwide, pay for performance is just about the only incentive used to motivate 
employees. However, praise and an environment free from social threats are also powerful  

http://www.scientificamerican.com/author/gareth-cook/


ADVANCED LEADERSHIP COURSE  
Session 4 – December 10, 2025 

 

© 2025  –  2026 Leader sh ip  Coach ing ,  Inc .  A l l  R ights  R es er ved .   

9 

 
motivators. Because social pain and pleasure haven’t been a part of our theory of “who we 
are,” we tend not to use these social motivators as much as we could. 
 
You devote a section of your book to what you call “mindreading.” What do you mean by 
this, and why do you see it as so essential? 
 
First off, I’m not referring to the ESP kind of mindreading. I mean the everyday variety that each 
of us uses in most social interactions. We have a profound proclivity towards trying to 
understand the thoughts and feelings bouncing around inside the skulls of people we interact 
with, characters on television, and even animated shapes moving around a computer 
screen. Although we are far from perfect at gleaning the actual mental states of others, the fact 
that we can do this at all gives us an unparalleled ability to cooperate and collaborate with 
others – using their goals to help drive our own behavior. 
 
The funny thing is that thinking about others’ thoughts doesn’t feel particularly different from 
most kinds of analytical thinking we do. Yet, fMRI [functional MRI] research shows that there 
are two distinct networks that support social and non-social thinking and that as one network 
increases its activity the other tends to quiet down – kind of like a neural seesaw. Here’s the 
really fascinating thing. Whenever we finish doing some kind of non-social thinking, the 
network for social thinking comes back on like a reflex – almost instantly.  
 
Why would the brain be set up to do this? We have recently found that this reflex prepares us 
to walk into the next moment of our lives focused on the minds behind the actions that we see 
from others. Evolution has placed a bet that the best thing for our brain to do in any spare 
moment is to get ready to see the world socially. I think that makes a major statement about 
the extent to which we are built to be social creatures. 
 
One of the long-standing mysteries of psychology is the question of where the “self” comes 
from, and what the “self” even means. Does your research shed any light on this question? 
 
Social psychologists have long speculated that the self is a much more social phenomenon than 
it intuitively feels like from the inside. There have certainly been studies over the years that are 
consistent with this idea, however, neuroscience is bringing new data to bear that speaks 
directly to this idea. 
 
There's a region of the brain called “medial prefrontal cortex” that essentially sits between your 
eyes. This region has been shown again and again to be activated the more a person is 
reflecting on themselves. It is the region that most clearly and unambiguously is associated with 
“self-processing.” If you think about your favorite flavor of ice cream, precious personal 
memories, or consider aspects of your personality (e.g., Are you generous? Are you messy?), 
you are likely to recruit this brain region. 
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Given that we tend to think of the self as the thing that separates us from others – that allows 
us to know how we are different and how to walk our own path – it would be surprising if this  
 
same medial prefrontal region was involved in allowing the beliefs of others to influence our 
own. But this is exactly what we have seen in several studies. The more active the medial 
prefrontal region is when someone is trying to persuade you of something (e.g., to wear 
sunscreen every day) the more likely you will be to change your tune and start using sunscreen 
regularly. Rather than being a hermetically sealed vault that separates us from others, our 
research suggests that the self is more of a Trojan horse, letting in the beliefs of others, under 
the cover of darkness and without us realizing it. This socially influenced self helps to ensure 
that we’ll have the same kind of beliefs and values as those of the people around us, and this is 
a great catalyst for social harmony. 
 
What does this research tell us about how we should be raising our children, and what does it 
mean for education?  
 
I think the most important thing is to educate our children about what we are learning about 
the true role of our social nature in our happiness and success in life. Intellectually, I know all 
about these things, but if we don't learn them as children, I'm not sure they ever really get into 
our guts and guide our intuitive decision-making. I think kids would love learning about how the 
social world works and how their brain makes that possible. 
 
The research on the social brain also leads to direct policy implications for education. The data 
are clear that children learn better when they learn in order to teach someone else than when 
they learn in order to take a test. Learning to teach someone else is prosocial and relies on the 
social networks of the brain. We had no idea these networks could promote memory but now 
we do. We ought to be doing much more peer learning, particularly age-staggered learning. My 
ideal situation would be a 14- year-old who has trouble in the classroom, being assigned to 
teach a 12-year-old. The teacher then becomes a coach helping to teach the 12-year-old and 
the 14-year-old will reap the benefits of prosocial learning. 
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Reflect ion 

 
 
What about yourself and those around you did the readings get you thinking about? 
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Family and Leadership:  

Making the Connection  

 

 
1. Every family is a system with deep roots.  The multigenerational family history of a 

leader or employee is likely the most potent influence on their functioning at work. 

 
2. Despite its profound impact on how leaders behave, family patterns are rarely 

addressed in leadership development programs. 

 
3. The behaviors and beliefs within family systems mostly operate outside conscious 

awareness.  We think we are behaving and deciding “independently” when in fact 

we are repeating, compensating for, and acting out family patterns all the time. 

 
4. Thinking about your family as a multigenerational emotional system widens your 

viewing lens.  You can begin to see the variation in how people have functioned.  You 

can appreciate that most are doing the best they can.  Patterns and problems are 

assessed within a broader context that replaces single “causes” with a consideration 

of multiple “contributing factors.” 

 

5. Systems thinking replaces blame with responsibility, beginning with self: “In a free 

society, some are guilty, but all are responsible.”  (Rabbi Abraham Joshua Heschel) 

 
6. How will workplace culture be influenced by artificial intelligence and the rapid pace 

of technological change?  To what extent will workplace relationships be fed and 

preserved as success anchors?  To what extent do healthy workers reflect healthy 

families? 
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Connection St imulators  

 

 
• Valuing meaningful connection in important relationships 

 

• Moving beyond blame, bias and assumption 

 

• Listening with genuine curiosity 

 

• Engaging uncomfortable conversations with openness and candor 

 

• Self-disclosing / letting others “in” 

 

• Moving flexibly between seriousness and lightness 

 

• Respecting differences 
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Uncomfortable Conversations:  
Opening the Door to Connection  

 
 

For a closer, more honest look at the conversations you avoid and the reasons 
behind the avoidance. The goal is clarity and connection. 

1. With Your Significant Other 

What conversations are most uncomfortable for you to discuss? 

Follow-up prompts: 

• What emotions come up? 
• What stories have you told yourself about how they will respond? 
• How have you avoided or softened this topic in the past? 
• What is the cost of avoiding? 
• What part of this touches an old belief, fear, or identity? 

2. With Your Closest Work Colleagues 

What conversations are most uncomfortable for you to discuss? 

Follow-up prompts: 

• What do you fear losing? 
• Where do you edit or withhold your real stance? 
• Who do you avoid these conversations with, and why? 
• What would change if you were clearer? 

Takeaway 

Have one uncomfortable conversation in the next 7 days that would meaningfully 
shift a relationship you care about.  
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Deepening an Exist ing Connection  

 
 

Use the below prompts to engage in conversational truths you might typically 

soften or avoid. Keep it grounded in specific moments from a relationship that 

matters. 

 

The conversation might include: 

 
• What I have observed in you (one concrete example)  

 

• What I have noticed about myself when I interact with you (especially a 
pattern I am not proud of) 
 

• How welcomed or pushed away I feel when relating to you (name a time 
when this happened)  
 

• My part in being welcomed or pushed away (owning what is mine)  

 

• What I value about you (be specific)  

 

• Questions about how you have experienced interacting with me (ask 
something I am a little afraid to hear) 
 

• Anything else that speaks directly to the nature of our relationship 
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Between Now and Sess ion 5  

 
 
Focus on two relationships where your effort will challenge your patterns, not just 

reinforce what already feels easy. 

 

A.  Select Two Relationships 

 
Choose one work relationship and one personal relationship that you want to 

deepen. Pick relationships where you tend to hold back, soften, or avoid direct 

connection. These should matter enough to warrant focused attention. 

 
 

B.  Create a Simple Strategy 

 
Write a short, practical plan for deepening your connection with each person. 

Consider actions that show interest, consistency, honesty, or care. Note why you 

have not deepened this relationship already and what has made it difficult. 

 
 
C.  Keep the Plan to Yourself 

 
Do not tell either person about your plan. Simply carry it out and observe what 

shifts in the relationship and in yourself. 
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