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Systems Leadership Transition:
Executive Coaching Case Study

Adherence to International Coaching Federation (ICF) Code of Ethics & Confidentiality: In strict compliance with

Section I (Responsibility to Clients) and Section IV (Confidentiality/Privacy) of the ICF Code of Ethics, all identifying

professional registries and proprietary brand titles of the client entity have been permanently expunged or genericized.

The parent acquiring entity, Danaher Corporation, is maintained strictly to contextualize the macro-systemic variables

acting upon the executive role. 

MACRO-SYSTEMIC CONTEXT SUMMARY

In the early 2010s, the global  life sciences tools and diagnostics vertical  experienced rapid consolidation

driven by workflow automation and high-margin reagent integration. Industry giants like Roche Diagnostics,

Siemens  Healthcare,  and  Abbott  Laboratories  competed  intensely  for  market  consolidation.  Within  this

ecosystem, Danaher Corporation executed its high-growth acquisition strategy, acquiring major innovators and

implementing the Danaher Business System (DBS) to mandate lean efficiencies and aggressive cost-cutting.

During this specific window, Danaher reported record annual revenues of $16.1 billion (a 28% increase) and

an  operating  profit  of  $2.6  billion,  utilizing  targeted  post-acquisition  synergy  metrics  to  drive  structural

containment across newly integrated business units. 

ENGAGEMENT PARAMETERS

Title of Executive Director, Global Project Management

Context Operating within a leading diagnostics innovator during intense restructuring. The

division suffered from severe role ambiguity and an ingrained "fear culture"

following unintegrated corporate acquisitions. A mid-engagement acquisition by

Danaher Corporation introduced immediate operational pressures, demanding

structural readiness for rigid global policies and cost-containment mandates.

Type of Coaching Individual Systems Executive Leadership Coaching integrated with Group/Team

Systemic Analysis (ORA Model & AQAL principles).

Length of Engagement 8-Month Formal Coaching Engagement

Framework & Validation Short-term tactical issues were isolated from long-term vertical development via

the ORA (Organization, Role, Authority) framework. To validate the executive's

self-perception against organizational reality, a qualitative 360-degree interview

diagnostic loop was deployed. This process surfaced a core systemic paradox:

while the executive demonstrated exceptional technical execution and task
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management ("doing mode"), their leadership efficacy was heavily throttled by the

anxiety of parent-company cost-cutting mandates.

WORK INVOLVED

The "Balcony" Pivot: Moving the leader away from a compulsive problem-fixing loop to observe the

system’s cultural cross-currents and power dynamics.

Vertical Mindset Transformation: Deconstructing identity attachments linked to a fear of failure to expand

collective creative capacity under organizational stress.

Team Architecture Redesign: Conducting a comprehensive group analysis to guide a fragmented global

network into a self-managed, centrally integrated operational team.

Upward Stakeholder Management: Coaching the executive to establish upward boundaries ("managing

the boss") and execute vision-led strategy within fixed structural budget constraints.

ADDED VALUE & QUANTIFIABLE OUTCOMES

Shifted the division's  narrative  away from reactive  process tracking toward proactive,  human-centered

systems leadership.

Centralized the Global Project Management team's identity, embedding them directly into all major multi-

million euro integration projects.

Prepared  the  leadership  layer  to  assimilate  aggressive  policy  transitions  and  structural  shifts  without

operational disruption.

Instilled a cultural baseline of "courageous conversations" to manage the creative tension between macro

financial realities and strategic team milestones.

THE UNIQUE SELLING PROPOSITION (USP) FOR SCALING LEADERS

Execution = Alignment × Mindset × Capability. Most executive coaching treats leadership as an isolated

horizontal skill set. Our systemic approach recognizes that true leadership capacity cannot step beyond the

limitations of the executive's underlying consciousness. We build the "developmental scaffolding" that

bridges individual psychology with complex team dynamics and objective investor metrics simultaneously.

We do not just fix individual business performance; we scale the collective subjective intelligence required to

survive corporate transformations and cross organizational growth chasms without structural buckling. 
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