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Episode 83: COACHING CORNER 
with Alina Addison: I keep getting 
interrupted at work 

Mandy: Welcome to a Coaching Corner episode of Enough the Podcast. This is something new that I’m 
interspersing with the usual format. These Coaching Corner episodes are highly practical and they focus 
on a particular situation that’s getting in the way of you feeling good enough. Sometimes there’s a guest, 
sometimes it’s a solo with me in coaching mode.

I can’t wait to hear what you think. Today I have a guest. It’s Alina Addison who is an expert on audacity, 
something that she defines as caring enough to dare to take risks where necessary without caring unduly 
what other people think. I know we all could use a bit more of that. She’s the author of the Audacity 
Spectrum, Leading With Care, Courage, and Non-Conformity.

You’ll find a host of wisdom on audacity in Alina’s book, but in today’s Coaching Corner, we’re applying 
audacity in a very specific situation. How to be more courageous in your conversations at work. One 
scenario that Alina and I both get all the time in coaching sessions, particularly with women, is how to react 
when someone interrupts them.

Alina dives in with an important question. 

Alina: Is this the first time? The only time? Is this a recurring thing? Because it’s different. If it’s not the first 
time you have been interrupted, I would invite you to really see what is it. Almost like trying to find the 
moment when that happens, because there’s a pattern there and a simple solution.

It’s almost, you know, radically simple. I say, is it the voice? Is it too low? Do you need to just bring it a notch 
higher? Because sometimes this is an excuse that’s being used and I don’t want to say, you know, men 
and women, but it’s like, your voice was too low so I just felt I had to take over. I wouldn’t want to give that 
permission almost to someone subconsciously. So I’m playing the sort of two different scenarios. When I 
hear the male version who interrupts and I get feedback, they will say, well I need to think really fast and if I 
don’t do it in that moment, I’ll forget.

That’s the excuse. Or, you know, someone who tends to interrupt, that’s what they think - I’ve had the idea 
and if I don’t do it now, I’ll forget. My advice to that person would be, just write it down in the moment rather 
than interrupt someone. 

To the person who’s interrupted, of course, it depends on the context. If it’s a person who’s very senior 
and they have a lot of power then we freeze or we, you know, have a reaction of not knowing what to 
do. Normally it’s allowing the person and then making a comment when your nervous system has calmed 
down because sometimes we go into shock. If we are in the middle of saying something and someone 
just comes over, you could do a gesture that can be seen, not necessarily heard to say, Oh, I’m sorry, I 
just haven’t finished what I was saying. That’s quite audacious to actually just make yourself seen in the 
moment, especially if there was something important that you were relaying, and then you were stopped in 
the middle of it. 

Or just be a bit more gracious and say, that’s interesting, you know as a perspective, as a new point of view. I’d 
like to finish by saying my point of view. Acknowledgement is always a very graceful and easy way of having a 
more difficult conversation. What do I mean by acknowledgement? It’s really acknowledging the other person’s 
need. They needed to interrupt for whatever reason. They needed to be heard. So actually, rather than going 
defensive and saying, you just interrupted me, it’s acknowledging what’s just been said by them. 
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I think what happens is that we just get silenced, and then we miss the opportunity, and then we don’t 
say anything anymore. So rather than that, it’s making sure we still contribute by acknowledging the other 
person’s contribution.  But again, it’s a question of timing. It’s saying, thank you for that contribution and 
then say whatever it is that you haven’t finished. Or if you have missed the opportunity of finishing, at least 
your voice has still been heard, because in my experience, if the voice has been shut down, we find it much 
more difficult to be heard again.

Mandy: I think this is the challenge because, as you said, sometimes there’s a feeling of audacity that 
somebody interrupted me. Therefore, we go internal and we go into feeling all the feelings and all the 
stories developing.

There are definitely times when that’s used as a political tool, I’m not dismissing that, but there are also 
times where, as you said about the male client, this idea has bubbled up and they have to get it out 
immediately. It’s this lack of self-awareness. So, what I’m hearing you say, and this is work I’m exploring at 
the moment, is that self-awareness isn’t enough in these situations.

If you imagine this as a Venn diagram, there’s the self-awareness bubble but then there’s also the situational 
awareness of understanding the dynamic of what’s happening. So maybe pay attention to the timing, 
being able to acknowledge and say thank you and jump back into the conversation. Then there’s also 
the relational awareness. That’s the third part of the overlapping Venn diagram.  There’s a power dynamic 
happening here. That acknowledgment piece can be a nice way to be able to be audacious and get back 
into the ring of the conversation without potentially upsetting the apple cart in terms of the relational part of 
the Venn diagram, the relational awareness.

There’s also giving oneself some compassion in the moment. This stuff is hard. It’s hard for a reason. It’s 
hard to be able to speak up and it’s hard to make our voice known. There was an episode in the diary of 
a CEO. I’m now paraphrasing this, but Simon Cowell was talking about how it can be so much easier when 
we’re in those kinds of dynamics where somebody shuts you down. Now, this is me riffing on the concept. 
That’s not what he was saying, but you’re in a meeting, you get shut down, it’s so easy to go inwards and 
get angry and feel like, oh this person’s done it again.

We sort of lose the tactician’s mind in that moment, how to get back into the conversation. One thing that he 
said that was useful and in an entirely different context was to imagine that every person has a sign on their 
forehead that says, make me feel important or make me feel special or make me feel seen.

I think that can be very, very helpful. I think everybody just wants to say their piece. Everybody just wants to 
be seen. Everybody wants to feel important. And I don’t know about you, Alina, but that can take the wind 
out of the sails a little bit that that person isn’t necessarily trying to undermine me in this conversation. It can 
be easier to acknowledge that person, say thank you for your input and I wanted to make this final point. 

I think it’s really having the audacity to build that muscle to speak up in the moment. Part of that might be 
checking the story that we’re telling ourselves. Which may or may not be true. There are times when it is 
true, I want to acknowledge that.

Let’s do a quick recap. Number one, pay attention to any patterns around your interruptions. Does it happen 
with specific people or in particular situations? Could you ask an ally who you trust who’s often in the same 
meetings as you and ask if they’re willing to pay attention and give you feedback offline?

Number two, get curious about your voice. Is it possible that you need to speak up, especially if you’re 
not projecting in a big room? Or maybe you could be more to the point. Again, an ally can comment on 
this. Number three, if you want to dive deeper into the layers of power dynamics that can happen in these 
situations, tune in to episode 73 with Elaine Lynn Herring, and also Alina’s chapter 5 in her new book. 
There’s a deep dive on assertiveness, which could be very useful.

Number four, and this one is super important and so challenging. Do your best to avoid getting sucked into 
your inner story if you get interrupted, Oh, this person is out to get me. I don’t have anything to add. I’m 
never going to get ahead here. They’ve got it in for me. All of that may be true or none of it may be true, but 
in the heat of the moment, you’re understandably distracted by the stories going on in your own head.
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You might be better placed to get back in the game, not be stuck in your own mind, second guessing 
yourself, leaking your power. Number five, a few techniques to get back into the conversation. You could 
gesture, like Alina mentioned, you could use the person’s name, that always works and say that you hadn’t 
finished yet.

If that feels too audacious, wait till they finish, acknowledge their point, and then dive back in. I can’t give 
you a crib sheet for this because so much will be situation specific but check in with yourself. Be curious. 
Could you bring just a little bit more audacity into your communication style?

Okay, let’s get even more tactical on what you can do when you need to have a challenging conversation. 
Say you’ve decided you would like to confront the person who often interrupts you, but you have no idea 
how you would do that. Luckily, Alina has created a framework called the assertiveness formula that can be 
helpful as you plan your conversation.

Alina, what’s the first stage? 

Alina: The first one is you have to have noticed a particular behaviour that you either like or you don’t like. 
Most people obviously find it difficult to express when there is a behavior that they didn’t like and they let it 
go, of course, in those moments. So, I noticed that you interrupt me during meetings is one of the examples. 
And then the second part is how does that affect you? So, you notice it, but in those moments when 
someone interrupts you, what’s happening within you.

The negative effect on you will be in this case, I don’t get a chance to voice my opinion. So that’s what’s 
happening to me. Then as a result you start to feel something. The feeling is I feel frustrated, I feel 
underappreciated. I feel disfranchised. There’s a feeling that is bubbling up and that’s probably the answer.

You have to give names to the feelings. So, it’s almost learning the feeling alphabet in the way that 
we’ve learned the timetables, for example, and having enough feelings to go back to refer to. The fourth 
step is what is the need that hasn’t been met? That’s probably most difficult. I find that difficult because 
it’s identifying what is the need that hasn’t been met that makes me frustrated, that makes me feel 
underappreciated.

In this case is I have a real need for belonging, for example, or contributing to the team. But again, 
identifying that need in that moment is not easy. You have to practice a lot. The most important part of the 
formula is this last step which is what is the request that you are making to the other person if there is a 
difficult conversation.

You notice the behavior, there is an effect on you and notice how it’s making you feel. You might forget 
about the negative and then the effect and the needs because it takes a lot of steps, but the most important 
part is, what are you asking for?

What are you requesting? Would you be willing to give me time to express my thoughts? Would you be 
willing to not interrupt me? It is making that request then making an agreement with a person. I think you 
and I talked about that a while back about the need of the people who get interrupted, but also the people 
who tend to interrupt a lot.

The interrupters will say to me, Alina, if I don’t say it, I’ll forget it. That’s their justification. That’s their reason 
for behaving in the way that they behave. So there is always that side of the coin. Understanding where the 
other person is coming from with curiosity. So that’s another sort of tool - I notice that you interrupt me quite 
often. I’m curious. Then just leave it at that. If it’s a pattern that keeps repeating, it’s worth. investigating, 
especially if it’s a pattern that has an effect on you. 

You know, in that formula, its obviously, you know, one time, second time is okay. But if it starts to really 
frustrate you, you should not just keep avoiding it or ignoring it. Have that curiosity to really understand 
what is really driving that person to behave the way they do.

I’m going to finish with one of the quotes that I use a lot with my clients. It’s Stephen Covey from the Seven 
Habits of Highly Effective People. I just love it because he says, we judge others by their behavior and we 
judge ourselves by our intention.



mandylehto.com

So we always judge the other person and in this simple example, they interrupt. We will judge that behavior 
because it doesn’t align with our own values. What we do not know and what we do not understand is the 
intention behind that behavior. So that’s a very powerful tool. What is the intention behind you interrupting me? 

And then be open. To listen out to what is.

Mandy: I was supporting a client who I’ll call Kate, whose boss had spoken over her in a meeting that 
was full of senior stakeholders. Kate was livid. She wanted to confront him right away after the meeting, 
but she took a breath and decided to let her anger settle and not bring that emotional volatility into the 
conversation.

Though she did tell him that she was upset and she wanted to speak to him the next day. So, we’re going 
to apply Alina’s steps to Kate’s situation and work through it. First, I want to add a pre-step. There’s that 
internal management piece, those conversations that you have with yourself prior to having a challenging 
conversation.

It’s super easy to negotiate with ourselves. Ah, it doesn’t matter. It’s no big deal. Remind yourself why this 
conversation matters to you. Thinking of Kate’s situation, I invited her to think about why it was important for 
her to speak to her line manager. 

Those stakeholders needed to see her shining, she said. It’s a big promotion year. Fair enough. Great. So 
next I invited her to pre-decide on what her internal state would be for that meeting. Bookmarking a state of 
mind, like I’m going to stay calm and collected, for instance, can be really helpful. I also encouraged Kate to 
do a mental rehearsal of the meeting, visualizing herself speaking in a calm, composed way.

Then, you know me, I love getting practical, we got down to the practicalities. To ground herself before 
going into the room, Kate was going to do the physiological sigh. If you don’t know what that is, this is a 
practice. A power tool. You take two deep breaths in through the nose. So, you’re stacking them.

Inhale through the nose and then when your lungs are full, you’re taking an additional sniff, a top up breath, 
and then you’re letting it all out through the mouth. Okay. One long exhale through the mouth. She’s 
going to do three to five repetitions of that. And she was going to remind herself of why this conversation 
mattered to her. Then as the discussion was getting started, she would not open it by making small talk. I 
asked her why that was a good idea. She said it would diminish her power. She wanted to get right down 
to the point. She had pre-decided that she was going to open with this line. Thank you for making time to 
speak to me about what happened yesterday.

So quick check in with yourself. With no judgment, notice how often you might be adding something. It’s like 
making a big ask and then saying, Oh, but it’s okay if that doesn’t work for you. Wouldn’t it be audacious to 
let there be some tension when the situation merits without immediately trying to soften it. 

Let’s add Alina’s first step. Kate would start with a factual statement about what she’d noticed. For instance, I 
noticed that you often interrupt me in the Thursday meeting, especially when there are senior stakeholders 
in the room. 

Alina’s second step is describing the effect that that had on Kate. So Kate could say, when that happens, I 
feel undermined. And then if she wanted to, she could link it to an unmet need. I feel undermined, which 
affects my deep desire to make a contribution as a member of this team. 

I’m not creating a foolproof script for Kate, nor for you. We’re playing here. You have to think this through 
and language it in your own way. It’s more about having the steps in mind as you pre plan. Then there’s 
Alina’s key step around the request. What did Kate want to be different? We played around with this and 
Kate said, well, I want him to quit interrupting me and to be aware of the negative impact it’s having.

Sidebar, they generally had a good relationship and Kate didn’t think that he was trying to undermine her. 
She suspected that he was actually trying to be seen and noticed in front of the same senior stakeholders. 
So, Kate’s request turned out to be something like this. Would you be open to noticing when you’re about to 
interrupt me and then pausing it until I finish, before adding your point?
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In the actual conversation, her boss apologized and was open to her request. Kate and I had discussed 
another powerful question that she could drop in at this moment if this conversation was going well, 
something like this. If this pattern persists, are you open to me bringing this up again? To which he agreed.

For Kate, this was a way of saying she wasn’t dropping this, and it was a way of inviting the line manager 
to bring more self-awareness to his behaviors in those Thursday meetings. So, in the final bit of today’s 
Coaching Corner episode, Alina and I are going to rewind to that initial negotiation you might be having with 
yourself.

Is it worth bringing this up? It’s all a calculation. Going back to episode 73 with Elaine Lynn Herring, she says 
that speaking up isn’t just a matter of courage. It’s a great word. It’s a calculation. There’s a cost to speaking 
up in a given situation, but there’s also cost to not speaking up. If we go back to our interrupting example, 
let’s hear Alina’s thoughts on what some of those internal calculations, to confront or not to confront, might 
be about.

Alina: It’s about how much and how long do we tolerate, and then what happens inside of us. In the 
conversation or in the example of a boss, if there is something that’s happening in that dynamic that we 
notice and we dislike. For example, you know, let’s say we get overlooked for a project and that happens 
once and we then decide, well, I’ll just let that go.

If it happens again, it’s like, oh, what do I do now? Do I let it go? If it happens often, there’s a dynamic 
where we are allowing it, because if I keep getting interrupted, why am I allowing it, do they think that’s 
acceptable?

So I need to start questioning my own behavior. To your point of, you know, the cost of doing or not doing 
something, is it worth it to me? What is our own pain threshold? Because, you know, someone could let 10 
interruptions or 20 and not really feel that. And someone might not be able to let even two or one go.

It’s how are we, our body will tell us. What I’m not advocating for is to numb ourselves and really not 
consider having that difficult conversation. And for me, it’s through my own filters where I had to have 
difficult conversations. I’m tenacious and I’m assertive, I mean, I’m also human. There have been moments 
where it’s been so painful and I’ve had so many conversations with myself like, how am I going to do that 
without hurting someone else’s feelings? Or how do I engage someone who doesn’t want to engage? Then 
the question for me is like, what are they even interested?

Are they interested in what I’ve got to say? What’s the cost to them? Is there pain to them or what’s the 
benefit? Trying to understand in that dynamic between, generally speaking, it’s in a relationship between a 
boss and us or our partner and us or our child and us.

There is that dynamic, to have the courage to table what we call a difficult conversation. And for me, it’s all 
about reframing. If it were not difficult, what would that look like? And then still acknowledge it is difficult. 
For me, I’ve learned to express it and start with, this is a very difficult conversation for me, are you willing to 
have it? 

Sometimes they say absolutely not, because they’re not ready. I’ve learned to not push. My old self used 
to be pushy and say, but I want to have this conversation. I want to have it now. And that becomes so 
counterintuitive.

It’s that assessment, you know, that Elaine talks about. Is it worth it? Do I push it now? Do I let it go? You 
know, push, pull. We all have our threshold moments. For me there’s other two things.  Either, if you can’t 
change it, accept it and if you can’t accept it, then you change it. What happens to the majority of us, 
we can’t do either. We don’t accept it, we think we have, but we haven’t, and we can’t change it. So we 
constantly still get upset about not getting chosen for the project or being interrupted because we haven’t 
accepted the behavior on the other side and we can’t change it

Mandy: What’s interesting there is to start to pay attention to some of those telltale behaviors within oneself. 
It’s not a judgment. I always think, my mom used to cook a lot of things at home with the pressure cooker, 
and I was fascinated but she, for obvious reasons, told us not to touch it or go near it.
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I was always looking. There was like this tiny valve at the beginning that would sort of dance side to side 
and it would whistle and it would let off steam. And that was like the pressure valve and the pressure 
cooker. I was obsessively looking at this as a kid. And there are behaviors when the pressure of this tension 
builds up within us. It’s like being in a pressure cooker with no release valve. It needs to go somewhere. 
And one of the tells is, for example, am I bitching and moaning about this to my friends, my partner, my 
colleagues?

Because that’s the pressure releasing a little bit, but it’s not necessarily actually helping the situation. It’s 
just that little burst of pressure release. And it’s a temporary fix. Because that annoyance will continue to be 
there unless that pressure is released by either tabling a difficult conversation or choosing, I’m just going to 
choose to live with this.

I think what you rightly point out is many people choose not to do either, and then they just exist with these 
little telltale signs of the pressure release, which is like the ruminating. There could be physical symptoms of 
this, like headaches or low energy or whatever else. Just like not being able to let go of something because 
it bugs you and annoys you, but you haven’t gone to the root of the problem to take care of it.

I think that’s also something to pay attention to, which type of pattern you might be getting into and whether 
you might start to explore a more audacious option.

That is a wrap for our first ever Coaching Corner episode. I hope you got some goodies from it. You know 
that person who came to mind as you were listening, please go ahead and share the episode with them. 
The more people we can empower with skills and self-awareness, the better. There are more audacious 
gems for you in Alina’s book, The Audacity Spectrum.

All her details are in the show notes, along with all the other resources I mentioned. And a question that I 
want to leave with you. What challenging conversation are you delaying? And what emotions are building 
up like molten lava as a result? And a tool I want to empower you with is the physiological sigh that I 
mentioned.

That’s two deep in breaths through the nose. You’re stacking those one on top of the other, and then a long 
exhale through the mouth. But please don’t believe me try it three to five rounds of that that can really help 
to dissipate stress.

I’m going to intersperse these Coaching Corner sessions amongst the usual episodes of enough the 
podcast. Before you head back to your day, lease hit the follow button so you never miss a juicy episode as 
ever. 

Thank you for listening. Let’s do this all again in two weeks


