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By Belinda Davies, 

National President 

of COMENSA 

 

Here we are in the month of May 

already, the month of our AGM. 

These things come around so 

quickly and I feel as though I have 

just started. This is an important 

AGM because we are presenting 

two very important documents to 

our members for their approval. 

 

Firstly, we seek approval of our 

Membership Criteria and 

Standards of Competence 

Framework, which has been some 

3 or 4 years in the making and has 

involved many hours of 

consultation with our members 

and with similar organisations 

internationally, not to mention the 

many hours the members of this 

committee spent grappling with 

the issues in order to arrive at a 

framework which takes into 

account the needs of our varied 

membership. We are very proud of 

what has been produced and look 

forward to the next stage in the 

various professional bodies and 

what they were getting for their 

membership, and the results are 

quite interesting, so I thought I 

would share it with you. 

¶Dentists and doctors (and other 

health care professionals) have to 

be a member of the Health 

Professions Council of South 

Africa. The annual fee is R1500, 

which puts them on the register, 

but there are no additional 

benefits 

¶ Chiropractors have to be a 

member of the Chiropractic 

Association of South Africa, 

which costs R3700 per year, 

(Continued on page 2) 

journey which is the 

implementation of a credentialing 

process; and this will be designed 

in the next two years. 

 

Secondly, we are proud to present 

the Supervision Policy, which is the 

product of a year of work and 

consultation with our members. 

This is something of a pioneering 

document, and COMENSA is 

leading the way internationally in 

this regard.  

 

This is also the month in which we 

increase our membership fees. 

This is always something that 

involves a great deal of debate and 

which we wrestle with at Exco, 

because we need to balance our 

ability to finance our running costs 

and the delivery of benefits to our 

members with the ability and 

willingness of our members to pay 

the fee. After all, we seek to be the 

body to which the overwhelming 

majority of coaches and mentors in 

South Africa align choose to belong 

as a mark of their commitment to 

the highest standards of 

professionalism and ethics. I 

wondered what members of other 

professions were paying to their 

http://www.linkedin.com
mailto:marketing@comensa.org.za
http://www.comensa.org.za/
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òOur 

Supervision 

Policy é.. is 

something 

of a 

pioneering 

document, 

and 

COMENSA is 

leading the 

way 

internationa

lly in this 

regard. ò 

- Belinda 

Davies 

¶ The opportunity to participate 

in research as a òScientific 

Practitioneró and implement 

the results of research studies 

¶ Opportunities to learn via our 

recommended Continuing 

Professional Development  

¶ A monthly newsletter, which 

provides a wealth of learning 

¶ Regular regional meetings of 

Coaches and Mentors 

¶ Opportunities to learn best 

practice 

¶ Membership of a community of 

Coaches and Mentors that 

supports one another 

¶ Access to case studies, blogs 

and online forums 

¶ Opportunities to participate in 

Expoõs, events and 

conferences 

 

In addition, our corporate 

members receive the following 

benefits: 

¶ Access to the member 

directory and the ability to add 

service providers to their 

òshopping cartsó and send out 

one request for proposal to 

many service providers from 

one central portal. 

¶ The robust COMENSA Code of 

Ethics and Ethics Complaints 

Procedure have been 

developed to help protect 

corporate clients. 

¶ Through Portfolio Committees 

and Special Interest Groups, 

corporate members are 

which binds them to an ethical 

code and creates opportunities 

for Continuing Professional 

Development. This is in 

addition to their required 

membership of the Health 

Professions Council of South 

Africa. 

¶ Civil Engineers join the non-

statutory body, CESA, for a 

joining fee of R1000 and an 

annual membership fee of 

R700. This body credentials 

engineers at various levels. 

¶ The SA Dental Association 

membership is not compulsory 

for dentists at R2665 per year, 

and provides members with a 

journal and opportunities to 

gain CPD points. 

 

I have also been interested in 

gaining a better understanding 

of the difference between 

statutory bodies and non-

(Continued from page 1) 

statutory bodies. Statutory 

bodies exist to protect the 

interests of the end-users of its 

members, whereas non-

statutory bodies exist to serve 

the interests of its members. 

COMENSA is just such a non-

statutory body, which exists to 

serve its members. Our 

members choose to join 

because of the following 

benefits: 

¶ Credibility within their target 

market that they are a 

COMENSA registered Coach/

Mentor 

¶ Alignment with a professional 

Code of Ethics ð which is 

reassuring to their market 

¶ Access to professional 

Supervisiosn  

¶ Access to a Research library on 

the website 

¶ The ability to market 

themselves via the COMENSA 

website 
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òCOMENSA 

is é.. a non-

statutory 

body, which 

exists to 

serve its 

members. ò 

- Belinda 

Davies 

 

It seems that COMENSA 

members are getting great value 

for their money, and the benefit 

of membership increases 

exponentially the more involved 

one becomes in the work of 

COMENSA. I know I am banging 

this drum again ð and youõll 

hear me banging it over and 

over. Our portfolio committees 

and special interest groups are 

reconstituted every year after 

the AGM, which creates 

opportunities for members to get 

involved. So look out for 

bulletins inviting your 

participation over the next 

couple of months and do get 

involved ð and put your 

membership benefits on 

steroids! 

 

About the Author: 

Currently COMENSA National President, 

Belinda was active in getting COMENSA 

off the ground in KZN, and was Chair of 

the KZN Chapter in 2006/7.  Belindaõs 

consultancy, Leadership Solutions, 

specializes in the crafting of strategic 

leadership, organizational performance 

and coaching solutions that enable 

businesses to achieve strategic 

success.  Belinda can be contacted on 

belinda@leadershipsolutions.co.za 

perfectly positioned to affect 

and effect policy, standards 

and the levels of 

professionalisation that 

COMENSA is striving to 

achieve. 

¶ As organisations who are 

training and developing in-

house coaching and mentoring 

capacity, membership gives 

their in-house coaches and 

mentors access to the 

COMENSA Portfolio 

Committees, events, 

continuous professional 

development initiatives, 

research library, monthly 

newsletter, article archives, 

and the opportunity to network 

with peers òon the outsideó to 

ensure that their offering 

within the corporate 

environment remains fresh 

and up-to-date. 

(Continued from page 2) 

 

Are you part of the action? Donõt miss out. 

There are so many exciting things happening in the Portfolio Committees and Special Interest Groups right now 

ð watch this space, visit the website and keep your ears close to the ground!  Indeed an exciting place to be 

will be in a Portfolio Committee or Special Interest Group where there is room for YOU to use your special 

talents to further your interests. 

Portfolio Committees 

Ethics Portfolio Committee 

Marketing & Membership Portfolio Committee 

Membership Criteria & Standards of Competence 

Committee 

Research & Definitions Portfolio Committee 

Strategic Purpose Portfolio Committee 

Supervision Portfolio Committee 

Special Interest Groups 

Corporate User SIG 

Executive Coaching SIG 

Life Coaching SIG 

Mentoring SIG 

To find out more about a Portfolio Committee or 

Special Interest Group, contact COMENSA 

National Vice President, Harry Welby-Cooke 

Email: harrywelbycooke@actioncoach.com 

mailto:belinda@leadershipsolutions.co.za
mailto:harrywelbycooke@actioncoach.com
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Order in the House! 
 

 

 

 

By Megan Hudson, 
Editor: COMEN-

SAnews 

 
We have a friend who epitomises Eth-

ics and Integrity.  Itõs not because he 

belongs to a church and is an active, 

devout, committed member of the 

congregation.  Itõs because he walks 

and talks his personal values.  The 

more time we spend in the company 

of our friend and his family, the more 

I learn about òethics-in-actionó. 

 
I ask myself where this strong sense 

of values ð which underpins Martinõs 

ethical code ð comes from, and my 

answer has to be that he has a 

strong sense of self.  His actions are 

congruent with this sense of self, and 

hence he is able to lead a life that 

models integrity to his children and to 

the people he comes into contact 

with. 

 
How do we achieve this strong sense 

of self?  Iõll use myself as an exam-

ple.  While I was still in kindergarten, 

my mother used to trail her friends 

through my bedroom cupboards and 

drawers to show them my almost mili-

tary-like organisation (colour-coded 

and categorised!).  Order has been 

fundamental to my sense of self. 

 
 As Iõve matured, my need for order 

has translated itself into my personal 

values of perfection, harmony, justice 

and security, and this is what reso-

nates comfortably with my sense of 

who I am.  This evidently reflects 

clearly, as my husband describes me 

as his òrefugeó and friends remark on 

feeling a sense of peace and tranquil-

lity on entering my home.  This is my 

code, and it is congruent with who I 

am so people can easily see and 

sense my personal values, and how I 

try to live them (ethics) with integrity 

to myself. 

 
How do the people in your life de-

scribe you?  What are the most com-

mon themes that keep repeating?  

What behaviour manifested strongly 

early in your life that characterises 

the way you live your life today?  Im-

portantly, how have you adapted from 

the early òyouó, and have you lost 

something integral to who you are in 

the process? 

 
Ethics is one of those eternally grey 

areas where one gets as many differ-

ing (and strong) opinions as there are 

people contributing to the conversa-

tion.  This issue makes extremely in-

teresting reading, and will probably 

add to your take on the subjectñitõll 

certainly raise some interesting ques-

tions for you to explore 

When faced with difficult decisions, a quali-

fied supervisor is the right person to help 

you work through your professional dilem-

mas. 

 

ARE YOU UNDER SUPERVISION? 

 
ARE YOU AWARE OF THE BENEFITS OF 

BEING IN SUPERVISION? 

 

Follow this link to the COMENSA  

Interim Policy on Supervision 

 
If you want to know more, contact Gary 

Viljoen,  National Chair of the Supervi-

sion Portfolio  

Committee today on  

gary@humanworks.co.za  

SUPERVISION

SUPERVISION

SUPERVISION   Portfolio 
Portfolio 
Portfolio Committee

Committee
Committee   

Who do YOU go to when faced with a professional dilemma? 

COMENSA recommends at least 1 hourõs Super- 
vision for every 15 hourõs spent Coaching or 

Mentoring. 

http://www.comensa.org.za/dotnetnuke/ProfessionalPractice/Supervision/tabid/79/language/en-ZA/Default.aspx
mailto:gary@humanworks.co.za
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By Dr Sunny 

Stout Rostron 

 

All professional bodies define 

the values, standards of 

competence and ethical 

benchmarks to which their 

members are held 

accountable. In the 

foreseeable future, a key 

prerequisite will be that 

business coaches and 

mentors conform to 

organizational demands, 

aligning with the specific 

ethics, supervisory framework, 

standards and competences 

of those organizations. In 

South Africa we have already 

seen several examples of 

corporations who are 

beginning to define their own 

standards of assessment to 

regulate the employment of 

internal and external coaches. 

òIntegrityó is an 

uncompromising adherence to 

a code of values. So, for a 

coach/mentor to act with 

integrity, means intentionally 

acting from a personal vision 

that is values-based. This 

includes understanding what 

you, as a practitioner, want 

out of your life and work. But it 

also means adhering to an 

agreed set of core 

organizational, or client, 

values that are aligned with 

your own personal values, no 

matter what challenging 

situations confront you from 

day to day. 

It often takes immense 

courage to act from integrity 

and to be continually aligned 

with your core values, even 

more so in times of stress. For 

the executives you may be 

coaching, apart from 

environmental factors such as 

lack of resources, an 

important cause of stress is 

when their individual and 

organizational goals are not in 

alignment with their personal 

and professional values. This 

can create anxiety, interfere 

with self-confidence, and 

prevent a leader from making 

decisions, managing 

relationships, or working 

effectively within the system. 

Ethics is a neglected field 

The Worldwide Association of 

Business Coaches (WABC) 

requires members to adhere 

to its Code of Business 

Coaching Ethics and Integrity, 

which includes WABCõs 

òBusiness Coaching 

Definitionó, òPrinciplesó, and 

òSafe Harbour Conciliation 

and Adjudication Processó. 

The code tries to address the 

diverse range of business 

interactions faced all over the 

world by members, and has 

established a process to 

handle ethical dilemmas and 

issues (WABC, 2008a:1ð4). 

(The WABC Code of Business 

Coaching Ethics and Integrity 

is available at 

www.wabccoaches.com.) 

(Stout Rostron, 2009: 227). 

Yet, the one competence that 

has been often neglected in 

the coaching and mentoring 

fields is ethics. One of the 

reasons that it is crucial to 

belong to a professional body 

is that this commits 

practitioners to the ethical 

code of that body. 

Psychologists and 

psychotherapists are bound to 

their professional ethical 

code, and can be disciplined 

or struck off their professional 

register if they violate the 

code in any way. Because 

coaching is not yet a 

profession, and therefore not 

yet regulated, it is still up to 

each individual coach/mentor 
(Continued on page 6) 

Ethics are 

most often 

recognized as 

the rules of 

conduct in 

respect of a 

particular 

group or 

culture, or 

the moral 

principles of 

an individual. 

Ethics is 

known as the 

branch of 

philosophy 

dealing with 

values which 

relate to 

human 

conduct 

(Websterõs, 

1983). 

http://www.wabccoaches.com
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Ethics & Integrity continued... 
practitioner to uphold their own 

individual, or their professional 

bodyõs ethical standards. 

The importance of an ethical code 

is that it identifies the core values, 

standards and fundamental 

principles with which coach/mentor 

practitioners align themselves and 

their work. Also, an ethical code 

provides a benchmark against 

which individual practitioners agree 

to be assessed (Stout Rostron, 

2009:62). 

Professional ethical codes 

As we know, human behaviour is 

always complex. And, a key 

difficulty with an emerging 

profession is that there are no 

precise guidelines for ethical 

behaviour ð which is what the 

international coaching bodies are 

gradually trying to build into their 

ethical member codes. 

The European Mentoring and 

Coaching Council (EMCC) states in 

its Code of Ethics that, òa coach/

mentor must maintain a relationship 

with a suitably qualified supervisor, 

who will regularly assess their 

competence and support their 

developmentó (EMCC, 2008b). The 

Chartered Institute of Personnel and 

Development (CIPD) in the UK cites 

guidelines for buyers of coaching 

and recommends that practitioners 

articulate what formal supervision 

arrangements they currently have in 

place (Jarvis, 2004). 

The purpose of COMENSAõs Code of 

Ethics (COMENSA, 2006c:1) and 

Revised Code of Ethics (COMENSA, 

2007a:1) is to òset the ethical 

standards for South Africa in the 

fields of coaching and mentoringó. 

The COMENSA Revised Code of 

Ethics defines its òcore valuesó as 

autonomy, beneficence, non-

maleficence and justice, and its 

òguiding principlesó as inclusivity, 

dignity, competence, context, 

boundary management, integrity 

and professionalism (COMENSA, 

2007a:2ð5). (COMENSAõs Revised 

Code of Ethics is available at 

www.comensa.org.za.). 

Navigating the labyrinth 

Which ethical dilemmas and issues 

of integrity have arisen for you in 

your practice? It is useful in your 

supervision sessions to discuss, on 

a regular basis, any ethical issues 

that arise. For example, it is 

recognized that there are 

circumstances where the coach may 

have two òclientsó, the individual 

being coached and the organization 

who may have commissioned the 

coaching. 

Coaches often forget to consider 

who the actual client is. Is it the 

organization that hires and pays the 

coachõs fees to help with a 

business need? Or, is it the 

individual who is seeking to grow, 

develop and move forward in their 

career? The question is essentially 

answered when the executive 

personally pays the coachõs fee. 

However, what happens when the 

company pays the bill? To whom 

does the coach owe loyalty? (Stout 

Rostron, 2009:229). 

This is a dilemma that I have 

mentioned in a previous column: 

the difference between clinical and 

commercial practice. In clinical 

practice, clinicians look after their 

clientõs interest. These interests are 

the hub of the contract, and the 

arrangement is a cooperative one. 

However, in business there is a 

proprietary culture based upon a 

competitive market philosophy. 

Coaches and mentors need to 

navigate these two cultures. One is 

a business culture, where profit is 

the motive, and the other is the 

ethics of care for individual clients. 

A coach/mentor practitioner needs 

to understand the point of view of 

the organization and find a way to 

integrate the cooperative and the 

competitive points of view. This can 

often present the practitioner with 

issues of integrity that challenge 

their ability to be loyal to both the 

(Continued on page 7) 
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Ethics & Integrity continued... 
organization and the individual 

client (Stout Rostron, 2009:228). 

Complexity and self-awareness 

It is critical that the coach develops 

self-awareness with the ability to 

self-regulate. Awareness of the 

ethical situations that arise is a first 

step; the second step is to manage 

them with integrity. Without self-

awareness, integrity and the ability 

to manage complexity, ethical 

decisions may prove difficult or 

even remain in the unconscious. 

Personal lives, careers and 

organizations are often at stake 

and there is a high moral 

responsibility in this interpersonal 

journey. Bonds of trust, openness, 

fragility and honesty are developed 

at high levels and these need to 

remain honoured and deeply 

respected. (Stout Rostron, 2009: 

234). 
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Are You Feeling Out of Tune with Whatõs Going On? 
 

 

By Emma Tyrrell, Na-

tional Chair of  the 

COMENSA Research 

Portfolio Committee 

 

Get back in òtuneó by helping to 

make our national COMENSA Coach-

ing Survey a success by sending us 

contact details of Coaching Co-

ordinators within organisations.  The 

COMENSA Coaching Survey is due to 

be launched soon, and the COMENSA 

Research Portfolio Committee would 

like to ensure that the survey 

reaches as many relevant respon-

dents as possible.  We are confident 

that we will have plenty of coaches 

and coachees responding, and we 

would like to be in contact with the 

many coaching co-ordinators within 

organisations across South Africa.  

 

 If you are a Coaching Co-Ordinator, 

or know of a Coaching Co-Ordinator 

within an organisation or corporate 

entity, please pass on my email ad-

dress 

(emma@thecoachingcentre.co.za) so 

that they can make contact with me, 

Emma Tyrrell ð National Chair of the 

COMENSA Research Portfolio Com-

mittee  

mailto:emma@thecoachingcentre.co.za
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Michelleõs Top Tip for making the MOST of your 

COMENSA Membership: Congruence Equals Confidence 
 

 

 

 

 

 

By Michelle Clarke 

 

The life of a coach or mentor is a 

life under examination.  Not only 

self-examination, of course, but 

examination by those who may 

want to work with us; potential 

leads, current and future clients.  

Whether we like it or not, as 

personal brands, we are being 

watched for evidence of our 

congruency.  Whilst Iõm confident 

that not one of my clients demands 

from me to portray an example of a 

ôperfect lifeõ, (I am human too), I do 

know that they come to subtly 

expect that I remain congruent and 

authentic, displaying integrity in my 

brand.   

 

Congruence is a term coined by the 

late Carl Rogers, a pioneering 

therapist who is often described as 

the father of the counselling 

movement. Congruence is a 

measure of the extent to which your 

experiences, your feelings and the 

face which you present to the world 

all match one another. It is also a 

measure of the extent to which you 

are true to yourself.  A highly 

congruent person, or personal 

brand, is not vulnerable because as 

you peel away layer after layer, you 

still find the same personality 

showing through. 

 

To present myself congruently in a 

consistent manner means that all 

my communication with potential 

clients expresses an aligned 

personality.  This personality closely 

resembles, if not absolutely 

matches, the personality that I wear 

in my everyday life.  When a 

potential client meets me on my 

website, or on twitter or facebook or 

in the boardroom or at a dinner 

party or at the local Spar, they see 

the same me.  That ômeõ is doing self

-examination behind the scenes to 

ensure that I know, honour and 

present myself and my brand (the 

shadow and the gold) as congruently 

as possible 

 

If youõre congruent people around 

you will feel confident.  If theyõre 

confident in your ability to do what 

you say youõll do theyõll trust you.  

When people trust you and they 

need what youõve got theyõll buy 

from you and theyõll be eager for you 

to coach or mentor them.  So thatõs 

what we sell as successful coaches: 

Confidence. 

 

Consider your responses to the 

following Yes/No questions to 

get an understanding of 

whether your personal and 

professional image are 

congruent; 

¶ Do your profile pictures 

reflect the current you (or do 

they show you 10 years ago, 

10kgõs slimmer or photo-

shopped beyond recognition?) 

Will your clients be surprised when 

they eventually meet you in person? 

¶ Does your posture, handshake, 

voice and manner reflect your inner 

confidence? 

¶ Does your overall body and 

hairstyle reflect your ability to 

manage yourself? 

Do you express yourself through 

your clothing?  Is your style a 

current reflection of your current 

taste in colours, fabric and fit? 

 

Although there are no correct or 

incorrect answers to these few 

questions, you might want to strive 

for as many òyesó answers as 

possible to suggest that you are 

progressing well toward projecting a 

mature, competent and congruent 

image.     

        

About the Author: 

 
Michelle Clarke , COMENSA W. Cape 

Chairperson, is a Cape Town based Master 

Coach who delivers successful coaching 

interventions both locally and 

internationally. She is a committed member 

of COMENSA and works with High-Achieving 

Coaches and Independent Professionals 

helping them to develop their successful 

personal brands.  She can be reached on 

+27 72 391 9912 or by visiting 

www.motivcoach.co.za  

http://www.motivcoach.co.za/
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By Karolyne Beets 

 

 

Ethics and integrity apply to our 

coaching research as much as to 

our coaching itself. There are 

certain ethical standards that we 

need to implement as research 

practitioners. For example, we gain 

appropriate permission to conduct 

research within the organisations in 

which we work; we obtain informed 

consent from our coachees; we 

avoid plagiarism by citing those, 

whose work we are building on and 

of course research must never 

cause harm. 

 

To have integrity as coach-

researchers, we turn to reflexivity, a 

concept familiar to coaches. We 

analyse what is going on within 

ourselves in order to truthfully 

present an accurate picture to the 

recipients of our research results. 

This is done by critically considering 

our own subjective filters that come 

into play and the external factors 

that might be influencing us. We 

ask ourselves: How might I be 

biased within this research context? 

What values of mine are in 

operation? In what ways could 

external power dynamics be 

directing my interpretations? Then 

we transparently discuss these 

issues within our research results.   

 

Often research is about aiming to 

be as neutral and objective as 

possible. Other times, the 

researcherõs subjectivity is an 

important part of the process and 

adds value.  Making oneõs own 

values and assumptions explicit is 

important, as it builds the readerõs 

trust in the researcherõs integrity 

and enhances our credibility as a 

coach-researcher. 

 

However there is a deeper level of 

ethics and integrity that pervades 

research. This involves firstly what 

research processes we choose to 

implement and secondly, what the 

social implications of the research 

are. Research is an activity itself 

that can affect the system in which 

it is executed. It is not as isolated a 

phenomenon, as some would like 

to believe. In fact it could be argued 

that research is less effective if it 

does not bring about action within 

the context in which it operates, 

either through its results or through 

the research processes themselves. 

 

As coach-researchers, who seek a 

deeper level of ethical conduct and 

integrity, we can challenge 

ourselves by asking two questions: 

How is my research methodology 

going to affect the research 

participants and system? What are 

the social implications of this 

research in the bigger picture? 

 

How is My Research Methodology 

going to affect the Research 

Participants and System? 

 

We need to give due consideration 

to the type of research methods we 

use by understanding the role they 

play and the effects they may have. 

What message are we giving 

through the type of research we 

conduct and the manner in which 

we do it? For example, when 

research is participatory, it can lead 

to empowerment of those involved. 

Furthermore, research methods 

can promote either a problem or 

solution paradigm. 

 

Ethics and Integrity in Research 
Appreciative inquiry (AI) is an 

organisational development 

process that is increasingly being 

used within research, particularly in 

evaluation. Instead of searching for 

problems and deficits, it seeks out 

the positives about what is working. 

AI is based on the assumption that 

organisations change as a result of 

how they inquire, and therefore, an 

organisation that inquires into 

problems will keep finding more of 

the same, but an organisation 

which tries to appreciate what it 

does best, will discover more of 

what is good. Emerging from 

Positive Psychology, its processes 

focus on achievements, strengths 

and visions of future outcomes. 

Such an approach sits well in the 

coaching arena, where the notion of 

building on strengths, rather than 

just focusing on weaknesses, is 

prevalent. 

 

The process of doing the AI 

interview is as important as the 

data collected. It involves a way of 

asking questions and imagining the 

future that promotes positive 

relationships and interactions, as 

well as enhancing the participating 

groupsõ ability to collaborate and 

(Continued on page 10) 
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is able to assist women to create 

knowledge from their 

experience, to appreciate both 

their successes and failures and 

to learn from their mistakes. 

 

Our research may not always 

link to human rights, 

empowerment, equality and non-

discrimination, nor offer 

attention to vulnerable groups. 

Yet, as conscious coachð

researchers  with an interest in 

promoting ethics and integrity, 

we need to ask ourselves if it 

should, whether we are asking 

the right questions and what the 

social implications of our 

investigations are ð whose 

interests are we serving? 

 

Continuous critical thinking and 

examination of both ourselves 

and our research is key to 

ensuring that we are ethical 

coach-researchers, who display 

integrity. 

 

Reference:  

 

Awori, T. (2003). UNIFEM. Monitoring 

and Evaluation Framework for Africa. 

Retrieved 18 October, 2007 from 

http://www.afrea.org/content/

index.cfm?navID=22&itemID=670 

 

 

Karolyne Beets works with the design, 

development and evaluation of a 

multinational leadership development 

programme for vulnerable youth. 

Working within a team of coaches, she 

manages the coaching strategy for the 

organisation. She trains managers as 

coaches and is a member of the 

COMENSA Research and Definitions 

Committee. Karolyne can be contacted 

at karolyne@goldpe.org.za. 

òResearch 

is to see 

what 

everybody 

else has 

seen, and 

to think 

what 

nobody else 

has 

thoughtó ~ 

Albert Szent

-Gyorgi 

(1937 

Nobel Prize 

for 

Medicine) 

 

Secondly, truly ethical coach-

researchers need to consider 

whether and how their research 

impacts the bigger issues in 

society. Who is to gain from this 

research? How is the research 

maintaining the status quo? 

How is research empowering 

minorities by helping their voices 

to be heard? Who is benefiting 

financially from the research 

results? More often than not, 

research sits within cultural, 

political and social contexts 

(even in the arena of coaching) 

that cannot be ignored, not if 

one wants to be a conscious 

researcher that displays integrity 

and an ethical depth. 

 

Research is about generating 

knowledge. Some research 

perspectives consider 

knowledge to not be neutral, but 

to reflect power relationships in 

society. Therefore, they 

advocate that the results of 

inquiry need to link to action i.e. 

to the wider questions of social 

injustice and to the analysis of 

power relations. Research can 

generate learnings that lead to 

the improvements in the lives of 

others.  In the bigger picture, it 

can offer the possibility to 

transform society.  

 

Take the issue of gender 

equality for example. Within our 

research we would ask 

ourselves: How does this 

research contribute to bringing 

about social justice for women? 

How is the research process 

empowering women? How is the 

research giving credibility to 

womenõs perspectives? At the 

very least, the coach-researcher 

change. The interview process is 

composed of four stages (Awori, 

2003): 

The Discovery Stage:       

¶ Identifying what works: 

Appreciating personal and 

organisational assets and 

achievements 

The Dream Stage:     

¶ Imagining future 

outcomes  

The Design Stage:  

¶ Planning to bring about 

those outcomes 

The Delivery Stage:  

¶ Acting on plans  

 

AI opens up possibilities for 

those involved, because it 

focuses on how to create more 

of the exceptional performance 

acknowledged in the Discovery 

Stage, whatever this may look 

like in the particular research 

context. It is used in a wide 

range of contexts beyond 

business, such as the medical 

field, social development 

organisations, the education 

sector and governments. 

Through aligning core strengths, 

it opens up possibilities for 

òwhat is the best we can be?ó 

 

To be coach-researchers of 

integrity, we need to work with 

methods that are aligned to who 

we are as people, what we 

believe in and what messages 

we desire to impart to the world 

around us. 

 

 What are the Social Implications 

of this Research in the Bigger 

Picture? 

(Continued from page 9) 
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By Matt Shelley 

Chair: National Ethics 

Portfolio Committee 

 

Rarity of complaints 

As a committee we have had only 

five complaints in the last two and 

half years. Only one of these was 

actually followed through by the 

complainant and, in that case, it 

was between two coaches and, 

even then, the current ethical code 

did not apply.  

 

Perhaps there are no complaints 

because clients are experiencing a 

flawless service?  Yes, well, er, 

ahem? I have come across many 

examples of dissatisfaction in the 

coaching field: a government de-

partment that does not want to re-

veal what they spent on a 

ôdisastrous coaching contractõ;  a 

company of 30,000 employees  

where senior executives share sto-

ries of how a manger became de-

pendant on their coach ð where the 

coach even chaired a company 

meeting on their clientõs behalf (!); a 

well known corporate that had ex-

perienced some ôpretty dodgy 

coachesõ who had ôleft a bitter taste 

in the mouthõ; and an MD who was 

frustrated with a lack of communi-

cation from a coach but did not 

have the time, or feel that it is their 

obligation, to contact the coach. I 

have also experienced some pretty 

ôdodgyõ competitive behaviour in my 

own coaching practice. 

 

All this begs the question: What is 

the impact of the Code of Ethics 

and the Complaints Procedure on 

the real world practice of coaching? 

What is the role of the Ethics Com-

mittee? Does it matter that people 

do not complain? Perhaps a formal 

complaints procedure is more rele-

vant when there is a more sophisti-

cated client market and the coach-

ing professional bodies achieve a 

higher public profile? 

 

What is at Stake? 

As coaches and mentors we have a 

special responsibility. We often be-

come involved in wider systems 

than other helping professions and, 

like other helping professions, our 

job is to challenge behaviour, to 

hold up a mirror: to tell an uncom-

fortable truth. If people do not like 

the truth they may well complain 

and blame the practitioner, mainly, 

it seems, amongst their peers, peo-

ple who are potential beneficiaries 

of the coaching conversation them-

selves.  

 

System change takes a delicate, 

experienced and dedicated hand. 

Therefore we first need to continu-

ously improve the consistency and 

quality of coaching that is practiced 

and experienced by clients. We 

need to collaborate as practitioners 

to achieve this. Secondly we need to 

invite the buyers of coaching to col-

laborate with us in this delicate ex-

ercise and create a wider culture of 

open and honest feedback to in-

form the development of good 

coaching practice. 

 

Something is Rotten in the State of Coaching 
 

The Relationship is Prince 

The secret to successful coaching 

and mentoring, indeed any helping 

profession practice, is in the rela-

tionship. A general review of the 

research indicates that the quality 

of the relationship, the characteris-

tics of the client and practitioner, 

the client/practitioner alliance and 

goal congruence all have far more 

impact on the outcome, than the 

model or philosophical approach 

taken. Specific techniques or ap-

proaches are more valuable in diffi-

cult to treat cases such as bipolar 

disorder, anxiety disorders, phobias, 

etc ð all areas best handled by psy-

chotherapists or clinical psycholo-

gists in any case. 

 

Feedback is also vital to the effec-

tive coaching intervention. It should 

form part of an effective client prac-

titioner alliance in day to day prac-

tice. Again research has shown that 

feedback by dissatisfied clients can 

have a positive effect on the final 

outcome of the relationship. 

(Continued on page 12) 
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Something is Rotten in the State of Coaching continued... 

 

Given the primacy of the relation-

ship and feedback, a formal com-

plaints procedure should really be a 

last resort to address unethical be-

haviour and incompetent practice.  

A low complaint rate could be seen 

as a good thing but we all know it 

does not necessarily indicate a sat-

isfied public.  The same point may 

be made with regard to a complex 

set of membership standards and 

criteria. The basic truth of our pro-

fession is that we need to continu-

ously develop our relationship skills 

and our ability to elicit honest feed-

back. 

 

Supervision and Reflective Practice 

There are several areas in which 

COMENSA is addressing this. Super-

vision will ultimately become the 

primary mechanism for the ongoing 

development of these relationship 

and rapport building skills. Coach 

and mentoring trainings provide an 

introduction to these skills and vari-

ous levels of skill development 

training. However in the long run 

Supervision provides the consistent 

space in which a practitioner can 

develop. It is the environment used 

by the other helping professions to 

develop skills, get support and hold 

oneself accountable.   

 

To support the Supervisors, particu-

larly in their accountability role, the 

COMENSA Ethics Portfolio Commit-

tee has developed the Ethical 

Awareness and Choice Model 

(ECAM). It can be used as a form of 

reflective practice and it provides a 

process approach to consistency 

across the market. This reflective 

tool can also be introduced to cli-

ents and client organisations to pro-

vide a common language for en-

gagement and feedback. The idea 

of the reflective tool is to take the 

focus off the traditional rational de-

cision making, right or wrong ap-

proach to ethics, engendered by a 

formal code and complaints proce-

dure, to a common language ap-

proach in which relationship and 

goodwill are developed and various 

view points are heard. 

 

One of COMENSAõs aims is to in-

form clients about coaching and 

mentoring, and how to make use of 

them. At the Gauteng Chapter AGM 

last week, Penny Abbot shared work 

she is involved with to develop a 

new mentee toolkit. This type of in-

novation is vital in the education of 

the consumers of the coaching con-

versation. We are looking forward to 

the coachee version and hoping 

that the ECAM can be added to the 

pack. 

 

The Ethical Awareness and Choice 

Model (ECAM) was described in the 

February COMENSA newsletter.  The 

model has been presented in Gau-

teng and KZN and will be presented 

in the Cape later this year. We are 

developing training focused on the 

experiential practice and engage-

ment with this model. The first date 

for the training is Saturday 5th June 

in Sandton. Please join us in con-

tributing to a different professional 

culture in our industry. 

 

Come, let us give them a taste of 

our quality! 

 

The first one day Ethics Portfolio Com-

mittee training will be held in Joburg on 

Sat 5th June. A COMENSA Bulletin will 

be sent out describing the course, its 

benefits and registration details.  We 

will be offering this to COMENSA mem-

bers as an element of CPD (Continuing 

Professional Development). This one 

day course will be followed up by an 

annual refresher for more advanced 

CPD/ CEU points. We will also be run-

ning a longer training for those wishing 

to run ethics trainings. Please email 

Matt Shelley at mattshel-

ley@telkomsa.net if you are interested. 

HAVING TROUBLE FINDING YOURSELF?HAVING TROUBLE FINDING YOURSELF?  

Because the new member database has 

more functionality, it relies on certain info 

being present and correct.   Please email 

administrator@comensa.org.za with your 

name, surname and username  if youõre 

unable to locate your profile so that we can 

resolve it. 

We encourage those members who havenõt 

yet done so to put your profiles onto the 

COMENSA website. 

Just  log on to the website and click on the 

block that says òUpdate Memberõs Profileó 

mailto:mattshelley@telkomsa.net
mailto:mattshelley@telkomsa.net
http://www.comensa.org.za/


The Right & Wrong of Ethics 
 

 

 

By Ivor 

Shaskolsky 

 

 

My lifeõs path has given me the 

privilege of being a member of 

three professions. 

 

My primary profession is as a 

Medical Practitioner. I am also 

qualified as a Tour Guide in 

the Western Cape. In 2009 I 

qualified as a Life Coach. 

 

A glaring difference between 

the practice of medicine and 

tour guiding is the attitude of 

the two fields with regard to 

each oneõs approach to the 

concept of what is right and 

what is wrong. 

 

Both share a respect for 

delivering a service of 

excellence. In both cases, 

there is a principle of imparting 

correct information which 

demands being kept up to 

date.  

 

It is in the field of 

remuneration that the 

differences become quite 

glaring. 

 

In the Medical Profession a 

professional fee is charged for 

the service which is partly 

regulated by the controlling 

professional body.  Market 

forces also play a role in 

determining fees, and are 

partially influenced by 

providers of insurance.  These 

factors combined have - to a 

significant degree - removed 

the power from the doctor to 

determine the fee.  The fees 

that tour guides ask are mainly 

determined by competition 

and what the paying public will 

bear. 

 

The glaring difference is that in 

medicine gratuities, favours, 

referral fees, commissions, 

kickbacks and gifts are taboo, 

discouraged, frowned upon 

and de facto expressly 

forbidden.  This is so that the 

doctorõs decisions should be 

solely in the interests of the 

patient, and that the doctor 

should not in any way be 

influenced by any non-medical 

interest which may benefit the 

practitioner.  That is how it 

should be! 

 

In tourism, this is not the case. 

Tips and commissions abound.  

Because tipping is accepted in 

the hospitality industries, 

employers use this acceptance 

as a reason to pay less.  Only 

recently has legislation been 

introduced to pay waiters a 

minimum wage and give them 

some employee benefits.  Tour 

Guides are sometimes offered 

generous commissions for 

bringing or herding tourists 

into certain types of shops - 

the cost of the gratuity no 

doubt inflating the cost to the 

tourist. The integrity of the 

Guide may easily be 

compromised by showing 

tourists to certain shops and 

encouraging them to spend 

more time and money there. 

Do tax declarations reflect this 

cash income? 

 

So I have been in two ethical 

fields. My family teases me 

about my willingness to accept 

tips as a tour guide. Yes! It is 

nice to be offered a gratuity 

and it usually signifies that the 

tourist has recognized that he 

has received an exceptional 

service but what does it say to 

me and about me - the 

recipient? This type of 

interaction has a certain 

demeaning effect. One may be 

placed or feel to be in a 

subservient role while the 

tipper is empowered to feel 

(Continued on page 14) 

òCoaching is 

an emerging 

profession that 

is finding its 

feet. In 

maintaining 

integrity, ò - 

Ivor 

Shaskolsky 
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The Right & Wrong of Ethics continued.... 

good and to a degree is allowing 

the employer to pay less.  

 

What do Coaches feel?  I have 

heard terms such as referral fees 

and commissions in conversations 

with colleagues.  In the field of 

executive coaching, where is the 

line to be drawn? Is it acceptable to 

be entertained - to lunch, to dine, to 

be included in family occasions of 

our coachees?  There can be quite 

a thin line, because coaches are by 

definition privy to so much in our 

clientõs lives. We may know so 

(Continued from page 13) much about a significant person in 

the clientõs life.  That third person 

may not necessarily be aware or be 

happy about what the coach is privy 

to. 

 

Coaching is an emerging profession 

that is finding its feet. In 

maintaining integrity, Coaching may 

well be advised to follow the more 

stringent ethics of the medical 

profession rather than the more 

relaxed tour guiding example.  

Coaching, like medicine, is really a 

caring profession where honesty 

and integrity are paramount.  There 

should be no place for compromise. 

Commissions and referral fees can 

easily slide into compromises.  The 

fee charged should be at the 

discretion of the Coach and the 

Coachee.  Market forces and the 

interrelationship will determine a 

fair fee.  Loss of integrity can occur 

when a third party intrudes into this 

relationship. I recently spoke to an 

audience to introduce òCoachingó 

to them. The first question from the 

floor wasó is it covered by medical 

aid?ó  The interference by 

insurance companies disrupts the 

important confidentiality that used 

to apply between a doctor and the 

Www.WhatHaveYouDonetoMarketYourselfToday.org.za???? 

your name, surname and profile 

username so that we can  work on 

getting your profile òupó. 

 

Are you LinkedIn? 

LinkedIn is a Social Networking site 

(www.LinkedIn.com) for 

professional people.  If you use it 

well, it can be a means of linking up 

with past colleagues, current peers 

and potential new clients.  You can 

ALSO join the COMENSA Group on 

LinkedIn and start discussions on 

topics that are of interest to you.  

We now have over 200 members in 

our LinkedIn group, and itõs growing 

all the time.   

 

Are you on FaceBook? 

The COMENSA FaceBook page now 

has  101 fans, most of whom come 

from Pretoria, Gauteng! 

If you have a FaceBook profile, 

check out the COMENSA FaceBook 

page for events, photos of 

members having a great time at 

events, and become a fan of the 

COMENSA FaceBook page.  Go to 

www.facebook.com .  

 

Build Your Practice 

Please donõt forget about the tools 

in the òBuild Your Practiceó section 

on the COMENSA website.  This 

section is exclusively for the use of 

COMENSA members, so you have to 

be LOGGED IN to access this 

section.  It includes a presentation 

full of facts and figures about 

Coaching, Mentoring and they are 

so effective.  Use what you need to 

make YOUR sales material, 

presentations and proposals more 

compelling.  Itõs our gift to you. 

New COMENSA Website 

Is your Profile on the COMENSA 

website?  Have you accessed you 

Profile recently to check whether it 

has transferred successfully to the 

new database?   

 

The new database has a more 

sophisticated search functionality, 

and requires that certain info  

matches the requirements of the 

new database.  If you are unable to 

access your Profile, please email 

administrator@comensa.org.za with 

http://www.LinkedIn.com
http://www.facebook.com/
http://www.comensa.org.za/language/en-ZA/Members_Area.aspx
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The Right & Wrong of Ethics continued.... 
patient.  Now the administrator also 

needs to know the privacies of the 

patient before permission is 

granted so that a diagnostic 

procedure can be performed.  Then 

the result has to be divulged (to a 

non-medical person ) so that 

treatment can be authorised.  

These administrative intrusions 

have compromised the  doctorõs 

role into being a begging  and 

motivating letter-writer to the 

insurer.   

 

In summary, I would suggest we 

follow the ethical path of the 

medical profession.  At the same 

time we jealously guard our 

independence and integrity by not 

allowing third parties such as 

insurers into our ethical and 

integral domain. 

 

About the Author: 

 

M.B.Ch.B ; D.M.R.D. M. Med 

Western Cape Tour Guide 

DIPLOMA IN PRACTITIONER COACHING 

Ivor has been a practising medical doctor 

for more than 40 years, of which most were 

in Specialist Radiology and Nuclear 

Medicine. Ivor has worked in both Hospital 

and Private Practice. He has experience in 

both working within an organisation and in 

solo private practice. 

Ivor is a registered member of  

¶ The HPCSA  

¶ SASNM  

¶ COMENSA  

¶ University of the 3rd Age  

¶ Mankind Project 

In the community, Ivor has been President, 

Vice-President and a Trustee of The 

Milnerton Hebrew Congregation. He is a 

teaching volunteer, leading schoolchildren 

through The Cape Town Holocaust Centre, 

stressing its relevance to Apartheid in the 

Employment Equity, Ethics & Integrity 
 

 

 

By Veronica 

Stephens 

 

From an interesting perspective, 

the validity of Employment Equity 

can be clearly seen in the applica-

tion of Ethics and Integrity. 

Modern Business not only concen-

trates on a paradigm shift in Man-

agement Style, but the moral obli-

gations of focused Human Capital 

Enhancement. 

Simply put:- 

Ethics = Equity = Employment Eq-

uity = CODE OF ETHICS in Business 

and the Workplace 

Integrity = Honour = Principles = 

Honour the principles of equitable 

application 

Our ethics govern our attitudes and 

actions. This in turn will reflect our 

individual distinctive character as 

well as that of a Corporateõs distinc-

tive character. 

Is this then not diversity in itself, 

where we challenge our values and 

belief systems that mould the pil-

lars of change? 

Our ethics are integral to the way 

Employees work together.  It is only 

when a shared commitment has 

taken place that a higher platform 

of Code of Ethics can be reached. 

To effectively deal with Employment 

Equity and itõs close relation to our 

own ethics and integrity belief sys-

tems, a defined statement to mould 

the path of change should include 

at least the following considera-

tions:- 

Integrity : code of conduct that cir-

cumscribes behaviour that is hon-

est and impartial in everyday deal-

ings with others 

Collaboration: striving for full coher-

ence 

Setting a high value system will 

most certainly address an all natu-

ral instinct and need to be fulfilled 

and that is one of mutual RESPECT. 

Individuals with their own intrinsic 

and extrinsic needs working to-

gether as one team through the 

values of strategically aligned Em-

ployment Equity principles. 

(Continued on page 16) 
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At the beginning of the nineteenth 

century references can already be 

found to òprofessional eth-

icsó (otherwise referred to as oneõs 

character).  One had to be ethical in 

honour and virtue. 

 

Codes of Ethics traditionally focus 

on:- 

¶ Professional behaviour 

¶ Continuity 

¶ Transparency 

¶ Consistency 

The Employment Equity Act, 55 of 

1998 needed to address the chal-

lenges of diversity and lifelong val-

ues, belief systems and change, 

This act  clearly defines in its pur-

pose:- 

¶ Promoting equal opportuni-

ties 

(Continued from page 15) ¶ Fair treatment  

¶ Transparency in application 

The various sections of the Act al-

low for the validation and alignment 

of everyday codes of ethics, which 

is core to managing diversity in the 

workplace. 

Coaching and Mentoring Pro-

grammes in the face of Employ-

ment Equity:- 

Since 1994, when a definite focus 

and shift could be observed as far 

as change is concerned, the neces-

sities of Coaching and Mentoring 

could not be ignored.  In my own 

study and application of this princi-

ple in the face of change as far as 

Employment Equity is concerned, 

one can confidently make a clear 

statement that Coaching and Men-

toring is the one vehicle that will 

move enormous amounts of codes 

and ethics to a universal platform. 

òEvery human has four endow-

ments - self awareness, con-

science, independent will and crea-

tive imagination. These give us the 

ultimate human freedom... The 

power to choose, to respond, to 

change.ó   (Stephen Covey) 

Interestingly enough when we com-

pare human needs - which we must 

as a matter of urgency when we 

focus on a shift of code of ethics 

and behaviour - we once again con-

sider the following:  

Maslowõs Hierarchy of Needs, but 

even simpler, Clayton Alderferõs 3-

part ERG Theory, and then we have 

Simon Hertnonõs theory of universal 

needs. 

 (*research: Simon Hertnon, Janu-

ary 2005) 

Notes: 

In each of the four sectors, the first 

need is a pre-requisite of the sec-

(Continued on page 17) 

Employment Equity, Ethics & Integrity continued... 

  Simon Hertnon's Theory of Universal Human Needs 

Needs SURVIVAL NEEDS BETTERMENT NEEDS 

Individual 
1. Physical well-being 

 
2. Mental well-being 

5. More respect from others 
 

6. More self-esteem 

GOAL Existence Happiness (to feel good about being 

alive) 

Species 3. A safe and healthy environment 
 

4. Reproduction or limiting reproduction 

7. Appreciation of 'life' and all that 

you have 
 

8. Doing good deeds (helping others 

to satisfy their unmet needs) 

GOAL Survival of the species Contentment (and ongoing survival of 

the species) 



 

 

 

 

 

 

WHEN:  Thursday, 20th May 2010 

WHERE: Silverwood Manor, 113 Mount St, Bryanston 

TIME:  05:30pm for 06:00pm 

COST:  No charge 

RSVP:  Joanne Searle at josearle@telkomsa.net or  

 083 554 1882 by Friday, 14th May 2010  

PROXY: If you are unable to attend, please email your 

 proxy form to administrator@comensa.org.za 

 before 05:00pm on Wednesday, 19th May 2010 

 

The Executive Committee of COMENSA is pleased to invite you 

to this year's National Annual General Meeting (AGM).  All 

members are invited to attend and participate in the 

proceedings of this important meeting. Non-members are 

welcome to attend (you can sign up and join COMENSA at the 

AGM if you like) but please note that only paid up members 

can take part in the formal AGM proceedings.  Attendance is 

free of charge. 

 

AGENDA 

17:30   AGM registration 

18:00   Introductory speaker: Andrew Horton (WotNow) 

18:10  Welcome and introduction by Joanne Searle,  

 Gauteng Chapter Chair  

18:20 Presentation of Annual Reports by President, 

 Vice President, Secretary and Treasurer 

18:55   Consideration of the audited Annual Financial 

 statements and approval of auditors 

19:05 Tabling of Strategic Plan and Budget by National 

 President, Belinda Davies and National  Treasurer, 

 Mariane Vorster 

19:25 Election of office-bearers 

19:55 Other business 

20:10 Break (networking, snacks and drinks) 

20:40  Keynote speaker: Grenville Payne (Buzan SA) on 

 Ethics & Integrity 

21:10 Closure 
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Employment Equity, Ethics & Integrity continued... 

ond need. 

  

1, 2. Sufficient physical and 

mental health, food and water, 

safety and security, structure 

and belongingness, love and 

respect from others, and self-

esteem, to be alive and to want 

to stay alive. 

  

5, 6. How much 'more' appears 

to depend on both our individual 

personalities and characteristics 

(nature) and our experiences 

and environment (nurture). 

In summary then: 

In terms of Ethics and Integrity 

as such, is Employment Equity 

then not simply fulfilling the 

needs of individuals in struc-

tured, focused corporate govern-

ance to achieve the ultimate 

goal ð SURVIVAL. 

 

Veronica Stephens is an Executive life 

and Business Coach, Facilitator, Human 

Resources and Diversity Consultant 

with 24 years experience.  She studied 

medical science and pathology to start 

her journey of being a humanitarian 

before she embarked on the road to 

Human Resources where she studied 

Human Resources Management, 

Coaching, Mentoring, Training & Devel-

opment.  Veronica can be contacted at 

veronica@4frontconsultants.co.za 

COMENSA  

National 

AGM 

mailto:josearle@telkomsa.net
mailto:administrator@comensa.org.za?subject=National%20AGM%20Proxy%20Form
mailto:veronica@4frontconsultants.co.za
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Upcoming Events 

Gauteng 

Chapter 

Event 

 

CHEWING THE CUD 

At the Irene Dairy 

You're invited to our third informal coach/

mentors  networking and support forum. The 

idea is to continue to meet in a relaxed way, 

bring a colleague and/or friend, weõll introduce 

ourselves and talk about our successes, 

challenges, support needed as coaches and 

opportunities arising. Breakfast with your peers 

in beautiful surroundings!  

 

TOPIC:  Coachingõs Impact on Soccer & Sport 

in General 

SUBJECT MATTER EXPERT: Mynah Sindane-

Bloem 

 

This is an interactive event which Jo Searle, 

Gauteng chair, will be facilitating and Minah 

Sindane - Bloem will talk for about 15 - 20 

minutes on: Life coaching within the sporting 

community; she is particularly interested in 

soccer because she does not understand why 

it is not performing as well as rugby or cricket. 

What makes rugby and cricket perform better? 

Minah looks beyond the issue of resources. 

Most soccer players are black Minah would like 

to understand some of the challenges they 

face that impede their performance.  

 

WHEN:  Wednesday, 5th May 2010 

WHERE: The Barn, Irene Dairy 

TIME:  08:00pm onwards 

COST:  R80 (members); R120 (non-

members).  Includes Continental Breakfast 

RSVP:   Joanne Searle at 

josearle@telkomsa.net 

Gauteng 

Chapter 

Event 

 

INTERCONNECTION 

 

TOPIC:  Shifting the Fields of Group 

Interconnectivity 

SUBJECT MATTER EXPERT: Natalie Vlismas   

 

INTERCONNECTION delivers quick 

interventions to open up and shift the energy in 

groups.  Based on the forerunning research of 

high performance executive teaming and in 

collaboration with experienced coaches, yoga 

and tai chi teachers, the programme restores 

and stimulates the energy flow for positive 

integration and group functionality, enhancing 

platforms for innovation and effectiveness.  By 

putting groups into shared energetic 

resonance and deepened team awareness, co-

creative behaviours and collaborations are 

enhanced. 

 

Natalie Vlismas is an experienced Authentic 

Leadership coach, successful business owner 

and yoga teacher co facilitating 

INTERCONNECTION with Peri Zourides: Health, 

Fitness and Lifestyle Coach, Martial Arts 

Teacher and Sports Coach. 

 

WHEN:  Thursday, 13 th May 2010 

WHERE: Johannesburg Country Club, 

Woodmead 

TIME:  05:30pm for 06:00pm 

COST:  R80 for members, R120 for non 

 members 

RSVP:   Natalie Vlismas on 082 659 9866  or 

natalie@thecoachnetwork.co.za  

mailto:josearle@telkomsa.net
mailto:natalie@thecoachnetwork.co.za
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Upcoming Events 

 

 

 

 

 

 

 

FINANCIAL INTELLIGENCE 

 

TOPIC: EQ, IQ - what about our FQ? 

SUBJECT MATTER EXPERT: Mariane Vorster 

 

Financial intelligence is something we all wish we 

have when we look at our bank balances.  Most 

coaches will acknowledge that you can only take 

someone else as far as you have gone.  Money is 

an integral part of our lives and financial concerns 

can spin our life wheel balance out to Mars.   

Mariane will be giving you some ideas on how to 

get out of debt and review some of the reasons 

people get into debt.  We hope you will leave with 

some ideas for your own wealth plan and have 

some tools to work with coachees for whom 

money matters, matter.   

A word from Mariane: I have the most wonderful 

job in the world.  I get to go on a journey with indi-

viduals who have decided that ordinary is not 

good enough for them.  I work with people who 

wish to make quantum leaps in their performance 

in their personal lives, or work or both.   

In order to do that I have experience in: account-

ing, business consulting, facilitation, coaching and 

supervision.  A couple of degrees, along with 14 

years at Deloitte helped develop a broad business 

acumen an instinct for business challenges.  My 

contribution to COMENSA has been as member 

of KZN committee and national executive as 

Treasurer for the last two years.  

 

WHEN:  Thursday, 13th May 2010  

WHERE: Calissa Lodge, Raleigh Rd, Westville  

TIME:  05:30pm for 06:00pm  

COST:  Please confirm when you RSVP 

RSVP:  Nalisha  on tel: 031-3120589   or 

nalisha@resultsworkplacecoaching.co.za   

KZN 

Chapter 

Event 

 

 

 

 

 

 

Exclusive to COMENSA Members 

 

MAY 2010 

 

WHEN:  Thursday, 13th May 2010  

WHERE: Venue details will be given out 

when RSVPõing.  Space is limited and sub-

ject to availability.  Attendance is strictly by 

RSVP. 

TIME:  03:00 pm to 05:00  

COST:  No Charge 

RSVP:  Belinda Davies on  

Belinda@leadershipsolutions.co.za   

 

JUNE 2010 

 

WHEN:  Monday, 7th June 2010  

WHERE: Venue details will be given out 

when RSVPõing.  Space is limited and sub-

ject to availability.  Attendance is strictly by 

RSVP. 

TIME:  03:00 pm to 05:00  

COST:  No Charge 

RSVP:  Belinda Davies on  

Belinda@leadershipsolutions.co.za   

KZN 

Coaching & 

Mentoring 

Academy 

mailto:nalisha@resultsworkplacecoaching.co.za

