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January 2019 saw the launch of SA Coaching News. My original intent was to
make a difference to the coaching industry; to fill the gap between various
organisational newsletters on the one side and academic journals on the other
side.

The subscription-based publication of the past 33 issues (27 monthly and 6
special issues) was a roller-coaster ride – many hours of work and building
relationships with wonderful authors and coaches across the world.
During my annual reflective strategy review, and with the assistance of a
coaching session from my coach-in-training in Namibia – Jacob Ntintin Orange, I
returned to my original intent and decided to make a few changes. The result is
CoachingNews.Africa, an open access bi-monthly trade periodical for the African
coaching industry and coaching profession.
The opening article by Dr Dumi seemed to be an apt message. When we greet
someone, we sign a ‘contract of connection’ with them. Sawubona, coaches in
Africa. Welcome to CoachingNews.Africa!

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

DISCLAIMER
The views, thoughts and opinions expressed in this magazine are solely those of the authors and do not necessarily reflect the
position of CoachingNews.Africa, SA Coaching News or the publisher.
www.sacoachingnews.co.za
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FEATURE ARTICLE: THE POWER OF GREETING

This article was originally published in SA Coaching News
Vol 2 Special Issue 2. Republished here with permission.

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!
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
www.sacoachingnews.co.za

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.
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
4

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-contracting. We are constantly
contracting and re-contracting. 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

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
well-intentioned greeting helps set the tone for a
potentially good new relationship.
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’.

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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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.

(Keise, et.al., 1993. p194. .)

Many coaches will find themselves working with
clients whose backgrounds are different from their
own. As a European white male, I need to be
present to the implications of the quote above not
just when coaching across cultures but in how I
operate in daily realities. This can introduce an
added level of complexity to coaching engagements
as cultural differences and diverse experiences
influence how a client may respond to a coach’s
approach, their communication style, or any
coaching tools and techniques that the coach may
introduce.

We need to recognise that culture shapes our values
which in turn shapes our history. The enormous
complexity of human cultures across time and space
cannot be reduced to an assumption of a
homogenous set of Anglo-American beliefs about
how the world works. Our approach to nature and its
conquest, the decimation of indigenous populations,
philosophies and cosmologies have been presented
as the evolutionary progress of humanity from its

However, we have to recognize that applied sciences
and social sciences do not have a good record when
dealing with diverse cultures. Across a number of
professional disciplines that inform coaching they
have mismeasured people and promoted racist
www.sacoachingnews.co.za
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‘You need to understand that for you
racism is an issue, when you go home
you can forget it.
For us it is a daily reality.’

stances in psychology, misdiagnosed and ill-treated
minorities in psychiatry, distorted ancient cultures in
anthropology and marginalized women as
professionals. The domination of white western male
thinking has distorted the way we both understand
others and shape the services offered. Coaching,
similarly, has relied largely on the same sources of
theory and practice. We work in a global context but
seem to offer parochial interventions for which we
claim universal relevance and application.

origins in Africa and archaic peoples (Neanderthal
and Denisovan) to the dominance of western
thought. We ignore what we have lost and damaged
in this pursuit and fail to recognise the charge
presented in several literatures that the implicit
beliefs and values that create a pattern of meaning in
people’s lives act as a significant driver of our
histories. Many of the approaches we adopt to the
provision of services are driven by largely
unchallenged cultural beliefs. It should remind us not
to frame our arguments in racially and culturally
exclusive ways.
It might be claimed that this may be true historically
but that services have moved on from the distorting
past, even that it is no longer relevant. Yet the
mistrust of western derived health and social
services often reported persists for good reason.
Discrimination in the pattern of service provision and
multiple barriers to access health and to care are
noted in several very recent studies.
In trying to address this it is important that as we
consciously examine our own theoretical and cultural
biases. However, we need to be conscious of not
over
romanticising
other
cultures
and
worldviews. We need to apply the same level of
scepticism to all cultures and worldviews. We should
not replace one set of unchallenged cultural beliefs
with another.
Hence, as we look at alternative positions we should
recognise how they might also distort experience. As
Ratele (2019) argues a focus on being African can
also leave people unanchored.
‘For many Africa women and men, not only fluid, non
-binary trans and genderqueer Africans, the term
“African” itself, distinct from matters of gender and
sexuality can be marked as a sense of loss, a sense of
being unmoored, of rupture or rootlessness.......
Africanness can be for some people, bedevilled by
feelings of unanchordness and insecurity.’ (Ratele,
2019, p. 132.)
www.sacoachingnews.co.za

Why does this matter in coaching?
Essentially, coaching is largely based in assumptions
about science and theories of behaviour that were
established in American or European cultures and
primarily by white males. The implications of this
narrow cultural discourse seem not to be addressed.
It is unusual to see a critical discourse approach
where the underlying assumptions are examined in
any coaching book. (Gray, et.al., 2016) Finding ways
to liberate our practice from these narrow discourses
matters.
Diversity is integral to coaching and being a good
coach requires working from a diversity perspective
because acknowledging and working with difference
is about maximising each person’s potential. We
have to be aware of the way sexism and racism still
operate in organisations. For the coach it is necessary
to consistently challenge themselves. Yes, it is about
equal opportunities and diversity but it needs to be
much more. While legislation may identity
discrimination on disability, sexual orientation,
religion age, race and gender it behoves coaches to
understand how this works and the other cultural
factors that operate as barriers such as social class,
poverty, educational background and regional origin.
This is not an add on but central to our practice.
Diversity awareness must go beyond this to ensure
inclusivity. We know from the research that a diverse
workforce can improve creativity and innovation but
to achieve this also requires better management to
prevent conflict or exclusion.
All the coaching bodies have diversity and related
statements to support appropriate practices or even
the idea of intercultural competence within their
public statements.
Nevertheless, what is often missing from the stance
is any challenge to the theoretical models used in
7
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Many of the approaches we adopt to
the provision of services are driven by
largely unchallenged cultural beliefs.

It might be claimed that this western cultural bias
may be true historically but that services have moved
on from the distorting past. It is even suggested that
it is no longer relevant to explore such bias. Yet the
mistrust of western derived health and social
services often reported persists for good reason.
Discrimination in the pattern of service provision and
multiple barriers to access health and to care are
noted in several very recent studies.

Nevertheless, there are increasing efforts to address
culture, difference and diversity within the coaching
literature. We are making some progress. A few of
these ideas will be briefly considered as evidence of a
more hopeful stance emerging in coaching.

One approach adopted is to adapt thinking within
different cultural contexts. Cross cultural coaching
has for the most part focussed on preparing western
business executives to adopt a culturally sensitive
approach. However, this has often been narrow in
focus with huge assumptions about say Asian
businesses. Yet these businesses often operate
across multiple generations and in different
locations. So, while starting within one cultural
context later generations of the family may be
running the business in a context very different from
the founders. This raises issues of succession,
governance, the generation gap and fragmentation
of values.
For example, many Chinese businesses operate in a
European and fast changing environment with
different national and organisational cultures and
mindsets needed to collaborate if they are going to
deliver results. Companies regard cross cultural
competence as important yet may do little to
develop it. There are lots of intercultural competence
www.sacoachingnews.co.za

models and training programmes but they focus on
the individual not the business. Many businesses in
Asia, Turkey and the Middle East are family oriented.
We ask what comes first in a family business, family
or business? We need frameworks to explore both.
(Shams and Lane, 2011)
However,
the
argument is that
while
it
is
understood that
leadership looks
different culture
to culture there
are similarities and therefore a skilful coach working
with a diverse team can leverage these synergies.
(Plaister-Ten, 2016) Coaching approaches have tried
to incorporate an understanding of diversity and
culture by adapting current theories to work in
multiple settings. Largely (although not entirely)
absent from the literature have been attempts to
build models consistent with religious or cultural
traditions. To start not with a set of western
assumptions and theories which are then adapted
but to ask what the principles and practices might be
when the starting point is working from within a
different cultural stance.
Two examples of this approach are Islamic coaching
and approaches drawing on concepts from African
Psychology (Ratele, 2019).
Islamic coaching
Ershad meaning guidance is the Arabic term van
Nieuwerburgh and Allaho (2017) use to describe the
role of a guide (coach) who develops and grows the
individual into his or her desired maximum capacity
and degree of accomplishment against a framework
of Muslim beliefs about God, self, others and the
world. Ershad echo’s Islamic ideals of Discovery,
Intentions, Pathways and Effort. These principles are
used to guide the coaching process.
The Ershad approach to coaching draws upon the
teaching in the Qur’an to create a way to work
consistent with its principles rather than starting with
western coaching concepts. It asks us to align our
lives with the deepest goals we find in ourselves these are considered gifts from God. It is designed to
support people on journeys to more aligned and
8
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coaching. Given that these often derive from
counselling or therapeutic contexts the earlier
criticisms pointing to the negative effect of some
counselling and therapeutic models is relevant. We
tend not to see the alternative critical theories that
emerged from the 1970’s in these contexts from
feminism, black psychology, radical psychologies,
LGBTQ+ therapies and social constructionist and
many other approaches. These ideas have been
around long enough that you would have expected
they would be influencing coaching theory.

Partnership is about building a sense of mutual trust
and respect to create the conditions for meaningful
and reflective conversation. The conversational
process is characterised by patience, humanity,
humility and positively. These are all derived from
exhortations from the Prophet Muhammad (peace
be upon him). There are four phases to the
conversation. Discovery asks the learner to reflect on
self, relationships and their experiences. This enables
understanding of current resources and to see their
situation from different perspectives. Intention asks
the learner to turn their attention to the future and
to articulate very clearly their intentions. Pathways
explores ways to move closer to their intentions.
They are introduced to the Alignment Wheel which
asks them to assess if their pathways are aligned to
their values and beliefs. In particular they are asked
how a decision might affect relationship with their
beliefs, self, life or the universe and significant
others. This linkage with values and beliefs is a
central feature of the Ershad approach.
Effort requires the learner to consider what is
required to follow the right pathway.

African psychology
Ratele (2019) in exploring the concept of African
Psychology asks us to consider what the world looks
like from here. This is also the challenge for coaching
to recognise what the world looks like from here and
here and here. To do so we need to step beyond
theories embedded in western cultural landscapes
and look up and see the world out there and all its
peoples.
www.sacoachingnews.co.za

‘As an undertaking to psychologically understand the
world from here, African Psychology also aims to
liberate us from oppressive Euroamerican-centred
psychology and to free psychology as a global
endeavour from colonial-modern notions of being
human in the world as it exists.’ (Ratele, 2019, p206)
What might the world look like from here?
Ways
to
explore
transformational
coaching in culturally
diverse team have
been explored by Stout
-Rostron (2019). She
argues
for
an
integration of Ubuntu
and coaching as a way
to promote the idea of employers seeing all their
people as an integral part of an interconnected
system. As Ubuntu recognises we exist as a
community and in belonging - it is a counter to the
marginalisation that we currently see. Central to the
concept is humaneness.
It is a relational concept that governs how we
operate in communities and in organisations - thus it
is a philosophy of life and a worldview. As for Ershad
these beliefs underpin the approach and how the
coach operates must reflect these principles. It is not
just about learning tools with which to coach but
embodying the philosophical stance to community
and the world. As Stout-Rostron contends Ubuntu is
an essential bedrock to transformational leadership
in our fast changing VUCA world.
‘It behoves us to shift from the individual focus of
most dated western individualistic business
ideologies and adopt shared worldviews that place
greater value on the collective, the community, the
organisation,
the
environment,
than
the
individual.’ (Stout-Rostron, 2019, p.92)
In coaching the individual leader this serves the
greater good by enhancing each person’s journey
along the broader path of humanity.

___________________
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purposeful lives. It can unlock potential and the
pursuit of excellence based on identifying and
pursuing the path that is right for them. There are
three components to it - partnership principles, the
conversational process and the Alignment Wheel.

The central theme of this article is that we work in diverse communities and
need to draw upon approaches that reflect the world as it is. For too long the
world has looked as constructed by western largely male ideologies.
Increasingly, coaching approaches have sought to incorporate diversity and
culture by adapting current theories to work in global settings. However,
there is an alternative which is to build models consistent with other religious
or cultural traditions.
This requires us to start not with a set of western assumptions but to ask
what the principles and practices might look like from here.
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Conclusion

MARKETPLACE

MARKETPLACE
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PSYCHOLOGICAL SAFETY

Our basic human need for security and belonging
makes our need for psychological safety essential
for any change and transformation work at a
personal, family, team and corporate level.

Psychological safety is the sense that I can participate
in a change discussion without feeling harmed,
judged or punished. Organizational behavioural
scientist Amy Edmondson of Harvard first introduced
the construct of "team psychological safety" and
defined it as "a shared belief held by members of a
team that the team is safe for interpersonal risktaking." In extensive research on team effectiveness,
Google found psychological safety as the number one
enabler of high performing teams.
We also understand that our neuropsychology
requires us to create safe psychological conditions
for coaching or any deep change work. Our survival
centres in our brain are triggered when there is a
threat — real or perceived. This automatic response
puts us into a reactive fight, flight or freeze mode,
which effectively disables us to move into our
emotional and cognitive centres, capacities required
for meaningful processing, dialogue and decisions.
Psychologists speak of the amygdala hijack, which
puts us into autopilot as a way of instinctively
www.sacoachingnews.co.za

protecting ourselves. When this happens,
conversations shut down, limiting our capacity to be
fully present and engage openly and honestly.
How can we create psychological safety in our team
and group spaces?
•

acknowledge that the need for psychological
safety is real

•

appreciate that psychological safety is different
for different people

•

at the start of a team/group process, facilitate a
'check-in.'
12
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•

check-in allows everyone to bring their voice to
the group space

•

structure group tasks with clear time and
interaction guidelines

•

people feel safe when they know the rules of the
game

•

hold people accountable when they break the
rules/boundaries

•

psychologically safe spaces are free of bullying &
harassment

•

give open, constructive feedback that allows
people to try again

•

mistakes are allowed, encourage creativity and
innovative thinking

Creating psychological safe spaces is one of the
essential tasks of a team leader. Team leaders who
balance task and people orientation get the most of
their teams and contribute to the organization's
sustainable impact. This outcome requires team
leaders to do their personal work in learning what
makes their teams tick and facilitate learning and
growth and what is in their way of being safe leaders.
Psychologically
safe
team
leaders
create
psychologically safe teams.

___________________

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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“Our moral responsibility is not to stop the future, but to shape it”
– Alvin Toffler, quoted in Bridges, 2009, p.125.

Introduction

The need for agility – the business context

We live in a global economy that constantly
bombards us with change and complexity. Every
year, new technologies, markets and competitors
emerge at an ever-increasing pace. As change
accelerates, so do novelty and uncertainty. Future
threats and opportunities become harder to predict.
The world of work is increasingly complex and
interconnected, where high-quality attention to
internal and external customers, strategic allies, and
other stakeholders is essential for business success
(Joiner and Josephs, 2007, p.5).

In this dynamic and shifting organisational context,
leaders are more effective when they can execute a
wide range of roles and vary the performance of
their leadership styles in an array of unique
situations. Given the ambiguity and volatility
companies face today, one can easily understand the
importance of agility to a manager’s performance. It
is essential that managers invest the time and effort
to learn how best to manage the increasing
complexity of the modern workplace. Unless
managers and executives continue to learn new
competences and behaviours, they risk becoming
obsolete (Stout-Rostron and Taylor, 2020, p.1).

www.sacoachingnews.co.za

14

LEADERSHIP

Next-level leadership agility
Rightly or wrongly, leaders tend to adopt the
distinctive leadership culture of the organisations in
which they operate, and the role models who are
seen to be successful and influential in those
organisations. Leadership agility can be defined as
the “master competency” needed for sustained
success (Joiner and Josephs, 2007, p.v). Leadership
agility is directly analogous to organisational agility: it
is the ability to take wise and effective action amid
complex, rapidly changing conditions.
A number of distinct levels is involved in the mastery
of this vital competency, and the three most
commonly experienced levels are Expert, Achiever
and Catalyst (Joiner and Josephs, 2007, p.6). Each
new level of agility represents an ability to respond
effectively to increased levels of change and
complexity.
Based on data collected from over 600 managers,
Joiner and Josephs estimated that about 90 per cent
of managers operate at the pre-Expert, Expert, or
Achiever levels of agility, while only about 5 per cent
of global managers have mastered the Catalyst level
of leadership agility needed for consistently effective
leadership in today’s turbulent world economy
(Joiner and Josephs, 2007, p.v). One of the reasons
for this low percentage could be that Catalyst leaders
require high levels of personal growth, emotional
maturity, mindful and conscious leadership, not a
capability-set highly regarded or developed by many
organisations.

The Expert level, with its tactical, problem-solving
orientation, is best suited for relatively stable
environments where complexity is fairly low. The
Achiever level, with its strategic, outcomeorientation, is effective in moderately complex
environments where the pace of change is moderate
and episodic. The predominant combination of
Expert and Achiever leadership worked relatively
well for most companies until the last decades of the
twentieth century, when the globalisation of the
economy ushered in an era of continuous change and
growing interdependence (Joiner and Josephs, 2007,
p.7). Generally speaking, consistently effective
leadership in this current uncertain environment
requires mastery of the visionary, facilitative and
strategic collaborative orientation found at the
Catalyst level of agility.

The Next-Level Leadership Agility Model

©

Using our combined knowledge and experience of
both leadership and integral coaching frameworks,
we designed the Next-Level Leadership Agility
Model©, as illustrated in Figure 1. We show how
managers at each agility level shift their behaviour in
three key daily action arenas, namely:
1.

initiating pivotal conversations that shift the
status quo;

2.

leading teams to collaborative greatness; and

3.

influencing organisational culture change.

As individuals progress in their management careers,
the competencies needed for agile leadership evolve
further with each new level of mastery. Yet each
time one moves to a new level, the ability to use
those competencies developed at previous levels is
retained (Joiner and Josephs, 2007, p.x).
Each level of leadership agility is characterised by an

www.sacoachingnews.co.za
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Figure 1

The Next-Level Leadership Agility Model©

Source: To be published 2021.
increased emotional maturity of leaders in the three
action arenas described above. It includes and goes
beyond the skills and capacities developed at
previous levels, what we have termed the capability
compounding effect.

•

The Achiever Leader. In Achiever leadership
cultures, managers articulate strategic objectives
and make sure they have the right people and
processes in place to achieve these objectives.
Managers work to develop effective teams,
orchestrating them to achieve important
outcomes. This is a customer-centric culture that
encourages and rewards customer-focused crossfunctional teamwork. Change initiatives typically
reflect an analysis of the larger environment, and
consultation with key stakeholders is a cultural
norm (Joiner and Josephs, 2007, p.7).

•

The Catalyst Leader. Catalyst leadership cultures
are characterised by a compelling vision that
includes
high
levels
of
participation,
empowerment and teamwork. Collaboration,

Progressive agility transition at the three levels
•

The Expert Leader. In Expert leadership cultures,
managers tend to operate within silos, with little
emphasis
on
cross-functional
teamwork.
Organisational improvements are mainly tactical
and incremental. Managers tend to be overly
involved in their subordinates’ work, fighting fires
and interacting with direct reports one-on-one. As
a result, managers have little time to approach
their own roles strategically (Joiner and Josephs,
2007, p.7).

www.sacoachingnews.co.za
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decisiveness
and
candid,
constructive
conversation are norms. Senior teams become
living laboratories that create this kind of culture
within the team and work together to promote
and encourage this culture in the organisations
they lead. Leaders not only coach their people,
they also actively solicit informal feedback and
work to change their behaviours in ways that are
beneficial to the organisation and themselves.
People develop a new capacity for selfobservation that allows them to recognise
feelings, assumptions and priorities that would
otherwise escape their levels of conscious
awareness. They start realising that their need to
achieve comes from a desire for approval and
recognition. They also discover that the primary
determinant of their self-esteem is their own
attitude towards their successes and failures. They
become more proactive in seeking and applying
feedback, more willing to accept and deal with
inner conflict and more adept at responding to
new and uncertain situations (Joiner and Josephs,
2007, p.7).
The Catalyst Leader tends to be more strategic in
their thinking, more collaborative, more proactive
in seeking feedback, more effective in resolving
conflicts, more active in developing subordinates,
and more likely to redefine problems to capitalise
on the connections between them (Joiner and
Josephs, 2007, p.viii).

The critical leadership construct that enables
the transformative leap to catalyst leader
In the world of leadership, management transitions
play a major role. Transitions are challenging and
developmental, because individuals in such
circumstances are faced with novel situations that
render existing routines and leadership behaviours
inadequate. Transitions require the flexibility to learn
new ways of coping with unforeseen problems and
opportunities. Individuals who cannot let go of old
patterns of behaviour, or who do not recognise the
nuances in different situations, tend to fail (De
Meuse, Dai & Hallenbeck, 2010, p.6). Successful
leaders develop on the job. They learn leadership
from everyday experiences.
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Learning agility as leadership potential
A relatively new construct, entitled learning agility, is
increasingly being recognised as essential for longterm leadership success. Learning agility can be
defined as the willingness and ability to learn from
experience, and subsequently apply that learning to
perform successfully under new or first-time
conditions. According to this view, individuals with
high learning agility learn the “right lessons” from
experience and apply those lessons to novel
situations. People who are highly learning-agile
continuously seek out new challenges, actively seek
feedback from others to grow and develop, tend to
self-reflect, and evaluate their experiences and draw
practical conclusions (De Meuse et al., 2010, p.2).
In Figure 1 we define learning agility as leadership
potential, a key indicator of future leadership success
through a lens of a leader’s self-awareness and
emotional maturity. A highly self-aware leader has a
greater likelihood of successful transitioning than
one who is low on self-awareness. Without selfawareness, learning and development translate into
mindless knee-jerk reactions to the environment. Self
-awareness is the entry point to effective leadership.
It is only by understanding ourselves that we can fully
understand the impact we have on others. A lack of
self-awareness is seen as the single biggest factor in
managerial derailment (Stout-Rostron & Taylor,
2020, p.3).

17

•

People Agility – describes people who know
themselves well, learn from experience, treat
others constructively, and are cool and resilient
under the pressures of change.

•

Results Agility – describes people who get results
under tough conditions, inspire others to perform
beyond normal, and exhibit the sort of presence
that builds confidence in others.

•

Mental Agility – describes people who think
through problems from a fresh point of view, and
are comfortable with complexity, ambiguity, and
explaining their thinking to others.

•

Change Agility – describes people who are
curious, have a passion for ideas, like to
experiment with test cases, and engage in skillbuilding activities.

Silzer & Church (2009, pp.401–402) state that
“whenever there is an effort to identify individuals
with potential, it inherently suggests that the person
does not currently have the end-state skills and
needs to further develop to obtain them. The
learning dimensions are the gatekeepers to learning
those end-state skills. Without them, little
development or growth will occur, for any career
path.”

impact self-attributions which, in turn, can enhance
one’s learning agility. These findings suggest how
managers can promote learning agility among their
employees (Dominick & Gabriel, 2009; De Meuse et
al., 2010, p.128).
Because of the ongoing changes occurring in today’s
organisations and markets, adaptability, agility, and
flexibility have become increasingly important to
management performance. In the contemporary
business world, traditional selection processes are
dysfunctional (Sloan, 1994, p.4). Such practices are
designed primarily to predict performance in a static
business environment. However, individual attributes
that are associated with successful performance in
this constantly changing environment tend to be
different. To be effective today, leaders need to
continuously learn and adapt to changing business
requirements.
The Corporate Leadership Council’s research on
leadership potential reported that fewer than 30 per
cent of an organisation’s current high-performers
have the potential to rise to and succeed in broader
senior-level, critical positions (CLC, 2005). The
assessment and specialised development of learning
agility should therefore become a critical component
of talent management practices in organisations
globally.

------------------

Implications for leadership and organisations
De Meuse, Dai & Hallenbeck (2010, p.128) say there
appear to be two critical environmental factors
related to learning agility. The first one is
organisational culture. Learning from experience
requires an individual to be wrong at least part of the
time. A punitive culture inhibits individuals’
motivation for learning. In contrast, a culture that is
supportive, entrepreneurial and nurturing fosters
learning and learning agility.
A second environmental factor is self-fulfilling
prophecy. Dominick and Gabriel indicate that people
have the ability to influence an individual’s potential
through merely labelling that person as having
potential. The perceptions and evaluations of others
can instil confidence, heighten self-worth, and
www.sacoachingnews.co.za
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Lombardo and Eichinger (2009) articulate the four
factors (constructs) that describe learning agility, as
follows:
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THE AI COACH

Coaching works. But is it accessible?

We know that coaching works. Not just because we
as practicing coaches have seen our clients transform
their lives and business, sometimes dramatically. The
research agrees. Several recent meta-studies have
shown that coaching produces a various of significant
positive outcomes. For example, as far back as 2008,
the overview by Kombarakaran et al (2008) found
that coaching helps to improve people management;
relationships with managers; goal setting and
prioritization; engagement and productivity; and
dialogue and communication.
Theeboom et al.’s (2014) meta-study found that
coaching has a significantly positive effect on five
individual-level categories: performance and skills;
wellbeing; coping; work attitudes; and goal-directed
self-regulation. Blackman et al. (2016, p. 469) in their
meta-study found a host of positive outcomes

including improved work/life balance; psychological
and social competencies; self-awareness and
assertiveness; increasing confidence; developing
relationships, networks, and interpersonal skills;
adapting to change more effectively; helping to set
and achieve goals; role clarity; and changing
behaviors. As a dedicated scholar of coaching
research, it is good to know that our hunches (and
claims!) are supported by solid research.
Coaching works. But is it accessible? The article
“Coaching as a social process” by Shoukry and Cox
(2018) I read a while ago triggered something in me.
They look at coaching as a social process and ask
questions about the role of coaching in non-Western
cultures and in challenging contexts.
Coaching works, but only for those who can afford it.
Take for example recent findings about what it costs
to use a coach (Terblanche, Passmore & Myburgh,
2021). The average rate of organizational coaching in
Africa is around 100 USD per hour. That is if you can
find a coach in Africa. According to the Feb 2021 ICF
fact sheet there are fewer than 1,000 ICF coaches in
Africa. How then do we democratize coaching in
Africa? How do we make coaching more accessible to
the more than 1 billion people on our continent?
Can the robots help?

www.sacoachingnews.co.za
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I became very interested in AI Coaching a few years
ago when I started reading articles by prominent
thinkers in the coaching world on how AI could play a
role in the future of coaching. As an ex-software
engineer who was trained in AI many years ago, I was
partly excited and partly frustrated by what I read.
Excited because I finally say a way to combine
software engineering and coaching but frustrated
because much of what I read was not well informed.
So, I decided to do what I love most – research it.

www.sacoachingnews.co.za

I created an AI coach called Vici. Vici is a chatbot software that talks to you via an interface like
WhatsApp. Vici was designed to help people with
goal attainment, one of the hallmarks of coaching.
We recently completed a longitudinal, randomized
control trial study were one group of students used
Vici for 10 months, and another group had no
coaching. I was ecstatic when the results showed
that after 10 months, the group that used Vici had a
55% goal attainment, compared to 24% for the
control group! I finally had proof that AI coaching
works!
Why is this important? Well, imagine making Vici
available to people who would not normally have
access to a coach. Vici is available 24/7 and because
it is scalable, it could be offered at a very low cost,
even free if sponsorships could be found.
Let me be clear. Vici is not a replacement for human
coaches. As I have argued, AI in general cannot come
close to general human intelligence any time soon.
But if an AI coach can help people achieve their goals
at double the rate of no intervention, then I cannot
be but excited! Coaching of Africa may very well be
on the table.
PS. I plan to launch a publicly available version of Vici
in the very new future, so stay in touch by following
me on LinkedIn: https://www.linkedin.com/in/drnicky-terblanche-phd-b004177/
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When people hear the words “Artificial Intelligence”
they often conjure up dystopian images of robots
taking over the world, thanks to Hollywood and
sensationalist media reports. True, AI has made
significant progress in the last few years (e.g, selfdriving cars, virtual assistants), but truth be told, AI is
still a very long way off from taking over. AI can be
classified into Artificial Narrow Intelligence (ANI) and
Artificial General Intelligence (AGI). ANI is essentially
an expert system that is trained to do one thing
really well (like driving a car), but it cannot transfer
its learning to other domains. AGI attempts to be as
intelligent as a human. There is even talk of Artificial
Super Intelligence (ASI), where the machine is
superior to human intelligence. We are making
headway with ANI, but AGI and ASI is nowhere to be
seen yet and many experts agree we may not see it
in our lifetimes. So, relax coaches, your jobs are safe.
But does that mean we have to discard AI coaching
completely?
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UNCERTAINTY

We are living in times of unprecedented change
resulting in high levels of uncertainty for countries,
organisations and people – and it will continue
beyond the pandemic. Uncertainty is a term that is
used extensively, often featuring in news headlines.
But what exactly is uncertainty? There are various
kinds of uncertainty and different definitions of
uncertainty across disciplines, making it difficult to
define uncertainty as a universal concept. Yet,
leadership or executive coaches are partnering with
clients who are dealing with much uncertainty in
their organisational contexts. Coaches therefore
need to understand the complexity and nature of
uncertainty in order to help their clients navigate it.

Experienced uncertainty in organisational contexts
Within the organisational context, the nature of
uncertainty is complex, being both multi-layered and
inter-connected. As depicted in the figure below,
there are three main inter-dependent layers of
uncertainty affecting organisations and the
individuals within them – the external environment,
the organisation (or internal environment), and the
individual in the organisation (Bennett, 2017).
The environmental uncertainty (such as disruptive
technological innovation, political and economic
developments across the globe, and currently the
pandemic) requires organisations to adapt through
adopting strategies to remain competitive, leading to

Figure 1: The multi-layered nature of uncertainty in organisations
www.sacoachingnews.co.za
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Implications for coaching
Experienced uncertainty is the type of uncertainty
which often presents or emerges during coaching,
since coaching is a psychologically safe space where
clients can be vulnerable about what they are
feeling. Let’s consider two examples of experienced
uncertainty, which may arise in coaching: firstly, an
executive is feeling anxious about working with her
newly-appointed CEO, who is very different to the
previous CEO and seems to have different
expectations of her role; and secondly, due to restructuring, a general manager has unexpectedly
been promoted to an executive position, and is really
doubting his ability to function at that level. In these
two situations, one can imagine the emotional state
of these two individuals. What tends to occur is that
the individual’s uncomfortable, emotional state
fosters sensemaking by the individual to resolve their
uncertainty. That is, the individual consciously tries
to figure out answers to three questions (Hammond,
Clapp-Smith, & Palanski, 2017):

1.

What is happening in my context and why;

2.

What are the implications for me (concerning
my identity), in terms of who I am becoming who do I want to be, and who do I need to be
and/or should be; and

3.

What should I do, going forward?

helpful to think of coaching as a sensemaking
conversation, and that coaching can facilitate more
effective sensemaking by the client (Du Toit, 2007).
However, when clients’ emotions are very intense,
their sensemaking will not be effective as their
cognitive functioning is hindered. In these instances,
coaches need to first contain and assist their clients
to process their emotions so they gain a sense of
equilibrium
to
enable
more
constructive
sensemaking. The coaching can then focus on
working with the client to answer the three
sensemaking questions outlined above, maintaining
awareness of the inter-relationship between the
client’s context and the client’s personal uncertainty.
The coach therefore needs to adopt a systemic lens.
In addition, the coach needs to be aware that,
because sensemaking occurs through their mental
frames, their clients’ current mental frames may limit
the quality of their sensemaking. Consequently, a key
role for the coach is to challenge any limiting mental
frames or assumptions and assist the client to adopt
more empowering or resourceful perspectives to
inform their sensemaking, and ultimately what the
client will choose to do to move forward, in terms of
actions or experiments.

Conclusion
Leaders have many challenges and complexities to
deal with. They need to be able to set the tone and
to foster hope for others, when their team members
are anxious in their uncertain contexts. Leaders are
also human, and experience uncertainty at a
personal level. Coaches can play a meaningful role in
these times of uncertainty by holding the space for
leaders and facilitating sensemaking of their personal
uncertainty. The outcomes can also be rewarding, as
experienced uncertainty, while being uncomfortable,
also spurs individuals on - to get out of their comfort
zones, to learn, to adapt and to grow.

If the above is what occurs when clients experience
uncertainty, what role could coaching play in working
with clients’ uncertainty? To start with, it may be
www.sacoachingnews.co.za
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continuous changes. The net effect is that people are
living in organisational contexts of uncertainty and
changes in relationship dynamics, due to constant restructuring, transitions, innovation, changes to the
nature of work and role changes - all of which are
triggers for personal uncertainty. This personal or
experienced uncertainty is therefore “feeling unsure
about the self and one’s context, as well as the interrelationship between them” (Arkin, Oleson, & Carroll,
2010, p. 8). In other words, experienced uncertainty
is triggered by events in one’s context and is mostly
an uncomfortable emotional state of self-doubt, a
form of identity uncertainty, about who one is
becoming in the uncertain context (Van den Bos,
2009).

UNCERTAINTY

http://www.kr.co.za/latest-publications/living-and-leading-through-uncertainty-PDF
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“The biggest problem with communication is the illusion that it has taken place.”
George Bernard Shaw
This part of the article was originally published in SA
Coaching News Vol 3 Issues 2 & 3. Republished here with
permission.

Part 1 of 2
Throughout history, the greatest speeches may have
been delivered with style, their substance
resonating and their impact inspiring change.
Winston Churchill, with “We shall fight on the
beaches” to Martin Luther King Jr., with “I have a
dream” and Nelson Mandela, with “I am prepared
to die.” These leaders spoke from a selflessness
designed to create a shift in perspective and open
new possibilities.

Whereas self-awareness and learning agility address
a leader’s relationship with reality, communication
(along with influence) affords interaction with their
world, thereby predicting sustained success. So say
Dethmer et al (2014:61) when describing the 12
commitments for conscious leadership. Yet, effective
communication is paradoxical in that it is often
mistakenly associated with the content being
conveyed. How a message is conveyed and the

If you want to lead effectively, you cannot do so
without becoming an outstanding communicator.
Effective communication is arguably the most vital
attribute one can master to fully engage an
organisation and catalyse excellence.
www.sacoachingnews.co.za
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All conversations have both content and context.
Where content answers the question of what we are
talking about, context answers the question of how
we are talking about the content. Kofman suggests
in Conscious Business (2013:136), authentic
communication includes three aspects: the issue at
hand, the interpersonal and the intrapersonal
dimensions. The relationship between participants in
the conversation and your ‘self’ in the conversation is
all about context.
Great leaders pay more attention to how
conversations are occurring than to what is being
talked about, according to Dethmer et al. (2014:2122). A specific leadership question that conscious
leaders bring to every situation is “where are we
talking and listening from right now?” referring to
their state of leadership consciousness. Put another
way, “from what state of consciousness are we
having this conversation?” It is suggested that if
leaders pay attention to the context of conversations,
the content will resolve itself much more easily,
creatively and sustainably. The distinction between
content and context in communication is a function
of consciousness development.

what it is like for you to have them. However, the
anger or disappointment you experience when
someone is disrespectful or disingenuous in their
conversation with you is a case of either ‘your anger
having you’ or ‘you having your anger’. The
relationship you have with something determines
your experience, not the something, according to
Steinberg (2015). So, your relationship with anger,
for
example,
governs
your
intentionality:
subconscious automatic reaction or consciously
created response. From a phenomenology viewpoint,
consciousness development, then, may be
considered as the extent to which one can ‘learn’
from the experience of your experiences. And, the
more integrative the experiential learning
experience, the higher the possibility for
development and transformation of consciousness
(Chapman, 2010:80). But, more about that later in
this article.
The ‘paying of attention’ to the context of a
conversation
comes
with
consciousness
development. Appreciating your communication
style preferences based on typology, for
instance may be considered linear in terms of
progression. It is powerful when you adjust or
combine communication styles to increase the

What are you paying attention to?

"a perspective-making, perspective-taking
system that creates, collects, and organizes
deeper, wider, more sophisticated points-ofview as it develops”
Ken Wilber on consciousness
The notion of consciousness may be simply described
as the phenomenal or subjective character of how
you are experiencing your own experiences (Siewert,
2016). How you are experiencing your experiences is
www.sacoachingnews.co.za
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meaning attached to the message leaves the content
open to interpretation - interpretation determined
by the perspective of those party to the
conversation. This is all about context.

What then triggers openness to more complex stages
of consciousness development? It has been
suggested by Laloux (2014), that the trigger for
vertical growth always comes in the form of major
challenges that cannot be resolved from a current
worldview. Modern day philosopher, Ken Wilber
talks about stages of consciousness development.
Consciousness development is an intricate
progression in stages and along relatively
independent lines or streams according to Wilber
(Chapman, 2010:47). Wilber acknowledges Gardner’s
important research on multiple intelligences as an
example of relatively independent developmental
lines or streams of consciousness (Wilber, 2000).
Gardner’s focus on development relies on the
premise that humans have a unique blend of
capabilities and skills (intelligences). He asserts that
having an affinity toward one of the intelligences is in
concert with the other intelligences (Gardner, 2012).
These cognitive, affective, and somatic development
lines, for instance, develop dynamically at different
rates according to the sum of the different lines
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(Wilber 2000). The higher the development of each
line, the greater the overall contribution to your
stage of consciousness development.
Implied here, as per Gardner’s Multiple Intelligences
(2012); verbal-linguistic intelligence (well-developed
verbal skills and sensitivity to the sounds, meanings
and rhythms of words) has to happen in concert with
interpersonal intelligence (the capacity to detect and
respond appropriately to the moods, motivations
and desires of others) and intrapersonal intelligence
(the capacity to be self-aware and in tune with inner
feelings, values, beliefs and thinking processes) in
order for conscious development to be a reality - for
conscious communication to be a reality.
As lines of intelligence collectively and dynamically
contribute to higher levels of consciousness
development, conscious communication comes from
a higher stage of consciousness. Although Wilber
provides a comprehensive structure of the stages of
consciousness development, he points to the
significance of Robert Kegan’s waves of selfdevelopment (Wilber, 2000).
There are levels or meaning systems in consciousness
development, according to Kegan & Lahey (2009).
These levels represent quite different ways of
knowing the world and operating in it. They refer to
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possibility of audience engagement or when
exercising communication behaviour preferences
taking responsibility for the impact of your
communication. And, really still horizontal or linear,
in terms of development.

COMMUNICATION

Figure 1: Conversational Intelligence Dashboard (Glaser, 2014).
the socialized, self-authoring, and self-transforming
mind. These stages of development show up, for
instance in information flow (communication) that is
completely different through the lens of each
perspective. What socialized minds think to
communicate is strongly influenced by what they
believe others want to hear. What self-authored
minds communicate is more likely to come from a
predetermined context and what they deem others
need to hear. However, the self-transformed mind
has an open, objective context being aware of and
valuing different perspectives (2009:loc401-458).
Their communication is of a transformative nature
that encourages sharing and discovery, correlating
with a higher level of conversational intelligence as
proposed by Glaser (2014).

Transformational conversations, as shown at level III
in Figure 1 come from a higher we-centric stage of
consciousness development. They come from the
context of not knowing, being open to influence,
complete impartiality, and from genuine curiosity
about what others think and feel (Glaser & Tartell,
2014). These conversations are met with
receptiveness, cultivate trust, and offer the potential
www.sacoachingnews.co.za

for co-creation and shared success. The
communication behaviour associated with the selftransformed
mind
is
collaborative
and
accommodative
(2Interact).
And,
these
transformative conversations come from a state of
consciousness whereby communication is selflessly
designed to create a shift in perspective and
consideration of range of new possibilities.
Conscious communication from an organisational
leadership perspective is not necessarily associated
with status and position. Conscious communication is
situational and contextual. Communication is
transformational when cognitive, affective, somatic,
intra- and inter-personal intelligences prime selfawareness and relationship awareness that has
emerged from behaviours, processes and practices in
your organisation and the world it operates in. An
integral view, as shown in Figure 2 (next page)
described in an organisational context (Laloux,
2014:16) is required for individual and organisational
development to be possible.
Communication from a high level of consciousness
requires an integral view of the situation from which
communication takes place for it to be
transformational. Stages of consciousness exist in
the intentional3 domain (Figure 2), according to
3

Intentionality is our constant interpretation of and assigning of meaning to our world (Chapman, 2010:85)
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Figure 2: Four quadrants of consciousness, adapted (Visser, 2003:191)

Kegan & Wilber (2013), but their influence
permeates and is influenced by behavioural, cultural,
and systemic domains.
Likewise, those domains influence the possibility for
evolving from lower stages of consciousness.
With an integral view, conscious communication is
complete when embracing the complexity of a selftransformed stage of development and embracing
the dynamic of multiple intelligences; cognitive,
emotional, interpersonal, intrapersonal, etc. In
reality, most leaders are only coming to terms with
self-authorship (Kegan & Lahey, 2009). Yet, as a
leader, how you ‘show-up’ to a conversation is also a
function of your state of consciousness.
State of consciousness is a second major axis of
growth and development, according to Wilber
(2019); the first being lines and stages of
consciousness, as already discussed. States are
simply, “the moment-to-moment experiential moods
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or tones or atmosphere-of-feeling we experience,”
says Wilber.
Your state of consciousness determines how you
show-up and how you choose to communicate.
Dethner et al. (2014:14) suggest being closed,
defensive and committed to being right are from a
‘below the line’ state of consciousness.
Communication behaviour that is competitive and
avoiding is typically ‘below the line’ and comes from
exercising a specific preference, aligning with
transactional i-centric conversations (Figure 1).
Taking responsibility for the impact of your
communication is a changed state of consciousness.
Taking responsibility for moving to an open, curious
and committed to learning state of consciousness or
‘above the line’ is a conscious choice.
Part 2 of 2 will continue in the next issue
_____________________
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This section will be a regular feature of
CoachingNews.Africa. It will take on a variety of
forms, ranging from academic articles, extracts or
summaries of academic research, or articles by both
researchers and practitioners on research itself.

beyond adaptations of the popular self-help or
personal development genre, is purposefully
grounded in the behavioural and social sciences
and is unequivocally based on up-to-date
scientific knowledge.”

The intent of this section is to close the loop
between academic research and practice. There is so
much research being done into coaching and related
fields (e.g. leadership, coaching psychology,
wellness) which never gets into the hands of
industry practitioners. Similarly, there is so much
experience of practitioners that are never
documented or shared.

Introduction

EBP is fundamental in raising the standard and
quality of practice in the coaching industry, in raising
coaching into a proper profession. What is meant by
a profession is a topic for another day; one that I will
most definitely cover in detail in this periodical. In
the mean time, consider other professions for a
moment. They developed to where they are now
based on both research and on practice. No
profession will get anywhere based on research
alone, and no industry will get anywhere close to a
profession without research into what works.

To introduce the concept of Evidence Based Practice
(EBP) or Evidence Based Coaching (EBC), I will use
this issue to provide you with an overview of what it
is in a coaching environment, without going into its
history and philosophical background. Defining EBP
in a coaching context, Cavanagh, Grant & Kemp
(2005) wrote

With that I echo the statement of Cavanagh, Grant &
Kemp (2005) “The principle challenge for coaching is
one of professionalisation”. As professional coach
and as practitioner researcher, I am very passionate
about the coaching industry in all its facets, and I see
research into coaching as a very important
influencer.

“The term ‘evidenced-based coaching’ was
coined by staff of the Coaching Psychology Unit
of the University of Sydney to describe
executive, personal and life coaching that goes
www.sacoachingnews.co.za

Evidence in Evidence Based Practice
Kvernbekk (2011) wrote in detail about the concept
of evidence in evidence based practice, debunking a
sometimes misunderstood assumption that EBP
34

For the researchers here, you will understand that
your evidence might be anything from statistics,
coded themes and sentiment analysis in atlas.ti’s
qualitative research software, to observations of the
body language during coaching sessions. This
evidence is then interpreted to support a theory,
build a coaching model, or develop a coaching
approach.
For the practitioners here, these theories, models
and approaches becomes our evidence. They
become part of our practice foundation.
Grant (2016) defined evidence based coaching as the
“intelligent and conscientious use of relevant
and best current knowledge integrated with
professional practitioner expertise in making
decisions about how to deliver coaching to
coaching clients and in designing and delivering
coach training programs”.
With this definition in mind, he presented us with the
framework in Figure 1 on what EBC entails.
Coaching-relevant Research

In the early years of coaching before the availability

coaching-specific research, the industry had to rely
on the extrapolation of evidence from related
disciplines (Stober, Wildflower & Drake, 2006). For
Cavanagh, Grant & Kemp (2005) these disciplines lie
in the four key domains of behavioural sciences,
business and economic science, adult education, and
philosophy.
Behavioural or social sciences include the work and
research in the areas of counselling, therapy and
psychology, e.g. positive psychology. Business and
economic science informs specific niche areas such
as business coaching and business organisational
change. Adult education provided us with
frameworks such as adult learning theory and
individual differences in learning styles. Lastly,
philosophy gave us background on concepts such as
coaching ethics, personal values, critical thinking
skills - think existential coaching here.
The additional and more recent scientific discipline
playing a tremendous role in the global coaching
industry is natural sciences, in particular
neuroscience. NLP was one of the first overlaps and
later neuroscience research came into areas such as
mindfulness, emotions and emotional intelligence
(think amygdala hijacking). An example of a niche
coaching approach is that of HeartMath®, which

Figure 1: The contribution of practice and research to evidence-based coaching. Source: Grant, 2016.
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means practice is based on evidence, in this sense,
research evidence.

Coaching-specific Research
With coaching being in a much more mature phase
(and this will be covered in detail in the Jun2021
issue), a great deal of coaching-specific research have
been done and is ongoing. Several of the authors in
this issue are published researchers in coaching
topics. One of my own co-researchers, Prof Jonathan
Passmore, is a prolific researcher. Have a look at his
work here: http://jonathanpassmore.com/resources/
There are several academic journals being published,
focusing specifically on coaching. Two excellent
examples of open-access journals include the
•

International Journal of Evidence
coaching and mentoring

•

Philosophy of Coaching: An International
Journal

Based

Another excellent source of coaching-specific
research is the Research Portal of the ICF, available
here: https://researchportal.coachfederation.org/
Experience and Professional Wisdom
For the research and science sceptics (and I count
myself in here as well, from a certain perspective),
we need to ask the question about the importance of
expertise and experience in all this. Does it not count
for anything? Afterall, there is so much fake news
and fake research out there (and fake research, along
with predatory journals will also be a future topic for
this section).

(founded on a research-based master’s degree in
coaching) with management consulting (founded on
an MBA in strategic marketing and organizational
change), I was easily able to expand my services into
business coaching and executive coaching.
Figure 1 refers to “group experience consensus”. This
refers to the consensus of practitioner groups, i.e.
consensus between coaches in the industry on what
works. When this is formalised through volunteers in
the industry, we have the availability of sometimes
very rigorous standards developed by professional
coaching bodies. Two of the main stakeholders in
Africa is the ICF, active across the continent with 965
coaches (ICF, 2021), and COMENSA, active mostly in
South Africa with a membership of more than 1200
(COMENSA, 2020). Both these bodies have welldeveloped standards for their credentialed members,
which then forms part of professional wisdom.
Conclusion
One way of each coach can contribute to EBP is keep
reading research-based articles. There are many
open-access journals available through a portal such
as The Directory of Open Access Journals.
Another way is to participate in research surveys as
much as possible; in that way we can share our
expertise and experience into research, thereby
closing the loop.
Through this EnviroSCAN section, CoachingNews.
Africa will continue to advocate evidence based
practice in the coaching profession.

_____________________

Based on Figure 1, EBC is not only the use of
research, but the integration thereof with our own
expertise and experience, thereby creating and
stimulating professional wisdom.
Stober, Wildflower & Drake (2006) reminds us that
the individual coach is a real factor in the outcome of
coaching. Who we are, what we do and how we do it
plays a large role in the effectiveness of coaching. As
coaches, we gravitated to coaching from so many
different backgrounds. These experiences and
backgrounds all influence the way we coach. As
example, before my training in coaching, I worked as
management consultant. When I integrated coaching
www.sacoachingnews.co.za
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includes not only neuroscience, but also biological
science and the interaction between the heart and
the brain.
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Jacques Myburgh is a qualified Executive Coach, having graduated with distinction from the University of
Stellenbosch Business School with a master’s degree in management coaching, and from Oxford-Brookes
University with an MBA in Strategic Marketing Management. He works in all aspects of organisations, with
particular attention given to personal transitions and organisational change dynamics. His niche is in
coaching for midlife, a potentially stressful but remarkable period of personal development & transition.
As published researcher Jacques participates in various research-related activities, e.g. organizational
surveys, market research projects, research consultation for coaching students. He has collaborated with
the University of Stellenbosch Business School in research activities related to coaching and the project
leader-as-coach.

Jacques is active in the professional coaching industry. He is past-chairperson of the COMENSA Research
Portfolio Committee and past-member of the COMENSA Social and Ethics Committee. He is a SAQArecognised professional coach, credentialed as a COMENSA Senior Practitioner (CSP).
He co-founded SA Coaching News, publishing more than 30 issues, before he converted it into
CoachingNews.Africa.
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research and practice.

I am a white Afrikaner female in her late 50's who
grew up in a middle-class home and schooled in her
mother tongue. I studied for my professional
qualification late(r) in life at 30, just as the rainbow
nation in South Africa saw its dawn. My profession,
nursing, followed a functional approach to research,
and much of my research has followed this route.

You might wonder why am I telling you this and why
it matters to coaching research or coaching research
for/in diversity? It matters because I believe that
culture, class, ethnicity, and gender are inscribed in
and on the body of a researcher and coach. As we
move into global and virtual markets, and others
move into ours, regarding first world countries and
ideas, we as coaches and researchers in Africa might
want to do so with some caution and reflection on
what implication this might have on coaching
www.sacoachingnews.co.za

Let us look at some discourses regarding research.
Authors such as Denzin and Lincoln (2005) claim that
the term research is intimately linked to European
imperialism and colonialism. Colonialism is both a
political and cultural imposition. They further
elaborate that although research claims to be
scientific, its colonialist history may disregard other
research inquiry forms and logic. Like the early,
ethnographic reports of groups were incorporated
into colonising strategies to control the foreign,
deviant, or troublesome Other, Eurocentric views, or
a collection of rules, research methods or coaching
practices could well do the same with other forms of
logic and of forms of doing research.
To change the perception of research, we first need
to critically interrogate the hegemonies that might
keep the current research's status quo. These
hegemonies may be personal or professional.
Gramsci (as cited in Clohesy, Isaacs, and Sparks,
2009, p26) uses the term 'hegemony' to denote one
social class's dominance over another. The control
referred to here is not only political and economic.
The dominant class or, in this case, Eurocentric view,
may project its ways of seeing the world in such a
manner that those who are subordinated by it accept
it as 'common sense and 'natural'. The same may
hold for personal hegemonies.
39

research and coaching practices. A call for further
research might include investigations into 'customary
research' and other forms of logic.
If we are indeed receptive, what arrangements
would customary coaching research assume? What
would a preferred future for coaching research in
diverse settings hold, and who does this include or
exclude by virtue of their culture, class, ethnicity or
gender?

_________________

In the complex context briefly described above,
coach researchers need to engage in reflexivity and
critical reflective practices to delve deeper into
potential biases and how these inform and form our
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Jeanette Maritz is a full professor and an NRF rated researcher currently employed in the Department of
Health Studies at the University of South Africa. She completed her D.Cur at the University of Johannesburg in
2006. She is a qualified Appreciative Inquiry and Neuro-Linguistic Practitioner. Her research interests include
coaching, mentoring and postgraduate supervision as developmental pathways. She has published nationally
and internationally on these topics.
Opportunities for new explorations are unfolding as she explores postgraduate supervision through different
lenses and geographical contexts with specific reference to the early career scholars. She also assists
practitioner coaches to explore research as a vehicle to strengthen evidence based coaching practices.
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Additional challenges when doing coaching research
across culture, class, ethnicity, and gender include
the westernisation of knowledge, the English
language's dominance, and the impact of physical
and symbolic spaces. Physical spaces refer to where
in the world we are located when we study coaching
or practice coaching. Symbolic spaces refer to where
we imagine ourselves situated concerning our
discipline and the universal flow of people and ideas
(Manathunga, 2012). Coaching researchers may be
fraught with anxiety over their limited knowledge of
other cultures, those differently gendered,
indigenous communities or their inability to enter
their life worlds.

Terblanche, N., Passmore, J., & Myburgh, J. (2021). African organisational coaching practice: Exploring approaches used, and
the factors influencing coaches’ fees. South African Journal of Business Management, 52(1), 7 pages.
doi:https://doi.org/10.4102/sajbm.v52i1.2395
Published: 14 April 2021

Copyright: This work is licensed under CC Attribution 4.0
More context-specific research regarding the praxis of organisational coaching was needed for
increased understanding of this emerging profession. Whilst progress was being made internationally, African coaching practice research was sparse, leading to potentially false assumptions
about local praxis based on international trends. The aim of this research was to gain a context
-specific perspective on the coaching approaches used by organisational coaches in Africa and
the factors that influence the rates they charge.

Snowball sampling was used to collect survey data from organisational coaches practicing in
Africa (n = 299). Data were analysed using descriptive and inferential statistics.

Organisational coaches in Africa predominantly use the Behavioural or Goal-focussed or GROW
approach, but employ more sophisticated approaches in more complex situations.
They charge a mean rate of R1761 ($1041) per hour (R1573 [$93] in South Africa) with higher
qualified, more experienced and older coaches charging a higher rate.
Receiving supervision plays no role in rates charged; however, belonging to a coaching body
correlates to higher rates.
Male and female coaches charge similar rates, suggesting a level of gender equality in the African coaching profession.

Organisational coaches should ensure they have a wide repertoire of approaches to cater for
the complexity of organisational situations. Coaches could increase their rates by obtaining
high quality coaching education and join coaching regulatory bodies.
Coaches in Africa could expand their market internationally given that they charge significantly
lower rates, especially given the acceptance of virtual coaching in recent times.

organisational coaching; executive coaching; African coaching; coaches in Africa; coaching practice; coaching rates; coaching fees; coaching approaches.
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