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Welcome to this Special Issue on Diversity and Inclusion from within a
coaching perspective. In my introductory article I aim to explain where this
special issue comes from. This is followed by a poem, a book review and 7
articles from the hearts of passionate people in the coaching industry.
Please take your time to read their words. Reflect on them and investigate
where you are as coach and as human being.
The monthly magazine issues are fee-based and intended for subscribers
only, but this special issue is available at no cost to all coaches and to the
public. Please share as wide as you want to.

Take care and enjoy the reading!
Your partner in coaching excellence,
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INTRODUCTION

Jacques Myburgh
Introduction
On the journey, once started

It was with a strong sense of disbelief in early June this
year when I realised that the US police and secret service
clashed violently with protesters outside the White House,
just because the country’s president wanted to pose
outside a church with a Bible in his hand.

The death of George Floyd and others in the USA are so
similar to scenarios we have had in South Africa, but also so
similar to scenarios in Hong Kong, Myanmar, various
African countries, South America—in fact—almost all over
the world in all of our histories: Intolerance for the ‘other’;
intolerance for diversity and an almost automatic
exclusionary behaviour.
I grew up in an era and family life where racism was not
even a concept, i.e. it was just there, never spoken about,
never thought about, it was just how things were. Along
with racism many other isms, phobias, and discriminations
were part of our lives. Therefore, my choice of cover image
on this Special Issue with Nelson Mandela’s message.
A journey, once started
It took me many years before I became aware of who I was,
and many still to start a journey to become someone and
something else. It is a journey, when once started, it never
ends. It is also a journey on which, once started, endless
progress is made. Every now and then I get an extra kick, an
extra stimulus that pushes the momentum forward with
greater speed and sense of urgency.
During my coaching studies I experienced such a stimulus
during a lecture by Dr Dorrian Aiken. I sometimes wonder
www.sacoachingnews.co.za

Photo by Annie Spratt on Unsplash
how different a coach I would have been without that kick
in the middle of my coach training. And how that would
have negatively influenced my clients.
SA Coaching News
In Nov2018 I co-founded SA Coaching News with the
intention of making a constructive difference to the South
African coaching industry and coaching profession. After
watching the US president’s long walk away from freedom,
I thought I needed to make another difference, small as it
may be. I asked a selection in my LinkedIn network to write
short articles on diversity and inclusion from within a
coaching perspective. I know when we talk to each other
we have our opinions on what should happen, what is
right, what is wrong; but I also know that it becomes
extremely difficult the moment we have to pick up the pen
and convert these thoughts onto paper.
4

I read an article by Kharnita Mohamed, a Lecturer in Social
Anthropology at UCT. Read it, absorb what you can now,
and later, go read it again. Because the journey, once
started, continues with no end. I suppose I had a typical
white person reaction to the article—I wanted to write to
her and say something. Not sure what I would have said—
perhaps apologised, perhaps describing how I felt after
reading the article, perhaps trying to explain something—
like I did above where I gave you my family’s background—
”it wasn't my fault, I just grew up like this, I did not know
better, my role models also did this blah blah and blah …”.
Then I read Karnita’s last paragraph in her article:
“P.S. It has taken me days to post this because I don’t want
to deal with soothing white sensibilities and becoming
complicit in self-congratulation or deal with condemnation
and whataboutism. And more than anything, that
reluctance has shown me just how much epistemic power
whiteness retains, how much self-censorship is required
from black people. Now if you spout crap or make me deal
with your feelings, I will just ignore you the way you have
ignored the violence done to black people for centuries.
Rather take that energy and go mop up the racist nonsense
we have to fight, done by people who do not think black
people are their equals and peers.”
Here is Kharnita’s link: https://genderit.org/feminist-talk/
questions-white-liberals
Another kick in my journey once started. So, let me put this
energy to mop up by publishing this issue, hopefully not
the last. If this issue speaks to you, and you find the time to
pick up that constructive pen on diversity and inclusion, let
me know. I would love to merge our journeys and to get
your energy out there as well.
COMENSA members should be aware of Context
Management in the COMENSA Behavioural Standards. You
need to be able to demonstrate or explain how you work
with, or adapt to, diversity within your coaching practice.
No matter what the diversity is.
Context has many different dimensions: Race, Ethnicity,
Gender, Sexual orientation, Socio-economic status, Age,
Physical abilities, Religious beliefs, Personality, Marital
status, Parental status, and so on ...
Coaching a sole proprietor, can I use the same frame of
mind I used with the CEO of the large corporate? My
coaching approach should cater for the diversity and the
context of the sole proprietor vs the CEO.

the extrovert? Or the high performer vs the steady
progressor. I might think of myself as a high-performance
coach but all the client wants is thinking space. Google
“definition of coaching” and see how often the definition
includes the words goal, performance, and achieve. How is
this shaping the context of coaching in the world?
What do you think of the following: “I refuse to coach
someone wearing a burka, because I cannot read their
facial expressions, and as coach, I rely very much on facial
expressions.”
On a professional coaching sliding scale of zero
discrimination to 100% discrimination, where is this coach?
If your answer is anything less than 100%, you are probably
a white coach. Ask me, I know—when I first heard that
statement some years ago, I gave it some serious merit.
Partly because I was inexperienced, partly because it
seemed that this role model had a LOT of experience and
therefore the statement was right, partly because I did not
really think about it and partly because I was much further
back on my journey once started. Book yourself an hour
and 10 minutes, watch the video clip below on white
privilege and continue the journey once started.
https://www.puttingracismonthetable.org/
whiteprivilege2018?fbclid=IwAR0ZuLNk9b3IZLBgXraC5Rq1of3cAK5aNzohadFQ3nY0Qw7-s-nWlyPGk
My thanks to coach Claire Holden for sharing this video clip
with me.

About
the
Author,
and
Publisher of SA Coaching News:
Jacques Myburgh

Jacques is a qualified executive
coach
and
management
consultant, working with clients
across South Africa.
He has a background in project management,
information management and business intelligence of
more than 25 years. Jacques has a master’s degree in
Executive Coaching (cum laude), an MBA in Strategic
Marketing Management and Change Facilitation, and a
BSc in Information Systems.
He is credentialed as a COMENSA Senior Practitioner
(CSP), past-chair of the COMENSA Research Committee
and past member of the COMENSA Ethics Committee.

What about the way I coach the introvert as opposed to
www.sacoachingnews.co.za
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So my sincere thanks to the authors in this Special Issue
who somehow made the time to pick up that pen, and
sometimes with difficulty, wrote for this issue.

AWARENESS

A poem by
Joy-Marie Lawrence
Evoke Awareness
The visceral “fight or flight” feelings evoked by seeing
street protests,
remind me also of the feelings I experienced,
when I first started coaching.
That sense,
that I am being judged because I am seen as an “Other”,
a woman coach,
a brown woman coach,
an inexperienced coach.
My being is intact,
I meet those eyes looking at me,
I don’t question whether I am good enough,
I don’t have to prove myself over and over.
I meet those eyes with my competence intact,
my coaching framework ready,
my integrity unwavering.
The visceral “fight or flight” feelings evoked by seeing
street protests,
remind me also of the feelings I experience,
when I am told
by buyers of coaching services,
“We are looking for coaches of colour”
And then I wait….and wait,…and nobody responds.
Focusing merely on the numbers
of coaches of colour in a database
is like trying to understand
literature
by studying the ink.
I understand
that you want to
broaden your database of coaches,
to be diverse
and inclusive.
But
I am not
just a number.

www.sacoachingnews.co.za

I am trying to evoke awareness.
Client-coach compatibility
is important.
But so is
understanding
your user’s context,
which may include their identity,
environment, experiences,
values and beliefs.
The difficult task is to be curious
and
have courageous conversations
with your users.
Ask your users
to try a coaching session
with a coach who is different to them;
a coach who is female, or
a coach who is male, or
a coach from a different race group;
When we don’t notice the change
that is needed,
it is easy to be ignored,
not seen
or heard
or taken seriously as a coach.
I invite you
to have courageous conversations
about issues of diversity and inclusion.
It may make us feel uncomfortable ,
but that’s why it takes curiosity
to have a courageous conversation.
Joy-Marie
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Joy-Marie’s poem in a word cloud

About the Author:
Joy-Marie Lawrence

She is the Founder and CEO of Boardvisory a specialist consultancy focused on
boardroom coaching of Non-Executive and Executive Directors.
Joy-Marie Lawrence is an Entrepreneur, Board Director, Executive Coach and
admitted attorney (Executive MBA (cum laude), Masters of Law, LLB, BA). JoyMarie’s experience as a Non-Executive Director and Chairperson of boards spans
the investment, science and technology, legal, education and health sectors.
She is a certified Chartered Director CD(SA) and accredited as an Associate Coach by the International
Coaching Federation, a fellow of the Institute of Directors of South Africa since 2009.
https://www.boardvisory.com/home-2020/

www.sacoachingnews.co.za
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SAWUBONA

Dr Dumi Magadlela
Sawubona! The power of
greeting
Reflecting on Elements Diversity
and Difference

This brief article is about the power of greeting as an
initial step towards re-humanizing shared spaces.
Greeting is regarded here as a powerful tool in laying
foundations for genuine human connection. It makes
the point that HOW and WHO we choose to greet is
often shaped by learned and taught elements of
difference and diversity.

The ugly or worst aspects of how and who we choose
to greet tend to show up in differential treatment,
discrimination, bigotry, prejudice, and other learned
nasties of human behavior. Most of it starts with, or
shows up in, who and how we choose to greet others.
The next time you meet someone you have never met
before, take time to reflect on how you are choosing
to greet that person. We all need to remember that
when we fake genuine connection or interest in another person, they already know it!

When we really get to the bottom of it, greeting is
about establishing a genuine connection with another.
It is essentially about clearing our ‘narrative slate’ of
the old learned or taught ‘clutter’ and noise about
others and allowing the person or people we are
meeting to present themselves to us with their own
descriptions of who they really are in that moment of
interface.
Every human encounter is a new beginning or a relationship or a new phase or stage of a relationship.
Great coaches know that every coaching engagement,
mid-contract or not, needs a kind of contract, or re-

In one of the most widely spoken languages in Southern Africa, isiZulu, when we greet people we say
“Sawubona”. This literally means “I see you”, and all
that you are, all that you represent. It means that I see
you as you present yourself, and I recognize and
acknowledge you as you present yourself, and not as
presented by stories that I have ‘heard’ about you and
‘your kind’. In this context, greeting offers us opportunities to ‘see’ each other as we would like to be seen.
www.sacoachingnews.co.za
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contracting. We are constantly contracting and recontracting. This is where most ‘perceptual differences’ show up for the first time. Often it is a dance
between what we think we know about each other,
and the part we are presenting. Greeting is one of the
most powerful practices that help establish meaningful human connection. It lays the foundation for just
about any relationship, and it evolves as the relationship evolves and matures.
So, when we greet someone, we are signing a
‘contract of connection’ with them. The power of this
seemingly simply act of engagement is most striking
when we take a closer look at HOW we greet each
other in our shared spaces around our connected or
systemic world. Better still, it is most critical when we
explore HOW and WHO we DO NOT greet, either in
our work-places, or in any other shared spaces everywhere. Our cultural, gender, age, ethnic and other
elements of diversity, are often at the center of our
lenses, and shape how and who we greet.
We tend to choose who we greet, and there seems to
be a learned, embodied or well-practiced set of unconscious biases that inform how and who we greet
or not greet. The last thing you want to do, especially
in the business world, is to stretch out a ‘wet fish
handshake’ and hope to make a good business connection.
Admittedly, in the context of COVID-19 and other
transmissible infections, it is safe not to make physical
contact. Under different circumstances – I refuse to
use the word ‘normal’ here - any form of wellintentioned greeting helps set the tone for a potentially good new relationship.

www.sacoachingnews.co.za

About the Author:
Dr Dumi Magadlela

Dr Dumi Magadlela is a
certified
Executive
Coach, Coach Trainer
and Leadership Skills
Development Facilitator
based in Johannesburg, SA. He is a member of the
International Coach Federation (ICF); currently
serves on the global Board of the ICF Foundation as
a Trustee; a member of the Coaches and Mentors
of South Africa (COMENSA), a Founding Board
Member of the Africa Board for Coaching,
Consulting and Coaching Psychology.
Dumi is Senior Faculty at The Integral Africa
Coaching Centre (Module: Coaching in African
Context, using Ubuntu Coaching and Ubuntu
Intelligence). He is part time faculty, University of
Stellenbosch Business School (Module: African
Team Coaching, MPhil Management Coaching).
Dumi works across the African continent
developing leaders through coaching. He is
currently part of the associate faculty at the Global
Team Coaching Institute (WBECS programme).
Contact Details: Dumi@netactive.co.za OR +27 82
321 2213.
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Finally, humans are relational beings. Great relationships start with making connections, and these initial
encounters are characterized by diverse forms of
greetings. As coaches, we owe it to ourselves to ‘greet
mindfully’ or ‘greet consciously’. When we are intentional, conscious, and mindful with our greetings – as
with every other human interaction – we stand a
better chance of establishing powerful, meaningful
relationships in our diverse, deeply fractured, and otherwise disconnected world yearning for genuine empathy, connection and ‘sawubona’.

MY JACKET

Colleen Qvist
Take off your jacket and
step out of your room

I have watched and listened to the different voices in the global news recently and seen the different hashtags
and counter hashtags and seen how the heated arguments and counter arguments have not brought about
understanding, healing or voluntary change. The change that has taken place, as an example, a hashtag on
football jerseys has often been forced. We all know that forced is not sustainable if it is not understood or
embraced. Closer to home, I have seen how the global news has overflowed into local high schools whose alumni
have set about attacking each other on Facebook over differently remembered experiences from years before.
I have so wanted to reach out and say, “Take off your jackets, step out of your room and go sit with each other.”
What a strange thing to want to say, but this comes from U theory and the Levels of Conversation and Listening.

Photo by Adrian Ordonez on Unsplash

www.sacoachingnews.co.za
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MY JACKET

In the dialogue level of Conversation or level 3, we
see that we can defend our viewpoint BUT most
importantly can see other people’s viewpoints. It is
like our opinion is a jacket and we can take our
jackets off and look at other people’s jackets. In
contrast, Level 2, or debate has us not separating
from our point of view and we do up the jacket and
keep it close to us. We end up defending that jacket
or opinion as if our lives depended on it. We have
been overwhelmed by level 2 conversation in our
global news. Everyone has held onto their opinion/
story/perception/memory/hurt and has not been
willing to entertain the opinion/story/perception/
memory/hurt on the other side. Think of that

www.sacoachingnews.co.za

opinion/story/perception/memory/hurt as a jacket.
Imagine that you could take off that jacket, just for a
moment so that it does not get in the way of going to
see someone else’s jacket. Of course, you can put
your jacket back on at the end of your conversation,
but it allows you a better understanding of where that
other side is coming from without your jacket getting
in the way.
As a coach, I have loved that imagery and routinely
ask myself if I am removing my jacket in the
conversation. It is a coaching tool that I have shared
with many of my clients. “I have a jacket” versus “I am
my jacket”.

11
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Again, the imagery in U theory Levels of Listening is
something that I have used personally and with my
clients. Look at the difference in the levels from level
1 where I am in a closed room, listening only to my
own slides playing in my head. Level 2 has me going
to the window and I notice that someone is speaking
to me. In Level 3, I step out of the room and go and sit
with the person who is speaking and in Level 4, I go
past the person and hold the space.

#TakeOffYourJacket #StepOutOfTheRoom
#BlackLivesMatter #Womxn #GBV #LGBTIQ
#DifferentlyAbled #diversity #inclusivity #respect
#understanding #privilege #age #religion

#EqualityIsNotSameness #EquallyUnique

About the Author:
Colleen Qvist

I often ask myself if I have left the room and am I
sitting with the other person and truly listening to
them? I tend to picture us sitting on the grass on a hill
and we are both looking in the same direction in
silence and as the person speaks, I turn to look at
them.

Imagine the healing if we could teach people how to
take their jackets off and to step out of their room to
go sit down together and really listen to each other?
It may seem overwhelming that the difference that
each of us can make may seem like a drop in the
ocean. Collectively those drops add up and change
lives.

www.sacoachingnews.co.za

Colleen is a Life Coach, Business Coach, Facilitator
and Speaker. She is a master credentialed Coach
and the National Vice President of COMENSA.
Colleen owns CQ Consulting and works with
corporate clients to improve communication,
remove silos and for her clients to be comfortable
that caring for staff does not mean compromising
on results.
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MY RANK

Gavin Shaskolsky
Racism: Owning or
denying our rank
and power

I am a white privileged Jewish male on a committed
journey of owning my racism, taking accountability
for my behaviour and recognizing when I slip into
racist thoughts, feelings and actions. I have lived
most of my life in South Africa, with its brutal
inhumane Apartheid regime. I journeyed into the
new dawn of the Rainbow nation, to celebrate
diversity and provide equality to all yet its
entrenched roots of systemic and institutionalized
racism, police brutality and unconscious white
privilege live on. I still benefit from these forms of
racism today. Mine is an ongoing committed quest to
acknowledge how often I slip into unconscious
blindness which is part my unearned rank and power
of being white.

Exploring our relationship to our rank is central to
leading effectively and humanely in the world. Rank is
the experience of power or powerlessness which is
earned or unearned. Those who have rank are usually
unaware of it-they live their lives in mainstream roles.
While those who don’t have rank (the marginal roles)
are attuned to the poor use of rank by the
mainstream and often feel powerless.
This rank unconsciousness negatively harms
relationships, organisations and environments. If I
deny, ignore, or misuse my rank then I directly
contribute to injustice, inequality, and the very root
structure of racism in society. It is not something I can
choose to be neutral about. I either have rank,
acknowledge it and work to make a more just society,
free from racism or I perpetuate the injustice and
trauma of the past through my rank and power
blindness. There is no room to sit on the fence. There
is no fence! I am either actively committed to growing
and learning about my rank and how to use it for the
greater good or I am wandering around with
unconscious rank hurting, harming and retraumatizing
people who live with marginal ranks.
There are four types of rank, two external (social and
structural) relating to how society is structured and
two internal (psychological and spiritual) relating to
our internal landscape.

Photo by Clemens van Lay on Unsplash
www.sacoachingnews.co.za
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Social rank reflects how much power society bestows
on me, such as race, gender, education, religion etc.
By virtue of being a white heterosexual male I am
handed ranks from society that I have not earned
while a black, gay, woman is much more vulnerable
and marginalised purely based on social rank.
Structural rank bestows power on institutions and
people who enforce their policies, procedures and
rules. Structural rank is often given to those who have
social rank resulting in white men usually setting
policy and making decisions. We need only look at the
proportion of white men leading governments,
companies, lobbying groups, and industries to
recognize this insidious interrelationship. Structural
rank can be difficult to engage with or dismantle given
the powerful hidden ranks that pull the strings behind
the scenes.

MY RANK

?
?
?
?
? ?
?
?
? ?
and sense of wellbeing usually being higher than black
people.
In addition, moving from the focus on race, we see
that being raised in a loving, caring home provides
more unearned psychological rank and self-esteem
than being brought up in an abusive home with
parents who trample the child’s psychological safety
and wellbeing into the ground daily.
Spiritual rank refers to our connection to something
greater than ourselves, something that gives our lives
greater meaning and purpose. People often connect
to spiritual rank through religious practice, their faith,
or a commitment to spiritual teachings that shape
their character, values and how they lead themselves
and others. People who choose to numb their pain,
trauma and suffering turn away from spiritual rank
through drugs, alcohol, abuse etc.

Psychological rank refers to how we feel about
ourselves and our psychological wellbeing. If we have
suffered from institutionalized racism, we are more
likely to internally marginalize and retraumatize
ourselves even when the abuser is no longer around.
Therefore, activist leaders, like Steve Biko and
Malcolm X emphasised black people growing a
healthy black consciousness from within to overcome
the racist system. As white people, who have
unearned rank and benefitted from institutionalized
racism, we have been taught consciously and
unconsciously that we are superior and better than
black people, which results in our internal confidence
www.sacoachingnews.co.za
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Turning our attention to anti-black racism and
systemic violence in South Africa and America, its
critical to consider our reactions to the brutal
murders of Collins Khoza and George Floyd, the racist
behaviour of Amy Cooper in central park and
countless other examples from the past and present.
To reflect on how rank perpetuates and entrenches
reactions across a spectrum so that we move away
from blaming the looters, defending the right wing,
attacking politicians, or consenting through silence.
It’s vital to look in the mirror, to own our ranks and
acknowledge, listen and learn from those who have
been oppressed and abused for centuries, so we can
create a more inclusive and just society for all. Only
then will the rotting seeds of racism be uprooted and
be replaced by the heartbeat of understanding,
respect, and love for all. Only then will we move more
consciously and deliberately towards celebrating the
WE of our collective humanity in the spirit of Ubuntu.
People who exhibit spiritual rank tend to come from
marginalized experiences such as Nelson Mandela,
Mother Theresa, Harriet Tubman and Martin Luther
King as they needed to dig deeper to find meaning
and purpose due to the brutal systems that tried
everything to destroy them and their people. These
people found deeper spiritual connection to rise
above and ultimately helped bring about change.

The time to own our ranks well has come. The time to
act is now.

About the Author: Gavin Shaskolsky

Gavin Shaskolsky is a Global leadership Coach, having coached 1000+ business
leaders in over 50 countries across multiple industries including Tech, Finance,
Retail, Telecomms and Government.
He is an Editorial Board Member of Choice Coaching magazine. He is the MD of
GSI Coaching.com and Co-founder of Virtualcoachingpartners.com.
GSIcoaching.com is a preferred coaching provider for Heartstyles International.
He has designed, led, supervised and coached coaching programs globally for
over 10 years. He is a member of COMENSA. He certified at The Coaching
Centre, SACAP, Time to Think coach and facilitator and Process Work Institute.
www.sacoachingnews.co.za
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While these are examples of famous leaders, we all
know and recognize people who have spiritual rank
by their presence, the way they carry themselves and
the light that shines in their eyes.

Black lives matter
Coaching for racial justice

The #BlackLivesMatter global campaign for racial
justice has again called our attention to the work of
social justice. Coaching is also at a crossroads in
terms of its ethical and social commitment. To a
large extent the corporate coaching profession has
been co-opted by a White male capitalist agenda.
Inadvertently we subscribe to the stereotype of
white male executives as the norm for effective
leadership. To what extent do our coaching practices
unconsciously and consciously assist our coaches to
be successful in a white male corporate world? This
is why we have to pay attention to race as a critical
variable in our coaching philosophy and practice.

Photo by Clay Banks on Unsplash
www.sacoachingnews.co.za

As a country, racism is encoded in our South African
DNA. Much like a virus we need to develop immunity
to the deep trauma of apartheid. It is not something
that can be wished away. The dawning of the new
democracy only displaced racism as the majority
Black South Africans committed themselves to a new
South Africa – to become the rainbow nation. The
truth for many Black South Africans is that their lived
reality hasn’t changed much both in the townships
and in corporate South Africa.
It is in this context, the mission and mandate of
coaching is called to answer its commitment to
building a new South Africa. I believe coaching is

16

BLM

Dr Stanley Arumugam

uniquely position in its approach and skill set to play a
critical role in addressing the specific question of
racism in the workplace and in society at large and
can act as a powerful antidote to the racism virus.
Why Racial Equality Matters
As South Africans, we need no academic case for
racial equality. The case for diversity and inclusion has
been clearly made over the last twenty years as a
business benefit. However the call for racial justice is
more than a business imperative. At its heart, racial
justice is an ethical issue.
Most South African businesses pride themselves on
their contribution to a diverse workforce
representation. Progressing beyond the compliance
demands of affirmative action and employment
equity requires a deeper introspection, awareness,
and courage to act ethically. The reality is that racism
is still an underlying condition (often covert) that
holds us back as a country.

This requires companies to get involved in issues of
social justice. Progressive companies will know that
there can be no separation between business and
society. Justice is no longer the province of NGOs, the
police, and the courts. Social justice is the business of
business. The glaring divide between Sandton and
Alexandra needs to be confronted in boardrooms and
not left to politicians only. In this context of being one
of the most unequal countries in the world, racism is
one of the deep unspoken issues that we need to
confront.
The Power of Conversation
Language is a powerful transmitter of ideology.
Talking has the power to build up or break down. Our
ideas of race come both from direct experience and
from the conversation. In the boardroom there is an
air of civility and presumed mutual respect, as it is in
churches and other public spaces. In our private
spaces, our language is different.
Free of social censorship there is often a different
narrative, coloured with prejudice, stereotype, and an

Photo by Christina @ wocintechchat.com on Unsplash
www.sacoachingnews.co.za
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The South African reality as told by our demographic
data is that we have a long way to go before we can
flatten the racism curve in terms of the leadership
profile of corporate SA. What can well-intentioned,
genuinely committed South African companies do to
turn the tide? Not as a reaction to global race
pressure but birthed out of a deep conviction of a just
world for all.

shows up in coaching practice. Coaching can make a
difference in building confidence and competence
towards a just world. We have to make it our
business as coaches.

Corporates tried to turn the tide with diversity and
inclusion initiatives. These served to make a case for
tolerance in the workplace. These interventions
haven’t gone deep enough. As we learn of White
fragility and Black shame, we recognise that many
feel forced to participate in these initiatives only to go
back to live in spaces of institutional racism.
The real test of diversity initiatives is in the frequency
and quality of interracial interaction and relationships
outside of the workplace. It’s witnessed in the
genuine diversity of friendship groups that are not
homogenous hangouts. What enables people to
reach and build deep relationships across colour
lines?
Compassionate and courageous conversations can
create spaces for meaningful engagement and
relational bonding. These conversations don’t come
naturally given our deep-seated epigenetic
engineering in South Africa. We need spaces for
guided, safe and constructive conversations.
Coaching provides such a space that can confront
barriers to inter-racial relationships and offer
language and behaviour change to build a better
future committed to racial justice. This requires all
coaches, Black and especially White to recognise their
fragility, privilege and unconscious bias and how this

About the Author: Dr Stanley Arumugam

Dr Stanley Arumugam is a coaching psychologist with over 30 years of
experience in corporate South Africa and with global NGO’s. He is committed to
coaching as a means for social justice, working with leaders across diverse
sectors and also in the faith based community serving as a lay minister in the
Methodist Church. His coaching affiliations include: ICF, Association for
Coaching and was a previous Ethics Committee Member with COMENSA.
Contact: dr.stanley.arumugam@gmail.com
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underlying fear, sometimes overt and crass,
sometimes disguised in conversations about declining
standards, safety, security, and social etiquette. We
judge others through our frame of reference.
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About the author
Born in Soweto, Nene Molefi is the CEO and owner of
Mandate Molefi Human Resources Consultancy
which specialises in change and transformation. Over
the past two decades she has established a
reputation both locally and abroad as a thought
leader in diversity and inclusion, values-driven
leadership and transformation. She is a speaker and
author, a member of the Diversity Collegium, a think
tank of globally recognised diversity experts and an
associate lecturer at both GIBS on Global Diversity &
Unconscious Bias and at Stellenbosch Business School
on Transformational Strategy.
Purpose of the book
Through the use of personal stories and sharing her
years of experiences in various organisations, Nene
Molefi has crafted a book that is at once personally
challenging and practically applicable to help readers
truly begin to embrace and appreciate diversity and
understand what inclusivity means as a lived
experience rather than just an intellectual concept.

Justice Edwin Cameron sums up this book beautiful
www.sacoachingnews.co.za

when he writes in the forward: “And beyond just
thinking differently, this book challenges us to be
different, to act differently, to notice how our being –
our behaviours, biases and attitudes – impact on
those around us. It invites us to listen and to observe
more closely the nuances that are the key in creating
a more inclusive future for all.”
Main theme/Book summary
Every person has a story to tell and Nene Molefi’s
story is a powerful one.
This book isn’t emotional or self-indulgent. Nene
Molefi shares the facts, she candidly tells us about
her experiences. As she does so, we gain insights
into what it meant to be brough up in her home in
19

genders, sexual orientations, cultures and languages
among others. This book is for anyone who desires to
understand inclusivity, to act inclusively and to
embrace the diversity that surrounds us. I believe
that this book should be mandatory reading for all
educators, coaches, managers and leaders across the
globe. It is only as we begin to appreciate the
experiences of others that we can truly connect and
tap in to their potential.

We follow her incredible career beginning with her
appointment as the first black social worker at the
Red Cross Children’s Hospital in Cape Town through
to her years working at Eskom where she was
involved in HIV & AIDS education among other things.
She shares her experiences of transformational
fatigue and her observations of what is required to
avoid it and articulates the intentions behind the BEE
legislation that she helped craft during a secondment
to the Department of Labour.
Molefi shares the obstacles she faced in her position
as Executive Director of Transformation for the Cape
Town City Council and her journey into owning her
own consulting firm and the challenges that came
with it. In the final chapters of the book Molefi shares
her 10 Step Iterative Culture Change Model and her
insights and experiences gained as she has applied it
in the organisations she has worked with.
In this remarkable book we are given the gift of
seeing things from her perspective, we share her
insights and walk a mile in her shoes. Nene Molefi
discusses white privilege, unconscious bias,
institutional racism and the intersectionality of
diversity. She talks about the risks of internalised
oppression and black people and / or women
becoming the ‘custodians of transformation’. As we
gain insight and understanding our ability to
empathise expands. At the end of each chapter we
are invited to reflect on a series of questions and tips.
It is this increasing empathy and personal reflection
that makes the book so powerful and so
transformative.
Intended readership
We live in a world that is increasingly diverse. Every
day we interact with people of different races,
www.sacoachingnews.co.za

About the Author: Claire Holden
Claire Holden is an Empowerment Coach and
Appreciative Inquiry Practitioner based in
Johannesburg. She spends her time in individual
and group coaching, workshops, public speaking
and writing.
Claire is passionate about using Appreciative
Inquiry principles as a framework to expand
personal empowerment and volition. She believes
that as we identify and build on our individual and
collective strengths, we celebrate the positive core
that allows us to unleash our potential to make
possibilities reality.
Understanding who we are as individuals and
collectives, provides a solid, stable core of
certainty allowing us to thrive in an ever-changing
world facing the 4th industrial revolution.
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the Soweto of the 1970’s and 80’s. We begin to
understand the challenges of township education at
that time. She shares her pride in achieving a matric
pass with university exemption in spite of not having
a maths nor science teacher in her matric year. We
are exposed to her experiences as a student at the
University of Forte Hare where she completed her
undergraduate degree in social work and then at the
University of Cape Town where she achieved her
honours.

Unconscious bias and
coach supervision

It seems that the 2020 Coronavirus Global Pandemic
has been a magnifier to shifts in global consciousness
that have been percolating more acutely over the
past years. The world has discovered and seen
awareness of the nuances that are important in
updating how we as a humanity can better work with
each other.
What is unfortunate to see is where important topics
become divisive issues and start to shut down
conversations. My hunch is that this is where our
individual and cultural unconscious biases cuts us off
from inviting open conversations that grow and
connect ourselves and our communities.
As coaches it is our business to engage with

individuals, teams and organisations in practices that
affect change. To make change and hopefully
sustainable change we have to show up with our
authentic selves. Form here we invite our clients to
bring their authentic selves to start exploring the
opportunities of the change they want to experience.
In this space we cannot help but bring our own
unconscious bias into the room.
Our unconscious bias shows up and perhaps impact
our practice in how we filter the information we take
in for our clients and then how we decide to respond
and at times react. Our unconscious bias affects our
way of being and how you coach. This may not be
reason for alarm, since your unconscious has
supported you this far in a profession where the
purpose is to be of value to
others. However, it is possible
that our biases may impede our
potential value, then it is
imperative to be curious of how
our unconscious bias may be
cutting our potential short.
Starting to learn more about
what lies in our unconscious
can seem like a conundrum,
there doesn’t seem to be any
sure-fire way of identifying and
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dealing with it. There are volumes of research and
practise on how to access our unconscious with
varying degrees of challenge and support. A common
objective is to find ways to disconnect from the detail
and conscious focus and invite connection with insight
and intuition (together they make up preconscious)
that in turn affects subconscious and finally starts to
update unconscious.
As a professional coach one of the most engaging
ways to do this work is by nurturing a professional
relationship with a coach supervisor. At the heart of
coach supervision is a relationship built on trust and
rapport where both the coach and coach supervisor
are able to be vulnerable and potent. It is a space of
mutual trust and respect with a curiosity to learn and
grow as a coach, as a person and as a professional.
Aspects that are most often taken to coach
supervision originate from noticing that we are
hooked by the client’s story and either feeling a
resonance or an aversion and noticing that with a
certain client we don’t get around to an important
part of the coaching process. These start to highlight
evidence that could be the start of knowing yourself
more.

Another value and gift of nurturing a professional
relationship with a coach supervisor is knowing you
have someone on your side who is getting to know
you and your patterns. Having this additional insight is
a potential of invaluable evidence-based feedback
that could uncover or point to something unknown.
In coach supervision we explore what is noticed, look
for ways to disconnect from the story and find a
different way to explore which opens up connection
with insight and intuition, potentially updating the
subconscious and unconscious. Linking the new
perspective to new actions and/or awareness to take
www.sacoachingnews.co.za

forward increasing the potential of a transformational
shift. This process shifts your way of being with our
clients and has the potential to increase the impact
we and coaching has on them.
As coaches we have the potential to powerfully role
model authenticity when we engage with our clients.
A true hallmark of authenticity is the ability to lean
into the unknown and have open and, at times,
uncomfortable conversations to learn about self and
other to continually update how we best be together.

About the Author:
Andrew Matthews

Andrew Matthews is a coach, coach supervisor and
ICF mentor coach working virtually with clients
across the globe. The golden thread to all areas of
his work is to help people find and live into their
personal and professional flavour of life.
Andrew is a COMENSA Credentialed Practitioner
(CCP), ICF Associate Certified Coach (ACC) and is
the Secretary for the South African Transactional
Analysis Association (SATAA).
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The feeling of a soul

During George Floyd’s last moments a bystander was
heard pleading “He is a human being!” Thirty-eight
days later we are still unable to conceive of how it
came to pass that those officers were so insentient to
their own and his humanity. A common humanity
that he cried out in that one word: “Momma!” An
invocation many have made in their last moments.

I coach because of the beauty of our one humanity.
The EXPAND model is one that I developed premised
on a definition of an immutable self, a truth about
who or what we are that we may become awake to in

the coaching journey. This self, however the client
chooses to define it, is intrinsically aware that any
action that is not in the interests of all life and the
planet is a violation of a natural order of unity. My
conviction has always been that the essential self
within all of us is devoid of the polarities of race,
ethnicity, gender, sexual orientation, socio-economic
status, age, physical abilities, religious beliefs,
personality, marital status, or parental status.
Philosophical underpinnings of the EXPAND model,
explicit as it is about the reality of oneness, emanate
from many spiritual and other ageless wisdom
traditions.

Photo by Obi Onyeador on Unsplash
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MY SOUL

Seema Ramsewak

expression, in my family, community, professional
life?”; “Is there alignment between how I define
myself and the expression of that self in life?”; “How
do I establish and maintain alignment and growth in
my self-expression?”
EXPAND Diagram: Engage; X Marks the Spot; Person;
Accept; Nuance; Do.

Theoretically, the model is scaffolded by ontology
(understanding the nature of being as a dynamic and
constructivist process); personal construct theory (self
-transformation in a world where there is a loss of the
stable state and fast capitalism); and integral theory
(holding the accumulated and diverse wisdom of the
world on human growth in an integral map - the only
rules are openness to methodological pluralism,
integration, respect for disparate aspects of reality,
acceptance of knowledge, uncertainty and neutrality).
Outputs should then be a clear sense of what ‘being’
means to the individual, a sense of meaning and life
purpose and values that she wants to permeate her
personal, professional, and community roles. This
awareness should then serve as a reference point in
the dimensions of thinking, learning, feeling and
acting; reducing dissonance and creating a sense of
inherent power and peace i.e. as in the name of the
model, the concept of expansion from the essential
self. The coaching process is a function of how the
client expands outwards from this definition to acting
in the world; a clear flow through “Who am I?”; “How
does my definition of myself expand into, and gain

The image in the EXPAND diagram is a sculpture by
Paige Bradley. She took a perfectly formed figure that
she had worked many months upon and dropped it
onto the ground, shattering it into many pieces.
Because she believed that to understand the human
being today you have to go so much deeper. She said
“The sculpture was the closest I have come to
portraying the feeling of a soul”.

About the Author: Seema Ramsewak

Seema is an executive coach, consultant and director of Ashneya Inspired People
Solutions (Pty) Ltd. Amongst other things, she focuses on leadership development, team
effectiveness, diversity and inclusion and culture activation.
Seema’s corporate background includes 9 years as Senior Human Capital Manager and
Human Capital Ethics Champion at PricewaterhouseCoopers Inc. Her fields of expertise
are as an executive coach, human capital specialist (People Capability Consulting) and Higher Education
facilitator and lecturer.
She holds a BProc (UND) Summa Cum Laude, LLM (UKZN) and a MPhil Management Coaching (Stellenbosch)
Cum Laude.
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In the current world of science cosmologists agree
that the universe is expanding and that every atom
within us was created in previous generations of stars.
We are in, and made of, the same star substance of
the expanding cosmos. My conclusion as I developed
the model was that every human being is therefore,
like the cosmos, also unified in a state of expansion,
from within, from her core self.

ACCEPTANCE

Christine Chichi Kere
Moving beyond simple
(in)tolerance to
acceptance

COVID and George Floyd have challenged me at a deep
level as a Coach to go beyond the problems of (in)
tolerance to awaking to exploring the future I want to
enable and can offer to others. I have often wondered
what triggers drive animosity behaviours?
What
assumptions do we hold towards and against each other
as human beings, even at times when it is our first-time
meeting?

According to Goldsmith and Reiter (2015), these animosity
behaviours could change with time if the individuals are
supported to acknowledge their behaviour and its impact
on others with concerted conscious efforts to change.
Over time, the internalization of the related feelings or our
level of tolerance is breached and an explosion of
emotions, pain and unvoiced anger emerge like an
explosion. The George Floyd case was a typical situation in
my opinion of how emotions can outweigh the human
spirit and rationality in making decisions perhaps
exacerbated by other effects such as the pandemic.
How then can we ensure that the human rationality is
enhanced? What do such actions say about how/what we
learn, teach, and educate ourselves and our future
generations about tolerance and acceptance of our
diversity as endeavour to be part of a growing global
village?
What conversations are happening at an
individual and family level; how are these conversations
feeding our thinking and the behaviour that comes with it?
On the next page is a creative representation of the
learning and education impact transition of the individual
from an “I to a we/us” as part of a bigger global world.
www.sacoachingnews.co.za

The actions surrounding George Floyd’s death are not
unique and peculiar to the USA only, it is a global issue
with many tiers and threads across communities of the
world. Despite children being born neutral, with love in
their hearts, tolerance, or the lack of it is taught and learnt
through interaction with others and the interpretation of
the environmental situations.
It is the teaching and learning from the home that equips
them with a certain perspective that, will either empower
them to manage, tolerate and accept certain issues and
situations as part of the global community or they will
learn intolerance resulting in the case of George Floyd. The
ideal is where the acquiescence of our behavioural
differences will be more likely to create leverages for
growth.

What do you talk about at dinner time?

25

A creative representation of learning and education from an Individual (I) to the Global – We/Us Perspective

ACCEPTANCE

Regional Collective

Individual

Understanding triggers and having the willingness to
comprehend behaviour consequences involves learning
and educating the global communities towards becoming
performance-enhancing communities where over time the
human rational develops to accept the strength of our
diversity as a people in a technologically viable global
village. This is a process that will require leaders to be in
the forefront of learning and education, learning together
surrounded by the technology influence and impact on
global communities towards becoming more transpersonal
in creating a more accepting impactful societal change.

The move towards a more accepting global community
therefore starts with learning from events such as the
George Floyd case, to having discussions and time to think
sessions, challenging how we learn and educate ourselves
in the Fourth Industrial Revolution (4IR) global village. We
have understood that, holding facilitated collaborative
space through Conversations That Matter®, has a higher
chance of enabling co-created outcomes that become an
adjunct to mastery for learning the impact of (in)tolerance
as the advocacy to move communities towards accepting
the richness of our diversity surrounded by technology and
human migration.

About the Author: Christine Chichi Kere
Christine Chichi Kere is a practicing Coach Consultant who holds an MPhil
Management Coaching from the University of Stellenbosch Business School, an
MBA Strategic Marketing (Hull, UK), a Diploma in Adult and Vocational
Education, and a Bachelor of Technology Management (Hons), and has
completed several certificate courses in team building and emotional
intelligence. She has extensive management consulting experience in education
and training, entrepreneurial development, hospitality, telecommunications,
and property development.
In a career spanning 25 years, she has consulted in countries such as Zimbabwe,
Mozambique, Tanzania, and South Africa, and established a social enterprise, Coaching Mentoring Education
Africa (CMEA). Chichi as she is affectionately known, is an advocate for leader development making impact
through coaching and mentoring in learning and education across Africa.
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