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Welcome to the 2nd issue of the transformed SA Coaching News. I have had 

wonderful feedback about the Apr2021 issue, the first of CoachingNews.Africa. 

Thank you for reading and for sharing to your network. 

This issue features an international coach, author and lecturer based in Europe 

– Dr Tünde Erdös. Her research in Presence in coaching is ground-breaking. Dr 

Erdös’ article sets the scene for some of the following articles – one on 

presence in a story-telling mode by Graham Williams and another on the cost 

of not paying attention by Dr Chrisna Swart. Relatedly, there is even an 

overview of research into self-awareness in the context of adult development. 

 

 

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. 
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On the one hand, there is much talk about presence 

in coaching and which elements might constitute 

this poorly understood and much coveted 

phenomenon. On the other hand, little can be found 

on the elements that constitute presence-less-ness 

in coaching.  

The Harvard Grant-based large-scale international 

coaching research (Erdös & Ramseyer, 2021, in press) 

I investigated 184 coach-client pairs in video-taped 

sessions exploring the way in which the energy 

emanating from coach and client through their 

spontaneous movement influenced clients’ progress 

over time. The study reveals some of the elements 

that enable and disable presence as well as its impact 

on how clients can self-regulate and progress both in 

sessions and over the entire coaching engagement. 

For the first time in coaching, in looking into purely 

movement synchrony through motion energy analysis 

(Ramseyer, 2020) between coach and client to study 

presence, we can argue that presence is manifest in 

our body, which ‘is not the skeleton that carries the 

head around’.  

In this article, I provide direction for how and why 

research findings are relevant for our coaching 

practice. In doing so, we will explore how motion 

energy relates to nature’s simple complexity.  
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Illustration of the working principle of MEA (Ramseyer, 2020).  

 

Two key findings in focus of our coaching practice 

Generally, findings reveal that  

• our presence shows in our body,  

• our body does not lie, 

• clients will notice the incongruence 

• between our spoken and unspoken 

communication, which shows that 

• body comes before the brain, and  

• we need to account for how we are 

interconnected with clients and our own world 

through our body, as  

• our body holds hidden intelligence to make this 

interconnection.  

Based on the research findings (Erdös & Ramseyer, 

2021), I designed approaches how to apply the 

evidence base both in coaching and leadership 

practice (Erdös, 2021) proposing that presence is the 

‘spontaneous and genuine responsiveness in our 

interactions. This interactional capacity shows in our 

body before we even utter a word. It is a dynamic 

process commanding mutual needs exchange as an 

authentic quality of relating, that is how well versus 

how much we are present, involving the I-sphere, the 

WE-sphere, the ALL-sphere, and the OMNI-sphere in 

all our interactions.’ This definition implies a complex 

view on presence, which requires a specific capacity 

to work with presence. This complexity is what I refer 

to as Integrative Presence™ (Erdös, 2021) proposing 

that:  

a) presence consists of various relational spheres 

beyond the coach’s ‘I’; and  

b) there is no one presence and no one way to 

practice presence.  

Specifically, in this article, I explore two key elements 

that constitute the complex nature of our presence 

and presence-less-ness through motion energy as it 

enables & disables our presence towards coaching 

mastery, as follows: 

• I-sphere (i.e., coach / client) and  

• WE-sphere (i.e., coach-client interactions).  

The two other spheres relate to the organizational / 

social contextual settings (ALL-sphere) or the cultural, 

spiritual and philosophical influences (OMNI-sphere) 

that make up coaching presence. 

First, let’s take a look at what nature tells us about 

motion energy. We do so as my research was born 

from my observation that there seems to be some 

‘natural dynamics’ in how humans ‘are’ and interact 

with each other, and how our needs play out in our 

interactions any given moment.  

What nature tells us about motion energy  

Let’s consider the short-horned chameleon. Contrary 

to popular belief, short-horned chameleons do not 

change colors to adapt to their environments. It is 

quite the opposite. Their baseline is camouflage. 

When they are relaxed, they are green. They 

naturally blend into their home in the forest canopy. 

They even mimic leaves by dancing around. But when 

they feel threated or annoyed or just want to show a 

Illustration: freeware 
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little swagger, that is when their color changes. They 

transform into living mood rings. Chameleons change 

colors to make a statement and to communicate. The 

faster their skin changes color the more excited they 

are. My research shows, that this is pretty much 

similar to what is happening between coach and 

client in the coaching room. Our energy will change 

only when we feel the ‘need’ to ‘make a statement’ 

without even uttering a single word. 

We can observe some similarly complex dynamics in 

why and how fish school, which is the technical term 

for how fish synchronize through movement. 

Fish emit complex and overlapping sound and 

pressure curves, which appears to confuse the inner 

ear and lateral line organ of a predator as well as blur 

the electro-sensory perception of predators. Fish 

have sensors along each side of their body to 

respond spontaneously to pressure and water 

movement or incidental sound produced as a by-

product of what is called locomotion in schooling. 

This specific spontaneous responsiveness using 

sensory organs may have contributed to increased 

adaptation, their capacity to detect potential prey, 

but also helped small fish to avoid joining larger fish, 

resulting in size homogeneity. Additionally, fish have 

the capacity to discontinue movements 

simultaneously, providing relatively quiet intervals to 

allow the reception of potentially critical 

environmental signals.  

Key element: I-Sphere in Integrative Presence  

In practice, in line with how the short-horned 

chameleon changes color as some sort of stress 

response in a challenging moment, so do coaches 

and clients ‘change color’ to communicate their 

needs, in particular ‘in stress moments’. This implies 

that coaches bring needs into the coaching room, 

most of the time beyond their awareness. In the I-

sphere, coaches respond somatically to clients ‘by 

changing colors’ as an expression of ‘some specific 

need to be communicated’, which shows significantly 

in challenging moments. Presence as a nonverbal 

spontaneous responsiveness in coaches’ I-sphere 

indicates that presence is not a coach-inherent but 

rather an interactional phenomenon. It also suggests 

that presence is a matter of professional proximity 

(Erdös, 2021) rather than the all-time high imposed 

detachment.  

The research shows that, in challenging moments, 

coaches seem to be present as some ‘correctional 

mechanism’ at a point where the coaching process is 

perceived to be deteriorating. Coaches are also 

predominantly present at the outset of coaching to 

‘get on the same page with clients’ while presence 

steadily decreases over time and across sessions. Yet, 

clients do not report progress or heightened sense of 

safety and self-regulation in these situations. It 

appears that presence can - in particular, where 

there is too much of it – harm clients’ capacity to 

navigate the edge of their learning. More presence 

does not imply better contact with clients. So, what is 

the optimal level of presence?  

The optimal level of presence highly depends on 

contextual situations (e.g., gravity of the issue, 

client’s characteristics, the quality of the coaching 

Illustration: freeware 
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relationship, organizational factors), which is not part 

of our exploration in this article.  

Eventually, coaches’ presence-less-ness is constituted 

in how they are unaware of their default settings 

around their needs including those for presence, 

which limits their choices and potential to connect 

with clients, regardless of what coaches believe 

about their way of showing up. This limitedness is 

lodged in their body and clients can perceive it. It is 

measurable via motion energy analysis (MEA, 

Ramseyer, 2020).  

Key element: WE-Sphere in Integrative Presence 

In line with how fish school, so do coaches and 

clients interact responding somatically to each other 

as an expression of ‘being with each other’ beyond 

spoken words. As such, presence appears to imply 

specific responsive dynamics: ideally, a mutual 

somatic needs exchange in dialogue. Presence seems 

to be an embodied relational process between coach 

and client. Specifically, the quality of reciprocity, that 

is the energy emanating from coach and client 

through their spontaneous movement synchrony 

influences clients’ progress over time.  

For instance, what happens in the case of a coach 

who perceives her client as ready for coaching and 

thus as ‘ideal’? The findings show that on having her 

need of ‘coaching an ideal client’ met, the coach 

tends to lean back while the client brings in high 

levels of energy to ‘meet the coach’s need of having 

an ideal client’. This dynamic somatic exchange is 

beyond awareness. As the coach is unaware of her 

needs being met and thus misses to respond 

spontaneously to the client’s need to ‘please others’ 

as a natural pattern of relating by noticing that her 

client’s pattern of pleasing is meeting her own need, 

the client leaves the coaching engagement asserting 

that her coach has been great but reporting very low 

levels of self-regulation after each session.  

Just like fish, clients thrive in the homogeneity of 

mutual responsiveness rather than in coaches’ 

detachment or over-engagement, and vice versa. 

This mutual responsiveness implies that both have 

needs in the coaching relationship – no matter how 

much coaches might work to not have any or deny of 

having any. Indeed, the very fact of being a coach 

(i.e., needing to make an impact in coaching, need to 

use a specific tool successfully, need to ask powerful 

questions, intent to not be influenced by client’s 

emotions, the pressure of being present) or trying 

hard to eclipse those needs appears to create 

tensions that clearly show in how coaches respond to 

client’s needs at any given moment. Hence, presence 

works as a somatic needs exchange. The study 

evidences that both coach and client bring their 

needs into the coaching room, and video-taped data 

show the dynamics of responsiveness between coach 

and client across the board, the impact of which is 

substantiated by clients’ self-reports after each 

session.  

Illustration: freeware 
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Tünde Erdös holds a PhD in Business and Organizational Management as well as an Ashridge Masters in 

Executive Coaching. She is ICF MCC and Senior Practitioner with EMCC.  

Tünde’s guiding principle is FAIRness: Flexibility, Accountability, Integrity, and Reliability. This approach 

reflects her dedication to use a meta-lens that covers complex cultural and organizational contexts. In her EC 

practice, her area of expertise is presence both in coaching and leadership, as she is aware that leadership is 

coaching and coaching is leadership. Tünde has authored three books and published in peer-reviewed 

academic journals as well as in non-academic magazines. She also lectures at HEC / Paris and is a supervisor at 

Vrije Universiteit Amsterdam. Tünde’s inspiration is to encourage coaches and leadership to base their 

practice harmoniously on professional wisdom and empirical evidence. www.tuendeerdoes.com / 

www.integrative-presence.com  
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Conclusion 

Presence comprises the relational quality of 

• our needs exchange in the coaching relationship: “It’s always both.”  

• our coaching in whichever eco-system we move in with clients: ‘It’s always all.” 

• our needs as they ripple off in cultures: “It’s always more.” 

The complex interactional nature of presence in coaching not only requires us to work 

with our needs in a balanced way (i.e., how well we are present vs. how much we are 

present) in the coaching relationship, but also to acknowledge that presence is not the 

ultimate key to success in coaching. We need to take it with a pinch of salt. It is not the 

X-factor in coaching unless we learn to apply it with a reflective stance (www.integrative

-presence.com).  

Ultimately, it might be more important for our clients’ progress if we allowed ourselves 

to be authentic (Sutton, 2020) in how we respond to needs in the coaching room rather 

than being intent on being perfectly present while not sensing in our body the tension 

that builds walls between clients and ourselves by the sheer ‘need’ or ‘want’ to be pre-

sent as we ‘should’.  

http://www.tuendeerdoes.com
http://www.integrative-presence.com
https://doi.org/10.1037/cou0000407
https://doi.org/10.1016/j.paid.2019.109645
http://www.integrative-presence.com
http://www.integrative-presence.com
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One of the outcomes of seriously considering the 

chart that follows is to think about how we could 

straddle extrinsic, society-pushed values (the small, 

blue p’s), and intrinsic, lasting, higher values (the 

large, red P’s) - with a strong accent on the latter.  

 

How essential are the society-pushed little p’s, and 

do I falsely base my self-esteem on them? How 

important to me are the deeper, big P’s – especially 

in the World as it has become? What values answer 

for me “Who am I?”, “What am I?” 

A growing interest in presence 

The intrinsic value of PRESENCE has cropped up 

repeatedly for me in the past few weeks: 

A USA client wishes to embed compassion into his 

organisation’s culture, together with appropriate 

behaviour indicators and rituals. To what extent is 

presence, being alert to and tuned in to another’s 

needs, essential to trigger compassionate action? 

• A project I’m working on with an associate of the 

Charter for Compassion is aimed at promoting the 

use of intimate, small group Circle Work as a way 

to mobilise engagement - through confidential, 

safe, focused conversation and being present for 

each other. 

• Developing and refining work on the concept and 

practices of story-bridging to heal divides at 

individual, community, organisation and nation-

state levels. Part of the process of moving away 

from separation and polarisation is acceptance of 

the other, understanding where they are coming 

from, and ‘being present’ non-judgmentally. 
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• During this time of social distancing, masks, fear, 

anger, woundedness and uncertainty – there is a 

heightened need to be present to others who may 

be suffering, overwhelmed, confused, fatigued, 

and perhaps feeling coerced and bullied into 

doing and behaving in ways incongruent with 

their natural character and beliefs. 

A full article has been added to the Member’s 

Articles Archive of http://www.haloandnoose.com  

(Please contact centserv@iafrica.com should you 

wish to access a copy). 

Some snippets for you: 

• Presence is an elusive, intangible quality of being 

fully sensitive to, tuned into, and ‘there’ for, 

coming alongside to listen to and attend to 

another individual. This sometimes transcends 

logical explanation. Is outside of our normal 

cognition. But we know it when we feel it. Those 

who have benefitted from, felt that sort of 

presence, describe being blanketed with an inner 

sensing and knowing, not bounded by time nor a 

limited awareness, but of being present to the 

whole of which one belongs. 

• Presence is definitely not the same as charisma. 

Charisma is a magnetic quality that attracts other 

people and benefits the person who has it.  

Presence is walking alongside the other when 

permitted. To see the other through. Not to see 

through the other.  With the help of an elusive, 

mysterious, higher power. A way of being that 

does not result from our own character or 

capacity. 

• Being present in a super-aware and intentional 

way of finding meaning and something very 

special in a thought, feeling or action; whether 

contemplating an object, relating to someone, or 

engaging in something.  Presence is when our top-

of-head stuff and bottom-of-heart stuff are 

completely and naturally aligned in the moment. 

When the mind resides in the heart. 

• Happiness does not come from hedonistic 

pleasure (one of the connected, small, extrinsic 

p’s). In the Buddhist philosophy and Christian way 

of being, attachment to pleasure and the other 

small p’s is a sure-fire recipe for unhappiness. 

Happiness is far more likely to arise out of the gift 

of being present to this now moment. 

As their ship travels from Crete, Zorba the Greek 

becomes angry when Basil is too preoccupied to 

be in the present moment to wonder at a 

frolicking dolphin. Zorba:  

“I felt once more how simple and frugal a thing 

is happiness: a glass of wine, a roast chestnut, 

a wretched little brazier, the sound of the sea. 

Nothing else”, and “I’ve stopped remembering 

bygones, stopped seeking future prospects. 

What matters to me is whatever is happening 

right now, at this very moment. I ask myself, 

‘What are you doing now, Zorba?’ ‘I’m 

sleeping.’ ‘All right, sleep well!’ ‘What are you 

doing now, Zorba?’ ‘I’m working.’ ‘All right, 

work well!’ ‘What are you doing now, Zorba?’ 

‘I’m embracing a woman.’ ‘All right, embrace 

her well!’ Forget all the rest”. (Kazantsakis, N. 

1961) 

• Our default setting is all too often MINDLESSNESS. 

Being frenetically busy, over-thinking, getting 

distracted, unfocused. Striving. Becoming 

impatient. A constantly - wandering mind can lead 

to unhappiness. We can learn to be habitually 

calm, mindfully present, have clarity, and be non-

judgmental.  

A young girl approaches her father and asks, “Is it 

true that when we are asleep, we can wake up?”  

Her father assures her, “Of course it is true”.  

“Then”, says the girl, “it must also be true that 

when we are awake we can wake up more”.   

• Existential psychiatrist Irvin Yalom views presence 

as the true therapeutic force in the patient: 

therapist dynamic. (Yalom, I. 2013) 

An exhortation. May we: 

• continually work at letting go of impediments to 

our being present to ourselves and others (both 

conscious and unconscious). 

http://www.haloandnoose.com
mailto:centserv@iafrica.com
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• learn to drop all pretences and be real to another. 

• become ready, willing and able to come alongside 

and walk with others when our paths cross. 

• adopt the reality that we are all imperfect, that 

we don’t know it all, that we cannot ‘go it alone’ 

on this life’s journey. That we are all a blip in time, 

and in it together. 

• be open, authentic, and vulnerable enough to 

allow others to walk with us on the road that we 

travel.  

• experience love as we pass through storms, 

darkness, despair, isolation and the absence of 

hope.  

• when conversing, feel being embraced warmly, 

and being in the presence of something special, 

something beyond our ken.  

• think non-dualistically and be open to the ideas of 

others that are different to our own – and take on 

board the observation that “to be uncertain is to 

be uncomfortable; but to be certain is ridiculous”.  

• learn discernment, learn to move more deeply 

into wonderment, joy and love - for all who we 

meet on the road. 

• have our wounded souls be restored in the work 

that we do and where presence is integral. 

 

For contemplation and action 

Contemplation originally meant knowledge 

impregnated by love. (Bourgeault, C. 2019) There is a 

huge need for each of us to be deeply, mindfully and 

compassionately present to the other, the 

stranger.  (Until we have walked in their shoes, we 

cannot know their experience of meaning or its 

absence, their isolation and loneliness, their shackles 

and challenges, their concerns and fears.  We may 

easily mistake and wrongly judge their behaviours, 

words, and demeanour). 

We need to be present to our family members 

(Partners sometimes have very different work and 

home life experiences. This can put them into 

different modes of thinking and acting, causing some 

friction at home after the day’s work is done. And of 

course, children always deserve safe, tuned-in care 

and attention). 

We need to be present to the sick and dying, relating 

and being there for them in a way that honours their 

existential interaction with the reality and the idea of 

death or/ and suffering. 

In the workplace, participants displaying the quality 

of presence goes a long way to bridging differences. 

As of course is being present to one’s own thoughts, 

words, actions moment by moment. The need for 

ongoing inner work, growing awareness of our 

shadow-side biases, prejudices, standpoints, 

worldviews, limiting beliefs, goes without saying. 

And most of all a knowing and experience of 

something larger than ourselves that embraces us, 

cloaks us with presence.  I’ve observed this while 

watching whirling Sufi dervishes. 

 

And specifically for coaches? 

It is for every individual coach to explore the nature 

of being present for their clients, and to develop 

their own practices.  

An analogy I like to explore with clients is that of a 

crack on their living room wall. They may know about 

it and want someone to fix it their way. Or be looking 

for someone they can work with as an equal.  

As a visiting coach or consultant, I may see what 

seems obvious but has become hidden to them over 

the years. I may not point it out for fear of upsetting 

them. Or I may point it out with a predetermined 

solution in mind. Or draw it to their intention with an 

option of working to repair it together. 
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I find this excerpt from Wallace Steven’s poem very 

meaningful:  

“They said, “You have a blue guitar. You do not play 

things as they are” 

An ‘instrument’ or tune is there to offer an alternate 

reality or encourage a reframing of a situation into an 

opportunity, to understand and convey that we are 

all always in flux, and that our reality needs 

sometimes to shift. 

“The man replied, “Things as they are, are changed 

upon a blue guitar” 

Growth and change is encouraged through reflecting 

back, holding up alternatives – sometimes by ‘simply’ 

listening and allowing the client to have their own 

insights and discoveries. 

“But play you must, a tune beyond us, yet 

ourselves. A tune upon the blue guitar”  

Allowing the client to see another world, 

new possibilities, make worthwhile stretches, is a 

must. 

This is a tune of freedom, healing, integration. The 

coaching outcome is not to serve the client’s self-

serving requirements. Rather, it addresses their 

authentic, congruent potential on a whole person 

basis, including non-dualistic thinking, spiritual and 

emotional maturity, realisation of social and eco-

centric interconnectedness. Only when the client is 

ready to hear the tune, that is, to receive what they 

need - not necessarily what they wanted - and to 

dance to that tune. (Williams, G. 2017) 

“And those who were seen dancing were thought to 

be insane by those who could not hear the music” – 

Friedrich Nietzsche.  

_______________________ 
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Graham Williams is a business consultant and executive coach. He has worked in over 40 countries in a variety 

of sectors, authored 9 business books and is a Management Contributor for 12Manage, the world’s #1 

management network.  

Graham uses narrative, anecdote circles, metaphor elicitation, archetypal analysis, poetry and imagery in his 

work. He is passionate about facilitating healing and wholeness in organisations and their members, and is 

often asked to conduct workshops for coaches on competency development and application areas suitable for 

the effective use of story and leveraging of the powerful possibilities inherent in story.  

 

He may be contacted at centserv@iafrica.com  
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After the first flush of enchantment with work-from-home,            

employees around the World report burnout, loneliness, anxiety,   

depression. In South Africa, the downward spiralling economy,       

failing businesses and retrenchments are taking their toll. 

 

This free, confidential, personal self-assessment is a useful tool for 

coaches and their clients at this time of turmoil, uncertainty,        

challenge, and need for a ‘giving economy’.  

 

 https://culturescan.biz/work-from-home/  

By Graham Williams 

https://culturescan.biz/work-from-home/
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By design, the human brain has evolved to be a 

super energy-efficient operating system. Selectively 

and unconsciously, it plugs new information into 

goal setting to (in order of importance) keep you 

alive, help you survive, and enable you to thrive.  

 

It takes repeated mental states and actions and 

manifests default pathways for them, enabling 

survival-driven goals to automate those behaviors so 

they require very little energy input. However, 

despite the advanced evolution of these intricate 

processes, the brain’s perception of ‘threats’ remains 

fairly simple: including, by default, any and all forms 

of stress-triggers in the unnecessarily broad category 

of ‘my life is in danger’. And the energy-efficient and 

survival-oriented default pathways prioritize 

physically removing the threat over strategically 

solving problems. So, when stressed, the brain-body 

system moves away from a baseline relaxed 

physiological state (BRPS), and higher order thinking 

is solely applied to navigate the necessary responses 

for fight or flight.  

If the threat persists, energy resources get depleted 

and creative application to problem solving 

diminishes. Hence, two core tenets underlying High 

Performance Readiness: (1) the brain unconsciously 

pays attention to the most basic incoming cue that 

threatens its survival, and (2) energy for high 

performance is finite and needs to be optimized 

consciously.  

The past year has highlighted more than ever just 

how volatile, uncertain, complex and ambiguous the 

world that we live in can get. What do we do when 

the environment that has shaped brain evolution 

changes drastically in such a short period of time? 

How do we tap into creative solutions to navigate an 

unfamiliar landscape when the problem-solving brain 

plays second fiddle by default under uncertainty?  

Very early on our ancestors realized that our chances 

of survival are significantly higher when we function 

in groups. The need for social safety is so deeply 

embedded in our DNA that periods of isolation evoke 

mid-brain responses comparable to hunger (Tomova 

et al., 2020). Although we have come a long way in 
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adapting how we connect and collaborate with 

others remotely, we have yet to realize the full 

extent of the mental repercussions of COVID-19. And 

as the mental pandemic rises, we see coaches joining 

the frontline to guide and support individuals and 

teams towards Resilience and High Performance 

Readiness.  

Being resilient does not only mean you bounce back 

after a challenge; it means you bounce forward – 

optimized after having internalized valuable lessons 

that enable you to perform at successively higher 

levels. However, our ability to observe, choose the 

best action, and learn from the process is dependent 

both on how much performance energy we have 

available, and how our brains prioritize task-related 

energy allocation.  

How do we ensure the brain assigns the right 

amount of energy to the right tasks? 

First, we need to increase the value assigned to the 

goals we set. It is imperative that coaches dedicate 

enough time with clients in optimizing goal setting. 

There are a number of techniques that can alter the 

value of the goals we set, for example: identity- and 

value-aligned goals have greater value; setting grand 

end-goals makes on-the-way obstacles easier to 

overcome; visualizing attributes of achieving a goal 

changes its value; and focusing on things we are 

naturally good at - that require less energy to 

execute – make for easier goals (Berkman, 2018). 

Secondly, a high-performing brain uses attention in 

optimal ways. The brain has three attentional 

networks. There’s the default mode network (DMN), 

which activates when we are not paying attention to 

the outside world; the central-executive network 

(CEN), which focusses attention for planning, 

decision-making and problem-solving; and the 

salience network (SN), which is the value-based pivot 

that serves as a switch between the CEN and the 

DMN (Menon, 2011).  

The SN determines the amount of energy allocated 

to a task. If the energy needed is high, we go into the 

CEN; if low, then the DMN. Yet, we are constantly 

inundated with incoming sensory cues in an ever-

fluctuating world, which can confuse energy 

allocation driven by the SN. One way to improve the 

efficiency of the attentional networks is through 

practicing mindfulness (Doll et al., 2015). Mindful 

presence allows us to exert control over the DMN 

which allows the SN to determine more accurately 

what is important to us, and thus our problem-

solving brain to focus more efficiently on executing 

appropriate actions.  

Finally, we need to mindfully cultivate daily rhythms 

of behaviors that continuously move us towards a 

BRPS of low stress and high innovation capacity. 

These are transactional behaviors that form the 

foundation of the brain-body system: exercise, 

nutrition, sleep, and meditation (Chaput et al., 2020; 

Kramer, 2020; Parr et al., 2020; Wenzel et al., 2020).  

We also need to cultivate specific behaviors that 

boost our performance energy like gratitude, 

optimism and humor (Gonot-Schoupinsky et al., 

2020; Layous, 2020; Mohammadi et al., 2020), and 

reduce behaviors that deplete our energy, like 

negative thought patterns and destructive habits 

(Chahar Mahali et al., 2020; Wise and Robble, 2020). 

In fact, these behaviors are consistently reflected in 

our data (n=1450) as the largest predictors of 

resilience during the COVID-19 pandemic: 
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Therefore, to ensure that we are well equipped to 

thrive in these mentally challenging times, we need 

visionary coaches to unlock visionary leadership – 

coaches who not only understand how to facilitate 

others’ brain-body optimization towards enhancing 

their Resilience and High Performance, but who have 

also undergone this process themselves. We need 

coaches who know first-hand how to transform a 

mindset to think and behave in ways that enhance 

our energy, a more mindful way of being, and our 

brain’s innovative problem-solving capacity.   

_________________ 

The seven most frequent predictors of resilience during the Covid-19 pandemic 
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Part 2 of 2 

Continuing from Vol 3 Issue 4—Apr 2021 

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.  

 

Imagine you’re the leader of a business and you’ve 

just heard that you have lost a client due to bad 

service. Is it reasonable that you would feel 

disappointed, angry, frustrated, or even betrayed? Is 

it perceived to be ‘professional’ to supress these 

feelings when dealing with the situation? Or, would 

you voice these feeling? Is it reasonable to try to find 

someone to blame? To have a rather serious 

conversation with those responsible for the loss? 

After all, the feeling of anger, for instance, is merely 

potential energy, much like fear or anxiety. It is 

contains somatic signals. It is what you choose to do 

with this anger that indicates your state of 

consciousness. Venting your anger is a choice and 

this communication behaviour is from an abundantly 

clear state of consciousness with associated 

consequences.    

This kind conversation comes from a position of 

leading “below the line” according to  Dethmer et al. 

(2014:17). This conversation is from a closed, 

defensive and a committed to being right state of 

consciousness - a ‘to-me’ state of consciousness 

“The biggest problem with communication is the illusion that it has taken place.”  

George Bernard Shaw 

“From what state of consciousness is are you 

speaking? Do you have your anger, or does your 

anger have you?” 



http://coachingnews.africa/    21 

 
 

C
O

M
M

U
N

IC
A

TIO
N

 
where the cause of your circumstances are pinned on 

external factors (2014:28).  

As perception itself evolves with one’s level of 

consciousness, it becomes apparent that what the 

world calls the domain of causes is in fact the domain 

of effects, says Hawkins (2002:72). By taking 

responsibility for the consequences of your 

perceptions, you can transcend the role of victim to 

an understanding that “nothing out there has power 

over you.”  

Ploughing this potential energy into gaining 

understanding, into changing context, into learning 

from this experience, are within your control and 

very much from a ‘by- me’ state of consciousness. 

Communication from a ‘by-me’ (and potentially a 

‘thru’-me) state of consciousness requires 

inquisitiveness, genuine curiosity and careful 

listening.   

Dethmer et al. suggest that the first mark of 

conscious leadership is self-awareness, the ability to 

be honest with yourself, and authentically 

acknowledge from what state consciousness your 

communication is coming (2014:17). This is the 

departure point for the possibility of shifting from 

closed to open, from defensive to curious, and from 

wanting to be right to wanting to learn (from the 

experience of having lost a client). This is taking 

responsibility for moving to a ‘by-me’ state of 

leadership consciousness (Dethmer et al., 2014:30). 

This move changes the asking, “Why is this 

happening (to me)?” to curiously inquiring, “What 

can we learn from this?”  

Moving from a ‘to-me’ to a ‘by-me’ state of 

consciousness takes your conversational intelligence 

(referring to Fig. 1) from ‘ask-tell’ to ‘advocate-

inquire’ with the associated trust building in your 

relationships.   

However, transformative conversations move the 

communication from fear to transparency, from 

power over to power with, from uncertainty to 

understanding (Glaser, 2014:125). Transformative 

conversations yield sharing and discovery. 

Transformative conversations require vulnerability  

and surrendering attachment to outcomes. This 

consciousness state gets your audience to ‘step into’ 

the conversation and communicate from a state of 

being in their power, feeling certain, with autonomy, 

feeling related to and with a feeling of fairness (Rock, 

2008), hence leading to the co-creation of 

possibilities.   

States of consciousness can be experienced in any 

stage of consciousness development. States of 

consciousness are transitory. Where your stage of 

consciousness may be likened to the climate, which 

changes over time, states of consciousness are like 

the weather at any moment in time. At higher levels 

of stage development, state experiences manifest as 

a way of being, according to Dethmer et al. 

(2014:14). At higher stages of consciousness, self-

awareness guides an change in context, which may 

not be immediately possible at lower levels.  

Conscious communication then creates the 

possibility to inspire as a leader, selflessly creating a 

shift in context thereby contributing to the possibility 

for consciousness development in others.   A leader 

who is a conscious communicator will seek to build 

or maintain ‘a resonant relationship’ with employees, 

stakeholder and other people in their lives, according 

to Boyatzis, Smith, & Van Oosten(2019). Ideally, this 

would require the leader to have access to the 

particular set of competencies associated with 

effective coaching – namely, the skills to listen with 

empathy to others, to ask the kind of questions that 

ignite a positive emotional response.  

If, as commented earlier, Kegan and Lahey (2009) 

suggest that most leaders are only at the stage of self

-authorship, how can leaders at all stages develop 

such conscious communication skills? As has been 

pointed out, emotionally intelligent communication 

that  consciously connects with self-awareness, self-

management, relationship awareness and 

relationship management is a necessary prerequisite 

but not always sufficient for a significantly developed 

“The leader chooses to see that everything in the 

world is unfolding perfectly for their learning and 

development. Nothing has to be different. They see 

that what is happening is for them.”    

 

                                            Jim Dethmer on a ‘by-me’ 

state of consciousness. 
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level of consciousness. 

Laloux has pointed out that the level or stage of 

consciousness of the leadership determines, for good 

or ill,  the overall climate of an organisation (2014). 

To have an optimum culture of positive 

engagement, the leadership needs to be 

committed to, and capable of role-

modelling, the requisite 

behaviours.  The ability to grow 

more complex consciousness  in 

an individual - vertical 

development – is considered to 

be a slow process that depends 

on certain conditions over time 

for its sustainability (Petrie, 2014), 

(Wilber, 2000). There seems 

agreement that under certain 

circumstances, the process of vertical 

learning can be accelerated. Barrett Brown (2012) 

tells us ‘For the first time in history we have access to 

the science of vertical learning which can accelerate 

our mental, emotional, and relational development 

up to five times faster than normal.’  

However, not everyone in a leadership role can be 

nudged , without their mindful and willing 

participation, to wider, deeper levels of awareness 

and concomitant behaviours. 

Laloux claims organisations can develop vertically by 

integrating a perspective from a later developmental 

stage, yet there is just as much room for horizontal 

development within a stage, for instance from “an 

intolerant and narrow-minded to a generous and 

open-minded expression … ” (Laloux, 2014).  

The practice of positive engagement associated with 

communications of a transformative nature, 

described by Judith Glaser (2014), for example,  is 

not restricted to leaders at higher stages of 

consciousness development: ‘Conversational 

Intelligence is the power to elevate our 

collective intelligence’ (2014, 161). 

In our experience as a case study 

will demonstrate here, it is 

possible to bring about a change 

in the culture of an organisation 

through a top-down 

commitment to conscious 

communication. While not 

everyone is at the same stage of 

development, most adults can be 

made conscious of the state of 

awareness necessary to implement a non-

negotiable set of simple conditions.   These 

conditions, or rules, quite simply govern how 

everyone from the top down establishes non-

negotiable agreements at every level of the way all 

employees meet and treat one another. 

The CEO of a successful digital design company had 

been frustrated for some time with the structure and 

hierarchal order of conducting business in a typical 

corporate. His business employed a high number of 

creatives, with most of the employees well under the 

age of 40. Most of the members of his executive 

committee had been with him since he had started a 

digital design business well ahead of the curve, which 

became so successful it was bought out by an 

international agency. He and his exco agreed to stay 

on to integrate with the parent company after the 

buy-out. However, the business culture of the 

international group did not sit well with our CEO.  

His part of the business consisted of about 250 

employees, in teams which each had two leaders – 

one for the creative and design mandates with 

responsibility for client management, and the other 

responsible for human resources and overall 

administration, including budgets. These team 

leaders reported to exco, each member of which had 

his or her own specialised skills. The main complaints 

from top to bottom were endless meetings, with 

presentations that were onerous and interrupted 

4
 Dethmer, Jim. The 15 Commitments of Conscious Leadership: A New 

Paradigm for Sustainable Success (pp. 30-31). Conscious Leadership Fo-

rum 54 Cumbre Lane, Scotts Valley 95066. Kindle Edition. 

“We can develop vertically by integrating a perspec-

tive from a later [developmental] stage, but there is 

just as much room to develop horizontally within a 

stage—say, from an intolerant and narrow-minded 

to a generous and open-minded expression … ”  

 

Frederic Laloux, Reinventing Organisations 4  

It is possible to bring 

about a change in the 

culture of an organisa-

tion through a top-down 

commitment to con-

scious communication. 
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workflow; decision-making that took too long, and 

consequently demotivated and limited initiative, 

leading to a lack of accountability throughout the  

business.  

The CEO read extensively, looking for examples of 

ways to re-frame his part of this international 

business so that creativity, high energy and 

profitability could come together in ways that made 

him and his employees glad to jump out of bed in the 

morning. On reading about ‘second-tier 

consciousness5 (Wilber, 2000)and ‘teal’ organisations 

(Laloux, 2014), he decided to commit his and his 

exco’s energy to becoming a teal organisation . Being 

inspired by accounts of the flow, efficiency and the 

generally upbeat mood of teal organisations, the CEO 

invited a workshop process in the hope, shared by his 

exco, that the outcome would be a blueprint for a 

transformed ‘teal’ organisation.  

The facilitator started the day with an 

introduction to the transformative 

impact of mastering conscious 

communication on leadership. 

Then the rules of engagement 

for the workshop were 

established upfront and the 

importance of honouring the 

process was stressed.  The 

experience of having to conform to 

these conditions for interacting for just 

one day would give participants a profound 

insight into what it would take for all employees to 

adjust to a culture committed to conscious 

communication.   

There would be an initial round, starting on the right 

or left of the chairperson or facilitator.  Each person 

would contribute their thoughts, no-one would be 

interrupted, and each would agree to be aware of 

having about the same amount of airtime. Each 

person’s core contribution would be captured on a 

flipchart, using their own words. The day started with 

an invitation to each exco member to give a reason 

they might be pleased to be at this workshop, and in 

a second round, if it added more information to their 

first statement, to state  what desirable outcome 

each most wanted for the business at the end of the 

day. The participants were asked to use positive 

language as opposed to disparaging or negative 

language.  

In order to even think of initiating a culture of 

conscious communication, we need to experience 

how difficult it is for most of us to listen. To really 

listen without our own agenda butting in takes 

mindful and repeated practice, without trying to 

influence the outcome of the thinker’s thoughts – 

even silently by our vigorous nodding, or negative 

pursed lips and tilted head…this takes practice. It is 

an exercise in growing emotional intelligence, 

regardless of whatever level of technical brilliance a 

person may have. 

This first round did not go smoothly – the agreement 

not to interrupt one another was quickly 

broken and had to be re-established 

several times. As the participants 

pointed out with wry smiles, this 

pattern was business as usual. 

People talked over one another. 

The loudest voices and biggest 

egos dominated while those 

more introvert and less 

confident fell silent, often not 

even completing their thought.  By 

morning tea-break,  there was 

tension and  evidential disappointment 

in the group over the lack of strategy 

planning.  What concrete action was being achieved? 

However, by lunch time the air of frustration was 

gradually replaced by a dawning awareness tinged 

with excitement. 

What caused the positive shift in the group by 

lunchtime? Each person in that room warmed to the 

consequence of not being interrupted, of having the 

chance to fully express a thought. Even more 

satisfying was the experience of exploring a thought 

without it being assaulted in a competitive dialogue. 

More exciting still was the realisation that for the 

first time in a long time, this exco group had really 

listened to  one another - and they were discovering 

a renewed sense of connection.  The thinking from 

the morning session surfaced a list of longed-for 

outcomes that the group realised needed to be 

In order to even think of 

initiating a culture of 

conscious communica-

tion, we need to experi-

ence how difficult it is 

for most of us to listen. 
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5
 Referred to in Wilber’s earlier writings as ‘yellow’, the first level of sec-

ond tier consciousness – See for example, Wilber K, 2000, Integral Psy-

chology, p 52  
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explored before anything close to a strategic plan 

could be considered. There were further refinements 

to the process which took it from capturing each 

individual’s key thinking through the morning, to 

jointly agreeing to and building on the best idea by 

the end of the day.    

At the end of this day, the exco agreed that they 

would commit to holding their future meetings in 

this way. At a further workshop three months later, it 

was rewarding to see the traction this process had 

had. There had been lapses and regressions but by 

and large, the feedback was that the process was 

worth rolling out in all the teams. The most 

rewarding insight amongst the Exco was the overall 

quality of decision-making and the time-efficiency of 

meeting this way.  Significantly, the discipline of 

holding the rules of engagement brought the 

company values to life for these exco members, not 

least those of respect, trust and appreciation of each 

person’s worth.  

There is still a long way to go to embedding this 

culture of conscious communication throughout the 

teams at every level. The buy-in is uneven. However, 

overall, the exco now strive to lead teams by 

adopting what could be called a culture of coaching – 

listening more than talking, asking more than telling,  

setting the conditions for each team member to have 

equality of time to offer their focussed thinking 

without interruption, and best of all, giving relevant 

and timely affirmations . The focus of the exco going 

forward now is how to liberate the process of 

decision-making from being solely in their hands: 

how to shift their own perceptions of themselves as 

having to be the experts with all the answers to 

ensuring and safe-guarding a bottom-up hierarchy of 

checks and balances for managing customer relations 

and systems like budgets, legal constraints, 

deadlines, profit margins. Distributed decision-

making is a process familiar to agile-thinking teams 

and holacracy circles;  the emphasis in this approach 

is making sure to establish the practice of conscious 

communication, at every level, before systems and 

processes like decision-making are re-designed.  

Organisational transformation initiatives have a high 

degree of failure: an “estimated 60–70 percent 

failure rate” according to (Boyatzis et al., 2019) who 

point out that success ultimately relies on individual 

behaviour change. The focus of the transformation 

work in the company described here aims at 

individual behaviour change through establishing the 

practice of particular rules of engagement. Not 

everyone in an organisation needs to aspire to ‘teal’ 

or a high stage of complex consciousness 

development in order to reap the benefits of 

conscious communication.  What is achievable at the 

various stages of consciousness development 

however is each leaders state of awareness:  being 

awake to, consistently paying attention to, and 

practising the rules of engagement. It seems the 

biggest positive impact on the climate of an 

organisation is the leadership’s role-modelling of 

conscious communication. 

Consciousness communication development may be 

achieved through  a business consciousness coaching 

approach, which includes integrated experiential 

learning and an integral context - a coaching 

modality whereby the objective reflection on your 

communication experiences informs contextual 

alternatives and opens the way for new practices. 

Consciousness development is accelerated by the 

congruence of your effort to change the way you 

communicate and the subjective value associated 

with that change, assuming you are intrinsically 

motivated to do so.  
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Paul Diepenbroek is the Practice Manager and Lead Coach of Business Consciousness Coaching, a coaching 

practice he founded in August 2016. Paul has 30 years of management and leadership experience while his 10 

years of business coaching is supported by his graduation from the ICF accredited (ACTP) Consciousness 

Coaching Academy. Paul holds a Master of Philosophy in Management Coaching which he obtained from the 

University of Stellenbosch (USB). Paul Diepenbroek can be contacted at paul@businessconsciousness.coach, 

0833266239 or via www.businessconsciousnesscoaching.com 

Dr Dorrian Aiken has a doctorate in Executive Coaching and is also certified as a Master Integral Coach 

(Integral Coaching Canada).  She has practiced as an Integral coach since 2009 and taught this highly-rated 

Integral coaching approach since 2010 to master’s graduates at the University of Stellenbosch Business 

School.  She has also been trained and certified since 2005 by Nancy Kline as a Time To Think coach, 

facilitator and consultant.  Dr Aiken can be contacted at https://dorrianaiken.co.za/ 
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Purpose of research 

This article presents research done to explore if 

coaching is indeed an academic discipline. By 

analysing research done on coaching to date, it is 

possible to determine if coaching has developed into 

an academic discipline. Only published peer-

reviewed articles were reviewed. With this study, the 

whole identified population was considered to 

ensure that conclusions can be drawn from the body 

of available data. Sixty-eight (68) peer-reviewed 

articles on life coaching, management coaching and 

executive coaching were examined and analysed. The 

results showed that coaching as an academic 

discipline did meet the five criteria that were 

prerequisites to be classified as an academic 

discipline.  

Problem Statement and Objectives of the Research 

The primary objective was to explore if coaching 

could be classified as an academic discipline. To 

achieve this, the following secondary research 

questions were answered (Morrissey, 2013; Starr, 

2008): 

• Does coaching as an academic discipline have a 
particular object of research? 

• Does coaching have suitable methods of 
generating knowledge? 

• Does coaching have its own theoretical 
foundation? 

• Does coaching have a distinct terminology? 
• Does coaching have its own field of investigation? 

This study was undertaken to explore if coaching 

could be classified as an academic discipline. 
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Research design 

 A systematic search strategy was used in the 

literature review: first, the review was undertaken to 

include qualitative data on coaching; second, the 

writer identified possible mechanisms that 

contributed to the effectiveness of coaching research 

(Cox, 2006; Gray, 2006). 

A sample of 68 peer-reviewed articles was compiled 

as follows: Coaching as experimental design: three 

articles; Coaching as grounded theory: 15 articles.; 

Coaching research: 15 articles.; Business coaching: six 

articles.; Leadership coaching: four articles.; Life 

coaching: seven articles:  Management coaching: two 

articles.; Team coaching: three articles.; Coaching 

culture: two articles.; aching strategy: one article.; 

workplace coaching: three articles.; coaching 

profession: seven articles. 

Data collection  

Only published peer-reviewed articles in SCOPUS 

were sampled. The best (top) peer-reviewed 

coaching journal in terms of ranking and usage was 

identified: The International Journal of Evidence 

Based Coaching and Mentoring. The abstract of the 

article was read and, if necessary, the entire paper 

was read. Articles that met the criteria were selected 

and documented, and the articles that did not meet 

the criteria were excluded (Kable et al., 2012). 

Data Analysis 

Grounded theory (GT) is probably the most widely 

applied methodical perspective on how to conduct 

qualitative research in the social sciences (Babbie & 

Mouton, 2012). The data gathering and data analysis 

were undertaken as an interactive process. The 

coding process was undertaken in three phases: 

open coding, axial coding, and selective coding 

(Babbie & Mouton, 2012).  

Research results & application in practice 

The focus of this research was to explore if coaching 

has developed into an academic discipline. It was 

established that coaching has been accompanied by 

an expansion in the number of coaching-focused 

peer-reviewed academic journals. To determine if 

coaching was an academic discipline, the rapidly 

expanding literature on coaching had to be analysed. 

For coaching to be successfully classified as an 

academic discipline, the following five criteria had to 

be met: coaching must have its own particular object 

of research; coaching as an academic discipline 

applies its own specific knowledge that is taught and 

researched; coaching has its own suitable methods of 

generating knowledge; coaching has its own 

theoretical foundations; distinct terminology; and its 

own field of investigation.  

With this research assignment, the writer found that 

coaching has developed into an academic discipline. 

The conclusion can therefore be drawn that coaching 

can indeed be classified as an academic discipline in 

its own right. 

Keywords: executive coaching; coach; coachee; life 

coaching; management coaching. 
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If you would like to contribute to the future of coaching through research, please consider do-

nating 20 minutes of your time to record a GROW coaching session for the creation of an inter-

national database of coaching conversations.  

The database will be used in various research project to understand the actual content and 

structure of coaching conversations as well as to train algorithms that could lead to basic 

coaching functions being made available to people who would normally not be able to afford 

coaching - democratizing coaching.  

All data will be treated as confidential and anonymous and the study has been approved ethi-

cally by the University of Stellenbosch.    

https://sunsurveys.sun.ac.za/surveys/Invitation-to-GROW-database 

Invitation to participate in creating a GROW Coaching Database for research purposes 

Dr Nicky Terblanche  
(PhD, MPhil, MScEng) 
Senior Lecturer and Head of MPhil in Management Coaching 
University of Stellenbosch Business School 
South Africa  

https://sunsurveys.sun.ac.za/surveys/Invitation-to-GROW-database
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Self-awareness is often seen as a critical component in leadership and career success, and has 

therefore become a feature in MBAs, leadership development, and management education. It 

has become a popular “buzzword” in management literature, yet when reviewing this litera-

ture, there appears to be no consistent definition of the construct. This article reports a sys-

tematic literature review, covering how the construct of self-awareness is defined and how it 

differs from self-consciousness and self-knowledge within the context of management educa-

tion.  

Databases were chosen to provide a comprehensive review of the field, adopting an approach 

in line with similar research. The search period was limited from 1998 to 2019 as we wished to 

focus on how self-awareness is currently being discussed and defined and review current think-

ing rather than explore the history of self-awareness  

After screening, 31 articles were included in the review, analysis of which identified there is an 

overlap with how self-awareness, self-consciousness, and self-knowledge are defined.  

Other themes from our analysis include the identification of the components of self-

awareness, how to be self-aware, and the purpose of self-awareness.  

Our analysis identified that within the field of management education, self-awareness can be 

viewed from two perspectives: intrapersonal and interpersonal, we propose that self-

awareness combines both these perspectives. There are a number of components which com-

prise the construct, and our findings suggest that to develop self-awareness will take conscious 

effort. We suggest that self-consciousness is an aspect of self-awareness which focuses on the 

intrapersonal elements, and that self-knowledge is an outcome of developing self-awareness. 

In terms of adult development, we propose that the construct can be developed over time, and 

that self-awareness provides individuals with greater understanding of their impact on others. 

The contribution of our article is clarity on the construct of self-awareness with a working defi-

nition, which can be used by educators, practitioners, and for future research and theory de-

velopment within the context of adult development and the workplace.  

self-awareness, self-consciousness, self-knowledge, self-understanding, MBA leader-

ship, personal development, leadership development  

Defining Self-Awareness in the Context of Adult Development: A Systematic Literature Review 

Carden J, Jones RJ, Passmore J. Defining Self-Awareness in the Context of Adult Development: A Systematic Litera-
ture Review. Journal of Management Education. March 2021.  

doi:10.1177/1052562921990065         Published: 28 February, 2021 
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