
AW Ep. 3 Final 

[00:00:00] Intro: welcome to the advancing women podcasts. We're ambitious women come 

together to challenge the status quo, advance their careers and up-level their lives. The 

advancing women podcast is hosted by gender equity, expert and executive coach Dr. 

Kimberly de Simone. Welcome warriors to the advancing women podcast. 

[00:00:25] Kimberly: I am so thrilled to have Danette sitteth with me here today, as we 

discuss processes, models, and tools for advancement, and that is a certified executive coach 

with expertise in leadership development, career planning and emotional intelligence. And 

clients choose to net because she helps them create sustainable change and critical growth 

areas of their careers. 

[00:00:46] She is a coach that I trust and have worked with professionally to achieve my 

professional goals, including launching this podcast. So I'm really excited to have you here 

today to share your wisdom and guidance. Thank [00:01:00] you so much, Kimberly. I am 

excited to be here. I am passionate about the topics that you cover and it is my privilege and 

honor to participate today. 

[00:01:09] Denette: Thanks.  

[00:01:10] Kimberly: Oh, you're very welcome. So let's jump right in and I want to first talk a 

little bit about why processes and models and tools are really important. One of my favorite 

quotes is from James clears, 2018 book atomic habits, and the quote is. You do not rise to 

the level of your goals, but you fall to the level of your systems. 

[00:01:31] And for me, this really rings true. I mean, we spend a lot of time creating a goal, 

but that's, in some ways, almost the easy part. If you, if you think about it, people often have 

the same goals. I mean, every Olympic swimmer. That gets into the pool has the same goal 

to win all competitors want that. So it's not the goal necessarily that distinguishes the 

outcomes. 

[00:01:52] It's really more the habits, strategies, and systems that we implement that impact 

that goal. I know for me as a professor, [00:02:00] I found that when students aren't 

succeeding, it's rarely because they're not goal-driven. They're in a master's program. The 

goal is very specific, timely, and measurable. They want to learn, they want to grow. 

[00:02:10] They want to achieve that master's degree in order to help them get ahead in 

their career and to level their lives. But it's often the systems, the strategies, the habits that 

make the difference that either lead them to rise to the goal or fall short. And I know dinette 

as an executive coach, I'm sure you see this as well. 

[00:02:29] Denette: Yes, absolutely. With clients that I work with, they're already highly 

driven individuals who have achievements, but they haven't reached all of their goals. As 

you said, that plan and the process in the middle, between point a and point B is really 

what's critical to the success and reaching that final accomplishment that they're currently 

going for or whatever. 



[00:02:55] There. Passion and pursuit is that they, they want to [00:03:00] accomplish. Yeah, 

that makes sense. I mean, if you were to have a half hour, an hour long session with a client, 

I mean, how much time do you think you really spend saying what's the goal of the session 

versus how much time you actually spend in terms of actionable systems, steps, and 

strategies to get to the goal? 

[00:03:17] I would say we probably would spend, you know, maybe 10 to 15% of the time 

because having the goals very clear for the client is critical and understanding why it's 

important to them and what value it will bring for them. But then we have to spend the rest 

of the session. Coming up with the plan that they need to accomplish that goal and make 

sure that we've got the measurable outcomes and the systems in place to make sure they 

achieve that. 

[00:03:46] Kimberly: Exactly. Excellent. So in my earlier podcast, I've talked a lot about the 

many barriers and biases and patterns that create barriers for women wanting to advance in 

their careers and up level their lives. [00:04:00] And I also talk about the importance of 

identifying the problems. Really looking at those patterns that just are not serving us and 

everything that happens can be used to serve you, or it can be used to sabotage you. 

[00:04:12] And so what we want to do with the advancement model is use it as a way to 

interrupt bias patterns in ways that help serve versus hinder our efforts to advance and 

succeed in achieving our goals.  

[00:04:25] Denette: You know, one of the most important things around this is 

understanding how our brains work and where we are just reacting versus responding, 

especially when we have triggers from things I know on your previous podcast, you 

mentioned, you know, if you get stung by a bee once versus over and over and over again, 

and we develop those patterns and habits in our lives. 

[00:04:47] And so it is very important to understand where we're just reacting versing versus 

choosing. To respond.  

[00:04:55] Kimberly: Yeah, I think that's an excellent point. It really is grounded in the 

[00:05:00] neuroscience of the slow brain versus the fast brain. And if any of our listeners 

have read Daniel Kahneman's book thinking fast and slow, he talks about how fast thinking is 

kind of unconscious, emotional and instinctive. 

[00:05:13]But it can result in those snap judgments. And sometimes. You know, in the case 

of biases, prejudices, and things of that nature and slow thinking is more work for our brain 

and consumes more of our resources, but it allows us to kind of evaluate and understand 

better the patterns and things that are impacting what is causing the issue, the unconscious 

biases and those types of things. 

[00:05:38] And I'm sure as you can imagine can be exhausting sometimes for women who 

constantly need to. And navigate those hidden or maybe potentially invisible barriers. In 

some cases, I couldn't agree more.  



[00:05:50] Denette: I think really identifying what patterns were using and how they're 

serving us versus not serving us is the key to the next [00:06:00] step for people to move 

forward in accomplishing their goals. 

[00:06:03] Kimberly: So that's really an excellent segue into the four PS advancement model 

that I created, which can be a highly effective tool. And a lot of what we're going to talk 

about is going to seem a little bit intuitive, but it's really kind of wrapping our mind around 

the process. So that we can start to bring our slow brain into the process of navigating, you 

know, the barriers and the hindrances so that we can look at these patterns and ensure that 

they are serving us and not hindering us. 

[00:06:30]So this for those interested in looking and having a visual, you know, you may 

want to pause here and just go to my website, www dot advancing women, podcast.com. 

And click on the part of my site. That is the four piece advancement model. And you can 

actually see the visual in front of you. I know for a lot of people who think visually that will 

be helpful. 

[00:06:50] The model focuses on problems, patterns, processes, and proficiency, which is 

where the four-piece come from. So I think we'll start with problem [00:07:00] and this may 

seem kind of self-evident or obvious, right? You've got to establish and identify the problem. 

And so the issue with that is we don't always identify with the problem. 

[00:07:09] Sometimes we identify the. Outcomes of the problems. So we need to really get 

to the heart of what the problem is, and then take it a step further and think about how the 

identified problem is situated within the larger social organization, organizational and 

cultural constructs. So a person may say, well, the problem is I'm not valued. 

[00:07:31]And at the end of the day, that may be the. A feeling that you have with the actual 

problem is that you are not seeing the types of advancement that you had hoped to see. 

And then your thoughts about that are okay. Maybe I'm not as valued. So we need to really 

ensure that we're identifying the right problem, that we understand how our problem fits 

within the larger construct of the organization. 

[00:07:52] And then we move into the second P, which is that pattern recognition. Okay. So 

we look at. The problem. And we say, okay, [00:08:00] so here's the problem. Maybe I'm not 

advancing. Maybe I've been passed up for a promotion or I didn't get the raise that I had 

hoped for or whatever that is. And we have to sit there and say, well, what are the patterns, 

the antecedents, the barriers, the assumptions, the fallacies, all of the things that could be 

impacting this and could be causing us to To need to intervene in some ways and kind of 

disrupt those patterns. 

[00:08:24] And to that, I didn't know if you wanted to weigh in on this.  

[00:08:27] Denette: I would love to Kimberly. This is one of the opportunities when you're 

looking at achieving goals and advancement to take time, to spend with emotional 

intelligence and really understand where your emotional reasoning is coming from. Are you 

using facts? 



[00:08:46] To augment your emotions when you're making your decisions so that you can 

have an expansive decision process and not just jump to conclusions. That's one of the 

things that resonates for me. When I think about [00:09:00] your model with the, you know, 

solving the problem and the pattern recognition, what are you just doing by default? 

[00:09:06]That isn't serving you, if you were to pause, which is one of my favorite P words is 

to just pause and really, you know, think about it from a responsive point of view versus just 

a reactionary point of view.  

[00:09:19] Kimberly: I love that. It really actually is a great kind of Bridgeway between 

identifying the patterns. 

[00:09:25] And the barriers or the problems and that process part disrupting the patterns 

and sometime disrupting the pattern is looking at what's happening on the outside and how 

we respond to it. But sometimes it's about thinking about how we are thinking about it, and 

you really alluded to that. And so. 

[00:09:40] The process for me, I call the TKD process and it's really simple. It's what you 

think, what you know, and what you do. I think Danette that your point is spot on and that 

we have to distinguish what we think we know or what we feel from the facts. So people 

might say this problem is that I'm not valued, [00:10:00] but that's an interpretation of a 

fact. 

[00:10:02] So if you did not get promoted, that is an undeniable fact that we can all agree 

upon the reasoning behind that is your own interpretation and your own thoughts and the 

meaning that you've applied to why that problem exists. So that is why that whole, what you 

think, what, you know, what you do or mindset, skillset, tool set is so important. 

[00:10:22] Is this a mindset? Thing where I have to think a little bit differently or other 

people are thinking in a way that isn't serving me, or is this something that I need to work on 

from a skillset specifically? Or are there certain tools that I need to implement that I don't 

have in place that are going to help me to address the problem at hand and transcend those 

barriers and interrupt those barriers? 

[00:10:46] Denette: One of the things can really, that I think can be helpful from a process 

perspective when you're talking about barriers and pattern recognition. I think of it in terms 

of perspective, if you're standing face to face with somebody you're looking in one 

[00:11:00] direction and they're looking in another. So if you're in a valley, somebody could 

be looking at a lake and somebody else could be looking at a mountain. 

[00:11:07] Whereas if you're standing shoulder to shoulder, You're sharing their perspective 

and their point of view. You're seeing what they're seeing and have that same opportunity 

to assess the value of that information, to what you're trying to accomplish.  

[00:11:22] Kimberly: I love that visual, actually, it really makes a lot of sense. 

[00:11:25] And it really speaks a little bit to being mindful of the narrative around the 

problem that we create. Are we creating a narrative that serves us or a narrative that 



somewhat sabotages us to some degree? We have to kind of detangle what we actually 

know from what we feel and that's in no way, discounting people's feelings. 

[00:11:46]Everyone's feelings are absolutely valid, but they're different from the 

indisputable facts in many cases. So I'm not feeling valued is a feeling that emerges from a 

certain fact, potentially, maybe you didn't get the raise or the promotion, but your 

[00:12:00] interpretation. And to your point, do not where you're standing in, the way you're 

looking at, it may be a part of that. 

[00:12:05] And so a big part of what you think, what, you know, what you do is what is the 

part about what you do. And I think some of that is how you react. Or are you reacting, are 

you acting or are you not acting really? Those are the three choices. And I think a lot of what 

you talk about with emotional intelligence has to do with whether we choose to react, not 

react, or just take action. 

[00:12:27] Denette: Yes, absolutely.  

[00:12:30] Kimberly: So, like I think about each person's different. So when I don't feel 

valued, what do I do? So some people, when they don't feel valued, may overreact they may 

be very offended and be very vocal about it. Other people may detach or disengage other 

people may push harder. Some people may pivot. 

[00:12:49] So there's a big part of. The process of disrupting the patterns is thinking about 

which part of it is it the way I'm thinking about it? Is it [00:13:00] actually what I know, do I 

actually need to learn in a few different areas or grow certain skills? Or is it tools, do I need 

to engage in additional resources or connections or whatever it is to help ensure that I'm 

getting to where I'm getting. 

[00:13:15] And a lot of times it's a combination, right? So we may know certain things and 

have certain skills, but the perception may be, I've talked to women in finance and those 

types of areas who have said, you know, people see me as being very creative, but not 

necessarily as savvy financially and I'm in a financial institution. 

[00:13:34] So that's a disadvantage to me and I want to use. My, my skill of being very 

creative, but I need to position myself differently in my narrative to make people see and 

understand that I am also very financially savvy. And so sometimes it's just a function of kind 

of detangling all of those pieces between what you think, what you know, and what you do, 

and trying to understand which areas need focus in which [00:14:00] areas I think can help 

drive us. 

[00:14:03] Denette: I think when you look at proficiency too, in your model, think know and 

do, when people want to advance Kimberly, it's really important to make sure that we know 

what the organization values, because oftentimes we do things because we're good at them, 

or we like doing them, but it may not be what's needed in order. 

[00:14:24] To make those who are making the decision feel that we have the competencies 

or proficiencies that we need and understanding what is that skillset? For the position that 



we're seeking and really be purposeful. I guess my takeaway from that is in the proficiencies 

that we're developing, we need to be purposeful about that. 

[00:14:45] Kimberly: I mean, you've added a couple new PS, so I've got my problem pattern, 

process, and proficiency, but you've added pause and you've added purposeful, and I think 

they're all excellent additions to the model because I think you're exactly right. And it really 

goes back into the problem, which is how is [00:15:00] my identified problem situated within 

the larger. 

[00:15:02] Organizational constructs. Right? So what do I need to do for people to see me in 

a particular way that maybe they're not seeing me in? And sometimes this is where these 

biases that I've talked about in the past really come into play because a lot of times the 

perceptions people have are not necessarily well founded. 

[00:15:23] And if we see that and we can understand that a person doesn't necessarily. Look 

at our behavior the same way that they might look at another person's behavior. And 

therefore we have to kind of note that and intercede, and I'll give you an example. One of 

the biases from last week we talked about for the purposes of illustration was the tight rope 

model, right? 

[00:15:45] That, that. Kind of balance that we have to have between being liked, but also 

being seen as competent. And the research is pretty clear on this, that this can be more 

problematic and difficult for women. So in business and in other [00:16:00] organizations, 

Domains people are much more accepting when a man is more decisive. 

[00:16:07]And even maybe what might be considered aggressive and there's less 

conversation about, oh, but are they nice? Or how did they make me feel good? And yet 

with women, we see different kinds of things. Right. We see people seeing us a little bit 

differently. And so when you know this. And you're armed with this. 

[00:16:24] And this goes into then the overlap of proficiency and some of those manifesting 

those super skills that grit and that anti-fragility, and that resilience to say, okay, I am aware 

of the barriers and the biases that are in place here, and I'm not just going to keep letting 

them. Get in the way. And I know that there are small things unfair or not that I can do to 

help with that. 

[00:16:47] And I think some of the language even like apologizing or considering times 

you're apologizing when you've really done something wrong. Versus say, when someone 

else has made a mistake and I've done [00:17:00] this myself, you know, somebody doesn't 

get something right. That I've asked them to do. And I find myself occasionally saying, I 

should have made that clearer when they got it wrong. 

[00:17:07]I did this the other day with somebody in a different time zone. I said, you know, 

2:00 PM Eastern standard time. And they, and then when we got together, they were like, 

oh, I was thinking an hour from now. And I kind of found myself apologizing and I thought, 

no, that's. That's undermining, right. That is actually going to be as a hindrance for me in a 

way that it may not be for a male counterpart. 



[00:17:28] And I don't know if you've ever had an experience like that yourself to not, but I 

think it's something we have to be mindful of. This is one of my you know, if you think in 

terms of Dave Letterman's top 10, you know, my top 10 list, things like I coach clients on, 

especially women, clients is to stop apologizing. 

[00:17:48] Denette: We really don't have anybody, but ourselves to blame for this. I think it 

well maybe, and the people who raised us, I don't know, culturally, you know, we, we way 

over apologized. And it's, it [00:18:00] does not service. It absolutely does not service. If we 

pause back to, you know, one of my favorite P words is to pause and reframe that the way 

that I, I coach my clients is to think about what did you learn, articulate that and what are 

you going to do differently? 

[00:18:17] So instead of saying, I'm sorry, you can say, I really appreciate you calling that to 

my attention. I learned that didn't work. And next time I'm going to do X just as an example. 

No, I think that makes a lot of sense, right? It's like, I'll, I'll make it more Claire. Next time. I'll 

make it clear by having both times zones in there west coast time, Pacific standard time, as 

well as east coast standard time. 

[00:18:43]But you know, please, please stop apologizing. It does not serve anyone well. And 

there's no way you can. Hurt somebody's feelings by not apologizing because you're just 

going to do it anyway. If I tell you to stop doing it right, and [00:19:00] even cut it back just 

three to 5%, it could have a huge, positive impact on their advancement. 

[00:19:07] Kimberly: Yeah. And I think to pull in you know, I will actually challenge the idea 

that sometimes we have no one to blame, but ourselves you know, in previous podcasts I've 

talked about, there are a lot of things that we have kind of been conditioned to do because 

when we don't do them, people just don't think we're nice enough. 

[00:19:23] Right. And so there's a certain amount of women being made to feel like they 

have to apologize. And so they do it. And so that's a pattern of bias that then we have to 

interrupt. We have to say, you know what. I'm just not going to do that anymore. I 

understand that society expects me as a woman to be more polite that I'm supposed to be 

more nurturing and apologetic and all those things. 

[00:19:44] And I'm just not going to do that because to your point in that it doesn't serve 

me. And I'm certainly if I'm a jerk, I'm going to say I'm a jerk. If I should apologize, I'm going 

to apologize this. Isn't no way to say don't apologize when you've actually done something 

wrong. This is about not apologizing when you [00:20:00] actually haven't done something 

wrong because you feel that it's some kind of a social lubricant in terms of making things 

more comfortable or taking the weight of the discomfort off of the shoulders of others. 

[00:20:10] And I think women are kind of taught very early on to try to. Make others more 

comfortable and that some of the ways we can do that. And, and to your point, it can really 

be at a disadvantage for us. And the same is true. I think of accepting compliments. The 

research really shows that women's accomplishments are often attributed to luck while 

men's accomplishments are attributed to talent. 



[00:20:33] And so when people give us a compliment, it's very common for women because. 

We are again, conditioned to be like we're team players, and you don't want to seem 

conceded, or you don't want to seem like you're full of yourself. And these are the kinds of 

words that men don't hear as often. And they're not as conditioned to hear. 

[00:20:49] And so you deflect the compliments and someone might say, we'd give a great 

presentation. Oh, I think we all did really well and I couldn't have done it without the help. 

And there's nothing wrong with that. It's good to acknowledge other people. But I think 

[00:21:00] disrupting that is saying things like, thanks. 

[00:21:01] I worked really hard, so I appreciate your feedback and recognition, you know, 

accepting that compliment, but also understanding the biases and the patterns that we have 

kind of been, you know, again, we look at them, we see them and we say, okay, I get it. My 

inclination towards this. I understand that I've been conditioned to a degree, but I am now 

going to deflect that because I reject that if I accept a compliment that somehow that means 

that I'm in some way being conceited or not appreciative I don't have to accept that 

narrative any longer. 

[00:21:32] Denette: Yeah. And, and I appreciate that opportunity to clarify my statement, 

Kimberly, usually when I'm in a work environment, in a professional environment, people 

aren't expecting us to apologize for little things or even mistakes. Right. Right. That's part of 

the learning process is I do think it is cultural where. 

[00:21:54] Women primarily have been conditioned to over apologize. [00:22:00] And I think 

that the thank you is the other half of that coin. We can't just say thank you when in fact just 

say thank you. You're serving yourself much better. Absolutely. If you feel compelled to give 

of credit to your team, by all means, do that. 

[00:22:19] What I also coach people to do is don't hesitate to promote yourself. If you want 

to get promoted and feel free to call attention to your contribution, it is not bragging. If you 

say thank you. I worked really hard, just like you said. And if we love that, Promoting 

ourselves. We've, we've been conditioned to believe our work speaks for itself. 

[00:22:45] And guess what? It just does not. You're absolutely lost in the noise. And if you 

want to be purposeful call attention to the things that you have done well, and it will be 

remembered by those you're looking to [00:23:00] promote you.  

[00:23:01] Kimberly: Absolutely. And, you know, I think about the target rope bias too, you 

know, that idea of, you know, as women culturally being liked, right. 

[00:23:09] We have to make sure we're liked versus just being competent. So there's a lot of 

little things. Every domain. We see this in the research where women take on certain kind of 

housekeeping. I call it office housekeeping or service oriented. So in academia, you know, 

women tend to serve on committees that are helpful and serve others, but don't necessarily 

serve their promotion. 

[00:23:29]It happens in. Corporate environments and a lot of different areas. What I refer to 

as those service oriented, nice girl projects that just do not move the advancement needle, 



but take up valuable time that could better be spent choosing the types of projects that do 

move the needle that serve our advancement goals. 

[00:23:49] As we talked about before the efforts that. Put you on the radar in terms of what 

is valued and rewarded in your organization. And I think it's interrupting that kind of 

[00:24:00] voice in our head that has always said, well, how are you helping? How are you? 

You know, for many years, men have been climbing the ladder and women have been 

holding it steadily in place for them to climb. 

[00:24:10] And so you know, we're constantly fighting against that, that narrative. So I think 

we have to be mindful of those kinds of things as well. When we're in in those types of 

situations, I agree Kimberly, and one of the things that can be really helpful and I've used 

this in my own career quite a bit. 

[00:24:28] Denette: I have been accused of being too direct since grade school, my first visit 

to the principal's office was because I was too direct with my teacher. So it is something that 

I've worked on. The, you know, battle of being assertive versus being aggressive and men 

never have to be faced with that. 

[00:24:46] Whereas women often are, if you're somebody. You know, when you're listening 

community who struggles with that, and they care a lot about being liked. One of the ways 

to overcome that is to [00:25:00] have somebody, a person who is around you on a regular 

basis, that you can rely on to give you that generous, direct feedback. 

[00:25:11] And let you know, I'm going to say the B word, you know, let you know if you're 

being You know a bitch right now.  

[00:25:16] Kimberly: Absolutely. I said in my last podcast, how are you? Are you a 

competent bitch or a really nice person? We often have to feel like we have to make that 

choice. And, you know, I don't want to be either a bitch nor do I want to be in competent 

and men can be competent. 

[00:25:30]And. Be aggressive and kind of look out for themselves and when we expected it 

and, you know, I use the example in my last podcast of, you know, the movies where you see 

like the Wolf of wall street and look at this guy who was like revered for being so aggressive 

in zero sum and win, win, lose, you know, I win you lose. 

[00:25:47]But any. Narrative or movie or depiction of a woman in that role, it's always kind 

of cat fights and queen bee and not looking out for other women and men rarely say, well, 

are you looking out for other [00:26:00] men? And you know, what kind of a man doesn't 

look out for another man, you don't hear that very often, but you, you constantly hear look 

out for another woman. 

[00:26:07] And I love that you say, you know, you remember hearing it even when you were 

younger, because so many of the exact qualities that. People see in men that they say, wow, 

this person's going to be so successful. And they've really got the kind of. Ambition. And that 

really steadfast decisiveness are the same things that come across as, you know, difficult to 

get along with, or, you know, sharp elbows and those types of words. 



[00:26:33] And, and we do have to totally disrupt that and say, yeah, that's not working for 

me anymore. I don't like that narrative and. To your point. I think finding people that can 

help you. And I think that's part of the process of this podcast. Hello warriors. We are your 

people. We are here to tell you that you are not too much. 

[00:26:53] You are absolutely not too much. And you know, you're going to hear that you 

are, but you need to, you know, refocus [00:27:00] and, and readdress the narrative in a way 

that it serves you. And I can think of so many examples where I've had to do that, where I've 

gotten into Debates or I, you know, I'm, I'm having a conversation with someone and all of 

the sudden I'm feeling like. 

[00:27:16] All of those kinds of biases are coming into play. I was thinking about a 

disagreement. I, I had at work a few years ago, but I think every woman listening, every 

woman who's ever had a debate in the workforce has had this situation. So I'm having this 

debates and I'm presenting my side and the man I'm talking to is saying calm down. 

[00:27:37] You're being defensive. So that whole calm down, right. You know, you rarely 

hear men hearing, you need to calm down. It's just, it's not as, as much a part of the kind of 

language of leading and managing men as it is with women. And I was by no means 

unhinged. I was calm and I was presenting my points logically, but the problem was 

[00:28:00] he was losing the argument and decided to play the. 

[00:28:03] You know, you're an emotional woman card. His narrative was calmed down and I 

felt all the things, right. It comes rushing flooding back in, you know, like your time in the 

principal's office. Oh my God. Am I being too aggressive? Am I being, and I, I just took a step 

back and I said, no, I'm going to interrupt this. 

[00:28:20] I'm going to interrupt this pattern. And I, I just said, why are you telling me to 

calm down? Do you feel like you are losing control? Because I knew I wasn't losing control. 

So I was trying to understand and get him to understand when you say calm down, I'm not 

sure what you mean, cause I'm calm. So perhaps you feel that you're losing control of the 

situation. 

[00:28:39] And then with his narrative, you know, you're being defensive. I said, no, I am 

being defending defensive is dismissive of your viewpoint and I'm not dismissing your 

viewpoint. I'm just presenting and defending my. Counter viewpoint. I read a bustle article 

recently and it said that the tone policing of women is so ingrained in our patriarchal 

[00:29:00] society. 

[00:29:00] That plenty of men probably don't even know why it's so darn infuriating to us. 

Just because your tone police, or doesn't think whatever you're discussing warrants, an 

elevated response, it doesn't mean that necessarily you have to adapt to their prescriptive 

bias of how an argument should be presented. 

[00:29:16] And there's a bias called androcentric bias, which is where the male is the default. 

And when you're in a conversation like that in the male starts to say, well, I'm going to set 

the. Criteria for how this is a good debate. I'm going to decide what the tone is, and I'm 

going to decide how emotionally charged it needs to be. 



[00:29:34] It becomes kind of that power struggle. And I think, you know, owning our 

narrative and saying, I hear you. And I feel the things I feel, but I'm going to disrupt this 

narrative because when I think about it, clearly I recognize and see the biases. And again, the 

whole point of seeing the biases is not to complain or be a victim. 

[00:29:51] But to say, when I see them. I can acknowledge them and I can understand, okay, 

there's that bias. It's making me feel, you know, the way [00:30:00] it's sometimes it makes 

me feel, but how can I interrupt that and come back in with a narrative that I actually think is 

more accurate in terms of the situation at hand. 

[00:30:11] Denette: I think the way that you handled that can really is such a powerful 

lesson. The power of questions. Getting back to my earlier reference on emotional 

intelligence, where we can establish that emotional reasoning, gather facts, get information, 

be aware of others. We are so conditioned to just respond to things. 

[00:30:36] That we are told. And I, and I do coach clients on this. Also it is perfectly 

acceptable and often advisable to respond with a question don't just perform as you're 

being directed or expected, but ask a question so that you understand what's really driving 

the things that are being said to you. To your point so that you [00:31:00] can control that 

narrative and have it benefit you because at the end of the day, what we want your listeners 

to walk away from this conversation is you have the ability to influence and impact your 

advancement. 

[00:31:12] And if you ask questions and you take control of that narrative and you really 

understand what's bothering them, then you can respond in a more effective way to 

accomplish your goals. Absolutely dinette very well said.  

[00:31:27] Kimberly: I love that it actually speaks wonderfully and directly to the fourth P 

and the advancement model proficiency in terms of how we manifest those super skills. 

[00:31:38] And I think when you talk about things like emotional intelligence that women, 

the research shows women are notably strong in areas of emotional intelligence. And here's 

the thing it's unfortunate that we have to deal with these constant barriers and biases. But 

the good part of that is that we're constantly having to hone those skills. 

[00:31:58] So we have the super [00:32:00] skills, often times of grit. You know, getting 

knocked down, picking ourselves back up, anti-fragility getting stronger and stronger as we 

overcome these obstacles. Right. We, we realize how much more bad-ass we are. 

Sometimes. I just think every woman out there, every warrior listening, who is successful, do 

you even realize how many barriers that you have had to overcome every day to be where 

you are and how. 

[00:32:23] Just incredibly powerful. That is, but also things like communication skills and 

taking the time to let that slow brain in and using those emotional intelligence skills that 

tend to be so strong with women in part, as a response to having to hold them all the time, 

because we have so many more circumstances where we have to do that. 



[00:32:43] And I see, I think, you know, sometimes the proficiencies we need. To gain or to 

get ahead are very specific. Study skills are very specific areas of growth that we need to 

look to. But often times it's actually manifesting skills. We already have using that slow brain 

[00:33:00] using that emotional intelligence, that grit, that resiliency, that those kind of 

super. 

[00:33:05]Communication skills that we have had to become so good at over time and 

saying, you know, maybe they came about from an unfortunate, unfair inequitable 

circumstances, but they are still part of my super skills and my tool belt. And they are tools 

that I have access to at any time to help kind of transcend those barriers and advance and up 

level. 

[00:33:30] Denette: That's the beauty of emotional intelligence. It is 100% learnable skills. 

And by and large women have the talent. To use those far more effectively because we do 

have some of those innate gifts of around being empathetic towards other people that some 

other people may have to learn. You know, oftentimes it's men you know, they don't 

necessarily have that same. 

[00:34:00] [00:33:59] Empathetic tendency. They haven't needed it. I mean, not allowed to 

and speak without there being all kinds of interpretations of, are you this enough? And are 

you that enough? You actually don't have to hone those skills, which is kind of what I mean.  

[00:34:12] Kimberly: And I think you're absolutely right. Like sometimes those negative 

biases or those barriers can actually help us to become stronger and better. 

[00:34:20] And I do think that's why I did not. We see some of those patterns and I love that 

that's such a focus. It's probably part of why I come to you. When I, myself, as a person who 

coaches, I have turned to you, even with launching this podcast to say, you know, kind of 

help me understand how my emotional intelligence and my super skills can help me get over 

the barriers, whether they're, you know, my mindset, my skillset, or my tool set, what do I 

need to do here? 

[00:34:45] Denette: I think that being able to take those talents that are innately in us and 

apply a higher level of. Tools that you've mentioned really does give you that [00:35:00] 

super power can relate. And it's been a pleasure working with you because you have such a 

goal oriented proactive, dynamic personality. Anyway, that it's, it's really enjoyable and fun 

to help you accomplish those goals, but taking what you already have, you know, for your 

listening community and putting some. 

[00:35:22] Intentional use to those can be so powerful and how you help yourself, but the 

role model that you're going to be for other people in the room watching you. And there's 

nothing more satisfying oftentimes than empowering others. To do things better than we 

would have done it ourselves, you know, kind of to begin with. 

[00:35:45] And that's where I really want to say congratulations to you on your podcast. 

You've done such a great job of bringing this literature and information to the forefront and 

helping people get better at things that, you [00:36:00] know, make a difference for them.  



[00:36:01] Kimberly: I have to laugh because I almost just responded with, well, I couldn't 

have done it without the help of people like you. 

[00:36:08] And I realized that that pattern and I thought, well, thank you, Jeanette. I'll take 

that. I've worked really hard to make this happen. And I do acknowledge though those 

who've helped me get there. So I think that that's it's wonderful to see sometimes how 

those lessons are there all the time. And we have so many opportunities to practice these 

types of. 

[00:36:27]Models and patterns. And as I said, the four advancement model for me has been 

so helpful myself when I use it when I work with students or clients or others on it, because 

the idea and every episode I have kind of a manifesto. Statement. And today I'm going to 

steal my manifest statement from James clears, which is you do not rise to the level of your 

goals. 

[00:36:49] You fall to the level of your systems. And my hope is that you will use systems. 

Maybe it's this model, maybe it's this tool, but any of the tools that are necessary [00:37:00] 

to kind of disrupt. And to recreate the situation in a way that serves us, I think is the ultimate 

goal. So with that, I do want to say, thank you so much, Jeanette, for joining us here today. 

[00:37:13] I love your energy. You have such great insight, and I would love to share with our 

listeners where they can find you, if they want to learn more about you or more about your 

coaching. Great. Thank you for the opportunity. It has been my pleasure to be here. You can 

find me on LinkedIn. It's dinette, D E N E T T E Sudduth S U D D E T H. 

[00:37:34] Denette: I am at Danette at Sudduth Inc com and my website is www dot 

Sudduth Inc com. Thank you for the opportunity.  

[00:37:45] Kimberly: You're very welcome. And I will make sure that I put that information in 

the notes of this podcast. And I thank you. And I thank all of our listeners today for spending 

time with us and continuing to work as warriors do towards that goal of advancing and 

[00:38:00] upleveling their lives. 

[00:38:00] Thank you all for all you warriors listening, who want to continue to transcend 

barriers and thrive. You won't want to miss next week's episodes. So make sure to hit that 

subscribe button. For more resources to help you transcend and thrive, you can visit my 

website, www.advancingwomenpodcast.com and connect on Instagram at advancing 

women podcast. 

[00:38:24] I love getting your feedback and ideas on topics. You'd like to hear me cover in 

more depth or new topics. You'd like me to explore. So please email me at. Dr. D 

simone@advancingwomenpodcast.com with your ideas and feedback. That's D R D E S I M O 

N e@advancingwomenpodcast.com. I just want to thank my producer, Joe Jacobs, the audio 

warrior, who wrote the music for this podcast. 

[00:38:53] It's totally bad-ass and I love it. And a huge thanks to Heather Harris, the creative 

warrior who designed the advancing [00:39:00] woman podcast logo. And thanks to all of 

you for joining me here today. 



 


