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‘When I developed IFS, I knew that I could only take it so far.  
So I’m thoroughly honoured that Cassie Goodman, 

a wonderfully talented teacher and writer, with extensive 
corporate leadership experience, has written this book that will 
inspire so many leaders to access their true selves and love their 

parts in ways that I never could. Cassie, I’m so grateful! 
Being True is a must-read for all leaders.’

RICHARD SCHWARTZ, PH.D., DEVELOPER OF INTERNAL FAMILY 

SYSTEMS, ADJUNCT FACULTY, DEPARTMENT OF PSYCHIATRY, 

HARVARD MEDICAL SCHOOL 

‘If you are ready to take the inner game of authentic leadership 
to a whole new level, you must read this book.’

PROFESSOR ALEX CHRISTOU, MANAGING DIRECTOR,  

THRIVE GLOBAL ASIA PACIFIC 

‘This book is a true game-changer, not just for leadership but for life.’
MARK EVARTS, DIRECTOR, TOMAHAWK RECRUITMENT

‘What a relief to discover that good leadership flows from  
being myself, not trying to change myself.’

KELLIE KING, CEO, WOMEN IN TECHNOLOGY AWARD WINNER 2022

‘If every leader read Being True and learned to take better care 
of their different parts, we'd totally transform the world of work.’
MELISSA BUCKINGHAM, PEOPLE EXPERIENCE DESIGNER, LEAPGEN

‘Being True has changed the way I lead.’
ALLIE MACKAY, PSYCHOLOGIST & DIRECTOR, ALLIE MACKAY PSYCHOLOGY



‘Being True is beyond amazing. This book is life-changing.’
BRIAR HARTE, HEAD OF ACCESSIBILITY, 

LARGE AUSTRALIAN COMPANY

‘Being True reminds us how important it is to lead as our 
authentic self – a self comprising many parts. Being True 
is a worthy companion to help you identify, recognise and 

understand which parts support you to lead with a stronger 
sense of self-worth, self-confidence and self-care. Cassandra 

reminds us what a joy it is to be true to yourself and move more 
comfortably and ably through your life

 with you at your side!’
KAREN STEIN, EXECUTIVE COACH, ICF PCC

‘Cassandra guides us to understand the protective 
parts of ourselves, peel back our leadership 

armour and honour our core selves.’
NICK ELLEM, LEADERSHIP STRATEGY 

MANAGER, TRANSPORT FOR NSW

‘Being True is an invitation to create space to explore who 
we truly are as leaders and as people. It helped me to realise 
the importance of putting myself on my list of priorities. My 
emotional response to identifying my many parts took me by 

surprise – in a good way. It was a powerful experience.’
MOHINI SASHINDRANATH CPA, DEPUTY CFO



‘This book has given me the tools and the confidence
to heal my past and brighten my future.’

CAROLYN HOWARD, CO-FOUNDER, PILATES 2GETHER

‘Cassandra is one of the most productive and passionate 
thought-leaders I know. Her sense of purpose is palpable to 

everyone who works and collaborates with her. Her book is a 
must-read for my private coaching clients.’

RENATA BERNARDE, HOST OF THE JOB HUNTING PODCAST

‘This book was exactly what I needed right now.
Being True is going to rock the world.’

MIA BOWYER, CEO, ONE EARTH MARKETING

'The paradox of Being True is that to bring our whole, 
true self to the game, we need to recognise, own, make 
peace with and tend to our different parts. I will never 

look at Russian dolls in quite the same way!’
RACHEL AUDIGÉ, BIAS BUSTER AND DIRECTOR OF SYSTEMATIC 

INVENTIVE THINKING



I respectfully acknowledge the First Nations 

people of Country throughout Australia and pay 

my respects to Elders past and present.

I acknowledge the cultural and spiritual connection 

that Aboriginal and Torres Strait Islander 

peoples have with the land and sea.

May we learn from their ancestral ways to walk gently on 

Country and to live more harmoniously with ourselves, 

with each other and with the natural world.



You are welcome here.

With all your parts, and all your patterns.

There is space for all of you here.

I have faith in your true essence.

I trust in your innate goodness.

It is my hope that this book supports you

to have more faith and trust in yourself.



I dedicate this book to my two sons, Elliot and Zach.

In the words of Cyndi Lauper,

I see your true colours shining through. 

I see your true colours 

and that's why I love you. 

So don't be afraid to let them show.

Your true colours ... are beautiful,

like a rainbow.
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Knowing others is intelligence;
knowing yourself is true wisdom.

Mastering others is strength;
mastering yourself is true power.

LAO TZU



Dear Reader,

At the risk of things getting a little weird between us right o the

bat, I want you to know that I have written this book for you. I know 

that may seem like a lot of eort for me to go to, and it was. But it

was worth it.

So many of us convince ourselves that who we really are is somehow 

not enough. Not strong enough. Not smart enough. Not experienced 

enough. Not kind enough. Not educated enough. Not brave enough. 

Not good enough. Not worth enough.

But this is not true.

At this very moment, the very best of human nature is seeking to 

express itself through you in unique, powerful and important ways.

This book is an invitation to join me on a pilgrimage of self-discovery. 

To gure out who we really are and to better understand why we

do what we do.

I hope that this pilgrimage empowers you to embody a more truth-

ful, more vibrant expression of all that you are. I am honoured to 

be your guide and steadfast companion, and I’m ready to begin 

whenever you are.

Love,

Cassie

xx



INTRODUCTION

Remember that while there will be plenty of signposts along 
your path directing you to make money and climb up the 

ladder, there will be almost no signposts reminding you to stay 
connected to the essence of who you are.

ARIANNA HUFFINGTON



Introduction

I landed my rst ever job as a cake shop girl at a bakery a few blocks

from my family home when I was fteen. The rst thing I learned

at the start of my rst shift was that I was inconvenient – or more

speci cally, my name was inconvenient. I had not even nished tying

on my apron when the bakery manager, Mrs Donaldson (a matronly,

no-nonsense woman in her fties), matter-of-factly informed me that

my name would be changed to Sandy because there was already 

another cake shop girl called Cassie.

It was very clear that I did not have any say in this decision – nor about 

my new name. I remember feeling slightly upset by the unexpected 

realisation that my much-anticipated enrolment into the world of 

work required me to change my name. But without even a hint of

quibble, I diligently complied. And so, my bewildering and ever-shap-

ing pilgrimage into the working world began. At the time, I could 

never have imagined that I would spend the next three decades of 

my working life trying to gure out who the heck I was – often feeling

pressured to be someone or something I was not.

A few years later, at the ripe old age of twenty-one, I contributed 

this quote to my university graduation yearbook: ‘Do what you love

and love what you do, and you’ll never work a day in your life.’ I still 

had no real understanding of the challenges I would face in the 

working world.
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I am currently forty-seven. I have spent over three decades working 

for dozens of organisations ranging from that small family-run cake 

shop to multinational behemoths. I have held dozens of dierent

leadership roles, progressing from looking after that small team of 

cake shop girls to being accountable for improving the health and 

happiness of an 86,000-person workforce as a global business exec-

utive. Along the way I have married, divorced, remarried, become 

a mother to two boys and lived in nine dierent homes across two

continents. While I am certainly still learning, today I have a much 

deeper appreciation of the reality of working life and the perils of 

denying, hiding and suppressing who we really are in the pursuit of 

more gold stars, more status, more recognition and more money.

I am familiar with the emotional and physical exhaustion that comes 

from trying to achieve and appease your way to worthiness, chasing 

a shimmering mirage of enough-ness that perpetually remains just 

out of your grasp. I understand the heavy toll of not liking who you’re 

being – at work and at home.

Today, I understand that true success is not just about loving what 

we do – it’s about loving who we are being while we do it. An even 

more important discovery is that it’s impossible to love (or even like) 

who we are being when we are not being ourselves.

I know for sure that wellbeing, performance and ful lment all ow

from being who we are – not changing who we are. And that there 

is a large and growing body of research that backs up this knowing.

Over the course of my global leadership career and through my work 
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today as a coach, facilitator, consultant and trainer, I have observed 

rst-hand that many leaders struggle with a sense of disconnection

from their true selves.

Change only happens when individual leaders nd the courage to

do the inner work required to change the way they relate to them-

selves and, therefore, to others. As we acknowledge the hidden 

hurts underneath our harsh, extreme, judgemental or self-protective 

ways, it becomes possible to feel greater compassion, curiosity and 

understanding towards ourselves and each other.

This inner work is best approached in good company, and with gentle 

precision. It calls us to cultivate a deeper appreciation of who we 

really are at our core and to practise new ways to care for and lead 

the dierent parts of ourselves.

I have been sharing and re ning the concepts I have distilled into

this book with leaders around the world for many years. The more I 

work with these concepts, the more I am blown away by how they 

reconnect us to the truth of who we are and how they can restore 

our faith in ourselves and each other.

Cultivating a stronger connection to our true nature enables us to 

feel truly seen – and, in turn, truly see others. It fosters cultures 

of belonging and activates more of our individual and collective 

potential at a time when we most need it.

The ripple eect produced by the simple yet powerful principles and

practices I share in Being True should not be underestimated. They 
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hold the potential to empower and enable us to treat ourselves and 

each other with more acceptance, more care, more kindness, more 

patience and more respect.

As more leaders learn how to transform their inner experiences to 

become aligned with their true nature, more workplaces will become 

places of true belonging.

And wouldn’t that be a wonderful thing?

I’M SO GLAD YOU’RE HERE

Would you like to better understand who you really are at your core? 

Do you sometimes think to yourself: Why did I do that? That’s not

who I really am! Do you often feel con icted or torn, like part of you

wants one thing, but another part of you wants something totally 

dierent? Do you sometimes convince yourself that feeling over-

whelmed means that you are somehow not enough? Does part

of you feel that self-care is sel sh? Do you sometimes worry that

having nasty thoughts means that you’re a nasty person? Do you

yearn to let your true colours shine, but can’t nd the courage to

stand out from the crowd?

You are not alone, and you are in the right place.

Over four centuries ago, William Shakespeare wrote the line, ‘This

above all: to thine own self be true.’ The wisdom of these words

continues to resonate across time and cultures. There is no denying 

B E I N G  T R U E
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that living a life true to ourselves makes us happier and healthier, 

but the challenge, of course, is in the how. How exactly can we be 

true to ourselves when so often it feels like we must change or lock 

away parts of ourselves to survive?

Many people live their whole lives trying to change themselves to t

in, to please, to appease, to be liked and accepted. Sadly, it’s been 

reported that the number one regret of the dying is not having lived 

a life that was true to themselves.

Choosing to avoid the whole messy (and perhaps scary) business 

of guring out how to be true to ourselves is understandable. But

if you’re a leader it’s not advisable, because if you want to acti-

vate more of your unique potential and inspire others to do the

same, your choices and actions must send the very clear message 

that: ‘Around here, it’s okay to be yourself.’ Anything less and your

colleagues won’t feel they have permission to bring their whole 

selves to work.

But I’m guessing you probably already know this because you’re 

reading my book. I’m going to assume that you’re curious to under-

stand what it really means to be true to yourself at work (and in life) 

and that you’re open to playing with new ways of thinking that will 

empower you to do just that.

If you bring an open heart and an open mind to the principles and 

practices in this book, then what you’ll learn (and unlearn) has the 

potential to transform the relationships you have with yourself, 

those you lead and even those you love. I will guide you to cultivate 
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practices you can call on easily to feel more empowered to become 

the leader you want to be – the sort of leader only you can be.

FROM LONGING TO BELONGING

Places of false belonging grant us conditional membership, 
requiring us to cut parts of ourselves off in order to fit in. While 
false belonging can be useful and instructive for a time, the soul 

becomes restless when it reaches a glass ceiling.
TOKO-PA TURNER1

We all long to belong. When we feel a sense of belonging at work, 

we’re more likely to perform to the best of our abilities, more likely 

to thrive and more likely to stay.2 Research shows employees who 

feel like they belong are three and a half times more likely to be 

engaged in their work.3 And yet, so many people don’t feel truly 

seen, heard and accepted at work. Sadly, one in two people are not 

willing to be vulnerable at work,4 two in ve people say that they

feel isolated at work,5 and one in three people feel that they can’t 

bring their whole selves to work and that they cannot be truly open 

about themselves.6

The problem, of course, is that working life can feel like one long 

masterclass on how to t in by xing or hiding the many ways we are

somehow inadequate, inappropriate or inconvenient. The unspoken

rule in many workplaces is some version of: ‘Around here, it’s smart

to t in.’

B E I N G  T R U E
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This means that many of us have two jobs. We have our regular 

job, which is hard. And then we have our second job, which is even 

harder. It’s the job of pretending ‘there’s nothing to see here’, when

inside it’s a very dierent story. The demands of this second job

include suppressing, disowning, ghting, denying, hiding, numbing

and ignoring the parts of ourselves we feel afraid to reveal at work. 

The parts of us that feel unsure, overwhelmed, dierent, frustrated,

alone or afraid. Psychologists call this second job ‘surface acting’,

and over time it takes a heavy toll on our health, our relationships 

and our performance. Prolonged surface acting has been linked to 

depression and anxiety, decreased job performance and burnout. 

In the words of award-winning researcher Francesca Gino, ‘Going

against our true selves by forcing ourselves to conform is exhaust-

ing and hinders our ability to perform well and ful l our potential.’7

The good news is that there is an alternative to this inner battle. We 

can all be more ourselves at work by learning and applying practical, 

evidence-based tools that support us to stay connected to our true 

nature and take care of all the dierent parts of ourselves.

The model that underpins this book and my work at The Centre 

for Self-Fidelity is the Internal Family Systems model – also known 

as IFS. IFS is an evidence-based, paradigm-changing model of 

human consciousness that has been transforming lives for over 

three decades. The model was created by Dr Richard Schwartz, a

faculty member of the Department of Psychiatry at Harvard Medical

School. Dr Schwartz began his career as a systemic family thera-

pist and an academic. Grounded in systems thinking, Dr Schwartz

developed IFS in response to clients’ descriptions of the various 
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parts of themselves.8 One of the foundational assumptions of the 

model is that the human mind naturally comprises many dierent

sub-personalities or ‘parts’. All of our parts have positive intentions,

wanting to keep us safe and connected; however, our parts can 

be misguided in their strategies to achieve these outcomes. I will 

provide more context on the IFS model later in the book.

WHAT YOU’LL LEARN FROM THIS BOOK

This book is for you if you want to learn an evidence-based approach 

that will empower you to:

• Deeply understand who you really are at your core

• Better understand, appreciate and care for the dierent parts

of yourself

• Experience leadership as something that ows naturally

• Cope better with strong emotions such as frustration and 

overwhelm

• Rekindle essential innate leadership qualities such as cour-

age, compassion, creativity, curiosity, connectedness, vitality 

and playfulness

• Feel more energised and alive

• Love (or at least like) who you’re being, not just what you do

• Give others permission to bring their whole selves to work

To meet these outcomes with you, I’ve divided this book into two 

sections. The rst section covers ve foundational principles you’ll

need to be true to yourself.

B E I N G  T R U E
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These ve principles are:

• Belonging comes from being true to yourself

• Self-abandonment happens little by little

• Being yourself requires knowing yourself

• You have a core and many parts

• Being true to yourself takes playful practice

The second section of the book covers ve simple yet powerful prac-

tices that you can play with in the ow of your everyday working life.

These ve practices are:

• Discovering your inner team

• Understanding the key players

• Caring for your parts

• Remembering who you are

• Harnessing your essence

Along the way, I will share my own personal stories along with the 

stories of the many leaders I have had the honour of accompanying 

on their brave expeditions into their inner worlds. It is my hope that 

these stories will bring the concepts of Being True to life in memo-

rable and meaningful ways.
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WHY I WROTE THIS BOOK

The point is not to become a leader,  
the point is to become yourself.

WARREN G. BENNIS

While for me writing feels more like productive play than it does 

work, writing a good book is certainly no small undertaking. So, why 

did I invest hundreds of hours (and even more teabags) into writing 

another book?

Well, in addition to my own personal experiences with the heavy toll 

of self-abandonment, I believe there are six compelling reasons why 

guring out how to reconnect to our true nature is an important and

urgent impetus for every single leader on the planet today.

Reason #1: Because we need to do much more to create 

safe workplaces

If you lead people or hold a role within an organisation that impacts 

the experiences other people have at work (which, let’s face it, is any 

role), then employee health and safety is at the heart of your respon-

sibilities. This responsibility means understanding and addressing 

the workplace factors that pose a risk to the mental health of your 

colleagues.

According to Deloitte,9 ninety- ve per cent of C-suite executives

agree they should be responsible for employee wellbeing and that 

business leaders ‘have a responsibility to break down the stigma

associated with mental health issues, like stress and anxiety, to 

B E I N G  T R U E
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ensure everyone can thrive at work’.10 However, research reveals that 

only fty-six per cent of employees think their company’s executives

care about their wellbeing, while ninety-one per cent of the C-suite 

think their employees believe they care about it.11

Worryingly, levels of psychological safety are declining, with the 

latest research indicating that only three in ten people feel that their 

team is a safe space to be honest and bring up mistakes (down 

from four in ten three years ago). ‘Poor workplace relationships’ and

‘harassment’ are in the top three reported workplace psychosocial

hazards. Over ninety per cent of workers who feel burnt out report 

experiencing poor workplace relationships.12

Part of the problem is that there are too many executives relying on 

simplistic gestures such as fruit boxes, one-o webinars and weekly

yoga classes. Back in my full-time executive days, I spoke with an HR 

colleague about the opportunity I saw to do much more to address 

the high levels of work-related stress across our organisation. Gen-

uinely perplexed, he replied, ‘What do you mean we need to do

more? We’re now oering Pilates twice a week!’ I distinctly remember 

thinking to myself, ‘Houston, we have a problem.’

Research con rms the causal relationship between expressing one’s

true self and improved wellbeing.13 The practices you will learn 

in Being True reduce the stress of surface acting, and feelings of 

‘uncleanliness,’ which, in turn, reduces the risk of burnout.14 The prac-

tices also dissolve the barriers to eective self-care by cultivating

the skills to overcome patterns of over-working, unhealthy striving, 

proving and perfectionism. Greater clarity and con dence are also
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natural outcomes of the practices you’ll learn. All these things directly 

contribute to the opportunity to underpin performance by maintain-

ing healthy lifestyle choices and work-life harmony – another key 

factor in employee retention.15

I am disturbed by the narrow and shallow nature of the conver-

sations happening around most boardroom tables about what it 

takes to provide psychologically safe workplaces. Providing a safe 

workplace is so much more than providing ways for your people 

to speak up. Ful lling your ethical and legal obligations to provide

a psychologically safe workplace requires leaders to both monitor

and mitigate psychosocial hazards. There are so many dierent

psychosocial hazards that can be present in our workplaces. These 

hazards include emotional con ict, role ambiguity, role overload,

role con ict, task con ict, aggression, exclusion and discrimination.

So many of the psychological injuries in icted on people at work

happen because leaders have lost touch with the truth of who they 

are. So many leaders are burdened with deeply buried injuries of 

their own. And it’s these old injuries that cause them to behave in 

ways that are unkind, cold, cruel, harsh, hyper-vigilant, competitive, 

discriminatory, controlling, judgemental, insecure or extreme.

I see so much unacknowledged trauma walking the halls of work-

places every day. And this is a safety hazard because hurt people 

hurt people.

Here is the inconvenient truth: Until we learn how to care for all the

parts of ourselves, we cannot properly care for others. As more 

B E I N G  T R U E
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leaders nd the courage to do inner work to heal the parts of them-

selves that feel abandoned, hurt, afraid and alone, more workplaces 

become safer spaces for everyone.

Reason #2: Because we need to cultivate cultures of 

true belonging

Good people are leaving good jobs in record numbers. The concept 

of ‘quiet quitting’ is currently trending. Quiet quitting is just a new way

to describe an experience you may already be familiar with: losing

your ‘give a sh#t’. Adam Grant summed up this latest workplace

phenomenon when he said, ‘When they don’t feel cared about,

people eventually stop caring.’16

We know that the best way to keep people engaged and to retain 

them is to ensure that they feel valued, seen and respected by 

their direct manager, and by their organisation.17 For people to feel 

that they belong, they must feel they have permission to bring their 

true selves to work. They must feel valued and appreciated for who 

they are, not just what they do. As the research of Dr Brené Brown

con rms, true belonging ‘doesn’t require us to change who we are;

it requires us to be who we are.’18

Importantly, leaders saying that they value diversity, inclusion and 

belonging counts for nothing. The only way to give people permis-

sion to be themselves at work is for leaders to go rst. And the truth

is that too many leaders are disconnected from their true nature 

at work.
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When people feel a true sense of belonging at work, they are more 

likely to be deeply engaged in their work, to thrive, to perform, to 

be a positive in uence on others and to stay. Creating workplaces

where everyone feels like they belong is better for the health of the 

people who work there and for the nancial health of the organi-

sation.19 That’s a win for employees, for employers, for customers, 

for employees’ families and for the communities in which all those 

happier, healthier, more ful lled and more nancially secure people

live, work and play.

Reason #3: Because we need to wave the white ag

So many of us are at war with ourselves.

Because of the subtle but insidious pressures to t in, over time,

many leaders acquire the belief that who they really are is somehow 

inadequate, inappropriate or inconvenient. This means that many

leaders have a secret battle waging inside of them because they 

feel uncomfortable being their true selves at work.

There are many who encourage this fear-fuelled inner ght. I am

not one of them. Engaging in daily hand-to-hand combat within 

ourselves is corrosive to the body, mind and soul. These exhausting 

inner battles take a heavy toll on our health, our performance and 

our relationships inside and outside the workplace. If we continue 

to battle with the inner voices that constantly criticise and judge us, 

those same inner voices will continue to criticise and judge others.

Your ego is not the enemy. Yes, it is likely that you have inner parts 

that are protective, judgemental and extreme. But if you can trust 

B E I N G  T R U E
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in your own goodness, you’ll discover that you have no ‘bad’ parts.

All your parts, no matter how extreme or misguided, are driven by 

an intention to keep yourself safe and connected. We’ll learn more 

about this soon.

When we wave the white ag and begin to care for our parts in the

way they need to be cared for, our inner experience transforms from 

a battleground into a space of growth and healing.

Reason #4: Because we need to transform our inner ex-

periences to transform our workplaces

We are all familiar with the shocking statistics around increasing 

levels of depression, anxiety and work-related stress, heartbreaking 

rates of suicide, and the global epidemic of burnout.

The thing that upsets me the most about the tremendous amount of 

human suering and psychological injuries occurring in workplaces

around the world every day is that so much of it could be avoided 

if only we knew how to treat ourselves and each other with more 

kindness, compassion, understanding and care.

While the health, wellbeing and psychological safety initiatives 

organisations are investing in are well-meaning, too many remain 

ineective. In a nutshell, most organisations are attempting to

solve complex problems with simplistic solutions. The co-creation 

of thriving organisations, where employees can honestly say they 

are happier and healthier because of where and how they work, 

requires business transformation and cultural regeneration. The

biggest challenge with most organisational change programs is 



18

that they leapfrog the core change catalyst – transforming the inner 

experiences of leaders.

Workplaces transform only if leaders nd the courage to transform

their inner experiences, to understand and overcome the things that 

are getting in the way of them being caring, courageous, curious, 

playful, connected and creative. Without access to these innate 

qualities, leaders are not adequately equipped to sense, learn and

respond their way through the complex, messy work of transforma-

tion and regeneration.

Reason #5: Because we need to restore faith in our 

goodness

I recently met a senior leader who told me, ‘I never re ect or look

inside myself.’ My working (heartbreaking) hypothesis on why lead-

ers resist doing inner work is that so many leaders have convinced 

themselves that they are somehow inherently awed or ‘bad’.

We come to falsely believe that, deep down, there is something 

‘wrong’ with us – and that if we were to fully reveal this ‘wrongness’ to

the world, we would be attacked, rejected and abandoned. People 

are afraid to search inside themselves because they’re terri ed of

what they might nd, and what it might mean.

Our mainstream de nition of the human mind is fundamentally

awed because it assumes we are singular in our psychology. The

truth is that we all have many parts. We need a new understanding 

of the human mind – one that recognises our natural multiplicity.

B E I N G  T R U E
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The Internal Family Systems model reveals that inside every person 

is an elaborate system of parts with a uniting core at its centre. This 

explanation of the human mind means that we can nally make

sense of and normalise our ceaseless inner chatter, inner tension 

and the moments when we simply don’t act ‘like ourselves’.

By learning that those nasty voices in our heads do not accurately 

re ect who we really are, we restore our faith in our innate goodness.

And this means we are more likely to nd courage to do the inner

work required to nally begin to understand who we really are at our

core, bear witness to the burdens we carry, heal our past hurts and 

learn how to treat ourselves (and each other) with more compassion, 

patience, acceptance and understanding.

Importantly, embracing our multidimensionality opens the possibility 

of coaching and leading ourselves (or, more speci cally, our ‘parts’).

This new understanding of self gives us permission to become curi-

ous towards the less empowered, fearful, frustrated parts inside 

of us (and others) that can cause us to ‘act out’. It helps us to stay

tethered to our compassion in moments when we (or others) are 

engaging in problematic behaviours.

Reason #6: Because we are running out of time

So many of us are sleepwalking through our days, feeling deeply 

disconnected from ourselves, each other and the world around us. 

When we abandon ourselves, it hurts. Matt Licata PhD, a psychother-

apist, captured the nature of this hurt when he wrote, ‘We turn from

ourselves in di cult times. When we abandon ourselves we often

fall down the rabbit hole of dissociation, denial, shame, judgement, 
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and blame and lose touch with the valid, human, and honourable 

inner experience that longs for our attention, curiosity, and care.’20

Now, more than any time in the history of humankind, we are in 

desperate need of true leaders. Jean Houston said it better than 

I ever could: ‘We are among the most important people to have

ever lived. We will determine whether humankind will grow or die, 

evolve or perish. We will need a gathering of the potentials of the 

whole human race and the particular genius in every culture if we 

are going to survive our time.’

We desperately need more leaders who can empower us to harness 

our individual and collective potential, and who can inspire us to 

sense, learn and respond our way through the complex challenges 

we are navigating together.

TRUE LEADERSHIP

There is no shortage of ‘how-to’ leadership models. Google ‘how

to be a good boss’ and you’ll get almost two billion results. If you 

want to read a book on leadership, you have over 100,000 to 

choose from. And yet, research reveals that only thirty- ve per cent

of employees feel inspired by their boss.21 So, it’s clear that more 

knowledge and more leadership frameworks are not the answer.

One of the shortfalls of many of the current approaches to lead-

ership development is that they focus on the acquisition of new

knowledge rather than on putting into practice our most powerful 

B E I N G  T R U E
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ways of being. We are searching outside ourselves for answers 

that can only be found inside ourselves. We are striving to imitate 

instead of guring out how to better access and activate what’s 

innate.

Much of the current advice on leadership is based on the awed

assumption that good leadership is about learning and imple-

menting a ‘best practice’ model of leadership. In other words, to

be a good leader you must learn and adopt a ‘standard’ set of

skills or capabilities. Of course, there are technical skills compe-

tent leaders need to get under their belts, such as commercial 

acumen. However, all the technical skills in the world won’t make 

you a true leader.

I would like to oer an alternative model of leadership – TRUE 

leadership.

Being a TRUE leader means that you:

Trust in your innate leadership potential, know how to Reassure 

yourself, deeply Understand yourself and can Empower yourself 

in moments that matter.

And, as a natural outcome of these practices,  

TRUE leaders also:

Trust in the innate leadership potential of others, know how to 

Reassure others, deeply Understand others and can Empower 

others in moments that matter.
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Becoming a TRUE leader is more about unlearning than it is about 

learning. It’s about activating the innate qualities of our essential

nature as humans – qualities such as creativity, compassion, con-

nectedness, clarity, con dence, playfulness, discernment and

courage. And now, more than ever, we must tumble and polish the 

brilliant jewels buried deep inside each and every one of us. We 

must nd the courage to do the inner work that will empower and

enable us to step into more of our innate leadership potential.

THE UNDERPINNING MODEL:  
INTERNAL FAMILY SYSTEMS

IFS is one of the most innovative, intuitive, 
comprehensive, and transformational therapies 

[to] have emerged in the present century.
DR GABOR MATÉ22

As previously mentioned, the model that underpins this book and 

my work at The Centre for Self-Fidelity is the Internal Family Systems 

(IFS) model. IFS explains that we are not singular in our psychol-

ogy, and that the voices in our heads are just the dierent parts of

ourselves in conversation. IFS has been proven to be eective in

the treatment of trauma recovery, addiction, depression and more.

My life has been a quest of self-discovery. I have chanted in

incense- lled ashrams, done yoga headstands at dawn, skydived,

bungee-jumped, karate-chopped through thick wooden planks 
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and completed marathons and triathlons. I have attended dazzling 

no-expense-spared leadership development programs in Dubai,

Prague, London, Barcelona, Arizona, Hong Kong, Melbourne and 

Sydney. I have had the privilege of learning from many gifted speak-

ers and teachers at live events, including the Dalai Lama, Malala

Yousafzai, Dr Brené Brown, Sir Richard Branson, Simon Sinek, Dr

Kristin Ne, Dr Martin Seligman, Johann Hari and Dr Susan David. I

have completed in-person training with great teachers including Dr

Stuart Brown, Dr Rick Hanson and Tal Ben-Shahar. I have completed

extensive training in Mental Health First Aid, mindfulness, positive 

neuroplasticity, design thinking, lean thinking, systems thinking, 

time-line-therapy and neurolinguistics. I have invested in many ses-

sions with psychologists, psychotherapists and counsellors. I have 

spent countless hours in small rooms and cafes being coached, 

counselled and mentored. I have also explored alternative forms of 

healing, including reiki, art therapy, dance therapy, singing therapy, 

past-life regression therapy and hypnotherapy.

After all of this, it is hard to put into words how it felt when I nally dis-

covered IFS. It was an experience of relief, validation, liberation and 

exhilaration. There were tears. IFS enabled me to clearly understand 

who I am at my core. It deeply validated what I already knew and 

gave me a framework for the conversations I was already naturally 

having with my coaching clients about the hurt underlying their 

problematic behaviours.

Over the past few years, I have been trained as an IFS-informed 

coach. I have also worked deeply with IFS coaches and therapists 

in my personal journey to being true to myself. I have experienced 
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more personal insights, growth and transformation over these last 

few years than I did in the prior thirty years combined.

To my knowledge, this is the rst ever book to explore the application

of the IFS model speci cally in the context of leadership develop-

ment and the important work of psychological safety, inclusion and 

belonging at work.

In many of the podcasts and interviews Dr Richard Schwartz does,

he tells the story of how his clients taught him about IFS when he 

was a family therapist in the 1980s. Richard explains how he came 

to work with families who had children suering from bulimia. At the

time, he was using a structural family therapy approach. Richard’s 

clients did not get better using this approach, so out of frustration 

he began to ask why. To his surprise, his clients intuitively started 

talking about the dierent parts inside them. They would describe

how, when something bad happened, their inner critic would attack 

them. That attack would bring up another part of them that felt 

totally worthless, empty, alone and young. These feelings were so 

terrifying that a bingeing part within them would come to the rescue 

and turn them into an unfeeling eating machine. They explained 

that while there was a lot of relief in that, afterwards the critic would 

attack them again for being a pig, followed by their worthless part 

resurfacing. And so, the binge would repeat. Many of these clients 

reported being trapped in this vicious three-part cycle for days.

This discovery was particularly intriguing to Richard because it mir-

rored the sequences of family interactions that he had studied when

attaining his PhD in Family Therapy. What was even more intriguing
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was Richard’s next discovery. He found that he could guide his 

clients to interact with their parts and that the parts were eager to 

tell their stories through images, memories and the impressions 

of thoughts. Through many more years of working with clients to 

illuminate, navigate and heal their inner worlds, the IFS model was 

developed.

IFS: Goals and Assumptions

The overall goals of the model are:

• To achieve balance and harmony within our internal system.

• To dierentiate and elevate our ‘core self’ so it can take its

place as the natural leader in our inner system.

• To access the talents of our many dierent parts in non-ex-

treme ways.

The foundational assumptions of the model include the following:

• The human mind is naturally comprised of ‘parts’; collectively

these parts form our inner ‘system’.

• Our parts interact with us, with the world around us and 

among themselves.

• All our parts have important ‘jobs’ to do in our inner system

to keep us safe and connected.

• There is no such thing as a bad part. All parts have good 

intentions; however, they can be extreme or misguided in 

their tactics.



26

• The goal is not to eliminate, ght or suppress any of our parts,

but rather to help them nd positive roles to play within our

inner system.

• Everyone has a core self that can (and should) lead our inter-

nal system and care for our parts.

• The core self is the grounded centre from which we expe-

rience the world. It is where our most positively powerful 

qualities reside.

• The core self encompasses many positive leadership qual-

ities, such as con dence, compassion, connectedness,

courage, playfulness, discernment, presence, patience and 

perspective.

• When we form a connection to our core self our parts can 

change rapidly – and so can long-held patterns of behaviour.23

HOW TO USE THIS BOOK

You must be the one to do or undo whatever it takes to activate 
your own furiously prolific heart.

BROOKE MCNAMARA

At the end of the day, the only person who can give you permission 

to step into a more truthful and vibrant expression of yourself is you.

As an IFS-informed coach, all the work I do rests on a basic assump-

tion that we each have within us the wisdom we need to heal, to 

grow and to thrive. As we restore faith in our true nature, we come 
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to trust that everything we need is already inside us. As a result, 

we become more attuned to the ways that our true nature can be 

blocked or restricted.

In this book, I am oering you expert guidance and steadfast com-

panionship on the path to reconnecting with the natural leader inside 

you.

Being true to yourself at work is so much more than understand-

ing your strengths, values, goals and development opportunities. 

Honouring who you authentically are ows from an understanding

and acceptance of your many parts and a deep appreciation of who 

you are at your core.

Leaders who become more comfortable being themselves at work 

cultivate a clear, dynamic sense of the speci c and unique ways

that human nature blends and expresses itself through them. They 

also come to understand how their core self can be distorted and 

blocked by both internal and external factors.

I have worked hard to distil the contents of this book down to only 

what is essential. I did this so that the book would be easy to read 

and apply. I suggest that you keep this book close, so you can come 

back to it whenever you need a little help to remember and recon-

nect with who you are.

There are a couple more things you can do to help ensure you 

experience the many bene ts Being True has to oer:
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Give yourself the gift of focus

The rst thing you can do as you start reading this book is give

yourself the rare and precious gift of focus. Our attention spans 

are getting shorter and shorter. In any one moment there are often 

dozens of things competing for our attention. Maintaining our focus 

on any one thing for any length of time has become incredibly chal-

lenging. Despite the enormous and growing assault on your attention,

make a conscious decision to minimise distractions as you are work-

ing your way through Being True.

Bring a beginner’s mind

I also encourage you to bring what Zen Buddhists call a ‘beginner’s

mind’ to the experience of reading this book. You can bring a begin-

ner’s mind through an attitude of openness along with a deliberate 

dropping of expectations and preconceptions.

The practice of Being True is about shedding what no longer serves 

you. What you are seeking is already here, inside you.

These words from Dr Shefali encapsulate this idea beautifully: ‘What

you are here to reclaim, you had it once. You had it as that child who 

knew its might … That child to whom it never once occurred that 

they were lesser than. That you had to become something to be 

happy. That you had to do something to prove your worthiness. You 

were that child who was complete, whole, signi cant, purposeful,

connected, present. You were that child.’24

Don’t go it alone

While the work of inner discovery is work only you can do, that does 
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not mean you have to go it alone. I encourage you to think about 

nding a friend, colleague or family member to be your buddy on this

exploration of your inner world. Travelling In good company means 

you’re far more likely to keep going. You’ll also have someone you 

can reach out to if things get tricky, and you’ll have someone who’s 

looking out for you. The other big bene t of having a buddy is that, if

you choose carefully, they may act as a gentle mirror for you. A key 

success factor in improving self-awareness is receiving feedback 

from people who you know have your best interests at heart and who

are willing to tell you the truth about how you sometimes show up.25 

Another option is to join my group coaching program. You’ll nd more

information about this in the Support section of the book.

Get help if you feel you might need it

Some of the concepts I will share in Being True may cause feelings of 

disorientation. The process of updating our beliefs about ourselves 

can go to the core of our conditioned identity.

This book is not a substitute for medical support, and I implore you 

to talk to a mental health professional should you even suspect you 

need help. I know for sure I would not be where I am today without 

the psychologists, psychotherapists, counsellors, therapists and 

coaches who have supported (and continue to support) me.

There may be times when the support and guidance of an IFS-trained 

coach or therapist would be bene cial. A good coach or therapist

can support you to illuminate and make sense of your inner world.



PRINCIPLES

Intelligence is traditionally viewed as the ability to think and 
learn. Yet in a turbulent world, there’s another set of cognitive 

skills that might matter more: the ability to rethink and unlearn.
ADAM GRANT



Belonging comes from 
being true to yourself.

We’ll bust the myth that tting
in is the pathway to belonging 

and discover that real belonging 
comes from being who we are, not 

changing who we are.

Self-abandonment 
happens little by little.

We’ll discover that, as humans, we 
tend to change ourselves in ‘tiny

movements’, not ‘sweeping pivots’.

Being yourself 
requires knowing 

yourself.

We’ll rethink what it means to be 
self-aware and learn that true 

self-awareness requires a more
accurate understanding of the 

human mind.

You have a core and 
many parts.

We’ll challenge the false belief 
that we are singular in our psy-

chology to reveal that we all have 
many dierent parts and a uniting

core self.

Being true to yourself 
takes playful practice.

We’ll learn that embodying the 
truth of who we are requires an
ongoing, moment-to-moment, 

playful practice of remembrance 
and reconnection.

OVERVIEW OF THE FIVE PRINCIPLES

Here is an overview of what we’ll learn (and unlearn) in this next 

section on the key principles that underpin Being True.



PRINCIPLE :

Belonging comes from 
being true to yourself

Because true belonging only happens when we present our 
authentic, imperfect selves to the world, our sense of belonging 

can never be greater than our level of self-acceptance.
DR BRENÉ BROWN

Brené Brown once shared this personal insight: ‘I feel I belong every-

where I go, no matter where it is or who I’m with as long as I never 

betray myself. And the minute I become who you want me to be 

in order to t in and make sure people like me is the moment I no

longer belong anywhere.’26 This really hits home for me. For many 

years I believed that abandoning parts of myself was the only way 

to succeed as a leader in business. Very early in my executive career 

I worshipped the book Nice Girls Don’t Get the Corner O�ce. Every 

morning I scraped my hair back into a tight, neat bun. I wore only 

collared shirts and tailored pants to work. I worked hard to keep my 

(somewhat cheeky) sense of humour in check to conform to the 

mould of a ‘serious executive’. I was quick to dish out well-meaning

but completely misguided advice to younger female colleagues, 

like suggesting that they needed to reconsider wearing their hair 

down if they wanted to be taken seriously.
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Looking back, I cringe.

My ideas about how to feel like I belonged at that executive table 

were so deeply awed. It’s no wonder I always felt like I was playing

dress-up and struggled with feeling very nervous so much of the 

time.

Today, being a man-impersonating woman sitting in a corner o ce

feels more like a nightmare than a dream. I understand that being 

myself is the only way to feel like I really belong. Instead of my 

clothes being a costume, uniform or part of my ‘armour’, today my

clothes celebrate the truth of who I am. Because I am far more 

comfortable in my own skin and far more at ease about being myself, 

I feel more at ease at any table. My consulting work means that I 

am a frequent visitor to executive tables. Even though some might

consider me an outsider in this setting, I feel at ease and experience 

a sense of warm connection with the people I work alongside.

Think about the best leader you have ever worked with or for. Some-

one who really inspired you to go above and beyond. Someone who 

brought out the very best in you. Chances are this leader was not 

someone who spent their working days sti y toeing the party line.

If I were a betting person, I would wager that there were moments 

when you saw this leader struggle, that they could ask for help, that 

they had quirks, that their realness and their humanity was a big part

of what made them a great, inspiring leader.

One of the strongest headwinds against cultivating cultures of 

belonging is pressure to betray ourselves to t in. Because we are
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social creatures, we tend to comply with social norms or unspoken 

rules. We succumb to subtle (and not-so-subtle) pressures to hide 

our true selves at work to ensure we are a good cultural t. When

we do this, a sense of belonging eludes us. Research con rms that

belonging is being part of something bigger than us, but it’s also the 

courage to stand alone and to belong to ourselves above all else.27

While we may think that tting in is the pathway to belonging, it’s

not. A real sense of belonging comes from being who we are, not 

changing who we are. Our sense of belonging starts from within. 

Embracing all our parts and honouring our essence is the gateway 

to experiencing true belonging.



PRINCIPLE :

Self-abandonment 
happens little by little

We shift ourselves not in sweeping pivots, but in movements so 
tiny that they are hardly perceptible, even in our view. Years pass 

before we finally discover that, after handing over our power 
piece by piece, we no longer even look like ourselves.

ALICIA KEYS

A single acorn can grow into a tiny, twisted bonsai or a towering, 

mighty oak tree. Both organisms share the same DNA and potential.

The only dierence is that the bonsai’s growth has been diminished

through root constraint and branch pruning.

Even though we might like to believe that we are somehow immune 

to our environments, we are not. Our inner worlds, our working worlds 

and our personal worlds shape the expression of who we are.

I have worked with thousands of good people over the years. Sadly, 

too many of these good people were living what Henry David Tho-

reau has described as ‘a life of quiet desperation’.28 For those of 

us who work in an organisation, there are many invisible ‘forces’ at

play helping and hindering our capacity to really be ourselves. Our 
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experience at work and our mindset are in uenced by the organ-

isational culture, unspoken rules, our direct manager, our peers, 

our colleagues and other leaders within our organisation. The truth, 

however, is that the most diminishing forces are often the thoughts 

we think. Or more speci cally, the thoughts our parts think.

Given the many invisible forces that in uence us at work and in

life, it is easy to conform, little by little, only to suddenly realise 

one day that we no longer remember who we really are or what

we really believe anymore.

Often, we conform in ways that are small and subtle, driven by our 

desire to t in or by internalising other people’s incomplete and

inaccurate assessment of our potential. But, over time, our choices 

accumulate. We conform when we mould ourselves to the expecta-

tions of others or to perceived ‘ideals’ that we buy into. We conform

in a misguided attempt to belong.

The world of work can encourage you to squeeze yourself into small

spaces where it thinks you best t. Over time, you can begin to

believe you should t into these small, con ned spaces. These small

spaces can take many forms.

Perhaps you have crunched yourself down to squeeze into the

footsteps of your parents. Maybe you have reined in your individ-

ual sense of style to comply with the dress code deemed to be 

business appropriate by the powers-that-be in your organisation. 

Perhaps you have been conditioned to prioritise the list of values 

espoused by your organisation over your own core values. Perhaps 
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you have found yourself biting your tongue in meetings and leaving 

the hard questions unasked and unanswered. Perhaps you have

limited the way you think about your own potential to the contents 

of your two-page job description. Perhaps you feel forced to comply 

with your company’s preferred work hours or work location, even 

though they feel sti ing. Perhaps you have learned not to expand

your sphere of in uence to a level that exceeds the shadow of your

insecure manager. Perhaps the ‘us and them’ politics of your work-

place means that you suppress your natural desire to connect and 

collaborate with others. If you’re a mother, perhaps you crunch down 

the yearning to do big, meaningful work in the world to conform 

with society’s traditional expectations that your life should tightly 

orbit the lives of your partner and children. If you work for a larger 

organisation, perhaps the drive for simplicity, standardisation and 

order is extinguishing your individuality.

Choosing to abandon parts of ourselves under the pressure to 

conform or t in can become our default setting and cause us to

go unnoticed, untested and unchecked. Over time, small choices 

can accumulate. Suering can occur. Potential can be dulled and

diminished. Our vitality and sense of agency can slowly drain away.

Whenever we allow constraining factors to suppress the expression 

of our uniqueness and potential, without challenge, we are poten-

tially doing ourselves (and the world) a great disservice. When we 

understand that, as humans, we tend to change ourselves in tiny 

movements, not sweeping pivots, then we can bring more awareness 

to the day-to-day choices we make.
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Unlike an acorn, we can all exercise some degree of freedom about 

how and where we choose to grow. With this awareness and freedom, 

we can assertively claim the space and the nourishment we need for 

our roots to spread, our branches to extend and our leaves to unfurl. 

We can all take proactive steps towards living a fuller expression of 

ourselves. We can all have wide-awake awareness of the nature of 

the environments we choose to plant ourselves in. As we nd the

courage to unfurl into our fullness, we feel inspired and uplifted. And 

we give others permission to do and feel the same.



PRINCIPLE :

Being yourself requires 
knowing yourself

Knowing yourself is to be rooted in 
being, instead of lost in your mind.

ECKHART TOLLE

If you were to ask someone who they really are, their answer would 

most likely be some version of, ‘Well, umm … it’s complicated.’

One of my coaching clients, Bob, came to realise that there was an 

explosive, protective part of him that was activated whenever he 

felt weak (or when the possibility of feeling weak was an imminent 

threat). Often, in important meetings at work, when the stakes were 

particularly high, Bob would be overcome with the feeling that he 

was about to explode with anger. Sometimes, when the pressure 

was too high, he did explode. This behaviour was a stark contrast 

to Bob’s core self. When Bob was at his best, he was a calm, caring, 

deeply empathetic leader who was naturally attuned to what the 

situation called for.

Through our coaching sessions, Bob came to see a clear connection 

between his childhood experiences of being made to feel ‘weak
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and stupid’ by his troubled father and the ‘job’ of his ‘Volcano Part’.

Bob came to understand that the job of his Volcano Part was to 

protect him from being overwhelmed by the fear and sadness of his 

most vulnerable parts. The way it did this job was through explosive 

anger – at any cost.

With awareness, courage and practice, Bob got much better at 

recognising the early warning signs in his body that his inner Vol-

cano Part was being activated by feelings of weakness. These signs 

included clenching his jaw, tightness in his shoulders and rising 

heat in his face.

Strong emotions carry very important messages – they can tell us 

a great deal about the fears and survival strategies of our many 

dierent parts. By cultivating the courage and the skills to listen to

and decipher these messages, we illuminate and make sense of 

our inner worlds.

It was hugely empowering for Bob to understand and begin to care 

for the frightened little boy inside him, and as a result to turn down 

the heat of his inner volcano. Bob will never (nor should he ever try 

to) get rid of his Volcano Part. There are still times when Bob expe-

riences an inner surge of anger. However, these experiences are 

becoming less frequent, less extreme and, when they do happen,

Bob recovers much faster.
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CULTIVATING TRUE SELF-AWARENESS

For many of the leaders I work with, their rst step towards being true

to themselves is guring out who the heck they really are, because

it’s hard to be true to yourself if you’re not clear on who you really are. 

For many people, this rst crucial stepping-stone feels messy and

scary. Often, leaders tell me that they have spent so long pretending 

to be someone else at work that they have lost touch with who they 

really are. Plus, because we all have so many dierent voices in our

heads, it can be really confusing to try to gure out which of these

voices represents the real us.

While most people believe they are self-aware, self-awareness is an

extremely rare quality. And, contrary to popular belief, self-aware-

ness does not increase naturally with more experience. It’s also 

worth mentioning that the least competent people tend to be most 

con dent in their ability.29

Sometimes, the obstacle that gets in the way of guring out who we

really are is that those pesky inner voices manage to convince us 

there is something fundamentally wrong with us, and we’re petri ed

by the prospect of con rming these suspicions.

To make matters worse, our fear and resistance are being exacer-

bated by a fundamental aw in the way we think about our self and,

therefore, our self-awareness. This aw is the assumption that we

are singular in our psychology – that there is just one self to get to 

know. This assumption is misleading and unhelpful. There is a hidden, 

complex system of parts inside each of us wanting to be discovered. 
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At the centre of this system of parts is our true essence – our core self.

Self-awareness has traditionally been de ned as ‘the will and the

skill to understand yourself and how you are perceived by others’.30 In 

traditional approaches to self-awareness, the goal is to see yourself 

in the same way others see you.31

The key limitation I see with this way of thinking about self-awareness 

is that it does not help us to show up more often in ways that are 

aligned with who we really are.

So, I would like to oer up an alternative de nition of self-aware-

ness. This new de nition recognises our innate goodness and our

multiplicity, and supports us to be good leaders.

I de ne true self-awareness as the compassionate cultivation of a

deep understanding of our true nature, our core self and our many 

dierent parts.

The experience of really getting to know ourselves sometimes feels 

like taking the lid o a can of live worms. Despite this, there are many

bene ts of cultivating true self-awareness.

It makes us better leaders

Self-awareness has been shown to be the most important capability 

for leaders to develop.32 It is the biggest predictor of leadership 

success. People who report to leaders with good self-awareness 

are more likely to feel more satis ed with them as leaders and see

them as more eective in general.33
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It’s good for us and for those we lead

When we see ourselves clearly, we are more con dent and more

creative.34 Greater levels of self-awareness have also been linked 

to greater levels of job satisfaction, and to leaders’ dedication to 

their sta. These positive outcomes ow down to the leaders’ direct

reports.35

It’s good for business

Organisations with self-aware employees perform better nancially.36 

People who have good self-awareness have been shown to make 

sounder decisions, build stronger relationships and communicate 

more eectively. They’re less likely to lie, cheat or steal. They’re also

more likely to perform well and get promoted.37

The good news is that with focus and practice, and a little coaching, 

true self-awareness is something we can all develop. This book will 

help you get there.



PRINCIPLE :

You have a core and many parts

When we simply turn our attention inside, we find that what 
we thought were random thoughts and emotions comprise a 

buzzing inner community that has been interacting behind the 
scenes throughout our lives.

DR RICHARD SCHWARTZ

As a way of introducing this fourth principle, I invite you to imagine the 

following scenario while also noticing what’s happening in your body.

Your company is undergoing (another) major restructure. 

Your boss has decided not to take on board your sugges-

tion that the rst step is to have one-on-one conversations

with everyone who will be impacted, and he has sent an 

all-employees email announcing the restructure. The rumour 

mill is in over-drive. Your top-performing team member has 

suddenly become very active on LinkedIn, and another has 

told you that they’re feeling very anxious. This is making you 

very nervous about meeting the next key milestone of a large 

project you’re accountable for delivering.
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Your boss calls an urgent meeting with you to talk about 

what’s going on and what to do about it. As the meeting 

progresses, your boss’s lack of awareness of and empathy for 

those impacted by the restructure becomes very apparent. 

You start to feel like you’re in a scene from The O�ce. You’re 

working hard to play it cool, but when your boss expresses 

his annoyance at all ‘the kerfu e about rst-world problems’

you can no longer hide your frustration. An eye-roll escapes.

Noticing your body language, your boss asks if there is some-

thing you would like to share, and you take a deep breath 

to say…

‘Thanks so much for asking. Allow me to explain exactly what’s

going on for me right now. So, there’s this part of me that hates 

you right now for putting us in this situation. Then there’s this 

other part that’s angry about having to work for someone who

is quite clueless about the impact these sorts of changes

have on people. Then there’s this part of me that just wants 

to fast-forward to 8.00 pm so I can eat pizza, drink wine, scroll 

through social media and go online shopping to buy stu I

don’t need. And if I’m being really honest, there’s also a very 

vulnerable part of me that’s terri ed because they believe

that if I can’t get my project back on track, I’m completely 

and utterly worthless. Oh, wait, there’s more … I just noticed a 

part that is judging me for thinking all of this and another part 

that is shaming me right now for oversharing. But you know 

what? Deep down, I really do believe that we are both good 

people just doing the best we can in di cult circumstances.’
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How did imagining this scenario make you feel?

Of course, in a situation like this one, when our boss asks us if there 

is something we would like to share, we’ll usually say something 

much closer to, ‘Oh, no. Nothing.’

So, is it possible to navigate moments of inner turmoil such as this 

one in a way that’s both honest and discerning? Authentic and pro-

fessional? Can we open to the possibility that we have many parts 

and keep our jobs? The answer is yes. Not only can we embrace 

all the dierent parts of ourselves and keep our jobs, when done

skilfully, it can make us much better at them.

It may be helpful to think of your parts as versions of yourself that are 

too young and too inexperienced to drive.38 With practice, compas-

sion, curiosity and patience, we can get to know our parts and learn 

how best to care for them. Over time, we can help them to trust in 

us and to see that things go better where we (our core selves) are in 

charge. Once this self-leadership is established, we can support our 

parts to play more appropriate and helpful roles in our inner system. 

Over time we can build a powerful inner alliance.

UNDERSTANDING YOUR ESSENTIAL NATURE

Your essential nature contains many positive and powerful qualities.

These are the qualities of good leadership. Your essential nature is

the core of who you are. It’s your most valuable resource – a natural, 

renewable source of leadership, energy and vitality. You might like 
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to think of it as the person beneath the ‘personality’.

Our parts exist to keep us safe and connected; however, they can 

be misguided, clumsy or extreme in how they achieve these out-

comes. When we are not being hijacked by our parts, we naturally 

have a good connection to our core self. Through this connection 

we access the qualities of our essential nature.

Unlike our parts, our core self is never seen by us. It is the witnessing 

‘I’ in our inner world – the aspect of us that does the observing.39 

While our core self has no agenda, it does have an intention. That 

intention is to ‘bring harmony, healing, balance and connectedness

to any system it encounters’.40 Your true self is the home base from 

which you can embody your most powerful leadership virtues.

With practice, your core self emerges as the natural leader or coach 

of all your dierent parts. The relationships we nurture with our dif-

ferent parts facilitate the empowerment and harmonisation of all 

the players in our inner system.

The qualities of your essential nature include being:

• Courageous

• Compassionate

• Calm

• Con dent

• Creative

• Connected

• Clear
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• Curious

• Playful

• Vital

• Present

• Patient

• Self-aware

• Discerning

When you read the above list, you might nd yourself thinking that

you do not possess some of these qualities. Rest assured, this is

not true.

All these qualities exist inside of you, but some of them may be

dormant, diminished or dulled. Just like seeds, even if some of these 

qualities have been dormant for a long period of time, they can still

be activated. This is what we’ll focus on in Practice 5: Harnessing 

your essence.

These qualities are enduring and indestructible. Some of them might

be on pilot-light setting, but they can never, ever be extinguished. In 

the words of Dr Richard Schwartz, your true self ‘can be temporarily

obscured, but it never disappears’.41

The key ingredient that empowers us to gain the trust of our many 

parts and to coach and lead them is our connection to our core 

selves. By drawing on our innate leadership qualities, we can meet

and welcome the parts of ourselves that have been working away in 

the dark for decades, with a genuine sense of curiosity, compassion, 

understanding, patience and appreciation.
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YOUR ESSENCE

The qualities of our shared essential nature as humans blend and

express themselves through you in a way that is unique to you. You

have a way of being that only you can be. No other human on the 

planet expresses the qualities of our shared essential nature in the

exact same way you do. Your essence is as unique as your ngerprint.

Here is how Carol Sanford describes what essence is, and why it is 

so important:

‘Essence is what makes every living system and being unique

and it is the source for ongoing and life-giving creativity in 

your life. When we lose sight of it, we can more easily feel 

lost in who we are and what we are doing with our lives … 

When people are persuaded to conform, their essences are 

overtaken by personality traits, and the characters they play 

take centre stage, nudging out their true selves. In order to 

develop the capability to recognise and engage with essence 

– our own and others’ – we must hold it in mind and pursue 

its living expression in all of our eorts.’42

YOUR PARTS

We all have many parts. Multiplicity is the inherent nature of the 

human mind and our parts re ect a natural, adaptive response to

a challenging world.

Every major school of psychology recognises that people have 

dierent parts. These parts may be referred to as sub-personalities,



55Y O U  H A V E  A  C O R E  A N D  M A N Y  PA R T S

ego states, energy systems, inner-critics, schemas, saboteurs, cog-

nitive distortions or states of mind. Throughout this book I will be 

using the term ‘parts’ to refer to the natural ‘sub-personalities’ that

exist within all of us.

At some level, you intuitively understand the concept of having many 

parts. Have you ever been invited to a friend’s party and thought, 

‘Part of me really wants to go because I don’t want to miss out, but

another part of me just wants to stay home, order pizza and watch 

a movie’? In a situation like this one, perhaps the part that wins out 

is the one that dreads the idea of telling your friend that you would 

rather stay home than come to their celebration, and so you get 

dressed up and go. Perhaps after you arrive at the party, you notice 

your energy shift as your outgoing, fun-loving life-of-the-party part 

awakens and you end up having a great time.

Dissociative Identity Disorder (DID), previously less accurately

referred to as Multiple Personality Disorder, is a complex psycholog-

ical condition that stems from a combination of factors, like extreme 

trauma in early childhood. DID is characterised by the presence of

two or more ‘split’ personalities that have no awareness of each

other. In the case of DID, a person may not be aware that they’re

behaving inconsistently. People living with DID may have items they

don’t remember buying or friends they don’t recall meeting before. In 

contrast, people without DID are aware of their inconsistencies even

when they are very polarised. For example, I want to go, and I don’t 

want to go; I want to be close, and I am terri ed of being close. DID

is extremely rare, aecting less than one per cent of the population.43 

However, 100 per cent of people have multiple parts of themselves.
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Our parts don’t re ect some sort of dysfunction or calci ed pathol-

ogy. Rather, they are protective and adaptive responses to the 

challenges we have faced and the hurts and disappointments we 

have experienced in our lives. Our thoughts are the inner dialogue 

of our dierent parts. And often, the way our parts speak to us is

way more disempowering than it is empowering. If we spoke to 

other people the way we speak to ourselves, it would be called 

emotional abuse.

We might see our parts as younger versions of ourselves, or we 

might experience parts as body sensations or urges. Some examples 

might include: The Chocolate Monster Part, The Wine Lover Part, The

Shop-a-holic Part, The Shouty Mummy Part, The Withdrawn Part or 

The Volcano Part. Sometimes, people experience and express their 

parts as animals, objects or interesting characters. I worked with a 

client who discovered a Little White Mouse Part whose job it is to 

maintain a stash of salty, sugary snacks for when they feel the urge 

to self-soothe with food. Another client once identi ed a Boxer Part

whose job it is to ght for what is right.

Your parts are very hard-working. They are the invisible inner team 

responsible for running your daily life, for helping you to be suc-

cessful and for keeping you safe and connected. While all your parts 

play important roles, often, their go-to survival strategies result in 

negative long-term consequences. When we look within, we’re likely

to discover that some of our hardest working parts are exhausted 

and depleted. Our parts know that their go-to strategies are not 

working but lack the resources and sense of safety to adopt new 

roles within our inner system.
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Every single part of you holds a positive intent for you, even if their 

actions or eects are counterproductive or cause problems in your

life. This means that there is never any reason to ght with, coerce or

try to eliminate a part. The aspiration of the practices you will learn in 

this book is to cultivate internal awareness, connection and harmony. 

The goal is to empower all of your parts to play more helpful, more 

resourced roles in your inner team.

The good news is that, over time, you can help your parts to trust in 

your core self as their natural, unifying leader. By harnessing your 

innate curiosity and patience, you can cultivate a relationship with 

all parts of yourself that is grounded in acceptance and appreciation. 

When we gently illuminate our parts, help them to meet and, over 

time, trust in the core self as their natural leader, we restore our inner 

harmony and create an inner alliance.

Before we take a closer look at the dierent parts that dwell inside

you, I invite you to re ect on these questions:

• What new possibilities might emerge if you could extend 

compassion and curiosity to all your parts (and the parts of 

others) based on the understanding that having many parts 

is natural, universal and bene cial?

• What would it mean to trust that beneath all your inner chatter 

lies an indestructible core of goodness?

• What if the pathway to good leadership and true belonging 

is being yourself, not changing yourself?

• What if everything you need is already inside you, waiting 

patiently for you to notice?
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MAPPING YOUR INNER SYSTEM

No two parts are the same, and all your parts are unique to you.

Having said this, it can still be very helpful to understand the broad 

‘job categories’ that parts typically fall into. Many dierent frameworks

and tools exist to classify parts.

The tool that resonates with many of my clients is my Inner Alliance 

Map (shown on the page opposite). This map, based on the IFS 

Model44 de nes three distinct types of parts: Manager Parts, Distractor 

Parts and Injured Parts.

Let’s explore this map. We’ll start by taking a closer look at your dif-

ferent parts and the roles they play in your inner system, beginning 

with understanding your Injured Parts.

Injured Parts

The rst category of parts can be described as Injured Parts. These 

parts have experienced pain and hurt in the past and, as a result, 

have become burdened with di cult emotions such as fear, shame,

loneliness, sorrow, rejection, anxiety, worthlessness, powerlessness 

or anxiety.

We all have Injured Parts. Ironically, it’s our eorts to protect these

old injuries that can inadvertently in ict pain on ourselves and others.

Our Injured Parts can carry heavy, sometimes debilitating beliefs, 

such as, ‘I am not worthy,’ ‘I am alone,’ ‘I am unlovable,’ ‘I am not safe,’

‘I don’t belong,’ or ‘There is something wrong with me.’ Because of
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these burdens, the Injured Parts of ourselves are not functioning in 

their natural state. They do not have good access to the qualities of

our core self. For example, a part that carries a lot of shame and fear 

will not have access to our innate playfulness or curiosity.

As Toko-pa Turner explains, ‘Whatever the particulars of your rst

estrangement, you will have felt the rift being torn between who 

you really are and who you had to be to survive. And so begins the 

work of moulding our qualities into this more acceptable version of

ourselves. Over time, these eorts at “passing” as normal become

all too successful, until even we begin to forget our true nature.’45

It is worth talking brie y here about what trauma is because there is

so much unacknowledged trauma walking the halls of every work-

place every single day. The origin of the word trauma is a Greek word 

INNER ALLIANCE MAP
CORE SELF

PROTECTOR PARTS
Manager Parts Distractor Parts

Injured Parts
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meaning ‘wound’. The best de nition of trauma I have found is this

one from Dr Gabor Maté:46

Trauma is a psychic wound that hardens you psychologically … 
then interferes with your ability to grow and develop. It pains 

you and now you’re acting out of pain. It induces fear and now 
you’re acting out of fear. Trauma is not what happens to you, it’s 

what happens inside you as a result of what happened to you.

So, we can think about trauma as wounds that have not been tended 

and have not yet been healed. We all have untended wounds. We 

can sustain these injuries in so many ways. Often, my coaching clients 

share with me that their most painful emotional wounds come from 

unexpectedly careless moments of deep humiliation, abandonment, 

betrayal or shame involving people who loved them the most. Often, 

these injuries are caused by moments that they see as so insigni cant

that they’re sure their loved ones have no recollection of them. And 

yet, something very speci c about the way these moments made

them feel has stayed with them, often for decades.

Perhaps the reason these moments cut so deep is that we do not 

see them coming – we are completely blindsided by them. The 

shock of these moments can make us feel like the rug has been 

pulled out from under us. It might be the burn of the humiliation 

or the sudden belief that our deepest fears are true. It could be 

something as small as the way someone looks at us or turns away 

from us in a moment when we so desperately need to know we 

are safe and loved.
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So, we all have Injured Parts. To function and keep up appearances, 

our inner system attempts to lock these parts of ourselves away in 

the darkest depths of our consciousness. Therefore, Injured Parts 

can also be called exiles. Our inner system wants to keep these 

injured, vulnerable parts protected and locked away because of 

the fear that their hurt, pain and sadness might be overwhelming.

To protect us from the pain carried by our Injured Parts, our inner 

system creates another category of parts – known as Protector Parts.

Protector Parts

All Protector Parts have the same goals: to keep Injured Parts exiled

and to protect us from ‘dangerous’ feelings of shame, fear, sadness,

guilt, pain and anger. Protector Parts are hard-working, have good 

intentions and take their jobs very seriously. However, they can often 

be extreme or misguided in how they ful l their duties.

As you get to know your parts, you may observe that their way of 

handling things often brings about the exact opposite of what they 

are so desperately seeking. It can be a life-changing insight to realise 

that the parts of ourselves that are working so hard to protect us 

from pain are inadvertently causing us to experience pain.

Protector Parts employ one of two dierent strategies to achieve

their goal of protecting our Injured Parts. So, depending on what 

strategy they adopt, Protector Parts fall into two further sub-cate-

gories – Manager Parts or Distractor Parts.
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Manager Parts

Let’s rst take a closer look at how our Manager Parts do their job of

inhibiting the potentially overwhelming feelings of our Injured Parts.

Manager Parts are the parts that run our day-to-day lives. These 

parts commonly employ strategies such as: striving, controlling,

evaluating, caretaking, over-achieving, rationalising, perfectionism, 

hyper-vigilance, people-pleasing and judging.

Manager Parts change when the Injured Parts they protect are cared 

for and begin to heal. When our Injured Parts release their burdens, 

our Manager Parts can nd new roles in our inner system. By helping

our Manager Parts to relax and open space, we can gain permis-

sion to form relationships with the Injured Parts they are protecting. 

From here, we can help our Injured Parts begin to trust in the core 

self once again.47

Let’s take a look at ve examples of Manager Parts:

The Controlling Part

A part that has a strong need to take charge and stay in control. 

This part is strong-willed and may tend to be competitive or con-

frontational. They may feel anxious or impatient when things are 

not going the way they want them to go. This part craves certainty. 

Their deepest fear is that others will get close enough to see they 

don’t have all the answers.

The Judgemental Part

A part whose job it is to nd fault with self, with others or with
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situations. This job requires them to constantly identify what is ‘wrong’.

They may replay past hurts and mistakes over and over while being 

hyper-focused on what ‘went wrong’, or what people ‘did wrong’.

They may feel guilty, disappointed, resentful and ashamed. They 

may believe that people need to be pushed or punished to learn 

and change. Their deepest fear may be that they will make the 

‘wrong’ decision.

The Hyper Achiever Part

A part that is relentlessly chasing the ever-elusive mirage that 

they can somehow achieve their way to being worthy. Their sense 

of self-worth and enough-ness is heavily dependent on external 

achievements, success, recognition, validation and status. They have 

an insatiable thirst for accomplishing things but never feel satis ed.

They experience little joy or satisfaction from their accomplishments. 

Perhaps this part feels stuck in patterns of proving, competing and 

unhealthy striving that push you to the brink of exhaustion or beyond. 

Their greatest fear is not being enough.

The People Pleaser Part

A part that suers from a sense of over-responsibility for others and

an under-responsibility for self. They put aside their own needs to 

gain acceptance and aection by saving, rescuing, helping or at-

tering others. Their greatest fear is not being needed. They have a 

strong need to be liked and may need frequent reassurance. They

may experience feelings of resentfulness towards others and may 

be prone to exhaustion and burnout.
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The Keeping Up Appearances Part

A part that feels like it needs to ‘keep up appearances’ at any cost.

For example, this part might show up as a Shouty Mummy Part who 

is convinced that their children’s ‘bad behaviours’ mean that they

are a complete failure as a parent and their kids are spoiled brats. 

Even though they hate themself for it, they nd themself shouting

at their kids in a desperate attempt to curb their behaviours. This 

part’s greatest fear is being rejected for not being good enough.

Distractor Parts

Now that you have a better sense of Manager Parts, let’s look at 

Distractor Parts. This family of parts also springs into action when

your Injured Parts are at risk of being exposed. Their self-appointed 

job is to distract from the feelings of vulnerability through strategies 

designed to numb, suppress or extinguish di cult or uncomfort-

able emotions. Their mission is to protect your overall system from 

being overwhelmed. These parts can also be called ‘Fire ghter Parts’

because their primary job is to ‘hose things down’ when we have

unpleasant inner experiences. They may ful l their duties in several

dierent ways, including over-working, over-exercising, over-eating,

binge-watching TV, mindless social media scrolling, shopping, drug 

or alcohol use, or even self-harm.48

The more I work with the principles and practices I share in Being 

True, the more familiar I become with how my parts can pull me away 

from my core. This empowers me to be more honest with myself 

about why I sometimes feel like I need to feel less.
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I marked another trip around the sun as I was nishing this book, and

I made the decision to un-invite alcohol to my birthday celebrations. 

This was kind of a big deal for me, not because I am a big drinker, but 

because alcohol has been an unquestioned part of my celebration

(and commiseration) rituals for almost thirty years.

Through work I have done with my parts, I came to see that the 

choice to drink has rarely come from my wisest self. Sure, sometimes 

I consciously make the choice to savour a good glass of wine with 

good food and friends, but most of the time (if I’m being honest with 

myself) drinking is about feeling less of something.

In my teenage years (when I was so very desperate to be cool), 

drinking was really about part of me longing to feel less awkward. 

In my twenties (when I was partying hard), drinking was really about 

part of me longing to feel less responsible. In my thirties (when I was 

living with domestic violence), drinking was really about part of me 

longing to feel less trapped. In my early forties (as a busy working 

parent), drinking was really about part of me longing to feel less 

stressed out. At the height of the pandemic (as a business owner 

and a home-school teacher to my kids), drinking was really about 

part of me longing to feel less overwhelmed.

Don’t get me wrong, I am no angel. I still have the occasional drink,

and I don’t always drink purely for the enjoyment of it. The dierence

is that, today, I have much more awareness of the inner dialogue 

behind my decision to open a bottle of wine. I experience more 

choice and agency in how I care for myself.
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Here are a few common examples of Distractor Parts:

The Snack Monster Part

A part whose job it is to convince you that chocolate would make 

life so much better right now. This part will also nd any excuse to

celebrate, relax or treat themself to something sweet or salty (or 

both in the case of my Sea-salt-dark-chocolate Craving Part). What 

this part really wants is to feel less of the hard stu for a blissful few

sweet or salty moments.

The Shop-a-holic Part

A part who just can’t resist the temptation of buying something 

new and shiny to momentarily feel better about themself. This part 

may shop in a way that feels almost compulsive, propelled by the 

misguided hope that if we have enough nice stu, then we will one

day feel like we are enough. Often, this part experiences buyer’s 

remorse, or may even try to hide new purchases from loved ones 

(‘This old thing? No, it’s not new, I’ve had it for ages!’). After-pay

companies love this part.

The Work-a-holic Part

A part that really struggles to switch o from work, even though

deep down you know that what you’re working on late at night is 

neither important nor urgent. This part just can’t seem to stop. They 

work hard in a way that goes beyond healthy striving or putting in 

extra time to meet the occasional deadline. They keep you stuck in 

habitual patterns of working long hours yet never feeling ‘on top’ of

things. They’re great at justifying their over-working through excuses 

of being ‘busy and important’, but deep down they feel powerless
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to stop because they’re desperate to distract us from opening the 

can of worms that is the buried feelings of our most vulnerable parts.

It’s important to mention here that we all numb ourselves in one way 

or another. Life can be incredibly challenging, and sometimes we 

just need to do something that feels soothing or distracting. There 

is nothing inherently ‘wrong’ or ‘bad’ about having Distractor Parts.

We all have them.

However, challenges arise when these parts pull us into destruc-

tive or addictive patterns and when the costs of their distraction 

strategies become problematic for us or for the people we love. 

When Distractor Parts do their thing to ‘take the edge o’ our fear,

overwhelm, frustration, loneliness or sadness, they also dull feelings 

of connection, love, gratitude and joy.

By getting to know our Distractor Parts, we can better understand

what they are afraid would happen if they did not do what they do. 

From there, we can begin the gentle process of witnessing, caring 

for and, ultimately (with the right support), dissolving the heavy 

burdens carried by the Injured Parts they are protecting.

Over time, we can cultivate greater con dence in our capacity to

care for the most vulnerable parts of ourselves in the way they need 

to be cared for. This means that our Distractor Parts have less need

to take drastic action and are activated less and less frequently.
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Put down the weight of your aloneness,
and ease into the conversation.

DAVID WHYTE

I believe that now more than ever, we must reconnect to the truth 

of who we are as a catalyst for the co-creation of workplaces where 

people can thrive, perform and belong.

While the pilgrimage of guring out how to honour the truest expres-

sion of who we are is deeply personal in nature, there can be so 

many bene ts to travelling in the company of others. I established

The Centre for Self-Fidelity to connect, support and inspire a growing 

global community of self- delity pioneers.

It is my hope that, over time, the practice of self- delity becomes

as well respected as the practice of self-compassion. My dream is 

to see the word self- delity added to the dictionary in my lifetime.

As we restore faith in ourselves, we restore faith in each other.
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Ease Into The Conversation

One of my greatest joys is facilitating honest conversations with 

like-minded, big-hearted leaders united in their desire to be true 

to themselves, and give others permission to do the same so that 

workplaces become safer spaces for everyone.

One-on-one coaching is something I also oer and love to do.

If you would like to learn more about my individual and group coach-

ing programs, visit self-delity.com.

Discover Additional Resources

Visit self-delity.com to discover a range of valuable additional 

resources, including a free printable Being True Playbook and a free 

Overwhelm Survival Guide.

You can also subscribe to my blog (self-delity.com/blog), where I 

regularly share new ideas on the small, practical steps you can take 

to be more yourself at work.

The IFS Institute (ifs-institute.com) also oers a wide range of articles

and other valuable resources. If you’re curious to learn more about 

Internal Family Systems, Dr Richard Schwartz’s wonderful book No 

Bad Parts is a great place to start.

Spread The Word

If you enjoyed my book and would like to help others discover the 

simple principles and practices that support us to be true to our-

selves, use #beingtrue to spread the word.

B E I N G  T R U E
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Client Feedback

‘Cassie delivered a workshop to 450 of our employees. I was 
totally mesmerised by Cassie’s engagement style and content. 

Her story telling skills are exemplary.’
ANNA ANDREONI, SENIOR LEARNING & 

DEVELOPMENT ADVISOR, ORIGIN ENERGY

‘The work of tending to my mental health can feel quite lonely. 
Your group coaching program has helped me to realise that 
I am not alone. As a result, I am far more motivated to keep 

going with putting small changes into practice.’
KATE JARVIS, CLIMATE FINANCE SPECIALIST,  

ASIAN DEVELOPMENT BANK

‘I loved reading your books but participating in your program 
has taken my understanding of what it really means to be true 

to myself to a whole new level.’
MELISSA BUCKINGHAM, PEOPLE EXPERIENCE DESIGNER, LEAPGEN

‘I completed Cassie’s Leadership Development Program over a 
year ago and it has had such a lasting impact on me. An even 

more powerful catalyst was the small, simple changes I made. I 
now refer to these as an effortless snowball of transformative 

practices connecting me with my true self.’
SALLY PEDLOW, HEAD OF PEOPLE (PHARMACY 

& COMPOUNDING), ICON GROUP
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‘Your program provides a great framework that helps 
us to be true to ourselves. I discovered that even if 

we work in high pressure environments, we can still 
be playful and bring joy! Thank you! I would highly 

recommend your program to other leaders.’
DR NADIA CHAVES, INFECTIOUS DISEASES 

AND INTERNAL MEDICINE SPECIALIST 

‘Cassie is an authentic and intuitive coach. Above all, Cassie cares 
deeply for those she serves, without reservation or judgement.’

WILLIAM SHEFFIELD, CHIEF PEOPLE OFFICER, 

WESTFUND HEALTH INSURANCE

‘Receiving coaching from Cassie has been a game-changer 
for me. Her knowledge and experience combined with her 
genuine ability to connect with people makes her an ideal 
coach. It is an absolutely privilege to be coached by her.’
JESSIE WADDELL, ORGANISATIONAL DEVELOPMENT AND 

COMMUNICATIONS PROFESSIONAL

B E I N G  T R U E
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Cassandra Goodman is the founder and director of The Centre for 

Self-Fidelity.

Cassandra’s career has moved further and further up the supply 

chain from customer experience transformation to employee experi-

ence transformation to transforming the inner experiences of leaders.

Through her coaching, training, speaking, consulting and writing, 

Cassandra supports busy, big-hearted leaders to be true to them-

selves as a catalyst for the co-creation of workplaces where people 

can thrive, perform and belong.

Cassandra brings over three decades of business experience to her 

work and has held a range of senior leadership roles, including Global 

Director of Employee Experience at a healthcare company where

she helped to activate the organisation’s purpose, ‘Longer, Healthier,

Happier Lives,’ for their 86,000 employees around the world.

Cassandra is an IFS-informed coach. She has a master coaching 
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certi cation and is an accredited Thrive Global Executive Coach.

She is also an accredited Lean Six Sigma Master Black Belt (and 

no, she can’t catch ies with chopsticks).

Cassandra was born in Sydney, Australia and currently lives in 

Melbourne.

This is her second book.

Learn more at self-delity.com

Connect with Cassandra on:

 linkedin.com/in/cassandra-goodman

self. delity.cassandragoodman
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