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Welcome to the 5th issue of the transformed SA Coaching News. We are at the
end of the year and time to do some reflection. Teresa’s 2nd article on reflection
and journaling shows us the creative side of it, and a few coaches reflect on
their journeys.
We continue with the next in the series of articles with Prof Jonathan
Passmore, as well as another from Dr Sunny Stout-Rostron and Michael
Taylor’s. Look our for Sunny and Mike’s book early next year. Karel Vermeulen
gives us an overview of business coaching, and in the research section, Kathy
Cannell tells us more about executive coaching, based on her current research.
Please support Kathy’s research by participating in her research survey.
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May you end the 2021 journey peacefully, and continue with the 2022 journey
feeling refreshed and full of energy.
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UNDERSTANDING MOTIVATION

This article is an excerpt from Sunny Stout
-Rostron and Mike Taylor’s new book to
be released in early 2022:
Management Mastery: Everything you
wanted to know about managing people
but were afraid to ask (Knowres, 2022).
Mike and Sunny are both Directors with
People Quotient (Pty) Ltd.

One of the reasons that leaders and managers often
work with a business coach is to help them to think
clearly about the core issues which present
challenges to them in their career, their
organisation, their job, and their daily working life.
The most important competence essential for
stepping into being a leader-manager is that of selfawareness, conscious observation and thoroughly
understanding yourself in order to lead and manage
people.
The focus of a coaching conversation is to help leader
-managers work towards achieving their desired
outcomes. It is in this process of reflection – where
coach and manager reflect on the manager’s
experience – that potential for learning and action
emerges. With a coach you can also explore what it is
that is holding you back or preventing you from
achieving your goals.

The Importance of Values and Motivation
This raises an important question for leadermanagers: if goals are to be motivationally achieved,
are they in alignment with your own individual
values, beliefs and feelings? Organisations often pay
lip service to organisational values, and do not
http://coachingnews.africa/
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Motivational theories focus primarily on the
individual’s needs and motivations. We have typically
worked with leaders to help them understand more
fully their intrinsic motivators (internal drivers such
as values, beliefs and feelings), and how to use
extrinsic motivators (external drivers such as
relationships, bonuses, the environment, share
schemes and titles) to motivate their teams. If an
individual’s goals are not in alignment with their own
internal, intrinsic drivers, there will be difficulties for
them in achieving their goals.
Intrinsic motivation
This refers to motivation that comes from inside of
you, and is a result of your values either being in
alignment with the action to be taken, or a personal
satisfaction of achievement. For example, being
recognised for something worked hard for, or
alignment with your sense of helping others. Another
example could be mentoring a colleague to help
them succeed at something, or simply managing a
difficult challenge that no one else has dealt with
successfully before.
Extrinsic motivation
This involves an external motivator to encourage an
individual to behave or take action in a particular
way. External influences can be salary increases,
promotions, company cars, prizes, incentives, or
more holiday or vacation time. The downside is that
this can lead to expectations for consistent rewards.
Also, if extrinsic rewards do not tap into internal
motivators, those rewards remain meaningless.

Edward Deci and Richard Ryan are the creators of
Self-Determination Theory (Deci and Ryan, 1985)
which is an internationally researched theory of
human motivation, personality development, and
wellbeing. Self-Determination Theory is a theory of
motivation concerned with supporting our natural or
intrinsic tendencies to behave in effective and
healthy ways. “To be self-determined is to endorse
one’s actions at the highest level of reflection. Selfdetermined people experience a sense of freedom to
do what is interesting, personally important and
vitalising” (Ryan, 2013). Deci and Ryan (1990)
expanded on their earlier work, differentiating
intrinsic from extrinsic motivation, and proposing
three main intrinsic needs involved in selfdetermination:
autonomy,
competence
and
relatedness.
Ryan (2013) asks “What do people really need to
flourish?” and explains that, like a plant which needs
water and sunlight to thrive, the human psyche has
some nutrients that it needs to survive. It is in our
nature to flourish – to flourish is to develop, to
become both more differentiated and integrated,
and to become fully functioning; but it is by no
means automatic. It requires nutrients. And those
nutrients are the three conditions that facilitate
intrinsic motivation:
• autonomy – which means absence of pressure,

Self-Determination Theory
Good leaders motivate people by giving them
valuable and interesting work. Here we look briefly at
the psychology of goals and motivation, and explore
new thinking about setting goals and motivation.
http://coachingnews.africa/

goal choice, strategy choice, task involvement,
and promotion of task interest;
• competence – which indicates optimal challenge,

positive feedback, and informational rewards; and
• relatedness – which includes empathy, warmth,

and acknowledgement of emotions (Ryan, 2013).
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necessarily create them as a synthesis of the core
individual values which make up the culture of the
organisation. Ethical dilemmas can arise during the
coaching process if you as a leader-manager, or one
of your direct reports, need to make difficult choices
which are incompatible with your or their own value
system.

However, certain aspects of these conditions can also
undermine intrinsic motivation:
• Autonomy is undermined by pressure toward

outcomes, punishment contingencies, goal
imposition, deadlines, controlling rewards, ego
involvement, and surveillance.
Volitional motivation and wellbeing as basic needs
Ryan (2013) also talks about the basic psychological
needs which underpin volitional motivation and
wellbeing. He says that our most basic list of
nutrients includes autonomy, competence and
relatedness, and that these three things lead to
volitional motivation and wellbeing, as follows:
• Autonomy supports volition. According to Ryan,

autonomy is when behaviour is in alignment with
the individual’s values and interests, and that
individual’s actions at work are self-endorsed, and
are congruent with implicit and explicit motives. If
you have autonomy, you want to do your work,
and you believe in what you are doing. Autonomy
is not about independence, individualism or selfinterest, but is instead an endorsement of them.
Autonomy means that your actions and behaviour
are self-endorsed, and in alignment with your
values and interests.
• Competence is about controlling the outcome and

experiencing mastery. Competence supports
structure and positive feedback and means that
you have a sense of effectiveness and
competence within your working context.
• Relatedness is the collective wish to interact with

others, to be connected to others, and to
experience caring for others. Relatedness
supports inclusion, empathy and care. It also
means feeling cared for, connected to, and having
a sense of belonging with others (Ryan, 2013).
If deprived of any one of these conditions, people
may go downhill. But when people experience all
three of these basic needs, it helps them to be
optimally motivated at work. In other words, when
people are satisfied at work – and these three basic
http://coachingnews.africa/

• Competence

is undermined by non-optimal
challenges and negative feedback.

• Relatedness is undermined by lack of collective

interaction and positive involvement, and even
watching somebody closely (Ryan, 2013).
Ryan (2013) explains that autonomy supports
minimal external pressure and provides maximum
choice, and the internal frame of reference is shared;
competence supports optimal challenge, and the
development of appropriate demands with relevant
feedback; and relatedness supports warmth and
involvement which conveys belongingness. The more
aware a manager is, the more likely they will create
these three conditions for people. Ryan discusses the
following behaviours that are useful to managers to
support these three conditions of motivation:
• Autonomy-supportive environments:

–
–
–
–

understand the other’s perspective;
encourage self-initiation and self-reflection;
offer meaningful choices;
provide a rationale for requested behaviour;
and
– minimise use of controlling language or
rewards.
• Competence-supportive environments:

– design activities so that mastery is the
dominant experience;
– provide enough structure for active
development;
– give informational feedback rather than
controlling feedback; and
– focus praise on effort and specific
accomplishments – not on ability or
comparisons.
7
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needs are activated – they can thrive. If this is critical,
then leaders need to have the relational skills to
motivate followers using autonomy, competence and
relatedness (Ryan, 2013).

– convey respect for the individual;
– ensure the individual feels valued and
significant;
– offer care and concern when facing challenges;
– radiate warmth; and
– let the individual know that their boss likes
them (Ryan, 2013).
Conclusion
One of the primary roles of a leader-manager is to
motivate and inspire their individual team members
and the team as a whole. However, it is difficult to do
so until you understand what actually motivates you
first. What are those values, beliefs and feelings that
inspire you to step up the pace when needed, to get
on with a difficult job, to handle difficult people as
those situations arise? Once you understand
yourself, you can begin to try to understand those
you lead and manage.

UNDERSTANDING MOTIVATION

• Relatedness-supportive environments:

REFERENCES
Deci, E.L., and Ryan, R.M. (1985). Intrinsic Motivation
and Self-Determination in Human Behaviour. Perspectives in Social Psychology series. Boston, MA:
Springer.
Deci, E.L., and Ryan, R.M. (1990). A motivational approach to self: Integration in personality. Nebraska
Symposium on Motivation, 38:237–288.
Ryan, R.M. (2013). Self-determination. Notes compiled
by Stout-Rostron, S., from presentation to Coaching
in Leadership and Healthcare Conference 2013, Harvard / McLean Medical School, Cambridge, MA, 28
September.
Ryan, R.M., and Deci, E.L. (2000). Intrinsic and extrinsic
motivations: Classic definitions and new directions.
Contemporary Educational Psychology, 25(1):54–67.

Activity: How are you impacting the workplace?
•

•
•

As a leader-manager, in what way do you embody each of these three conditions of
autonomy, competence and relatedness in the way that you lead and manage your
staff or team? Or, as a coach how are you helping your client to identify how and
where they work with these three conditions in managing their people?
In what areas can you / they improve?
What will you / they do differently going forward?

Sunny is founder of Sunny Stout-Rostron Associates CC, a founding Director of People Quotient (Pty) Ltd, an
Advisory Board Director with the Professional Development Foundation UK (PDF), a Founding Fellow and
Research Advisor at the Institute of Coaching at McLean Hospital (a Harvard Medical School Affiliate) and
Founding President of Coaches and Mentors of South Africa (COMENSA). Dr Stout-Rostron coaches
internationally.
Michael Taylor is an experienced global facilitator, management consultant, and coach, he has spent the past
25 years researching and implementing culture change strategies, building world class teams and developing
global leaders.

http://coachingnews.africa/

8

MARKETPLACE

MARKETPLACE

http://coachingnews.africa/

9

FEATURE ARTICLE: COACHING TOOLS

In this series Professor Jonathan Passmore, Senior
VP at CoachHub shares some of his favourite tools
as an executive coach and drawing on extracts his
new book: WeCoach! (Passmore, 2021)

Description
During most coaching conversations clients use
language which signals their desire to make a change
and also language which signals a reluctance to
change, recognizing most change comes with costs as
well as benefits. One aspect of effective coaching is
helping clients explore this ambiguity and build their
commitment for the change. This is the focus of
DARN CAT.
This technique is drawn from Motivational
Interviewing (Miller & Rollnick, 2002), an approach
designed initially for use in therapy and work with
addictive behaviours, specifically drug and alcohol
work. However as with several therapeutic
approaches, which are evidenced based, these
models can be translated to work with clients with
work-based programmes. The technique is
specifically useful during the contemplation phase of
the change curve, when the client has not yet
committed to making a change but is still considering
the benefits and disadvantages of change. During this
period the coach needs to listen for what have
http://coachingnews.africa/

labeled DARNs. These are statements by the client
which reveal an interest in, and consideration of,
change. However, the client lacks a firm commitment
to making the change, as a result, the coach will hear
hesitant language: “I want to …” or “I am thinking
about …”. Such statements might express the
individual’s personal desires about making a change,
the ability to make the change, their reasons for
making the change and the need to change.
Examples of these are summarized in the table on
the next page.
In general terms the coach should look out for
statements which are conditional or hypothetical and
encourage the client to continue to explore the
situation. They can do this through using open
questions, such as “Tell me more about your
thoughts about ….” As a deeper understanding of the
situation emerges for the client, the clients’ priorities

10

Desire

“I really want to do Y”

Ability

“I think I could do Y if I really wanted to…”

Reason

“if they did X, then I think that would be enough and I would then do Y”

Need

“I really need to do Y, or ... will happen”

CAT Statements

Commitment

“.... next week I will do Y”

Action

“I am really keen this time to make a success of it, I have thought about what went
wrong last time and it’s going to be different on Tuesday”
“… in advance of next Tuesday, have already done X. This will mean that went the
meeting comes on Tuesday Y should be much easier this time”

Taking steps

will start to emerge more clearly. This will be
followed by a change in the client language.
Specifically, the language moves away from DARN,
and will move towards more CAT talk, this includes
Commitments, Actions and Taking first steps, for
example “… next week I will”, or “In have already
done ...”.

Step by step
1.

Listen to the client’s talk

2.

Note DARN statements which may include
Desire, Ability, Reasons and Need to change,
and encourage the client to continue to talk

3.

Explore client values and long-term priorities

4.

Support the client and note any changes in
language towards Commitments, Actions and
Taking first steps.

5.

As CAT talks emerged support the client to
crystallise their plans and recognise that
change is challenging and that slips and relapses can occur, but not to give up.

When does it work best?
The technique can be used by coaches to guide their
listening and prevent them closing the reflective
conversation down too quickly. Instead, the coach
allows clients to explore their ambivalence, enabling
them to feel heard and understood and by
encouraging an exploration of goals and values to
develop enhanced motivation to take action which
will enable a closer alignment between their
behaviours and their values.

In the Feb2022 issue

Coaching Tool #4: MAGIC THEATRE - The next issue’s
article looks at the concept of the Magic Theatre
offering a world of possibilities where no idea is too
bizarre.

REFERENCES
Miller, W. & Rollnick, S. (2002) Motivational Interview:
Preparing people for change, (2nd ed). New York:
Guildford Press
Passmore, J. Day, C, Flower, J, Grieve, M. & Moon, J.
(2021). WeCoach!: The complete handbook of tools,
techniques, experiments and frameworks for personal and team development. London: Libre
http://coachingnews.africa/

Jonathan Passmore is professor of coaching at
Henley Business School and Senior Vice President
CoachHub, the digital coaching platform. Find out
more about how you can join the leading global
coaching community at www.coachhub.com
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DARN Statement

BUSINESS COACHING

Business Coaching includes all coaching within a
business context. Often the client is not able to
specify what kind of coaching they require, or they
may need a culmination of coaching categories.

It is a partnership wherein the Coach works with the
client to:
•
•
•
•
•
•
•
•
•

understand the client's current reality,
explore alternatives and opportunities,
target clients' energy,
define priorities,
help the coaching client create a strategy,
clarify objectives,
develop action plans,
move past challenges, and
progress toward the outcomes the client
chooses.

Which category is most important to you at this point
in your career? Or are you likely to say, “All of the
above”? In either case, coaching would be a good
idea for you to maximize your success strategies.
The Business Coach serves the client by focusing on
trust active listening, powerful questioning, direct
communication, creating awareness, defining and codesigning action plans, setting priorities, and serving
as an accountability partner.
http://coachingnews.africa/

SA Business Coaches identifies 43 categories, but not
limited to that a business coach can assist a client
with. Some of these categories are accountability,
business growth, strategy development, confidence
building, goal setting, increasing sales revenue,
identifying those limiting beliefs that are jeopardizing
business and personal growth, confidence building,
conflict resolution, marketing, vision, mission, and
objective setting and managing, and team building,
etc.
It is important to point out that business coaching is
different from consulting, mentoring, therapy,
counselling, and/ or advising. It is a process and not a
one-stop solution. That is not to say that a business
coach who is qualified and registered with governing
bodies such as COMENSA, ICF, SA Business Coaches,
may not from time to time take on these roles if

Did you know that the following famous people
all had a business coach?
Eric Schmidt – formerly CEO of Google
Bill Gates

Steve Jobs

Barak Obama

Oprah Winfrey

Leonardo DiCaprio

Serena Williams

Hugh Jackman
12

• “According to iPEC, 1.5 million searches are made every month by people and companies looking for life coaches, business
coaches, and executive coaches.”
• “In 2019, the estimated global revenue from coaching was 2.849 billion USD.”
• “And while face-to-face coaching decreased sharply after COVID-19 (by 74%), online coaching has become wildly more
popular, as it’s increased by 57%”.
• Coaching clients are happy with their results:
• 99% of individuals and companies who hire a coach are “satisfied or very satisfied” and 96% say they would repeat the
process.
• 95% of clients rate their coaches as “good” or “excellent.”
• 68% of individuals who hired coaches were able to make back their investment. Those who make a financial gain on their
coaching can on average expect 3.44 times the amount spent
• 86% of companies that could calculate their return on investment said that they at least made back their initial investment.
19% indicated an ROI of 50x the investment. 28% saw an ROI of 10-49x the investment. The median ROI is 7x the investment.
• According to a study, coaching has a 221% ROI.
• 51% of companies with a strong coaching culture report higher revenue than their industry peer group.

Most clients find their coaches through referrals and word of mouth (46%). The majority (73%) of coaching programs last one
year or less. In the US, the average annual income from coaching is $62,500) However, that is dependent on the coach and
running 6- and multiple 6-figure businesses (or even 7-figure businesses) is something a lot of coaches do (including many of
my students). In South Africa, the annual base income from coaching is about R195,072.

need be for the sake of the client. However, a good
coach will then turn back to the principles of business
coaching.
A major difference is that in business coaching, the
client does most of the talking while the coach uses
certain powerful questions to guide clients to
awareness as to find the answers within themselves.
The client may bring any topic, mood, or outcome to
the coaching session to be discussed. Then goals and
an action plan will be set into place for the client to
implement and give feedback in their next coaching
session.
When one looks at all successful athletes, they all
have one or even more than one coach. They have a
performance coach, a mind coach, and even a
nutrition coach and the list go on and on. Why then,
if successful athletes know the value of hiring a
coach, do entrepreneurs and business owners not
see the value of a coach?

members of the professional community believe that
coaching and mentoring should be formally
regulated. I consider business coaching to be a
profession that requires skill, intellectual insight, and
the ability to question clients to have them become
self-directed. This can take years of intense study to
maximize positive impact on the client. It is
important for me to be an accredited and licensed
business coach that is registered with an official
governing body such (COMENSA, ICF, SA Business
Coaches, or SEATA). Such registration and
certification requirements not only hold me
accountable to be professional but also to adhere to
the strict policies, regulations, frameworks, and
methodologies of these governing bodies to provide
my clients with the best professional quality service.

The Way Coaching Is Regulated
Coaching and mentoring are generally considered to
be 'self-regulated'. However, increasingly more
http://coachingnews.africa/
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In a very informative article on coaching by Louisa Zhou:

BUSINESS COACHING

What Can a Business Coach Help Me With?
Every person, business, and situation are unique. The
coach is there to help you understand and determine
what factors may be keeping you stuck, causing
worry, or preventing you from enjoying your
business so you be even more successful. Together,
the business coach and the client will determine
what the best course of action will be to move the
client forward.
A coaching session can be anything from between 45
minutes to 60 minutes depending on the client’s
needs in order to create professional agreements
between the coach and client to determine the best
outcomes.
You get coaches and then you get great coaches.
Business coaches can also be divided into various
categories, like a transformation coach, an executive
coach, a mind coach, a results coach, etc. It is
important to know what type of business coach you
are looking for so the coach can ultimately guide you
to the outcome that you want. A great business
coach regardless of the category will help you to:

Business Coaching Can Help You With

•

Cognitive, Emotional and Personality
coaching

•

Setting achievable Goals

•

Identify Habits and limiting beliefs that
is holding you back and how to overcome them

•

Self-Efficacy,
Self
Esteem,
Evaluation, and Self Perception

•

Development

•

Performance Related

•

Human Skills development

•

Management Processes

•

Identify what changes need to be made.

•

Management Skills

•

Get to the heart of the problems as soon as
possible.

•

Leadership Skills

•

Become more effective based on your agenda,
not theirs since they are non-biased.

•

Business and personal growth

•

Relate to the client quickly and develop trust
and credibility.

•

Sustainability

•

Learn to understand their clients’ needs both
emotionally and intellectually.

•

Overcoming Overwhelmed Ness

•

Vision creation

•

Help their client understand where they can
stretch their capabilities.

•

Setting Objectives

•

Have extensive business knowledge and
experience.

•

Identify Operations needed

•

Marketing and Sales

•

Finance and Financial management

•

Manufacturing processes

•

Production

•

Human Resources

•

Internal Politics

The Responsibility of The Client
Both the coach and the client have a responsibility
first to themselves and then to each other. This is a
mutual professional agreement between the two
parties:
•
•
•

To commit totally to the coaching intervention.
To be honest, truthful, and adaptable to
change.
To be involved in the program from start to
finish.

http://coachingnews.africa/

Self-

14

•
•
•
•
•
•

To give feedback to the coach if the sessions
are not achieving the desired outcomes.
To participate honestly and diligently.
To be constructive and proactive before,
during, and after the coaching intervention.
To be cooperative and positive.
To be honest about the success of the
program.
To be diligent and complete all assignments
and tasks to the best of their ability.
To attend all coaching sessions and be actively
involved in the process.

The Responsibility of The Coach
On the other hand, the coach has an equal and if not
more serious professional responsibility towards the
client. This can be summed up as follow:
•
•
•
•

To co-define and co-create the coaching
relationship
To realistically appraise the client before,
during, and after the coaching intervention
To give honest and constructive feedback
where necessary
To conduct all coaching sessions in a
professional and diligent manner

•

•
•
•
•
•
•

To utilize all possible technology and resources
in achieving success
To be ethical, moral, and professional in all
interactions, teaching, and learning
To be honest about the success of the program
To adhere to international best coaching
practices
To provide one on one coaching
To arrange activities to facilitate the
development
To adhere to the principles of trust,
truthfulness, giving credit where due, patience
and sensitivity

It is not a shame or a sign of weakness to ask for
help. As top experts in the field of development say
that 80% of all success is to simply show up.
How will you show up to your success?
__________________
Article originally published at
https://successgrowthacademy.com/what-isbusiness-coaching-and-how-can-it-help-me/
Re-published with permission

Karel Vermeulen is the founder and director of Success Growth Academy, The KV Brand and also the founder and
developer of the highly successful product brand Lubrimaxxx Personal Lubricant, Cape Town, South Africa.
He is also a successful entrepreneur, published author, a registered NLP Practitioner with the AUNLP (American Union of
NLP), and accredited and licensed Business Coach with COMENSA, SA Business Coaches and the ICF (International
Coaching Federation). He also holds a Batchelor Degree in Counseling.
He has interviewed the actor John Travolta in Los Angeles, has been interviewed on various radio stations and podcasts.
He is the developer of Sales Profit Mastery, an online course, published his first book Do You Really Want to Be An
Entrepreneur and co-authored Finding Your Moment Of Clarity and The Game Changers.
https://successgrowthacademy.com/

http://coachingnews.africa/
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•

“Although Schön (1983, 1987, 1991) wrote extensively
about reflection he would appear to have given less
consideration to how humans reflect and contemplate on
how things might be in the future and how these
possibilities might be achieved. This missing temporal
dimension would appear to diminish the potential for
learning and improving performance particularly if it
were explicitly applied.”

The above are extracts from John Wilson’s 2008 article
“Reflecting‐on‐the‐future: a chronological consideration of
reflective practice”, published in the journal Reflective
Practice: International and Multidisciplinary Perspectives.
So much of our reflections are about the past and the
present, and what we can learn from it. Yes, there might
be an aspect of planning coming from the reflections, but
Wilson was wondering about the future dimension of

reflective practice. The author describes this being
achieved by “considering or imagining various possibilities
and the strategies which are required to achieve them. By
imagining or reflecting on what might be possible we are
then able to develop operational strategies which
hopefully will deliver the concrete reality”.
We think about an ideal future, we speculate about it and
how it might be achieved, what might go wrong, and
perhaps some consequences. It is all driven by the need to
achieve a certain goal or maybe a work target.
Reflecting on the future does not allow to reflect on
concrete experience, but is does allow reflections on
trends, scenarios, experiences of others, similar previous
experiences, etc. In essence, it comes down to reflectionbefore-action as opposed to Schön’s (1983) reflection-onaction and reflection-in-action.
Following is Teresa Ueckermann’s next article on reflection
as part of journaling practice, in which she writes: “The
morning reflection will help you prepare for the day, it
clears and focus your mind, starting your day with purpose
and meaning”.
I also asked a few coaches to reflect on 2021 and/or 2022,
without having this article by Wilson in mind - and so
much is about the future! I also included a reflection of my
own, about something I must not forget to do in the
future.
What are your reflections for the future?

REFERENCES
John P. Wilson (2008) Reflecting‐on‐the‐future: a chronological consideration of reflective practice, Reflective
Practice: International and Multidisciplinary Perspectives, 9:2, 177-184

http://coachingnews.africa/
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REFLECTIVE PRACTICE: THE FUTURE

“The concept of reflection has been with us for millennia
with Aristotle discussing the value of reflection in helping
to shape moral action. Dewey (1938) also investigated
the nature of reflective thought in the context of
experiential learning. And, more recently, Schön (1983)
highlighted the concept of the ‘reflective practitioner’
which has had a significant impact in many professional
occupations especially education and health.”

REFLECTIVE PRACTICE: JOURNALING

Reflection focusses on the “Why” of things. The simple
task of thinking back on a memory, decision, action,
attitude, or a motivation, provides a channel of inner
communication, highlighting thoughts and perceptions, to
understand, analyze or respond to these experiences.
Without reflection, we will simply go through life, moving
from one thing to another, without making time to
evaluate if things are still relevant, do they matter? Is it
worth pursuing?
In the practice of Bullet Journaling, reflection plays a major

http://coachingnews.africa/

role within the mindfulness and productive processes (that
which we call life), which are the core of this system. To
recap, in the words of the creator of bullet journaling
(Bujo in short), Ryder Carroll: “Bullet Journal® is a
methodology. Your Bujo helps you keep track of the past,
organize the present and plan for the future. It's designed
to help you organize your what while you remain mindful
of your why.”
We organize our lives through planning, goalsetting,
trackers, brain dumping and daily to do lists. Reflecting on
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Ryder likes to say, "Your Bullet Journal is like a paper
mirror." That is, if you are logging honestly, you can see so
much of yourself reflected back to you. Incorporating a
journaling practice can enhance this self-awareness even
more.

http://coachingnews.africa/

It can be challenging to make the necessary time for
reflection, but it is important to take a step back and gain
perspective on what matters and what can be ignored.
Even if it’s only 5 minutes in the morning and some time in
the evening to review your day. The morning reflection
will help you prepare for the day, it clears and focus your
mind, starting your day with purpose and meaning.
During the day, life happens. Take the time in the evening
to unplug, capture and track things that happened during
the day, review your daily lists, and declutter your mind.
Develop a practice of self-care that includes respectful self
-connection. To analyze small parts of our lives, we can
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these daily, monthly, and yearly practices, helps you
identify what really matters. Self-awareness clears and
declutter the mind, strengthens your focus and help you
evaluate and analyze decisions and behaviors. You can see
where you’re headed, determine whether you’re happy
with that direction and adjust as necessary.

REFLECTIVE PRACTICE: JOURNALING

assess if we are truly happy and content with our lives and
if not, what we can do to change that.

The concept of change can be unsettling, but change is a
valuable life skill. It means being able to know when to
step away from something.
With reflection and change, transformation happens when
we see things from a new perspective. When we step back
from our everyday lives and reflect, we pay attention not
only to what we do and why, but also how we feel about
it. Reflections give us a different point of view. Journaling
helps us keep track of this view. It keeps us focused on our
purpose and sustain that momentum in life.
Live with intention.

https://scrapjournalart.co.za/
Teresa started her career as a portfolio manager at Standard Bank in 1988. Soon after she took over the
office management functions at AM Tube Bending, eventually becoming the CFO of the company. In 2003
she attended her first scrapbook event which opened her eyes to another universe. The gogga bit her
seriously – she eventually developed her own unique style and began teaching this to people across South
Africa. This was accompanied by lots of memories, love, laughter, tears, and gratitude with like-minded
souls.
In 2019 she opened the fabulous boutique shop, Enchanted Art Splatters, a haven for these like-minded lost
souls who found meaning through their Reflections of the Heart.
Due to the difficult economic circumstances created by the pandemic, the haven recently had to be closed
and Teresa moved on as a freelance teacher and consultant at Art Your Reflection, where journaling became
a large part of her focus area, a visual and creative way of personal expression and mindfulness. If you are a
lost soul needing to find meaning through artful reflections, Teresa can be contacted at
teresau@mweb.co.za or info@scrapjournalart.co.za
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Just remember

I was sitting in a peer-learning group a few weeks ago. One of the questions that came up was
about what we learnt, what was challenging, and what about this can we take into 2022.
I have mentioned it previously, but the life of a self -employed person is often a roller-coaster
ride, with the cycles sometimes being monthly, quarterly, yearly, or longer. Work flows and we
do well, then somehow the flow stops or slows down for a while and we wonder where all the
work has gone to.
My answer to the question was that I trust the Universe unequivocally, that
work will come. I cannot sit back and just wait for it, of course - I also have to
go out and find it - but it will come. But sometimes I stress about the future,
be it next month or next year. My learning reflection is that sometimes I just
need to remember that I trust.
Jacques Myburgh - LinkedIn
Executive coach | Management Consultant | Founder/Editor of CoachingNews.Africa

The role of African coaches in the VUCA era
We all know that Africa is a young continent, full of exciting possibilities. This is because most
of Africa’s young population (on average 19 years old) presents an untapped potential. We have
now seen millennials taking up leadership positions both in the private sector and the public
sector. They are leading at a time when Africa and the world are faced with complex challenges
such as COVID-19, the negative effects of climate change, diminishing resources, poverty and
unemployment.
They are leading teams that are struggling with wellness and mental health issues. Most team
members are either grieving loved ones who died in the past 2 years or are
themselves recovering from COVID-19 or from a stress related condition.
My learning reflection is that there has never been a more urgent need for
coaches to partner with leaders and their teams in co -creating and
reconstructing a better Africa and a better world for the benefit of future
generations.
Lindelwa Xingwana-Jabavu - LinkedIn
Partner and Executive Coach at Change Partners | Founder and MD: Lilitha Coaching and Consulting
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Love, the greatest asset

2021 has been an extension of 2020 – only that this year, with fear of the crisis of 2020 slowly
sliding away, values have become even more important. Understanding and acknowledging not
only one’s own values but also those around you.
My clients have seen many changes taking place in their lives as they assessed their life
purpose, values, and goals. As a coach, I have found that for me to serve them better, the joy
of LOVE had to be part of my essence. This enabled my clients to feel they are truly being seen
and heard without prejudgments. In doing this they can light their light brighter than before.
The Value of Love in Coaching does not mean one is unprofessional; to the
contrary, it enables a deeper exploration into areas that they would otherwise
not go into. Resulting in them being able to come up with better solutions for
themselves. For me, 2022 and beyond is about loving more.
Sibongile Muwamba
Executive & Team Coach | Values Based Leadership Specialist Coach

Listen with the whole body

I was doing my last teaching of a coaching cohort, it is amazing how listening with heart and
from the roots struck a light-bulb moment for most of the participants. We were practicing
being embodied and rooted in our listening, this meant that we had to be choiceful minimalistic
in leaning forward, nodding, and doing uhm and ahs.
I was struck by how much the participants experienced difficulties in listening mindfully, most
indicated that when they do something as they are listening, it demonstrate to the clients that
they are fully present with them. As we practiced more of mindful listening just being in our
bodies, it was amazing how much shifts were realized. Some people said they now do not need
to take notes, they realized that they were fully present, they realized the
depth the one who was being listened to went into.
Taking this to 2022 is that Please, please let us not abandon our bodies as we
are listening. Let us listen to see, let us listen with the head, ears, heart and
our whole body.
Nobantu Mpotulo - LinkedIn
Managing Director Just In Time Solutions | ICF MCC Coach | Mentor Coach | Leadership Facilitator
http://coachingnews.africa/
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LITERATURE REVIEW: EXECUTIVE COACHING

In my current studies towards a Master’s degree in
coaching at Wits University Business School, I am
investigating the impact of competencies displayed
by executive coaches on the outcomes of the
coaching process . The following is an extract from
my literature review on the topic.

The literature indicates that coaching is an
intervention in the business world and the term
‘executive coaching’ was coined as a euphemism for
counselling and consultation. Executive coaching has
gained immense relevance as a developmental
exercise for executives in organisations. In as much
as there is an increase in demand by organisations
for coaching, in the same breath organisations are
becoming more selective in terms of the quality of
coaching (Bachkirova & Smith, 2015). Coaching
differs from other professions in the sense that a
formal qualification is required for other professions
before individuals can start practicing in their
careers. For coaching, a formal qualification is not a
prerequisite for practicing (Bachkirova & Smith,
2015) but in the workplace, there is always a need to
present credentials, and proof of a formal
qualification or proof of training and/or experience
attest to credibility of the service provider.
Bachkirova, Jackson, Gannon, Iordanou, and Myers
http://coachingnews.africa/

(2017) attest to the fact that coaching is mainly a
complementary addition to already attained
qualifications by practitioners.
Naturally, it is important to understand what
executive coaching entails. A consolidated definition
of coaching follows: executive coaching is defined as
a formal contractual relationship that is established
between an executive coach and a client, also
referred to as a coachee. This relationship is
established due to a need arising towards setting
goals for developmental purposes for the coachee
23

Coach competencies

contribution in dealing with a variety of clientele.
They are eager to discover which aspects they can
initiate that would be most beneficial in ensuring
successful coaching outcomes. The author of this
paper proposes that any coach with integrity would
strive to make a success of the coaching intervention
and to achieve that, it would be incumbent on the
coach to understand what competencies or skills are
required to affect that. Coaching is advertised in
abundance across various social platforms on the
internet (YouTube, Facebook), especially pertaining
to becoming a successful coaching practitioner. The
impression is created that one can almost achieve
success overnight! This seems absurd as any credible
profession does not promise overnight success and
competencies required for a profession, are not
acquired instantaneously.

To apply a definition of competency in order to
evaluate coaching, Auerbach (2005)
refers to
competency as the knowledge, skills, attitudes and
behaviours displayed to illustrate levels of
effectiveness. Adkins et al.,
Wasylyshyn (2020) refers to
(2011) contend that coach
businesses being complex
competencies required for
This seems absurd as any
and unpredictable in the
a successful coaching
21st century and the
credible profession does not
outcome should be aligned
positive
impact
that
with the definition and
promise overnight success,
business coaching can have
goals of business and
and competencies required for
on the leader in an
executive
coaching.
organisation.
With
a profession, are not acquired
Koortzen and Oosthuizen
reference to Wasylyshyn’s
instantaneously.
Rudolf
(2010)
profile
statement, 2020 has been a
executive
coaches
as
tumultuous
year
having business experience
internationally, affecting all
and understanding the organisations they are
spheres due to a pandemic. This has placed
contracted to; they should be able to assist the
organisations in challenging positions with executives
coachee to set goals; and to enable continual
having to make difficult decisions. Consequently,
behaviour change of the executive in the workplace.
leaders can often feel lonely ‘at the top’ and at times
Ennis et al. (2005) suggest that among other
uncertain about appropriate decisions and actions,
qualities, coaches should display coaching skills and
and having a coach to act as a sounding board and a
personal qualities that will support said skills and
confidante, can instil more confidence in the
competencies, and have identified emotional
developmental journey of executives and in decisionintelligence as a core essential competency.
making processes.
Emotional intelligence is defined as an intellectual
capacity that lets an individual recognise and gauge
In any situation, when goals are set, outcomes are
the meaning of emotions of self as well as others and
expected. In the coaching sphere, an evaluation of
therefore be able to problem-solve.
the coaching intervention is essential in establishing
whether outcomes have been attained for goals set.
Coaching Outcomes
Ely et al. (2010) describe evaluation as expressive
It is envisaged that independent learning and
and critical information that is required to make
development will be enhanced post coaching
decisions regarding the efficacy, value and
sessions. De Haan and Duckworth (2013) claim that
adaptation of activities geared towards training and
coaches want to understand the value of their
development. Osatuke, Yanovsky, and Ramsel (2017)
http://coachingnews.africa/
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and from this relationship, specific outcomes are
anticipated. There are expectations that improved
development will take place relating to behaviour
and skills of the client and that it will be sustained.
The process will be facilitated by the coach, and the
competencies displayed by the coach, will add to the
contributing factors towards the outcomes of the
coaching relationship (Brotman et al., 1998; Kilburg,
2004; Peterson, 2011; Sperry, 2008). From this
definition, we want to focus on coach competencies
and coaching outcomes.

LITERATURE REVIEW: EXECUTIVE COACHING

posit that it is difficult to evaluate coaching outcomes
scientifically as the process is subjective in terms of
experiences. Goals vary between different clients and
coaches, depending on their needs. Therefore, the
variation makes it difficult to have a standard
method or instrument to assess the outcomes of
coaching interventions. It may be subjective in terms
of experiences, however, a level of satisfaction by the
client is indeed a determining factor of the success
that they have experienced. A positive experience
would indicate that they have achieved their goals.
On the other hand, Gentry, Manning, Wolf, HernezBroome, and Allen (2013) researched best practices
for coaching by interviewing practicing coaches in
Europe and Asia. They acknowledge the value of
previous research but point out that interviews with
practicing coaches about best practices can fill a gap
in the data by offering valuable accounts and these
can serve as guidelines for coaches and the industry
to aim to be effective. Understandably, doing
research from the coaches’ perspective only could
present bias in terms of reporting outcomes,
however, their contribution should not be
disregarded.

RESEARCH SURVEY
As executive coach, you are
invited to participate in my
research by clicking on the
following link:
https://wits.eu.qualtrics.com/jfe/
form/SV_6nv3ORO9WBW4dNA
The survey is completely
anonymous and does not ask for
any person’s identifiable
information.

Kathy Cannell is a Psychometrist at Wits Business School (WBS). She administers psychometric assessments to applicants
and students as well as having additional responsibilities in the Examinations Office of the School. Kathy holds a B.A. (Ed)
degree as well as a B.Ed. in Educational Psychology degree from the University of Johannesburg (former RAU) and she is
registered as an Independent Psychometrist with the HPCSA.
She is also in possession of a Master’s Degree in Education in the field of Educational Technology from the University of
the Witwatersrand (Wits). Kathy is currently registered on the Master of Management in Business and Executive
Coaching (MMBEC) at WBS, which is due for completion in February 2022. (and therefore needs all the help she can get
in completing her research
)
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BOOK OVERVIEW

This book is instrumental for all Small Business
Entrepreneur Start-Ups, including Private Practitioners in
the Counselling and Coaching fields. Within this book, you
will find ideas, exercises, information, and easy-to-follow
guidelines. It is divided into ten parts, and include:
One
Two

Three

Four

Five
Six

Seven

Eight

Nine

Ten

Your Journey Begins Now:
Studies and registering with the correct Councils
Your Journey Continues
Creating a Business Plan, a Vision Board, Setting
Goals, Budgets, and finding the ideal office space.
Deciding on a Business Name and
Registering through CIPC and CSD
The Journey is You
Deciding on your Niche. Designing the Logo,
Electronic Mail Accounts, Website, Stationery,
Email Signature and Disclaimers. Forming a Solid
Client Base and Referral List. Planning Office Décor.
Pricing and Fees, Insurance and offering additional
Session Alternatives
The Journey Needs to be Shared
Marketing, including networking, blogging,
podcasts, listings, billboards, and social media.
Various handle names, packages and specials
The Journey Continues One Step at a Time
Step by step checklists
Helping Others with their Journey
Initial session documents, including intake forms,
agreements, questionnaires, progress notes, and
email templates
Needing Extra Moola for the Journey Alternative
marketing and income options, including support
groups, training and products
The Journey Does Not Come Without Obstacles
When things go wrong and how to get back on
track
Do Not Get Discouraged if you Pick Up a few
Bruises
Gives clarity on why counselling and coaching might
not always work
The Journey Never Ends

Available from Amazon
$37.95 (Kindle)
$47.99 (paperback)

Final words of encouragement and wrap-up
http://coachingnews.africa/
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being and perceiving.

An integral quadrants perspective of coaching
presence: A qualitative study of professional coaches
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“Based on interview data, six themes emerged to
reflect coaching presence during a coaching session.
Below, each theme is defined and elucidated through
key supportive findings. At variance with a grounded
theory perspective, themes are ordered based on
quantity of data (e.g., mindfulness awareness was
discussed by all coaches in detail and is therefore
described first), as well as importance (e.g., authentic
connection was often described as “essential” for
coaching presence). Each theme provides an
understanding of an aspect of coaching presence,
contextualised within a coaching session.”
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Abstract
A multi-dimensional perspective emerged from this
qualitative investigation of coaching presence
pertaining to a coach's focus and behaviors during a
coaching session. The qualitative methodology was
informed by grounded theory and employed
sensitising concepts derived from Wilber's quadrant
framework. Data came from semi-structured
interviews with 16 ICF certified coaches. Findings
suggested six themes: (1) Mindful Awareness, (2)
Authentic Connection, (3) Conscious Attunement, (4)
Embodied Way, (5) Holding Outcomes, and (6)
Structural Alignment. These themes appeared to
reflect Wilber's observations about subjective,
objective, intersubjective, and inter-objective ways of
http://coachingnews.africa/

Theme One: Mindful Self-Awareness
“Mindful self-awareness is considered by nearly all
coaches interviewed to be the inner foundation for
coaching presence during a coaching session. It was
defined as follows: The coach being mindful and selfaware in the role of coach, while accessing inner
spaciousness and knowing. Supportive findings are
described under four categories: Mindful realignment
to presence, present to coach role, holistic selfawareness, and inner spaciousness and knowing.”
Theme Two: Authentic Connection
“Authentic Connection was defined as: The coach
offering empathic connection to the client, in an
authentic, intuitive, and interconnected way.
Supportive findings are sorted into three categories:
Empathic connection, intuitive responsiveness, and
interconnected presence.”
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Theme Five: Holding Outcomes

“Many coaches in the study believed that by being
deeply attuned to the client, the coach can offer a
consciously tailored experience. Supportive findings
are sorted into two categories: focused and open
attentiveness,
and
conscious
and
deep
communication.”

“The capacity to hold the outcomes of the coaching
session is recognised by many coaches as
foundational to coaching. Supportive findings are
sorted into three categories: emergent outcomes,
intentional and adaptable space, and holding
outcomes.”

Theme Four: Embodied Engagement

Theme Six: Structural Alignment

“Presence needs to be embodied according to a
number of the coaches interviewed. In addition, some
coaches described the value of fully engaging in the
moment of coaching. Supportive findings are sorted
into two categories: Somatic presence and engaged
in the here-and-now.”

“Some coaches emphasised that the Structural
Alignment (theme 6) provided by the coach during
the coaching session provides the supportive
environment for effective coaching. Relevant findings
were sorted into two categories: environmental
alignment and mindful in context.”

http://coachingnews.africa/
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Theme Three: Deep Attunement

MARKETPLACE

MARKETPLACE
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