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From the Editor 
 

 

Welcome to this Special Issue of CoachingNews.Africa.  

This issue is dedicated to the partnership between the 

South African Board for People Practices (SABPP) and 

Coaches and Mentors of South Africa (COMENSA).  

In Feb2021 the two organisations jointly held a webinar and panel discussion to 

celebrate their partnership. The keynote presentation was an overview of the 

South African coaching industry. If you missed it, this issue will give you a good 

idea of the conversations held on the day. 

 

 

 

 

About this publication 

January 2019 saw the first issue of 

SA Coaching News, a monthly 

subscriber-based trade publication in 

magazine style. After more than 30 

issues, I converted it to 

CoachingNews.Africa, an open 

access trade publication for the 

coaching industry and coaching 

profession in Africa. 

 

 

Take care and enjoy the reading! 

Your partner in coaching excellence,  
 

 

DISCLAIMER 

The views, thoughts and opinions expressed in this magazine are solely those of the authors and do not necessarily reflect the 

position of CoachingNews.Africa, its publisher SA Coaching News, SABPP or COMENSA. 
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The partnership between the South African Board 

for People Practices (SABPP) and the Coaches and 

Mentors of South Africa (COMENSA) is a 

culmination of engagements over the past five 

years, which began with our former CEO, the late 

Marius Meyer. 
 

Finally, today we have a signed agreement 

comprising of eleven strategic objectives. These 

objectives speak to the needs of the SABPP and 

COMENSA members and the various stakeholders, 

and to the importance of, and need for, 

professionalisation in coaching and mentoring. It 

signifies the serious commitment of the two 

organisations to both sets of members, to bring them 

closer to each other and align the professionalisation 

mission of the professional bodies of HR and 

coaching and mentoring.  

As the HR professional body, we see coaching and 

mentoring as an effective way to proactively address 

the typical organisational and management issues 

that arise. HR can proactively utilise coaching and 

mentoring interventions to help develop more 

effective management of employees and help with 

their performance enhancement and motivation. 

This requires the building of trust in organisations, 

including trust in coaching and mentoring 

relationships.  
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About Xolani 

Xolani Mawande is the Chief Executive Officer (CEO) for the SA Board of People Practice (SABPP), an HR 

professional and a quality assurance body of South Africa. He is overall responsible for the new 2030 SABPP 

Strategy referred to as ‘THE PEOPLE FACTOR’ as the world gears itself in the 4IR era. 

Xolani is a strong supporter of youth emancipation through quality education and continues challenging HR 

professionals to be professional and competent and to master Digital HR, HR Analytics and Metrics in order to 

add greater financial value to their organisations. 

Xolani is registered with SABPP as a Master HRP and is a member of the Institute of Directors in SA. Previously 

he was the SABPP COO for about five years and before then worked in both public and private sector in the 

financial and people development sectors for over 18 years. 
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We also see coaching playing an important role for 

HR professionals and their development. As the 

SABPP we are focusing on the theme of 

segmentation for 2021. This means segmenting our 

value proposition to our different levels of HR 

professional members who are at different stages of 

their professional career, including our HR candidate 

programme and HR students. We need to ask what 

coaching is required for these different levels of 

members and what coaching do we need to equip 

them with.  

The SABPP, as the custodian of professional HR 

Standards, would like to see the development of a 

coaching and mentoring standard jointly driven by 

COMENSA and SABPP. Both organisations have a rich 

history and great experience that will help the 

stakeholder and indeed the country as a whole.  

 

As we work together, we need always ask ourselves 

why we do what we do. Is it in the interest of our 

members? Does it take both professions forward? 

Will our two professions be better after this? If our 

answers are not in the affirmative, then we should 

not bother. I believe and I know that we are on the 

right track. Forward ever! 

_____________________ 
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The Human Resource (HR) function is at the heart of all organisations in ensuring the achievement of business 

goals. This internationally recognised profession, more than any other, is responsible for transformation, sourcing, 

skills development, retaining talent and ensuring productive work relationships. The SABPP’s role is to                   

professionalise the HR function to ensure that HR continues to become an increasingly recognised and respected 

profession. The SABPP is an accredited ETQA (Education and Training Quality Assurance body) under the National 

Qualification Framework Act and Skills Development Act.  

The SABPP was established in 1982 and was set up as an 

autonomous body to be the standards and professional 

registration body for the HR profession. Over the last 38 

years, the SABPP has registered more than 10 000 HR    

professionals on five different levels of professionalism. In 

2002 SABPP was recognised by the South African          

Qualifications Authority as an ETQA and in 2011 as a     

professional body. In 2013, SABPP made history by       

developing the world’s first national HR Standards,       

followed in 2014 by an HR Audit Framework. Moreover, 

the HR Competency Model developed by SABPP provides 

a clear description of the competencies needed by HR 

professionals. Therefore, HR Standards, HR Audits,      

Competencies and Quality Assurance constitute the     

fundamental building blocks of professionalising HR    

practice in South Africa.  
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The SABPP launched the South African Institute for Digital Learning 
(SAiDL) to enable, enhance and professionalise  

digital learning in the South African context. 
  

We invite you to join the SAiDL. 
 

It will serve as your platform to                                                                    
network, learn, share, collaborate,                                                         

and set standards with your digital peers. 
  

Join now to help shape our digital learning community                       
and give a credible voice to digital learning. 

  
Together we can learn about and shape good practices                        

in digital learning. Be part of this pioneering journey 

 

https://www.sabpp.co.za/page/SAiDL 
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Good afternoon Dr Ajay Jivan as Programme 

Director & Facilitator and thank you very much for 

the opportunity to address members of South 

African Board for People Practices (SABPP), Coaches 

and Mentors of South Africa (COMENSA), all invited 

Guests, Ladies and Gentlemen. 

 

We have reached this point of celebration because 

our predecessors played a significant role. 

I acknowledge my predecessor, Andre Retief and also 

the late Dr Meyer (may his soul rest in peace) for 

their contribution in this successful venture. I also 

take this opportunity to thank Elona Hlatshwayo and 

Jo Searle, who are representing us in a committee 

created to ensure that the partnership yields good 

fruits.  

I also acknowledge Rodene Dye who is a dual 

member of both professional bodies for her role. I 

recognise the role played by Maphutha Diaz in 

expediting the process of resuscitating the 

partnership agreement and turning it into a signable 

pact.  

Last but not least, I want to thank Xolani Mawande 

for the collegial manner in which we cooperated and 

worked together in finalising and signing the 

Partnership Agreement. Those who co-signed the 

agreement with us are appreciated and I single out 

Colleen Qvist and Dr Renjini Mary Joseph. 
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About Mokadi 

Mokadi is currently the CEO and Founder of Mathye and Ditlou Dynasty Corporate Consultants (MmDdCc), a 

company that focuses on Business, Executive and Transpersonal Leadership Coaching amongst its offerings.  

Mokadi is also the National President of Coaches and Mentors of South Africa (COMENSA), where he holds a 

COMENSA Master Practitioner (CMP) designation. Mokadi is a Fellow of the Institute of Directors in South 

Africa(IODSA) and he is passionate about corporate governance. He is a board member of Africa Executive 

Coaching Council (AECC) based in Nairobi- Kenya and a Faculty member of LeaderShape Global Limited in UK 

where he accredited as a Leadership and Emotional Intelligence Performance Accelerator (LEIPA) Facilitator 

and a Transpersonal Leadership Coach (TLC). 

He has completed a number of qualifications including three Master’s degrees in Business Leadership, 

Missional Leadership and Science of Religion and Missiology.  

Mokadi can be reached on +27 83 325 4676 and for COMENSA matters on  president@comensa.org.za 
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We agreed to partner together on the 11 areas of 

common interest, amongst them the following can 

be noted: 

• Research and Development on coaching and 

mentoring; 

• Development of South African Coaching and 

Mentoring Standards; 

• Joint breakfast sessions on topical coaching 

and mentoring topics and for capacity building. 

Best of luck as we continue to implement the 

essence of the partnership agreement. 
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There was a clear clarion call at the joint webinar 

held by the South African Board for People Practices 

(SABPP) and the Coaches and Mentors of South 

Africa (COMENSA) on 18th February 2021. This was 

a call to formalise: the standards and competencies 

for the professionalisation of coaching and 

mentoring; the related capacity-building, 

credentialing, and continuous professional 

development; and the research and development 

for furthering professionalism and the standards of 

good practices.  

 

To address this call and develop the necessary 

ecosystem, we first need to have a clear 

understanding of the landscape of coaching and 

mentoring in South Africa and how and in what ways 

it is evolving. This includes an appreciation of the 

relevant stakeholders; the present state of the 

coaching and mentoring industry; the quality of the 

education, training, and supervision provided by 

various institutions; and the current capabilities and 

practices in play. This will help develop relevant, 

contextualised, and co-created solutions for 

professionalising coaching and mentoring and 

ensuring sound and ethical practice. Here, the 

collaboration between the SABPP and COMENSA will 

prove to be a critical lever for this and for developing 

the ecosystem.  

The opening presentation by Jacques Myburgh at the 

webinar helped with understanding the landscape as 

it provided the findings of research on the state of 

the coaching industry in South Africa. The findings 

provided important insights on the trajectories of the 

training in, and professionalisation of, coaching.         
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It opens up important lines of critical inquiry and 

empirical research that we need to take up. 

However, we should not lose sight of the needs of 

organisations and individuals, who are the clients of 

coaching and mentoring, as we explore and develop 

coaching and mentoring industry in a holistic 

manner. We should also acknowledge that coaches 

and mentors are not homogenous groups. For 

example, there are different forms of coaching and 

different roles in coaching. This was one of the 

themes of the panel discussion following the 

presentation, as will be discussed below. This means 

that there are different capabilities and skill sets. 

Thus, we need to differentiate, for example, 

professional coaches from leaders or managers 

equipped with coaching skills for leading or 

enhancing the performance of their respective 

teams. 

The presentation by Jacques set the scene for the 

animated panel and audience discussion on 

coaching thereafter, which I had the 

pleasure of facilitating. I have identified 

three thematic lines from the discussion 

and outlined these below. The panel 

and I reflexively noted that our 

discussion tended to focus on coaching, 

which reflects the broader trend in the 

industry, but that this does not mean that 

mentoring is not as important.  

Perspectives on the evolving industry and 

regulation thereof 

The panel discussants first shared their perspectives 

on the coaching industry and how it has evolved. 

They noted that coaching is well developed in South 

Africa and that the standard of coaching practice is 

high given the professionalisation efforts of various 

stakeholders such as COMENSA. This includes the 

credentialing of coaches and mentors as well as the 

robust supervision that has been put in place. The 

panel noted that individuals enter education and 

training to be coaches and mentors from various 

disciplinary backgrounds and professional affiliations. 

They also bring with them different individual 

experiences and life journeys. This provides for rich 

diversity. This diversity was a point of discussion in 

relation to the question on the readiness of the 

industry for the regulation of coaching and 

mentoring.  

The panel discussants first identified the need to 

unpack what regulation means, the implications 

thereof, and whether it is the appropriate 

mechanism to address the pressing concerns 

and issues around coaching and 

mentoring. They agreed on the need to 

first understand professionalisation and 

to appreciate the diversity of 

backgrounds of coaches and mentors and 

in their philosophical and theoretical 

grounding. They reflected on how one could 

have professionalisation without necessarily 

requiring statutory regulation at present. Part of the 

mission of professionalisation is the creation of 

awareness of professionalism and ethical practice 

amongst the stakeholders and within the ecosystem, 

which includes preparing organisations and its 

culture and management. They cautioned against 

statutory regulation and asked whether it could be 

amenable to the present diversity of individuals 

entering coaching and mentoring, adding that it may 

not enable transformation and inclusion. Here, it is 

important to differentiate self-regulation as 

professional coaches and as a non-statutory 

professional body from legislated regulation as a 

statutory professional body, and the import of this 

on registration requirements and self and statutory 

regulation. The HR profession is similarly engaging 

and deliberating on the need for legislated regulation 

and its implications. 

 

The HR profession is 

similarly engaging 

and deliberating on 

the need for legis-

lated regulation and 

its implications 
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Leaders and managers as coaches 

As noted earlier, one of the themes was that of 

different forms of coaching and the attendant 

differences in roles, capabilities, and skills. The panel 

deliberated on ‘leaders and managers as coaches’ 

and their formalisation as such. They argued for the 

need to differentiate professional coaches from 

leaders and managers who are equipped with basic 

skills in coaching; and for the need to appreciate that 

not all leaders and managers can be developed with 

coaching skills or as coaches.  

This led to the discussion on what needs to be put in 

place for effective forms of coaching and mentoring 

in organisations. Here, the key themes were that of 

developing a culture for coaching and mentoring, 

engaging in the requisite change management for 

this, and leveraging leadership development as part 

of this change management.  

Capacitating HR for coaching and mentoring 

As with leaders and managers, the panel suggested 

the need to capacitate HR to champion coaching and 

mentoring as well as be skilled in both. HR 

practitioners were seen as a key lever to develop 

awareness on, and create the conditions for, 

coaching and mentoring.  

The HR function can help ensure the effectiveness of 

the training programmes, including the 

implementation of supervision and credentialing; and 

the roll out through qualified internal and external 

coaches and mentors to meet the required 

individual, team, and systemic impact.  

Here, we can see the potential of the collaboration 

between COMENSA and the SABPP and for the 

further development and formalisation of coaching 

and mentoring in South Africa. 

_______________________ 

About Ajay 

Dr Ajay Jivan is the SABPP Head of HR Audit, Quality Assurance, Research, and Finance Controls. He is also a 

registered Psychologist and Director at Vantage Lab (https://vantage-lab.com/), which helps clients navigate the 

changing strategic landscape and co-evolve their leadership and human capital strategies, development, and 

research . 
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Introduction 

The South African Board for People Practices (SABPP) 

developed the South African Leadership Standard 

against the backdrop of a leadership crisis. This 

Standard will assist “assist in developing authentic 

leaders and mobilising them to rise to the occasion 

based on clear guidelines for leadership 

practice” (SABPP, 2017).  

The leadership standard consists of 5 elements, the 

5th being Reflecting for Improvement. The standard 

therefore suggests that a reflection culture can assist 

in overcoming the leadership crisis mentioned. One 

way of implementing this culture is through Reflection 

Partners, of which being coached is considered a 

useful tool to support reflection. 

If HR is to support this method of reflection for the 

leaders they partner with in organizations, it is 

important to understand coaching, but also to have 

an understanding of the coaching industry – what it 

looks like and what kind of stakeholders are involved 

in it.  

This article provides a brief overview of the South 

African coaching industry and is based on the 

presentation made during the webinar held on the 

18th of Feb 2021. 

 

The coaching industry according to Google and social 

media 

Asking Google questions about the size of the 

coaching industry and coaching market, yields some 

interesting answers. Some seems credible, such as 

the ICF Factsheets. Some are anecdotal, others seem 

to be statements made by a team of management 

consultants, PR and marketing. 

• “Executive coaching is one of the fastest-growing 
professions worldwide for one reason. It works.” 

• “The estimated market size of the Coaching 
Industry is $15 billion in 2019 with a total of $7.5 
billion worth market value in the US alone.” 

• “PwC suggests that global coaching market value 
crossed $2,4 billion in 2019” 

• “Expect the market value to reach $20 billion by 
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2022 with a 6.7% average yearly growth rate from 
2019 to 2022” – i.e., $17b in 2019” 

• “It is estimated that there are currently 5,86,292 
coaches worldwide in 2019” [sic] 

• “ICF Factsheet November 2020 – 38,249 members 

in 146 countries” 

Stakeholders in the coaching industry 

I am often asked by 

coaches and student 

coaches what the market 

size is of coaching. 

Coaches probably want 

to get a sense or feeling 

about potential income, 

and student coaches are 

interested in it as a 

potential research topic. However, looking at the 

quoted figures above, I am not sure it is possible to 

accurately calculate the market size of coaching, 

either through research or through estimations.  

Market size is a somewhat illusive term, not even 

defined by the Marketing Accountability Standards 

Board (https://marketing-dictionary.org/). Generally, 

it refers to the total volume of sales done in any given 

year. Therefore, one would have to total all coaching 

income of all coaches in a particular country. That is 

close to impossible, not even talking about the global 

market size. According to the quotes above, in 2019 it 

was anything between $2.4 billion and $17 billion. 

There is more value in understanding the nature of 

the coaching industry than estimating the financial 

income of all coaches in a country or on global level. 

One way of doing this is to look at the various 

stakeholders – parties that have a vested interest in 

the industry and can affect or be affected by aspects 

of the industry. 

The coaching industry consists of several important 

stakeholders: 

• Membership-based coaching organizations 
• Related membership-based organisations 
• Training & education organisations 
• Government 
• Related media publications  
• Coach supervisors 
• Clients/coachees 
• Coaches 

Membership-based coaching organizations 

These are non-profit organizations, mostly organized 

and managed by coaches in the industry. The intent is 

to provide a ‘home’ for their members and look at 

components important for professional coaching, 

such as standards, credentialing, ethics, supervision, 

and CPD. 

In South Africa, the largest in terms of membership is 

COMENSA (Coaches and Mentors of South Africa). 

COMENSA was formed in 2006 by a small group of 

coaches, some of which are still actively involved in 

the local and global coaching industry. At a recent 

AGM, it was announced that COMENSA has a 

membership base of 1,779 in Feb2021 (Mathye, 

2021). 

The 2nd largest is the ICF (International Coaching 

Federation). Globally they reported to have had 

44,034 members on a global level in March 2021, 

with about 990 in Africa, of which 468 are in South 

Africa (ICF, 2021). 

Other South African and African organizations are the 

IMCSA (Institute of Management Consultants and 

Master Coaches of South Africa), the ABCCCP (African 

Board for Coaching, Consulting and Coaching 

Psychology) and the AECC (African Executive Coaching 

Council). 

There are several other international organizations 

with small numbers of South Africans as members, 

including the WABC (Worldwide Association of 

Business Coaches), the AC (Association for Coaching) 

and the EMCC (European Mentoring and Coaching 

Council). 

Related membership-based organizations 

These are organizations in industries related to or 

neighbouring the coaching industry. In my previous 

work environment, I was quite active in the project 

management industry. Close neighbours here were 

the construction, engineering and IT industries – all 

being environments that influenced the project 

https://marketing-dictionary.org/
https://www.comensa.org.za/
https://coachfederation.org/
https://coachfederation.org/
https://imcsa.org.za/
https://imcsa.org.za/
https://www.abcccp.com/
https://www.abcccp.com/
https://www.abcccp.com/
https://aeccouncil.com/
https://aeccouncil.com/
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management industry to such an extent that different 

project management approaches existed in each 

environment. 

In the world of coaching, it is typically the human 

resources industry, and in South Africa represented 

largely by the SABPP (South African Board for People 

Practices), strongly focusing on people practices 

standards and professional competency in the HR 

function of organizations. A similar organization is the 

IPM (Institute of People Management), a body 

representing people management and the HR 

profession. 

These organizations are important stakeholders in the 

coaching industry, because the HR department is 

often the door into business organizations for the 

coach. HR professionals responsible for functions 

such as OD therefore must have a proper 

understanding of and appreciation for coaching – 

what it is, what it is not, how to select professional 

coaches, and how to implement coaching programs in 

business organizations.  

Another related industry is the world of psychology. 

Afterall, this is one of the most important sources that 

informed the development of coaching. One 

organization in this industry is SIOPSA (Society for 

Industrial and Organizational Psychology of South 

Africa), in particular their Interest Group in Coaching 

and Consulting Psychology. SIOPSA added Coaching 

Psychology to their vision in 2009. Only the future will 

tell what the relationship will be between the 

coaching profession and the coaching psychology 

profession. 

Other organizations that may also be stakeholders 

include the HPCSA (Health Professions Council of 

South Africa), PsySSA (Psychological Society of South 

Africa) and the HRDC (Human Resource Development 

Council of South Africa). 

Training and education organizations 

Coach training and education is almost an industry in 

its own right. Someone in an online coaching webinar 

recently differentiated between training and 

education. Being trained in coaching means I have the 

skills (questioning, listening, building rapport, etc.) 

and can coach using one or more coaching models.  

Being educated in coaching means I know and 

understand what informs the coaching skills I have; 

the models I use; the relationship between behaviour, 

thoughts and emotions of our clients; the role of 

adult learning in a coaching environment; how and 

why reflective practice works, and many more related 

components.  

Some coaches are only trained in coaching. These are 

your typical 2 or 3-day workshops (e.g., “3-day 

experiential coaching bootcamp where you can get 

months of progress in a few days”). Some of these 

may be longer – two modules of three days each, 

supported with coaching practice and assignments.  

Being educated in coaching is a vastly different world. 

This is achieved with the more intensive 5-month and 

9-month certificates, 18-month diplomas, and 2-year 

master’s degrees and doctoral degrees in coaching. 

Education on certificate and diploma level may be on 

university level, typically through university business 

schools. The degrees are more intensive and has the 

added component of academic research in a coaching 

topic. As example, a master’s degree’s research 

component may require up to 600 notional hours of 

study. 

A few points that may be important for you in 

selecting a training provider: 

• Accreditation of the training provider and their 
courses. With a professional coaching body? 
With SAQA and NQF? 

https://www.sabpp.co.za/
https://www.sabpp.co.za/
https://ipm.co.za/about-us/
https://www.siopsa.org.za/interestgroups/
https://www.siopsa.org.za/interestgroups/
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• Background and credentialing of their trainers 

• Training programme curriculum: balanced ratio 
between theory and practice; variety of 
coaching models and coaching frameworks; 
coaching-specific vs coaching-related 
information. 

• Focus of the training: foundation in business 
coaching, life coaching, or coaching psychology; 
a specific modality only, such as NLP training? 

• And finally, costing that is affordable for you. 

There are no coach training happening on 

undergraduate level. But imagine a future with a 

BCom Business Coaching, a BA Life Coaching or a BSc 

NeuroScience Coaching! 

Government as stakeholder 

The most important 

government body as 

stakeholder in the 

coaching industry is 

SAQA, the governing 

body of qualifications 

in South Africa. Their 

primary role is to 

ensure proper 

implementation of 

the NQF (National Qualifications Framework). This 

includes 2 primary tasks related to the coaching 

industry, to register qualifications and part-

qualifications, and to recognise professional bodies. 

Up to now SAQA has registered only 4 coaching 

qualifications on NQF level: Towerstone’s Advanced 

diploma in leadership coaching (NQF7), SACAP’s Post-

graduate diploma in coaching (NQF8), USB’s MPhil in 

Management coaching (NQF9) and UJ’s MPhil in 

Leadership coaching (NQF9) (SAQA, 2021b). Beware 

of any training provider other than these who claims 

that their coaching qualification in on NQF level. It 

might be aligned to an “NQF level”, but it does not 

mean it is registered with SAQA as such. 

In terms of part-qualifications, SAQA has 3 Unit 

Standards registered: Coach a team member in order 

to enhance individual performance in work 

environment (NQF3); Provide coaching to personnel 

within the contact centre (NQF4) and Select and coach 

first line managers (NQF5) (SAQA, 2021b). Training 

providers who specialise in the training of managers/

leaders-as-coach are able to use these unit standards 

to formalize their material. 

In 2015 SAQA recognised two South African 

organisations as professional bodies. The first was 

COMENSA, with the IMCSA following a few months 

later. Both organizations are registered as non-

statutory (i.e., self-regulated) professional bodies. The 

management of these bodies are through volunteers 

in the industry (from there the self-regulation) and 

members are governed though MOI’s, codes of ethics 

and other membership policies. To my knowledge, 

these are still the only two coaching organisations 

worldwide that are recognised as professional bodies 

by their country’s qualifications authorities. 

The underlying reason for industry regulation, 

including self-regulation is summarised by a previous 

CEO of the Services SETA, Dr Ivan Blumenthal 

(Myburgh, 2014): 

Our stance is this: Unless a body of 

practitioners is accountable either to an 

organisation or a network of organisations, … 

and unless the practitioners are accountable to 

these associations, we are not in a position to 

hold them morally accountable and more 

importantly accountable for their behaviour, 

not just their performance.  

By its nature, self-regulation only allows for the 

regulation of an organization’s professionally 

credentialed members, and not the industry as a 

whole. Therefore, there is still the risk of the South 

African coaching industry, as elsewhere in the world, 

being unregulated; meaning no barriers to entry 

(anyone can practice as a coach, without any 

qualifications) and we have extreme variations in 

levels of service, quality, professionality, experience, 

skills, education, and qualifications. 
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Media as stakeholder 

Like in any industry, the media has the potential to 

play a major role in the dynamics of that industry. 

Local HR-related trade publication examples are HR 

Future magazine and the SABPP’s The People Factor 

magazine. Coaching-related trade publication 

examples the open access CoachingNews.Africa 

(previously published as the subscription-based SA 

Coaching News magazine) and the ABCCCP’s Journal 

of Coaching, Consulting and Coaching Psychology in 

Africa. To date, SA Coaching News has published 36 

magazine-style issues, and the ABCCCP having 

published 2 academic journals. 

Readers may also find academic coaching-related 

articles in journals published by AOSIS, such as the 

open access SA Journal of Human Resources 

Management and the SA Journal of Business 

Management. Both these are peer-reviewed, 

ensuring a certain standard of academic rigour. 

From an international perspective, trade publication 

examples are the International Coaching News, 

Choice and Coach Magazine. 

A stakeholder in this category would also include a 

coach searching service such as CoachDirectory.co.za. 

They have over 200 coaches registered, searchable 

under a wide range of specialisations. 

Coach supervisors 

An often-unmentioned stakeholder is the coach 

supervisor. The coach supervisor is an important role 

player in the supply chain of the coaching industry. In 

the same way the SABPP’s leadership standard 

emphasises Reflection for Improvement (as 

mentioned in this article’s introduction), reflective 

practice is crucial for the coach. Reflective practice is 

worth a series of articles in its own right. Suffice to say 

that it can be implemented in several ways (all equally 

important): self-reflection; peer group reflection/

learning; reflection under the guidance of a qualified 

coach supervisor. Supervision supports and builds the 

capacity of the coach through reflective dialogue in 

becoming masterful in the way they work with their 

coachees.  

Coach supervisors receive training in addition to their 

training as a coach and often guides the coach in 

supervision conversations related to the coach as 

Professional (the how of coaching), the coach as 

Person (the who of coaching) and the coach as Coach 

(the what of coaching). 

Coaches are encouraged by all professional coaching 

bodies, with some (e.g., COMENSA) making it a 

requirement for professional membership. 

Clients and coachees as stakeholders 

There are two major groupings applicable. The first is 

organizations such as corporates, SMMEs and NPOs, 

often represented by their HR staff in the sourcing of 

coaches. Coaching is used in a variety of ways, from 

one-on-one coaching for executives and other 

management levels, team coaching for management 

and project teams, performance coaching for specific 

individuals and coach training for the manager/leader 

as coach. The latter are equipped in coaching skills 

and typically the GROW coaching model for Coaching 

for Performance of their team members. 

The second group is individuals making use of 

coaching in their personal capacity. These individuals 

most often make use of life coaching services for a 

wide variety of reasons, e.g. career coaching, stress 

management, mindfulness, health and wellness, 

relationships, financial, and my personal favourite, 

existential or midlife coaching. 

Personally, I think that we have a major risk in the 

industry in that specifically corporates hardly ever try 

to influence the coaching industry; yet it is this 

stakeholder who are the most influenced by the 

quality of coaching and coaches in the industry. 

 

https://www.hrfuture.net/
https://www.hrfuture.net/
https://peoplefactor.co.za/
https://peoplefactor.co.za/
http://coachingnews.africa/
https://sajhrm.co.za/index.php/sajhrm
https://sajhrm.co.za/index.php/sajhrm
https://sajbm.org/index.php/sajbm
https://sajbm.org/index.php/sajbm
https://www.international-coaching-news.net/
https://choice-online.com/
https://www.coach-magazine.com/
https://www.coachdirectory.co.za/
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Coaches as stakeholder 

The last stakeholder are coaches themselves. As you 

would have gathered from the above discussions, 

there are extreme variances in all aspects of coaching 

– background, training, education, qualifications, 

skills, etc. 

Coaching as a career – similar in others like project 

management – is typically not a first career option. 

Coaches gravitate towards coaching from almost all 

other industries. From my own observation, the 

gravitational pull is often a challenge experienced by 

the coach in a previous career. This challenge is then 

overcome in a certain manner, which then provides 

the impetus, the inspiration, for the person to decide 

on re-training/reskilling/upskilling as a coach.  

This provides the powerful energy for many in the 

helping professions (doctors, psychologists, 

councillors, coaches) of the wounded healer. This 

term was created by the psychologist Carl Jung and it 

is estimated that more than 70% of counsellors and 

psychotherapists have experienced one or more 

‘wounding’ experiences leading up to their career 

choice. 

Conclusion 

As in any other industry, there are many different 

stakeholders with a role to play and who are 

influenced by changes in that industry. 

Important to understand for all stakeholders 

discussed above (membership-based bodies, 

government, training providers, media, and 

supervisors) is that whatever they contribute to the 

industry, it must be focused on the creation of the 

best possible relationship between the last two 

stakeholders – the coach and the coachee. The better 

these relationships are, the more the industry and its 

stakeholders will thrive; the weaker these are, the 

more the industry will weaken.  

In my opinion, this dynamic is the single most 

important aspect that will determine the coaching 

market maturity – if it is still in an upwards Growth 

stage, at Maturity stage or perhaps even in a Decline 

phase. Keep tabs on future issues of 

CoachingNews.Africa for an article on this topic. 

_____________________ 

About Jacques 

Jacques is an independent professional providing a range of services, including executive coaching, 

management consulting, academic & practitioner research, and coaching-related training for the leader/

manager-as-coach. He has a specific interest in coaching for midlife, a potentially stressful but remarkable 

period of personal development and transition. 

Jacques is the founder of SA Coaching News, being the publisher of CoachingNews.Africa – a trade periodical 

for the coaching industry and coaching profession in Africa – and provider of research-related services for 

students and practitioners. He is a published researcher and often assists with peer reviews of coaching-

related articles for local and international academic journals. 

His services are supported by 25 years of experience in the corporate environment, a BSc in Information 

Systems, an MPhil in Management Coaching (cum laude), and an MBA in Strategic Marketing Management. 

Jacques is professionally credentialed as COMENSA Senior Practitioner (CSP). He is very active in the South 

African coaching industry: past chairperson of the COMENSA Research Committee; past member of their 

Social and Ethics Committee;  currently Vice-Chair on their Research Committee. 

https://en.wikipedia.org/wiki/Wounded_healer


CoachingNews.Africa - Vol 3 Special Issue 1   22 

 

 

 
PA

N
EL M

EM
B

ER
 

As a coach coaching in the African and South African 

context I’m proud to know that the coaching 

fraternity on the continent is comparable with 

global standards of coaching. 

 

In his presentation Jacques Myburgh highlighted that 

“Executive coaching is one of the fastest-growing 

professions worldwide for one reason. It works.” I am 

excited to be part of this fast-growing profession 

because I get to effect change in organisations 

through coaching leaders. Working with leaders is 

particularly important because they, to a large 

extent, influence the strategic direction of 

organisations as well as the success of their teams 

and personal development of individual team 

members. 

While in the Europe the selection of coaches is 

influenced mainly by the experience of the individual 

coach, in Africa experience and the professional 

qualification of the individual coach are almost 

equally important as criteria for selection. It is 

therefore important for prospective coaches to 

understand that their success in the African context 

hinges on them having the requisite qualifications. 

Backed with the empirical evidence that South 

African coaches are on par with our European 

counterparts with respect to qualifications we have 

the opportunity as coaches to coach with contextual 

awareness. 

Every society has its unique challenges and it is 

important that our coaching approaches are 

responsive to the prevailing circumstances and takes 

into account the different social, cultural and 

economic dynamics within a given country. 
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Africa and South Africa in particular are grappling 

with developmental challenges including deepening 

inequality, increasing poverty and high 

unemployment that affects mainly youth. Youth 

make up the majority of the population and are 

disproportionately affected by the lack of 

opportunities and access to markets both as job 

seekers and entrepreneurs.  It is important that 

coaches recognise this and confidently deliver their 

service for the African context. 

How can Coaches and HR Practitioners work together 

in further developing African solutions for our 

workplaces? We need to see our work as not just 

about empowering individual clients to reach their 

development goals, but about equipping them with 

the insight and knowledge to transform their 

organisations making them more inclusive and 

collaborative spaces where people’s potential is 

realised. 

As a business and executive coach, I get to work with 

clients across different sectors such as NPOs, private 

and public sector and I have discovered that the 

themes across board tend to be the same: low self-

confidence but high skills, fear of failure, punitive 

environments that constrain innovative thinking. I 

believe managers and coaches can be empowered in 

a variety of ways to use coaching as a means to 

develop their teams. These include: 

• Improving questioning and listening skills, 

• Gaining their team’s buy in when setting goals, 

• Giving feedback regularly (constructive and 
complimentary) 

• Providing a safe space for exploring different 
perspectives, 

• Providing opportunities for the team to develop 
their skills without fear of judgement or ridicule, 
and  

• Exploring fear of failure with their teams. 

The South African market presents a unique diversity 

that requires more culturally attuned coaches to 

make change in the workplace and in society through 

working with various stakeholders. Diversity 

encapsulates racial, ethnic, gender and educational 

differences as well as differentiated levels of social 

capital. The country is grappling with how to become 

economically inclusive as well as how to forge social 

cohesion amongst different groups and communities 

that have been historically divided along race, ethnic 

and socioeconomic lines. 

As the country works towards transformation, 

workplaces also have to consider how they are 

managing change and making provision to 

accommodate these differences in background and 

lived experiences among teams and their leaders. 

There are societal and systemic issues that are 

common among most coaching clients and coaches 

can use this cultural intelligence to coach at the right 

level with their clients. 

The question of diversity is not only about clients and 

client organisations. In his presentation, Jacques 

observed that coaches are not a homogenous group. 

He mentioned that there is “extreme variance in all 

aspects of coaches – background, training, 

qualifications, skills, etc.”. While the values and 

ethics of the profession are generally standard and of 
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a high standard most coaching, similar to other 

professions such as project management, is typically 

not a first career. “People gravitate to coaching from 

almost any other career”, Jacques noted. 

This makes coaching a very rich profession but also 

means that there needs to be a strengthening of 

supervision and support for coaches entering the 

profession.  

Having bodies such as COMENSA that provide 

opportunities for coaches to grow in their expertise, 

broaden their networks and maintain high standards 

of professionalism are important in ensuring the 

coaching profession remains credible. As African 

coaches and coaches working in Africa there is 

nothing that stops us from delivering a high quality 

service to our clients and contributing to global best 

practice in the industry. 

_______________________ 

About Elona 

Elona Hlatshwayo is an expert at identifying and developing potential in individuals. Elona believes in purpose, 

planning and legacy building and she actively supports business leaders, executives, and professionals to 

achieve their goals and grow their legacy. She makes use of her Business & Executive Coaching skills to yield 

sustainable results for her clients.  

She lectures at Wits Business School in the Masters in Business & Executive coaching programme. In line with 

her passion for developing coaching as a profession, she currently serves as Director of COMENSA, Chair of 

the Research Portfolio Committee, and joint committee member of SABPP + COMENSA for developing 

professional Mentors and Coaches in South Africa. 
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What stood out for me, both during our preparation 

and the actual webinar, was our alignment as a 

partnership with regards the state of the industry 

and what is needed now from the partnership. 

Based on feedback and comments during the 

webinar, it seems to be positively received and 

supported by participants of the webinar.  

 

From our initial partnership discussions and the 

launch webinar the most important imperative is the 

need for a partnership to consider how we capacitate 

HR practitioners with both a clear understanding of 

the potential for coaching and mentoring skills, and 

to support them in developing their own coaching 

and mentoring skills. This will result in a greater 

understanding of the potential of coaching and 

mentoring. 

My experience of coaching in organisations is that 

coaching is often sourced by HR practitioners for 

leaders and managers in their organisation, without 

necessarily a direct experience of coaching or 

mentoring themselves. The reason for this is often a 

lack of budget, and perhaps a lack of realisation that 

HR practitioners could also make use of coaching and 

mentoring.  

There might be many HR practitioners needing 

support with, and education in, coaching and 

mentoring; understanding the potential, the impact, 

and the industry and profession. The partnership 

could also assist with information on how to design 

coaching and mentoring programmes relevant to 

their organisation, and relevant to the desired 

outcomes and expectations for the programme.  

The capacitating of HR practitioners with coaching 

and mentoring skills will indeed create a partnership 

with immense potential. There are many positive 

outcomes of focussing our efforts on such an 

imperative, not least of which are: 

• Increase understanding of potential for coaching 

and mentoring in organisations 

• Develop HR practitioner’s leadership skills 

• Improve the quality of coaching and mentoring 

programmes and their implementation 
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• Educate clients with regards coaching and 

mentoring – most critical for supporting 

professionalisation of the coaching and 

mentoring profession 

• Support HR practitioners in the selection of 

professional coaches and mentors 

• Increase understanding of potential for systemic 

impact 

With the growing trend in the use of coaching and 

mentoring skills for leadership development we have 

an opportunity to develop and capacitate HR 

practitioners in this regard. Coaching and mentoring 

can therefore be made much more accessible to 

organisational clients.  

The more people are exposed to coaching and 

mentoring skills, we potentially transform the culture 

of leadership in organisations, improve ethical 

understanding and behaviour, and support 

transformation through improved relationship 

building skills. 

These programmes also have the potential for 

cascading capacity in organisations, creating 

coaching and mentoring cultures within 

organisations, making the access to learning the skills 

more affordable and sustainable, and reducing the 

reliance on external ‘experts’ as the learning 

becomes experiential. 

In addition, and to support the sustainability of 

capacitating HR Practitioners with coaching and 

mentoring skills, I would like to see an uptake of 

coach and mentor supervision as I believe this is 

what differentiates coaches in the profession. 

Supervision has the potential to provide on-going 

support for HR practitioners, promote their 

development of these skills and ensure ethical 

behaviour and norms. 

 

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

About Jo 

I worked as a Chartered Accountant for 11 years before retraining as a psychotherapist and coach in London. 

I have worked as a coach for 20 years, in London until 2003 and since then in Sandton where I co-founded 

The Sandton Coaching Centre. 

My coaching model is humanistic and integrative based on ten years of experiential training in Humanistic 

and Integrative psychotherapy in London. The basic philosophy of Humanism is our desire to grow and realise 

our full potential. The Integrative aspect refers to the integration of many different methodologies and tools 

for working with people in a therapeutic or coaching environment.  

Specialties: Leadership Coaching. Coach Supervision. Relationships. Conflict resolution and anger 

management. Career and transition coaching. Executive coaching. Team and Group coaching. Emotional 

Intelligence. Self esteem and self awareness. 
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Introduction 

To use the Harvard Business Review (HBR) words back in 

2004, coaching in previous years was unregulated, 

untamed and fraught with risk but immensely promising. 

Fast forward to almost two decades later, and we see how 

the practice of coaching has genuinely evolved towards 

increased professionalisation, improved coach-specific 

training, adherence to ethical standards and conduct and 

the setting of global standards leading to credentialing.  

Coaching has its roots in other helping professions, 

starting in sports, and quickly gained recognition in 

business, adult education and leadership development. 

Coaching used in organisational settings has proven to 

positively benefit employee, team, and organisational 

learning and performance (Pousa, Richards, & Trépanier, 

2018). It is widely recognised that HR departments are 

responsible for employee learning and development in 

partnership with line managers.  

Being a professional member of both COMENSA and the 

SABPP, I often speak with HR professionals, business 

leaders, and student coaches on coaching trends globally 

and in the South African context. One such development is 

the exclusivity of coaching that once was reserved for C 

Suite employees only. Coaching is becoming more 

inclusive and opening up to clients at all levels. In 2020, 

the Ken Blanchard Companies reported an increase in 

coaching and mentoring of 15% after COVID instead of 

13% previously. Moreover, the context has changed, so we 

see coaching approaches and skills devolved to internal 

managers tasked with improving employee and 

organisational performance through the facilitation of 

learning. The question is, do we as HR professionals 

understand the role of manager as coach? As well as our 

responsibility to develop and implement these types of 

people development initiatives for increased 

organisational success and sustainability.         

The concept of manager as coach 

Managerial coaching is considered a one-to-one 

developmental interaction between a line manager [often 

untrained] and an employee (Mayhead, 2020). To do this 

effectively, a manager requires core coaching 

competencies and an attitude [and willingness] to engage 

in a coaching relationship with his/her employees. 

Research tells us that the manager as coach is a powerful 

approach or style of leadership. If implemented correctly 

and for the right reasons, it can empower employees and 

create the right conditions for others to flourish (Pousa et 

al., 2018). This approach is becoming popular in South 

Africa and worldwide, with 80% of UK managers reporting 
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that coaching their employees is a formal part of their 

duties (CiPD, 2015). The shift from HR to the responsibility 

of line managers in developing employees is growing for 

the following reasons: 

• Line managers are responsible for their people's 

development; it is a crucial responsibility of the role. 

• The focus on building a leadership culture in an 

organisation to influence the growing need to inspire 

and grow people. The SABPP Leadership Standard, 4th 

element, Influencing People, speaks to the need for 

leaders to be skilled in coaching, feedback, goal setting, 

motivational theories and adapting leadership styles. 

All this culminating in organisations working towards 

adopting a coaching culture [and the deployment of 

coaching practices organisation wide]. 

• It is the expectation of line managers that they will 

facilitate the learning and development of their 

employees on the job and inaction [reflection for 

improvement].    

Challenges around the concept of manager as coach 

HR professionals will agree that the above scenario of line 

managers readiness to embrace a coaching approach 

entirely may seem idyllic. However, several challenges in 

creating the shift to the manager as the coach need to be 

outlined.  

• The most significant inhibitor is time to coach and the 

manager's workload.  

• We are reminded that the manager holds the 

paycheck, the key to promotion and the axe 

(Whitmore, 2009, as cited in McCarthy & Milner, 2020). 

The dual role can easily lead to a power imbalance that 

inhibits trust and safety [crucial for a coaching 

partnership]. Power imbalances naturally may exist in 

the manager holding positional power and authority, 

constraining the coaching relationship.     

• The potential arises for collusion between one or more 

of the parties against the other.  

• It may be unrealistic for managers to adopt the role of 

a professional coach, as they require other skills from 

an external coach. I'm not saying fewer skills than an 

external coach but different skills, for example, 

boundary management and holding multiple roles, 

assuring confidentiality, choosing when to adopt a 

coaching style, perceptions of potential bias, cultural 

awareness, ageism etc.   

• Managers often cite a lack of appreciation for coaching 

their employees. However, coaching is a reciprocal 

relationship, and managers must also gain from the 

experience.  

• Coaching takes time to form a trusting relationship, 

and sometimes business and senior leaders are critical 

to the fact as they expect to see immediate results.    

The responsibility of HR in manager as coach initiatives 

Having a firm grasp of the possible barriers to the manager 

as coach, HR firstly needs to understand its leadership 

philosophy and culture. And be acutely aware of the 

manager’s relationship with their employees. 

Furthermore, HR needs to understand what motivates 

managers to coach and research cautions against imposing 

a blanket requirement as not all managers are inclined to 

use a coaching approach.  

I like to think that HR needs to understand the AMO 

Framework, including factors around ability, motivation 

and opportunity combined with self-determination theory 

(McCarthy & Milner, 2020) when designing a manager as 

coach solution. 
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Motivation 

To incite motivation, HR needs to educate managers and 

executives on the value of coaching, explain to them what 

coaching is and what it is not – often managers don’t know 

what coaching is, thinking it’s a form of consulting or the 

giving of advice or a solution. How can you practice 

something if you have not experienced it yourself? So, 

allow managers to participate in coaching programmes 

themselves to role model and speak positively about 

coaching – this will further secure executive support and 

involvement. Tell stories and share the benefits of credible 

managers as coaches with other managers. Finally, create 

awareness around coaching [and, if possible, align 

company values ], attempt to persuade managers and not 

dictate to them, helping develop coaching mindsets in 

organisations.    

Ability 

HR needs to train managers in when and how to use 

coaching approaches as it is situational dependent. It may 

be beneficial to introduce support mechanisms to a 

training programme like peer support to assist managers 

with advice and dealing with specific challenges. The 

training of managers should aim for achieving consistency 

as opposed to standardisation. The manager coach 

training should target the right skills and allow managers 

to practice their skills in a safe environment with periods 

built in for reflection. Research conducted by the HBR tells 

us that managers only need 15 hours of training to 

improve their coaching skills. 

Opportunity 

Give managers autonomy of when to use a coaching 

approach. So to take advantage of situations that provide 

the context or opportunity for a coaching conversation to 

happen. Subsequently, there can be no coaching without 

an opportunity, but rather, it is the opportunity that drives 

the learning. Finally, to encourage managers to take 

advantage of opportunities to coach, embed coaching with 

the company's values, HR strategy, career development 

process and related systems to promote learning and 

development further.   

Conclusion 

The business often criticises HR professionals for 

implementing people development initiatives without fully 

understanding the business environment. Adopting a 

manager as coach leadership approach for any 

organisation cannot be seen as a panacea to organisation-
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About Rodene 

Rodene is currently a Programme Manager and lecturer in the Department of Industrial Psychology and 

People Management at the University of Johannesburg. She is passionate about people development and 

has 27 years’ experience working with individuals and companies in both the private and public sectors as 

well as private FET’s and higher education. She has worked in senior specialist roles in strategic human 

resource development including facilitation, curriculum design, coaching, assessment and quality 

assurance. In her current role, she has consulted with companies across a broad industry space helping 

them to craft and implement learning solutions that are context specific and strategically aligned. Rodene 

also lecturers practical coaching competencies and mastery modules to Master’s students in Leadership 

Coaching and Personal and Professional Leadership at the UJ.    

Rodene is a trained coach and holds an MPhil in Leadership Coaching (cum laude). She is passionate and 

genuinely interested in helping leaders, individuals and teams explore their patterns of thinking and 

behaviour to promote greater self-awareness and to reach their true potential.  Her own development and 

her work with clients is strongly influenced by approaches to Transactional Analysis and Functional 

Fluency.   

Rodene holds chartered professional membership with the SABPP and is a member of COMENSA. She 

currently serves as the vice-chairperson for the Mentoring and Coaching Committee at the Board.  
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wide learning, change readiness, innovation and improved 

performance. In my opinion, it can be a powerful 

leadership philosophy and programme if HR undertakes 

deliberate research to understand the approach and 

applies the theory integrated with the HR strategy, the 

leadership stance, company values and overall context.  

Studies caution against HR adopting a siloed and one-size-

fits-all approach as not all managers have the inclination 

or skill to coach. However, suppose HR can build a 

successful manager as coach philosophy and programme 

incorporating elements of AMO. In that case, this can 

positively contribute to a culture of coaching [and way of 

being] for most organisations.   
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https://doi.org/10.1111/1744-7941.12219
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Coaching has evolved with speed as a tool for 

leadership (self and others).   

 

In my days of corporate life, coaching was frowned 

upon when introduced by the HR Practitioner.  Yet 

there was evidence that the different executives 

were engaging coaches in one way or form.  It was a 

well-kept secret among CEO’s and therefore could 

not be afforded budget funds to enable the 

development required in the organisation.  Over 

time, it is an open secret and many people in 

leadership enroll for coaching. 

My experience has been that the HR Practitioners 

who are expected to drive the coaching initiatives 

would themselves have not been exposed to 

coaching; it is important to have an intimate 

understanding of the strategic impact that coaching 

would provide in an organisation.  I have observed 

the way tender requests for Quotes/Proposals are 

drafted.  In most cases, it is very theoretical taken 

out of a textbook or copied from another 

organisation (you have to have a detailed eye to pick 

the inconsistencies between the objectives, 

outcomes, deliverables, etc.). 

Another item that has caught my attention is 

entrepreneurial versus salary-focused coaching. My 

experience and preference would be that coaching is 

opened to enable employees to be coached freely 

out of their jobs.  In many initiatives the outcomes 

are focused internally.   This then stifles someone 

who might find out that that their place is outside 

the workplace, to only focus on improving as an 

employee.  Many employees could do well for 

themselves and the greater economy by being 

entrepreneurs and there create space for others to 

be employed, while they themselves become 

independent employers of others outside the 

workplace; this can still be achieved within the very 

workplace itself, with different remuneration 

strategies. 

I believe there is a need for a conversation to 

empower the HR Practitioners to be innovative in the 

coaching initiatives, by unleashing the potential 

hidden in individuals.   
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About Mpuseng 

Mpuseng is the Founding Director of O A Busa Coaching and Consulting, and has 27 years’ work 

experience, gained in different organisations and cultures in the corporate environment. In her last 

position she served as Head of HR in a leading financial services organisation. She has gathered 

immeasurable and invaluable insight into the dynamics of human behaviour, including the benefits that 

structured personal and leadership development through coaching and mentoring can add to personal 

and organisational performance. 

During her career Mpuseng worked at senior management and executive levels in the following 

industries: economic development, legal, finance, regulatory, public service, and skills development.     

She has and continues to serve on Boards of Companies in a Non-Executive capacity. Her other areas of 

interest and expertise are: Training, Mentoring, Coaching, Professional advisory services, Strategy 

development, Individual and Team Development, Leadership and Management Development. 

Mpuseng works with her clients in a holistic approach, encouraging them to embrace all aspects of their 

being, challenging their belief systems, coming up with new insights and possibilities.  As a certified Neuro 

Linguistic Programming Practitioner (NLP), the use of brain language techniques plays a significant role in 

the coaching process.      

Mpuseng facilitates thinking by her clients to search for answers from within, while she gives them the 

space to do the thinking.  She uses various techniques to help clients achieve their desired goals and 

objectives.  This takes the form of conversations at different levels: spontaneous (helping client to get 

unstuck), competency (building a new competence), and development (making a fundamental change). 
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More context-specific research regarding the praxis of organisational coaching was needed for 

increased understanding of this emerging profession. Whilst progress was being made interna-

tionally, African coaching practice research was sparse, leading to potentially false assumptions 

about local praxis based on international trends. The aim of this research was to gain a context

-specific perspective on the coaching approaches used by organisational coaches in Africa and 

the factors that influence the rates they charge. 

Snowball sampling was used to collect survey data from organisational coaches practicing in 

Africa (n = 299). Data were analysed using descriptive and inferential statistics. 

Organisational coaches in Africa predominantly use the Behavioural or Goal-focussed or GROW 

approach, but employ more sophisticated approaches in more complex situations.  

They charge a mean rate of R1761 ($1041) per hour (R1573 [$93] in South Africa) with higher 

qualified, more experienced and older coaches charging a higher rate.  

Receiving supervision plays no role in rates charged; however, belonging to a coaching body 

correlates to higher rates.  

Male and female coaches charge similar rates, suggesting a level of gender equality in the Afri-

can coaching profession. 

Organisational coaches should ensure they have a wide repertoire of approaches to cater for 

the complexity of organisational situations. Coaches could increase their rates by obtaining 

high quality coaching education and join coaching regulatory bodies.  

Coaches in Africa could expand their market internationally given that they charge significantly 

lower rates, especially given the acceptance of virtual coaching in recent times. 

organisational coaching; executive coaching; African coaching; coaches in Africa; coaching prac-

tice; coaching rates; coaching fees; coaching approaches. 

African organisational coaching practice:  

Exploring approaches used, and the factors influencing coaches’ fees 

Terblanche, N., Passmore, J., & Myburgh, J. (2021). African organisational coaching practice: Exploring approaches used, and 
the factors influencing coaches’ fees. South African Journal of Business Management, 52(1), 7 pages.  

doi:https://doi.org/10.4102/sajbm.v52i1.2395  

Published: 14 April 2021       Copyright: This work is licensed under CC Attribution 4.0  

https://doi.org/10.4102/sajbm.v52i1.2395
https://creativecommons.org/licenses/by/4.0
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