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their clients. This may be through
tailored one to one coaching
sessions or through group
workshops which focus on
various key skills such as:
relationship building, influencing
and persuading, presentation
skills, executive presence and
closing skills. However, to meet
the recent demand from clients
for urgent improvement in
business development skills, we
have seen an increase in the
uptake of our accelerated
learning programmes which are
driven and supported by leading
edge technology.

and Investment Managers to
equip them with the professional
and personal skills required to
give highly effective presentations
and to persuade and influence
client or investor groups to best
effect. We delivered a programme
of business development role play
camera sessions delivered by a
trained facilitator, filmed and
edited by a professional film
producer and followed up with
personalised DVD feedback to
help reinforce the new techniques
and rapidly improve performance.

A common standard for all was
agreed and applied during the
sessions, with more experienced
participants being stretched with
additional advanced techniques.
The learning was supported by
rapid cycles of real time feedback
via individual DVDs that recorded
the learning journey and enabled
easy recall, increased self
awareness and rapid integration
of the newly mastered skills. This
approach applied a unique

meet the needs of the brief.

Following the programme,
Directors and Investment
Managers practically applied the
learning to business development
meetings with management teams
and clients and reported a range of
results including: greater credibility;
improved negotiation skills;
increased impact in meetings and
better rapport with clients. One
Investment Director reported an
improvement in the relationship
with the CEO of a valuable client,
stating that ‘more topics are now
open for discussion, with more
insight and mutual trust having
developed as a result of the
programme’. We have continued
working with many of the Directors
using additional role play camera
sessions and DVD feedback, whilst
others have begun individual
coaching programmes to further
capitalise on the benefits of the
accelerated learning DVD
sessions.

Summer intensive study programme
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In Analytical Psychology
June 28-July 9 2010

At the C.G. Jung Institute
Zurich

Dr Jeffrey Satinover, MD PhD and
John O’Brien, MA, Managing
Director of Hanover Executive are
privileged to be co-presenting
seminars on ‘Coaching and
Analytical Psychology’, which will
be an introduction to the focused
application of Jungian concepts
and methods for leadership

assessment and creative
problem-solving in personal and
organisational coaching at this
year's Summer Intensive Study
Program at the C.G. Jung Institute
in Kusnacht, near Zurich.

The course will provide an excellent
opportunity for an exchange of
thoughts and social contacts
among the Institute’s students and
participants of different
geographical and professional
backgrounds. It is intended that the
lectures, seminars and discussions
can be followed by those with a
limited background in Jungian
Psychology, but will at the same
time be of value to those with
professional psychological training
and interests. The courses are
taught by analysts of the Institute

and internationally renowned guest
lecturers.

Other optional topics available on
the Programme include: Psychology
in East and West, Archetypes,
Dream Analysis, Subtle Energy,
human relationships and coaching
applications.

Hanover Executive clients and
contacts in our network should apply
to Ms. Irene Fueter at the C.G. Jung
Institute Zurich: Summer Intensive
Study Program / ISP 2010, Hornweg
28, CH-8700 Kusnacht / Zurich,
Switzerland. Tel +41 44 914 10
47/40. Fax +41 44 914 10 50.

E-mail fueter@junginstitut.ch

Or follow the link www.junginstitut.ch
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rapidly changing environmental
conditions of the 1980s and
1990s. The traditional planned
and managed incremental
approaches to change which had
been appropriate in less
turbulent times were found
insufficient to enable
organisations under stress to
radically realign themselves to
environmental demands. The
larger organisations which failed
to introduce paradigmatic
“second order change”
dramatically underperformed and
were either acquired or
fragmented and collapsed.
Others bravely set out with
ambitious and worthy goals
which remained unrealised for
lack of transformation effort
implementation “know how".
Reasons determining success or
failure were published in the
landmark HBR article ‘Why
Transformation Efforts Fail’
Kotter, 1985. The pointers
therein served as a practical
guide for many a successful
large scale transformation
projects. Transforming
organisations requires
transformational leadership.

Many efforts involved
heavyweight strategic consulting,
restructuring, reengineering, and
systems change, backed by a
range of improvement
methodologies such as TQM,
Cycle Time Reduction and the
more comprehensive Balanced
Scorecard (Kaplan and Norton
1992) All demanded greater
productivity, cost reduction and
the positive energisation of
anxious workforces.

The requirement to transform
organisations through that period
of turbulence stimulated the
demand for leaders able to lead
such change, and this in turn
gave rise to the growth of the
executive development and
coaching industry. The most
noteworthy aspect of this new
leadership approach was its
emphasis on winning hearts and
minds, on transforming the
energy of the workforce into a
positive, vibrant and creatively
aligned force for organisational
vitality. Much was written about
organisational culture, mindset

seen in the increased
sophistication of staff satisfaction
surveys. The first major
European transformation project
which was driven by
“transformational leadership”
was the NatWest project which
ran from 1990 to 1993 and in
which the CEO and top 150 were
engaged in regular in depth
coaching. This supported the
strategic consulting effort of BCG
and the combination delivered
outstanding results in true return
on capital employed, cost
income ratio, staff morale,
customer satisfaction and
quality. The approach involved
individually delivered and
systemically organised
psychodynamic and
transpersonal understanding and
development of the leadership
cadre.

In parallel, a wealth of academic
perspectives on transformational
leadership grew during the
1980s and 1990s. This was
based on the seminal work of
Burns,1978, who drawing upon
Weber’s,1947, earlier work on
charisma, noted that
transformational leaders worked
for the greater good of the
organisation, and inspired others
to become self-actualised. A
transformational leadership
questionnaire was developed by
Sashkin 1990 (this was deployed
on the NatWest project) and
subsequently improved in 1996.
The model was derived from the
research of Bennis, 1984 and
Bennis and Nanus, 1986.
Further work on charismatic
leadership was undertaken by
Conger and Kanugo, 1988 and
transformational models were
published by Bass, 1985 and
Tichy and Devanna, 1986. A
popular misconception at that
time, and one which still to some
extent persists, is the
polarisation of transactional and
transformational leadership as
postulated by Burns. This gave
rise to an unhelpful and overly
stark distinction between
leadership and management.
Bass’s subsequent research
found the two approaches to be
complimentary, and while early
definitions of transformational

transactional leadership which
had been extant since the
1940s, the new success formula
was found in the synthesis.

The point made here is more
than academic. The real
business of stimulating and
leading organisational
transformation requires leaders
not only to win hearts and minds
but also to be practically
engaged in driving the hard
change processes which will
deliver the required results. The
combination of practical
management and leadership
orientations in the same
individual enables
transformational effort to be
operationalised through hard and
soft systems. Strategy
implementation succeeds when
compelling business imperatives
drive a combination of
granulated top down systems,
structures and processes
supported by bottom up
engagement, positive challenge
and creativity involving
energised and inspired leaders
at all levels. Our collaboration
with Pfenninger 2001, on the
stimulation of creativity in
pharmaceutical Research and
Development analogously
suggested that the combination
of creativity and discipline is
essential for discovery and
transformation.

Significant contributions to the
body of knowledge on
organisational transformation
and transformational leadership
were made from the field of
organisational learning by
researchers such as Schein,
1985, Argyris, 1990, and
Sengee 1990. These were the
forerunners for the later popular
writers of the following decade
such as Collins, 2001.
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approaches have been built.
Broadly speaking, they
emphasise interpersonal
leadership behaviours, the inner
world of the leader or a
combination of the two.
McClelland and Burnham and
Rosen developed the concept of
interactive leadership in the
United States. Clients reported
that the approach was helpful in
changing attitudes, but less
effective in creating sustainable
behaviour change (especially
under pressure). Psychoanalytic
approaches deployed by
organisations such as the
Tavistock and INSEAD
emphasise the inner world of
the leader and the organisation
and harness not only
behavioural/cognitive but also
unconscious dynamics. These
approaches traditionally rely on
insight. Recent research by
exponents of this approach at
INSEAD/Wharton (Kets de
Vries, Hellwig, Vrignaud, Guillen
Ramo, Florent-Treacy, Korotov -
INSEAD 2008) acknowledges
the time lag between, learning,
internalising, gaining insight,
applying, and finally developing
skills. Approaches combining
cognitive, behavioural and
psychoanalytic (in so far as they
utilise Freudian primary
processes) have been
developed from the work of
Erickson 1980 in the
popularised form of Neuro
Linguistic Programming,
developed by Bandler and
Grinder, 1975. The practice of
NLP in executive development
is usually regarded as a useful
complementary approach, but
lacking in rigour owing to the
short training time required to
qualify and paucity of research
into its systemic application in
leadership development. A
complete range of development
approaches from those based
on sports analogies (J D Novak)
to psychoanalysis (Kets De
Vries) now exist and the
strongest common critique is
that of the lack of speed and
measurable effectiveness of
these approaches in achieving
sustained change.

We also note that approaches
vary according to the socio-

operate. German and French
approaches tend to de-
emphasise the importance of
the individual leader, favouring
collective and distributive
models, whereas Anglo-Saxon
models emphasise the
individual. In European circles
“transformation Leadership” is
often mischaracterised as heroic
leadership. Given the legacy of
European history this
cautiousness of charisma is as
understandable as it is
academically incorrect.
Bass,1999, clarified the
distinction between authentic
and pseudo transformational
leadership in ‘Ethics, character,
and authentic transformational
leadership’. Given the central
European political systems and
corporate governance
structures, it can however be
argued that an understanding of
collective approaches is helpful
when developing leaders in
those cultures. There seems
cross cultural commonality of
agreement to the notion of
leader as servant, and this was
elegantly argued by McClelland
and Burnham in ‘Power is the
Great Motivator’, HBR. 2000

Underpinning each approach is
the implicit assumption of
leadership integrity, and this
begs the question of ethics. This
topic is becoming increasingly
important in the financial
services and pharmaceutical
industries where changing
regulatory requirements
demand that the question be
asked with greater rigour and
Kanter, 2007 has researched
and written convincingly on the
topic.

INSEAD is a leading advocate
of the psychoanalytic approach,
as is Claire Huffington at the
Tavistock who published
Parkin’s seminal ideas in
“Working Below the Surface”.
2004. Behavioural approaches
have been extensively
developed by McLelland and
Burnham and Rosen. Moss
Kanter at Harvard has made
perhaps one of the most
significant contributions to the
field and she is currently
lecturing on the topic and
preparing a new book for
publication. Tichy 2008 at the
University of Michican has
recently published on leadership
judgement. We are pleased to
note that Satinover, 2001 is
contributing the development of
theory and practice in the field,
and his work on human
development, organisational risk
and transformation is highly
innovative.

Our current thinking

Having been early pioneers in
the field of developing
transformational leaders, our
approach has evolved in
response to the real world
demands of our clients (several
thousand individuals across the
globe from the worlds leading
firms) to a point where we now
have proven capability for
collaborative innovate design
and first class systemic
implementation, as measured
by both corporate sponsors and
individual clients. Our strength is
in the design and delivery of
leadership transformation
programmes which align to the
leadership competencies and
talent management strategies of
our client firms and which
deliver measurable business
results. Specific projects are
designed in collaboration with
our partners. This helps drive
innovation for both parties and
keeps us vital, creative and
competitive.

The profiles of our coaches
ensure that they able to engage
senior executives on a business
level, and work in depth with
them as required using basic
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same time as helping them to
develop and sustain the
behaviours required to engage
people, to develop staff into
leaders at all levels and to
achieve outstanding results. Our
recent addition of rapid cycles of
learning via selected and
elective use of digital camera
based feedback has closed the
gap between insight and
behaviour change often noted
by purely insight based methods
such as those espoused by the
Kets de Vries INSEAD school.
In contrast to such approaches
derived from clinical
psychoanalysis where the
clinician often has the luxury of
time our earliest work evolved
from practical psychodynamic

required to deal with real world
dilemmas, often in extremis.

In order to ensure that coaching
harnesses the natural human
process of individuation, and is
therefore not only effective but
also sustainable, we are
currently integrating analytical
psychological ideas into our
work. This differs from classical
psychoanalysis in that it
emphasises the process of
individuation, the human drive
for self-actualisation noted by
Weber in 1947. It also draws in
the ethical and human
developmental aspects of
leadership. The analytical
psychology approach helps to
obviate the risk of personal and

awareness and transformational
capability. Satinover, citing Pauli
one of the fathers of modern
physics states that “his
experience in particular reveals
in detail how it can open up
deep wellsprings of creative
thought during periods of
intense problem-solving”.

Only to the extent that
individuals transform are they
qualified and truly able to lead
transformation.

John O’Brien
Managing Director

Hanover Executive

Assessment and selection for senior executive roles
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The selection of a senior
executive for a top role is among
the most crucial decisions that
an organisation can make.
Senior executives carry huge
responsibilities and are
accountable to the entire
organisation and its
stakeholders. They have the
opportunity to materially
influence the integrity, strategy
and operation of the Company
and its financial performance.

At Hanover Executive we use
our extensive experience of
coaching and developing top
executives, gained over many
years, to provide to our clients a
premier service to assess and
select potential candidates for a
range of senior executive and
board level roles. Using a
combination of analytical,
behavioural and cognitive
approaches, we guide our clients
through a comprehensive
process, designed to select the
best candidate. This depth
psychology approach is applied
only by our most senior coaches,
who are professionally qualified
in psychological disciplines and
trained to assess the candidates’
values, traits, patterns and key
skill sets against the essential
elements of optimal performance
for the role in question. In a

world where candidates are
becoming increasingly
sophisticated, with
professionally written CV'’s and
polished interview
performances, our approach
can accurately and effectively
‘get behind the interview mask’
and de-risk the appointment
process.

After an initial brief is taken to
define the scope of the role and
agree the key competencies
required, the methodology of
the assessment and selection
process will be tailored
according to the client’'s needs
and the scope of the role.
Typically the methodology will
consist of a range of depth
psychology techniques and
tailored psychometrics
developed with our clients over
many years. This approach

e & e

helps to eliminate the hidden
risks in the appointment
process.

Once the interviews and
assessments are concluded,
the coach will produce a
detailed report with
observations about the
candidate, with reference to the
initial brief and the identified
competencies. Traits, values,
experience and skill sets are
examined, together with early
life history, learning attitudes,
motivation and any potential
development needs pertinent
to the role. A comprehensive
debriefing session with the
client to discuss the candidate
and the findings of the report
will follow. This formal debrief
ensures that consistency and
objectivity are maintained and
provides an opportunity for
recommendations to be put
forward in advance of the final
decision. At this stage, if
appropriate, a debrief will also
be provided to the candidate.

If you would like to discuss this
process with us and find out
more about how we can tailor
this service to the specific
needs of your organisation,
please contact the Hanex office
on +44 207 796 1566.
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strategic communication with
customers and/or stakeholders
and will employ the services of
marketing and communication
specialists to produce
communication plans for
external use. Many
organisations also understand
the importance of including
communication methodologies
in strategic planning. However,
few organisations approach
internal communication in the
same way. Often, internal
communication strategies are
developed reactively, only when
there is a crisis or specific event
that clearly requires addressing.

Developing an internal
communication strategy has
clear advantages. Many of the
world’s most successful
corporations successfully
implement an ICS over a long
term period; creating a
workforce that understands the
mission, goals and values of the
organisation. This brings
coherence to the workplace and
promotes coordinated action
and empowerment within a
common culture. A range of
formal communication methods
are used including;
communication through training
and development, written
communication and various
internal marketing initiatives.
However, informal
communications such as
management behaviour, day to
day decisions and new
initiatives implemented in the
business, set the tone and
culture of the business and are
recognised as the ‘real
communication tools’. So a
successful, comprehensive,
consistent ICS should include
both formal and informal

communication.

internal communication strategy
will vary depending on a number
of factors, one of the most
important being the size/level of
the organisation. In larger
organisations, internal
communication strategies are
usually planned and driven by
HR or OD teams. An effective
plan will identify: the goals and
ambitions of the company and
its strategic aspirations for the
future; what the people in the
organisation need to think, feel
and do in order to make those
goals a reality; employees
current perceptions, attitudes
and access to basic information;
what communication tools will
be needed and who will be
responsible for their
implementation; the resource
levels required.

Benefits of an internal
communication strategy

The ICS is primarily a tool for
managing how people in the
business think, feel and act in
relation to the organisation, their
role and their deliverables and is
most commonly used to support
delivery of the business plan by
providing:

+ Greater clarity of strategic
aims and ‘line of sight’
between personal deliverables
and corporate goals

* Improved focus on execution,
especially through reducing
the distracting effects of
change on performance

* Higher individual motivation
and desire to offer incremental
effort and increased
productivity

+ Stronger individual
commitment to the company
and better retention

* More accurate feedback from
the ‘coalface’ to the board to
improve decision making

- Greater organisational
cohesion and commitment to
shared goals

At Hanover Executive, we often
work with clients to assess
whether there is a business
case for structured investment
in internal communications. To
assess a business case, our
expert communication strategist
Caroline Ward will investigate
whether there are issues
regarding strategic clarity,
motivation, focus and alignment
which are widespread or serious
enough to impede the delivery
of corporate goals. If so, we will
then go on to recommend the
infrastructure and processes
which would deliver the highest
return in terms of improving
company performance and the
delivery of key performance
indicators.

Following best practice for
communications planning, we
use structured diagnostic
interviews to provide rapid,
objective analysis of the
experience of a particular group.
This qualitative interviewing
technique is a sensitive and
confidential process which
elicits highly accurate results.
As many of our clients have a
highly diversified workforce and
footprint, our communication
specialists will design a sample
that cuts across professional
levels, functional groups and
geographical boundaries. Once
the interviews are concluded we
then produce a report, usually
within one week of the
interviews being conducted. The
report will identify non-
attributable themes relevant to
the agreed survey issues and
the confidentiality of individuals
will be assured.
Recommendations for new
internal communications
processes and infrastructure
changes will then be submitted.
Initiatives can be implemented
rapidly and initial progress
measured within as little as six
weeks of agreement to the
recommendations.

If you would like to talk to us
about our approach and
methodologies, see our website
at www.hanex.com or call our
office on +44 207 796 1566.
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coaches work with the world’s
leading companies to overcome
their critical people challenges.
We help leaders to transform the
performance of individuals, teams
and entire organisations.

The diversity of backgrounds of
our coaches gives us the
expertise to tackle the most
challenging people problems, in
the most specialised industries,
anywhere in the world. Our
coaches are drawn from the top
ranks of a wide range of
professions, including bankers,
lawyers, industrialists,
management consultants and
entrepreneurs. Typically they will
have 15 years experience at
senior level in a major corporate,
board level coaching experience
and a professional qualification in
a relevant psychological or
organisational development
specialism.

Our coaches are business experts
with the experience to deeply
understand the relevant industry,
the specific challenges and the
people working in the business.
We are able to respond on a local,
national or international level and
where particular language
requirements are key; we can
introduce a coach who is fluent in
the required language and able to
work within or across cultures.

Working in Sweden and in the UK
from his base in Stockholm, Per-
Olof Eriksson, Principal Associate
with Hanover Executive, is a
highly experienced Chartered
Psychologist and executive coach.
He delivers leadership
programmes and career coaching

extensive experience in the
pharmaceutical, banking, IT and
aviation sectors and specialist
expertise in interpersonal and
corporate communication. He
brings a wealth of cross-cultural
experience to all the organisations
he works with.

Per-Olof’s impressive track record
makes him one of Sweden's most
experienced coaches and it is
from this position that he has
developed a unique niche market:
coaching Swedish speaking
expatriates and professionals who
are based in the UK, working for
either British or Swedish
companies.

Over many years of coaching,
Per-Olof has found that many of
his coachees feel more
comfortable and prefer working
with a coach in their native
language. Studies by international
experts frequently show that
native language is one of the most
influential factors in the learning
experience. Educationalists
universally agree that it is best to
teach a child in its mother tongue.
The choice of language of
instruction often evokes in people,
deeply felt opinions and raises
questions of identity, globalisation
and empowerment. Per-Olof
believes that ‘having coaching in
ones own language makes it
easier for the client to understand
what the coach is really
expressing, rather than trying to
interpret what he or she says’.
Similarly it is far easier for the
coach to fully appreciate what the
client is expressing.

Working in the same language of
thought and culture can also have
a huge impact on the emotional
and behavioural changes required
for coaching to succeed. Per-Olof
explains ‘at times the coaching
process may touch our innermost
feelings and it can be hard enough
to express that even in your own
language let alone in a foreign
one'. It can also enable the
coachee to place his or her own
culture in perspective when
dealing in a global corporate
environment.

Back at home in Sweden, Per-Olof
is the initiator and head of
Sweden's first academic course in
coaching in co-operation with
Stockholm University and the
initiator of the group ‘Coaching
Psychologists’. He is also on the
steering committee of the 1st
International Congress of
Coaching Psychology.

To find out more about Per Olof
Eriksson and his coaching
programmes with Swedish
Executives in London, please
contact us on +44 207 796 1566.
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Hala El Farouki Zeghari, based in
Rabat, near to Casablanca is lead
coach for Hanover Executive in
Morocco, working with senior
executives in major international
corporates. Hala gained extensive
experience in business; as a senior
manager in the industrial and
service sectors and has worked for
many years as a consultant and
executive coach; guiding CEQ's,
senior executives and teams
through times of significant
organisational change. She has
considerable expertise in
leadership development and the
human dynamics of change at

individual and organisational levels.
She also specialises in executive
effectiveness, assessments,
succession planning and high
potential development. Her
consulting experience includes
working with senior teams and
board members from a range of
industries including
pharmaceuticals, manufacturing and
banking.

Hala is a cross-cultural expert;
working with leaders and teams
from both the Arabic and Western
worlds. She coaches many
multicultural teams in Morocco,

comprising of people from countries
such as the US, UK, France, Algeria,
Egypt, Tunisia and Pakistan. Hala’s
approach is dynamic and is focused
on achieving tangible business
results across cultural and
geographical boundaries.

Fluent in English, Arabic and French,
Hala has published papers and
articles on management and
leadership and is active in
professional organisations and the
community.

For an introductory meeting with
Hala , please call +44 207 796 1566




