
membership). I expect to be able to 

provide a mid-year report to 

members in November in order to 

give you a sense of the momentum 

we are achieving. 

Mix of Complementary Skills 

Thirdly, the team requires a mix of 

complementary skills. If I think 

about our Exco, it is really 

wonderful to see the mix of skills 

we have. We have some people 

who are creative and imaginative; 

we have people who are wise and 

careful; we have a couple of 

members who are risk-taking 

warriors; we have some gentle 

relationship builders ð a mix that 

seems to be working really well. My 

sense of the PCs and SIGs is that 

we are similarly drawing on a 

fantastic mix of diversity in skill 

and strengths that exists within our 

membership.  

(Continued on page 2) 

 

 

 

By Belinda Davies, 

National President of 

COMENSA 

 

Key ideas from the Harvard Business 

Review article by Jon R. Katzenbach 

and Douglas K. Smith 

What a wonderful theme for this 

monthõs newsletter! COMENSA is a 

proving ground for teams. Given that 

all the work in COMENSA is done in 

Portfolio Committees and Special 

Interest Groups, it calls on us coaches 

and mentors to really put ourselves to 

the test in terms of both leading and 

working in teams. Jon R. Katzenbach 

and Douglas K. Smith (in Harvard 

Business Review July 2005) 

distinguish between the performance 

of the individual, which is dependent 

on individual activity, versus the 

performance of the team, which 

depends on mutual accountability. 

This mutual accountability is the 

rocket fuel which enables teams to 

deliver levels of performance that are 

far superior to individual contribution. 

This calls to mind for me the need to 

reflect on the volunteer teams that 

make up COMENSAõs engine room, 

and what follows is an opportunity for 

us to consider how we are doing.  

Meaningful Common Purpose 

Katzenbach and Smith outline 5 

essential team disciplines that set a 

team apart from a working group of 

individuals. Firstly the team has a 

meaningful common purpose that the 

team has helped to shape. In terms of 

our Portfolio Committee and Special 

Interest Group framework, we are 

required to invite members to join 

Portfolio Committees and Special 

Interest Groups shortly after the AGM. 

This injects new blood and energy into 

these teams, which immediately need 

to define their Terms of Reference. 

This embeds the creation of common 

purpose into how we do things in 

COMENSA. The same is required of 

Exco and each Chapter (although 

Exco Terms of Reference may extend 

over multiple years). 

Specific Performance Goals 

Secondly, the team requires 

specific performance goals that 

flow out of this common purpose. 

Each of our committees (Exco, 

Chapter committees, Portfolio 

Committees and Special Interest 

Groups) has specific goals on which 

we are required to report ð 

Chapters, Portfolio Committees and 

Special Interest Groups report into 

Exco, and Exco reports to 
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Commitment 

A strong commitment to how the 

work gets done is evident in our 

committees. So much work is 

getting done this year ð and that is 

because everyone who is involved 

is pulling his/her weight and 

delivering on our objectives. It is 

because of the commitment to 

doing what needs to be done that 

we are enjoying such a high level 

of energy in the PCs, SIGs and 

Chapters. 

Mutual Accountability 

Finally, mutual accountability is a 

critical feature of successful 

teams. Team members are 

accountable to each other. In Exco, 

we are trying something new this 

year. We have created a 

òPerformance Appraisaló for each 

member of the team against the 

roles and responsibilities of each 

role. We self-appraise in the 

presence of our peers twice a year 

ð and itõs really difficult to fudge a 

self-appraisal when your 

colleagues are in on it. If I didnõt do 

something I was required to do, I 

didnõt do it! I canõt pretend 

otherwise and hope to get away 

from it. 

Voluntary teams are a really 

interesting phenomenon. And the 

question is this: just because one 

is a volunteer, does that mean one 

should allow oneself (or be 

allowed) to not deliver on oneõs 

commitments? I donõt think so. My 

view is that even as a volunteer, 

performance is what one has 

signed up for. If our voluntary 

teams are guided by these five 

characteristics, then performance 

is exactly what one would expect.  

My congratulations to our voluntary 

teams for pulling together and 

demonstrating the principles of 

mutual accountability in the work 

you are doing! 

Currently COMENSA National 

Chairperson, Belinda was active in 

getting COMENSA off the ground in 

KZN, and was chairman of the 

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 

 

Www.Where are you? 
COMENSA has been increasing its 

presence on the internet.   

New COMENSA Website 

We would like to warn you about 

potential downtime on the 

COMENSA website during October 

while we upgrade to the 

impressive new COMENSA site.  

Please bear with usð just like 

road-works, the end result will be 

worth it. 

òBuild Your Practiceó on 

www.comensa.org.za 

There have been two new 

additions to this sectionña FREE 

book-keeping package for small 

businesses called EasyBooks and 

a Quiz supplied by Penny Castle to 

use in Team Coaching 

interventions.  You need to LOG 

IN be a COMENSA member to 

access this section. 

Do you have a LinkedIn profile? 

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. 

In the last week, there have been 

notifications to participate in two 

tender opportunities in the 

COMENSA LinkedIn Group, so if 

youõre not LINKED IN, you could 

be MISSING OUT! 

Are you on FaceBook? 

COMENSA now has a FaceBook 

page similar to what Obama used 

during his election campaign.  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  

òEven as a 

volunteer, 

performance 

is what one 

has signed 

up foró - 

Belinda 

Davies 

mailto:belinda@leadershipsolutions.co.za
http://www.LinkedIn.com
http://www.facebook.com/
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By Megan Hudson, 

Editor: 

COMENSAnews 

 

As I was preparing for the October 

issue of COMENSAnews, I came across 

reference to the cover story in 

Scientific American Mind (September/

October 2009), which documents the 

importance of involvements in social 

groups.  

 

Memberships in real (as opposed to 

virtual) social networks make people 

less susceptible to illnesses, including 

the common cold, high blood pressure, 

obesity and mental disorders. 

Participation in friendships and groups 

enhances resilience in times of stress, 

curtails memory loss in the elderly, and 

enables us to cope better with 

prejudice or disappointment.  How 

fabulous!  We can add this to our list of 

member benefits!  One of the benefits 

of membership of COMENSA is the 

opportunity to effect and affect policy, 

standards and the levels of 

professionalism that COMENSA is 

striving to introduce into the industry in 

South Africa.   

 

Iõd like to impress on each of you the 

immense importance of your 

membership.  If one were to refer to 

Tuckmanõs model of teams, it is my 

opinion that COMENSA has emerged 

from the Forming stage and is hovering 

between Storming and Norming.   

 

The work that is being undertaken now 

within the Portfolio Committee 

structures at National and Provincial 

level will shape the future of Coaching 

and Mentoring in South Africa.  By 

getting involved now, you can help 

mould the industry that you are part of, 

and have committed your livelihood to.  

You can be a team player or you can be 

a spectator.  You are so important, and 

this is a crucial time in the organisation 

and the industry.  Make your 

membership count (and reap the 

health benefits too!) 

 

I leave you with an Irish Toast to your 

health:  May misfortune follow  you for 

the rest of your life...and never catch 

up!  Slainte! 

BOOK REVIEW: TEAM COACHING: Artists at work South African coaches share their theory and practice  

AUTHOR:  Edited by Helena Dolny, with contributions from Maryse Barak, Lloyd Chapman, Michael Cooper, 

Helena Dolny, Tim Goodenough. Marti Janse Van Rensburg, Khatija Saley and Ray Sher 

By John Paisley 

This book is a great contribution to the 

field of Coaching  - in particular the 

field of Team Coaching, an area in 

which there is a scarcity of good 

material. 

 

Team Coaching is slowly emerging as a 

practice that differs from team 

development, team facilitation and 

team process work.  This book, and the 

contributions of each coach, adds to 

the body of knowledge about working 

with groups/teams rather than 

individuals, using coaching as the 

guiding methodology. 

 

It is a very readable book. In Part One, 

each coach tells their personal stories 

and how these have impacted on their 

perspectives. 

 

Part Two provides each coach with an 

opportunity to tell a story about a team 

intervention ð and each story 

illustrates the need for flexibility and 

the need for the coach to be able to 

danceé. 

 

Part Three consists of the coaches 

making explicit the tools they use in 

their team interventions. What 

becomes obvious (to me!) is that one 

cannot claim that one tool/

methodology is the only one to use.  

There is a wide variety of approaches 

and tools, and they all work in their 

own way ð  probably depending on the 

skills and expertise with which they are 

used. 

 

Included in the tools are Learning 

Styles Preferences, Meyers Briggs Type 

Indicators, the Enneagram, games for 

team building, the power of narrative, 

journaling, image cards, archetypes 

and dealing with stress with Heart 

Math. Truly a diverse toolkit. 

 

Part Four concerns the sustainability, 

measurability and design generics for 

working with teams. For me, the 

material in this part was a little thin.  I 

have no doubt that as experience 

accumulates so will the body of 

knowledge on how to sustain 

interventions, how to measure their 

effectiveness and how to design 

effective interventions. 

 

A last point: Khatija Saley is completing 

her Masters degree in coaching with 

Middlesex University.  The topic for her 

thesis is òReturn on Investment on the 

Acquisition of Coaching Skills by 

Managersó.  

On High Blood Pressure and Memory Loss 



Team Coaching is Crucial for Organisational 

Transformation 
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By Dr Sunny 

Stout Rostron 

 

The hub of the coaching 

conversation is learning from 

experience, literally 

transforming experience into 

wisdom, and developing 

mastery of practice. Sunny 

Stout Rostron works with 

executives and their teams to 

help them to achieve 

individual and team goals as 

she believes both are crucial 

for organisational 

transformation. 

As a business coach, you are 

helping your clients to learn 

from and interpret their own 

experiences, and to 

understand the complexity of 

the environment in which 

they work. Business coaching 

is essentially about the 

results experienced through 

the dynamic relationship 

between coach and client, 

and how those results impact 

on individual, team and 

organisational performance. 

Within most organisations 

there is some confusion 

between òteam coachingó 

and ògroup facilitationó. It is 

important for anyone 

coaching teams or groups to 

be skilled not just in 

facilitating group-learning 

processes, but also in 

teaching coaching skills and 

competences for individual 

team members who need to 

develop their own direct 

reports in a coaching 

manner. 

Team learning enhances 

performance in the 

workplace 

Business coaches encourage 

their clients to think for 

themselves and to develop 

an awareness of their own 

conscious and unconscious 

behaviours, which may 

influence performance in the 

workplace. Business 

coaching focuses on an 

effective, sustainable and 

measurable way of 

developing managerial 

leaders and their teams. I 

view òmanagerial leadershipó 

similarly to the way Jaques 

and Clement (1991:4ð6) 

describe it in their book 

Effective Leadership; I see 

leadership as a 

process and an 

accountable 

function of 

management, rather 

than as a role in 

itself. 

Traditionally, the 

development of 

organisations and 

corporations supported 

business and performance 

development models, but 

ignored the importance of 

values to individuals and 

teams. This crucial lack 

therefore laid the foundation 

for the development of 

individual and team coaching 

ð not just for leaders and 

senior executives, but for 

individuals at all levels in the 

workforce looking to enhance 

their personal and 

professional lives. 

Measuring results 

In working with an individual 

client, there is no point in 

simply developing a 

leadership plan in isolation 

from the rest of the business 

and team processes. If the 

coaching intervention is to be 

successful in organisations, it 

is critical to develop a 

systemic, fully integrated 

coaching strategy that is in 

alignment with both the 

business and the talent 

strategies for the 

organisation. Two key factors 

will be to identify the efficacy 

of internal and external 

coaching interventions, and 

the use of group or team 

coaching to develop key 

leader programmes that are 

often aligned with business 

coaching inside organisations 

as a way to develop talent at 

subordinate levels. 

Coaching can help new 

leaders to manage their 

teams to deal with all aspects 

of transition, transformation 

(Continued on page 5) 

òA danger of not 

understanding 

the òsystemó in 

which the client 

operates is that 

the coach risks 

becoming 

another part of 

that system.ó - 

Sunny Stout 

Rostron 
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and change. There is a strong link 

between business results and 

emotional intelligence (defined as 

self-awareness, self-management, 

social awareness and social skill). 

In essence, coaching ensures that 

leaders improve their emotional 

intelligence skills, leading to better 

organisational performance. This 

includes achieving an optimal 

balance between the needs of the 

individual, the team and the 

(Continued from page 4) organisation. If the client has 

grown in term of self-awareness, 

the organisation will want to see 

this òdemonstratedó at work: in 

relationships, management 

competence, leadership 

behaviours and EQ. 

But, in order to do so ð the coach 

needs to have an in-depth 

understanding of organisational 

systems: seeing the coaching 

intervention from a systems 

perspective, and understanding 

the need for òstructureó in the 

interaction between coach, 

individual client, team and the 

organisational system. A danger of 

not understanding the òsystemó in 

which the client operates is that 

the coach risks becoming another 

part of that system. 

References 
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Michelleõs Top Tip for Making the MOST of your 

COMENSA Membership:   Build Strong COMENSA 

Collaborations  
 

 

 

 

By Michelle Clarke 

 

No matter what kind of coaching or 

mentoring you do, Iõll bet that one 

of the steps in your process is to 

encourage your clients to build 

strong support systems around 

them.  Support systems and 

mutually rewarding collaborations 

nurture and benefit our growth 

enormously - both personally and 

professionally. 

 
Hereõs this monthõs top tip for 

making the most of your COMENSA 

Membership: Use COMENSA to 

build Collaborations.   

 
An exciting way to promote your 

skills, expertise, services and 

business can be to work together 

with other professionals to achieve 

mutually beneficial outcomes. 

Together, you might create a legal 

entity - a joint venture - where two 

or more of you contribute equity 

and share revenue, expenses and 

control. Another option is a 

strategic alliance, where parties 

involved pursue common goals 

while remaining independent 

organizations. 

 
No matter what you call it, 

collaboration with others may 

benefit you in ways that go beyond 

what you can do on your own. If 

each party comes with their own 

established audience, reputation, 

brand, networks and strengths, 

although some may overlap with 

your own, you are likely to reach 

people or innovate product in new 

and surprising ways. 

 
Use the COMENSA Coaches 

Registry on www.COMENSA..org.za 

to create a list of potential 

collaborators. COMENSA members, 

like yourself, respect credibility, 

ethics and standards, so here 

youõre sure to find collaborative 

partners who value their profession 

as much as you do yours.  Create a 

list of people you want to work with 

based on your goals, what you can 

offer and who you think will be 

potentially interested. Make the list 

broad: there will be people whoõll 

turn you down so you do want 

secondary options as well.  

Remember: nothing ventured, 

nothing gained.  You might find 

yourself surprised with the people 

who will be interested in working 

together. 

 
Michelle Clarke 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 build their successful 

businesses.  She can be reached 

on +27 72 391 9912 or by visiting 

www.motivcoach.co.za 

http://www.comensa..org.za/
http://www.motivcoach.co.za/
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Theory and Reflection in Coaching Practice 
 

 

 

 

 

 

 

By Lloyd 

Chapman 

Background 

This article is the first in a series of four 

articles on integrated experiential 

learning in coaching to be written for 

the COMENSA Newsletter. The first 

article focuses on Theory and reflection 

in coaching practice ð the need for 

coaches to reflect on the theory and 

perspectives informing their own 

practice, in order to enhance their own 

effectiveness and promote 

professionalism in coaching. It outlines 

the scientist-practitioner model as a 

basis for reflection on oneõs coaching 

practice, and describes how coaches 

can apply Kolbõs Experiential Learning 

Model to their journaling in simple yet 

powerful ways to enhance the value of 

their reflection. 

 

Coaches need to reflect on the 

theory and perspectives informing 

their practice, to enhance their own 

effectiveness and professionalism. 

Coaches should ask: Can I make my 

coaching model explicit? What 

philosophy, theory, application and 

experience underpin my work? Has 

my work been researched? If not, 

what evidence do I have to 

substantiate my claims? 

1. Are you a scientist-

practitioner? 

In their book The Modern Scientist-

Practitioner: A Guide to Practice in 

Psychology, Lane and Corrie 

(2006:48ð49) describe the 

scientist-practitioner role within the 

profession of psychology, 

suggesting that the scientist-

practitioner organises their 

reasoning around three domains: 

1. Purpose. In undertaking any 

enquiry it is vitally important to 

be clear about the journeyõs 

fundamental purpose. What 

results are the client and 

practitioner hoping to achieve? 

2. Perspective. The agreed 

purpose would include 

defining what the practitioner 

brings to the encounter: their 

models, values, beliefs, 

knowledge, philosophies, and 

limitations. 

3. Process. It is then possible to 

structure a process to 

undertake the work. What 

methods or tools can be used 

to achieve the desired purpose 

within the specified 

perspective? 

I believe the scientist-practitioner 

model is a good basis for 

establishing and defining executive 

coaching. If coaching is to develop 

into a profession, it is vital for 

coaches to develop critical 

reflection skills and apply them to 

the worlds of theory, science, and 

metaphysics we are actually 

working with. So I agree with Lane 

and Corrie that scientist-

practitioners must be able to make 

their perspectives explicit, for only 

then can they be held up for critical 

reflection. 

 

2. Reflecting on your personal 

journey 

Every coach is travelling on a 

personal journey towards 

practitioner expertise. It is 

important to reflect on this journey, 

and on oneõs practice as a coach, 

to fully develop professional ability. 

Reflect on your own experiences 

that contributed to your journey as 

a coach by journaling about them. 

In your own story you will discover 

the purpose, whereby clear 

boundaries can also be established 

for your work as a coach. You will 

discover the perspective that 

underpins your work. This will help 

you to define and structure a 

process to undertake the work you 

do. 

The first step is to start journaling 

as a discipline. Find a method that 

works for you: some people like to 

journal on their PC; others prefer to 

write on a collection of loose 

papers, or to use a voice recorder. 

What works for me is a hardcover 

journal and a pen; I find writing very 

cathartic. 

In addition, I would recommend a 

simple yet very powerful approach: 

applying the four adaptive learning 

modes of Kolbõs (1984:68ð69) 

Experiential Learning cycle to your 

journaling: 

· concrete experience: involving 

oneself fully, openly and 

without bias in new 

experiences; 

· reflective observation: 

observing and reflecting on the 

experience from many 

perspectives; 

· abstract conceptualisation: 

creating concepts and building 

logically sound theories from 

the observations; and active 

experimentation: using the 

constructed theories to make 

decisions and experiment with 

new behaviours and thoughts. 

According to Kolb, learning happens 

as a result of the interaction 

between these four modes. I will 

describe how to use each of them 

in reflecting on your own practice 

through journaling. 

 

(Continued on page 7) 



Theory and Reflection in Coaching Practice Continued 

2.1 Concrete experience 

Start by recording a timeline 

of your life, describing both 

the inner and outer events 

that come to your mind as 

you reflect. Include the story 

of how you got into coaching. 

Be objective as you record 

the events. Instead of holding 

the knowledge judgmentally, 

look at things in a new and 

fresh way. Journal whatever 

comes to mind. Write brief, 

factual descriptions of your 

most significant experiences. 

What were the major events 

in your life that had an 

impact on you? Moving to a 

new city; the death of a friend 

or family member; studying or 

ending your studies? 

 

2.2 Reflective 

observation 

This is the ability to observe 

and reflect on your 

experience from many 

perspectives. As you reflect 

on the chronological events 

that you have recorded, turn 

inward in reflection and 

journal whatever shines forth 

in consciousness. Whatever 

stands out and is meaningful 

for you is explored and 

reflected on. Reflect in 

particular on those events 

which contributed towards 

you becoming a coach. Was it 

due to an external event like 

being fired or retrenched; 

internal dissatisfaction about 

your own life; or through 

being coached? Keep asking 

yourself òWhy?ó ð why this 

event, or person, or 

circumstance? Also, reflect 

on the theories, practices, 

processes and toolsets that 

you have used in your 

coaching practice ð why do 

you use them and not 

others? 

 

2.3 Abstract 

conceptualisation 

This is the ability to create 

concepts and build sound 

theories from your 

observations. This is the 

point where you make explicit 

in your journal what you are 

trying to achieve in coaching. 

What is its purpose? In what 

context do you coach ð or not 

coach? Next, define your 

perspective, i.e. what you as 

coach bring to the encounter. 

This is where you synthesise 

all your concrete experience 

with the conceptual 

knowledge that you have 

gained over the years, to 

develop your own theory and 

practice about coaching. 

Having defined the purpose 

and perspective, it then 

becomes possible to 

structure a process to 

undertake the work. What 

methods or tools can be used 

to achieve your desired 

purpose within the 

constraints of your 

perspective? 

 

2.4 Active experimentation 

This is the ability to use 

constructed theories to make 

decisions and experiment 

with new behaviours and 

thoughts. This is where you 

go and apply your model and 

then continuously reflect on 

what you are doing. 

Journaling ð preferably daily 

ð becomes even more critical 

here. What was the concrete 

experience of the dayõs 

coaching? Describe what you 

experienced in the coaching 

sessions, then reflect on the 

experience. Did you stick to 

your methodology, or 

deviate? What worked or did 

not work? Did you learn 

anything new? Having done 

that, explore various angles 

and possible explanations to 

understand how it happened. 

Write down your working 

hypothesis of what is going 

on and why. Then think about 

what you are going to 

experiment with in the next 

session. What will you stop 

doing, continue doing, or try 

to do differently? 

 

3. Conclusion 

Journaling is a very powerful 

tool to make your thinking 

explicit and develop your 

critical reflection. I have often 

been asked how I developed 

an integrated theory and 

practice of coaching. The 

answer is simple: I re-read my 

(Continued on page 8) 

òIf coaching is to 

develop into a 

profession, it is 

vital for coaches 

to develop critical 

reflection skills 

and apply them 

to the worlds of 

theory, science, 

and metaphysics 

we are actually 

working with. ò - 

Dr Lloyd 

Chapman 
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Theory and Reflection in Coaching Practice 

journals. My experience and 

thinking have developed over many 

years, but I recorded them in my 

journals. For that I am indebted to 

one of my first lecturers for the best 

advice I have ever been given: òDo 

you want to continue growing and 

developing as a human being? In 

that case, keep a journal from 

tomorrow for as long as you can.ó I 

still journal, and my model 

continues to evolve. You can do the 

same. Good luck with the journey! 
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The next article 

 

The next article in this series will 

discuss how the theories of Wilber 

(Integral Model), Almaas (Diamond 

Approach) and Kolb (Experiential 

Learning Model) can help us in 

practical terms to understand the 

coaching needs of organisational 

clients. 
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Working with Process to Achieve Teamwork: the 

Focus of Gestalt-Based Team Coaching  
 

 

 

 

 

 

 

By Chantelle Wyley  
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(Coaching) 

 

 

The work of a team (what a team does / 

undertakes) is task related: strategic, 

operational, the monitoring and 

evaluation of outputs or outcomes. It is 

the raison dõ°tre of a teamõs existence. 

Teamwork refers to how the team 

interacts or engages with one another in 

pursuit of its task. It is commonly 

understood that good teamwork is 

necessary for achievement of task. This 

distinction between content or work of a 

team (the task, the what) and the team 

process (the how) are fundamental to the 

Gestalt approach to team coaching.  

 

Edwin Nevis, a leading theorist in Gestalt 

OD, is fond of saying: òéwe live our lives 

in the content. Itõs only when we get 

stuck that we turn to the processó. 

 

Teams who require / request team 

coaching are often òstuckó. Since they 

are the experts in their world of work, it is 

usually presumptuous of a team coach to 

intervene on the content level; it is rather 

our responsibility to competently delve 

into process.  

Observing and working with data, about 

own and client process, in the here and 

now, is the technical basis of a Gestalt 

practitionerõs work. Some refer to this as 

the ôscienceõ of Gestalt.  

Another technical aspect of Gestalt 

integral to team coaching is systems 

thinking. Observing team process is 

complex as there are so many systems 

involved: individual (intrapersonal, 

intrapsychic), two-person (interpersonal, 

dyadic), subgroup(s), whole group. 

 

An additional layer of complexity present 

in work teams is that there are always 

both strategic (task-related) and intimate 

(relationship-oriented) interactions at 

play, underpinning and overlaying 

leadership and followership 

engagements. 

 

The Gestalt Cape Cod Model for small 

systems interventions powerfully 

addresses the complexity inherent in 

team coaching. 1The model was 

developed by Sonia March Nevis and her 

team (Gestalt International Study Centre, 

Cape Cod, MA, USA), and is based on 50 

years experience in couple, family and 

small system therapy, extending its 

application to organisational systems.  

 

(Continued on page 9) 
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Working with Process Continued 

The CCM intervention òprotocoló is based 

on collection of process data by two 

coaches, observing a team at work from 

a position outside of the field of the 

client. Patterns and unusual expression 

in gestures, body language, phrase/word 

usage, voice tone, and emotional 

expression are sources of data revealing 

underlying process and collusion among 

team members. The coaches use this to 

elicit what is figural2, and present this 

(the ôartõ of Gestalt: using metaphor, 

imagery, artistic expression) to the team. 

The objective is heightening the teamõs 

awareness about their interactions, thus 

offering more choice for (different) 

actions. 

 

The process data and themes are 

presented in a distinctive way for 

maximum uptake: the coaches tell the 

team members what it is that they are 

doing well, their strength. This optimistic 

approach evokes energy in the team, 

which is then available for the coaches to 

explore what is un(der) developed, the 

cost of the strength. Negative criticism or 

pointing out weaknesses is avoided as 

this evokes helplessness, lethargy and 

further stuck-ness. This approach 

underlines the humanistic Gestalt 

principle that òevery human being is 

doing the best they can, in a given 

moment, with the resources available to 

themó. 

 

Once the team understands and is 

intrigued by their habits of interaction 

being revealed and acknowledged, the 

coaches invite the team to try different 

behaviour; client and coaches craft an 

experiment for this, which is immediately 

carried out by the client. Learnings are 

elicited, and closure carefully facilitated 

at the end of the session 

(acknowledgement, unfinished business, 

celebration, goodbyes). 

 

The Cape Cod model is simple to 

describe and difficult to practice. 

Avoidance of criticism and judgment and 

focusing on the positive is 

counterintuitive for most. In addition, the 

content of team sessions is often 

seductive: we may know something about 

the clientõs area of work (e.g. finance, 

(Continued from page 8) marketing, consulting) and are easily 

drawn into offering helpful (we think) 

suggestions. Especially seductive are 

team discussions about communication 

or relationships: it takes practice to 

identify this as the content of the session 

and to focus on process. 

 

The world of coaching has made a 

distinction between transactional and 

transformational coaching. Gestalt-based 

team coaching is deeply transformational 

as it surfaces the unconscious in 

relationships. It is relevant and deeply 

moving to use with South African teams 

engaged in transformation and diversity 

issues. These appear as habitual 

patterning around race, class, privilege, 

gender. The model provides for affirming, 

non-judgmental, situation-specific, 

supported work that encourages joint 

responsibility, choice, commitment and 

accountability. It avoids bringing in 

external, standardized norms around 

behavior, instead allowing for recognition 

of own internalized oppression and 

privilege, and providing choices for 

engagement with / learning from others, 

bringing into play new ways of being with 

self and others. 

 

New awareness on many levels of a team 

system is evoked by the Gestalt Cape 

Cod model, along with new process 

choice-points for behavior change. In 

turn, these unlock new possibilities 

(again at different levels of system) for 

productive action in terms of the 

strategic / task oriented content areas of 

the work of the team, hence this model 

achieves results in terms of productivity 

and delivery. 
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In 2007/8 25 South African group 
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trained in the use of the model for team 
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South Africa.  
2 The word òGestaltó translates as òfigureó, 
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By Dr Cecelia Rosa 

 

 

No business can avoid team activities 

as part of their ongoing functionality.  

The coach has the daunting task of 

getting existing teams to work 

harmoniously ultimately to reach 

higher levels of performance.  

Harmonious working together implies 

getting divergent personalities to 

communicate effectively, 

complement each otherõs thinking 

styles, identifying strengths and 

weaknesses in each of the members 

of the team and putting strategies in 

place to diffuse potential conflict 

which may undermine the success of 

the team. 

 

Zeus and Skiffington (2007) define 

group or team coaching as working 

with a number of people involved in a 

common focus, e.g. a project or 

maintaining the functions of a 

department.   

 

Groups are made up of divergent 

personalities and characters and 

conflict is bound to surface. It is 

therefore important that the coach is 

aware of and understands how the 

various personalities interact where 

the source of the conflict is likely to 

be.   

 

On the other hand, too much group 

cohesiveness can prove counter 

productive.  Janis 1982 in Baron and 

Byrne 2003, p509 state that ôonce 

groupthink takes hold in a decision-

making group, pressure towards 

maintaining high levels of group 

consensus overrides the motivation 

to evaluate all potential courses of 

action,õ and make the best decision.  

So the coach must be able to 

manage a certain amount of 

constructive conflict  which is 

necessary for innovation and change 

to occur. 

 

Baron and Byrne 2003, state that 

people in a group situation will take 

one of three approaches.  These 

include a cooperative orientation 

where they prefer to maximise the 

joint outcome; an individual 

orientation where they are more 

concerned about what is good for 

them; and competitive approach 

where the focus is to force their own 

wills down on others. 

 

Other factors which cause conflict 

include communication patterns and 

personal characteristics.  Type A 

individuals are highly competitive 

while Type B are less impatient and 

less confrontational.  Type B 

personalities may find Type A 

personalities overbearing, while Type 

A personalities may find Type B 

personalitiesõ laid back approach 

infuriating.  How can the coach 

anticipate the potential for conflict?  

Psychometric tests have their 

limitations.  Psychometric tests 

cannot tell whether the team 

member can be relied on to follow 

through on responsibilities, or 

whether the team member is over-

sensitive to criticism, or whether the 

team member is likely to treat his 

colleagues with disrespect, or 

whether the team member is likely to 

be argumentative, and many other 

traits. 

 

But an analysis of handwriting can 

certainly reveal these aspects of 

character. 

 

òHandwriting belongs to the field of 

psycho-diagnostics, the science of 

applied psychology. (Singer 1993, p 

39). 

 

Handwriting can give the coach a very 

good idea of personality and 

character.  The handwriting analysis 

identifies aspects of character which 

will complement each other in team 

members and areas which may 

cause conflict and thus undermine 

the success of the team. 

 

An analysis of a specimen of 

handwriting of each of the members 

of a team will give the coach a very 

sound idea of the type of people s/he 

is dealing with and how they will 

interact with each other and why they 

will interact in the way they do.  This 

knowledge will allow the coach to 

anticipate the best possible 

approaches to solving potential 

conflict amongst them or to facilitate 

harmonious interaction between 

quite different personalities.  

Coaching individuals on the type of 

communication each responds to 

most positively, what motivates each 

one, how to handle those character 

traits which may cause potential 

conflict, facilitates effective 

interpersonal interaction and 

ultimately cohesive teams. 
(Continued on page 11) 



Potential for Conflict in Teams: 

The Writingõs on the Wall continued... 

P A G E  1 1  C O A C H E S  A N D  M E N T O R S  O F  S O U T H  A F R I C A  

An analysis of the handwriting shown in 

Specimen A will reveal that the writer of 

specimen A may have difficulty interacting 

in a group situation.   

 

 

 

However, if one of the other team 

members is the writer of specimen B 

below, the writer of specimen A 

would be encouraged and inspired to 

do his best as the writer of specimen 

B is a natural manager and has the 

      ability to inspire and encourage his 

staff. 

 

 

The writer of specimen C tends to 

micro manage his staff 

 

If the writer of specimen D below 

were to be a subordinate of the 

above manager, he would 

experience a great deal of 

frustration as he has high energy, is 

quite wilful and knows how to take 

charge of himself.  But he also lacks 

discipline and tends not to finish 

             what he starts and doesnõt enjoy  

          routine. 

References 

Baron R. & Byrne D., 2003, Social Psychology, 10th ed, Boston, Allyn & Bacon 

Cohen, F & Wander D., 1993, Handwriting Analysis at Word ð how to use graphology for success in business, London, 

Thorsons 

Link, B,    Advanced Graphology, Chicago, Personnel Consultants & Publishers 

Sackheim K.K. 1990, Handwriting Analysis and the Employee Selection Process, New York, Quorum Books 

Whiting, E, 1989, Traitmatch, Pismo Beach, International Resources 

Zeus P & Skiffington S, 2007, The Coaching at Work Toolkit, North Ryde, McGraw-Hill Australia Pty Ltd 
 

Cecelia Rosa (Dr)  B.A., B.Ed (Vocational Guidance & Counseling); M.Ed (Psychology of Ed); D.Ed (Psychology of Ed); 

H.E.D.  (SACE)  Qualified Graphologist and teacher of handwriting analysis; Director of Graphanex ð Institute of 

Professional Graphology; mid-career counsellor; facilitator of life and study skills at the University of Johannesburg, 

freelance writer.  She can be contacted by email at info@graphanex.co.za 

(Continued from page 10) 

Handwriting 

can give the 

coach a very 

good idea of 

personality 

and character.   

- Dr Cecelia 

Rosa 

Contribute your articles for publishing in COMENSAnews.   

Contact the Editor at marketing@comensa.org.za for more information 

Specimen A 

Specimen B 

Specimen C 

Specimen D 

mailto:info@graphanex.co.za
mailto:marketing@comensa.org.za


Le Trein Bleu: Fundamentals for Team Greatness 

P A G E  1 2  C O A C H E S  A N D  M E N T O R S  O F  S O U T H  A F R I C A  

the team of which that individual forms 

a part. 

 

21 teams of 9 riders each set off from 

Cambrai at 5 minute intervals with the 

USPS team having the honour of 

starting last. 

 

The rules of the TTT determine that 

each teamõs finishing time (which is 

credited to each individual in the team) 

is recorded according to the time of the 

5th rider across the finishing line. 

 

When the penultimate team crossed 

the finish line, about 10 seconds 

separated the top 4 teams to have 

completed the TTT by then and about 5 

minutes separated first to last.  A short 

while later the so-called òBlue Trainó (le 

trein bleu, as they are called in France) 

of the USPS team cruised around the 

final bend, crossing the line an 

incredible minute and 8 seconds 

ahead of the 2nd fastest team, 

catapulting LA in to the yellow jersey 

and a comfortable lead over his 

nearest rival. 

 

So what is it that makes òle trein bleuó 

such a great team?  And are cycling 

teams any different from other teams 

in the sporting and business world? 

 

Letõs start with the first question.  I 

believe that there are some 

fundamentals to team performance 

without which teams donõt fire on all 

cylinders.  The USPS team sticks to 

these fundamentals.  There are also 

some additional requirements (add-

ons) that turn good teams into great 

teams.  The add-ons evolve from time 

spent building the team.  They donõt 

happen automatically when a team is 

put together, but they arise over time 

and are eventually the glue that holds 

the team together. 

 

The Fundamentals and Principles of 

team creation 

 

1. The team must share a common 

vision 

 

I donõt know what the USPS vision is, 

but I would not be surprised if it was 

something like: òTo help our team 

leader to win the TDF a record number 

of timesó or òTo be the greatest cycling 

team the world has ever seenó.  

Armstrong himself says simply that the 

team is "looking for the perfect ride".  

The vision needs to be big and powerful 

enough for everyone to be excited by it.  

Any individual visions or aspirations 

must align completely with the overall 

team vision or else the opposing forces 

of differing visions will pull against 

each other. 

 

2. The team must have obtainable 

and measurable goals 

 

Yes, the USPS team has the goal each 

year of getting their leader onto the 

winnerõs podium of the TDF, but within 

that larger goal they have a great 

number of other goals which include: 

¶ win the TTT 

¶ cycle around Lance Armstrong to 

keep his legs fresh 

¶ protect Armstrong from being 

involved in an accident 

¶ launch Armstrong to win particular 

stages where he is considered 

strong 

¶ defend Armstrongõs lead 

 

Every goal is carefully planned and 

strategised because, unless each and 

every goal is achieved, the greater goal 

cannot be achieved and the vision 

cannot be pursued. 

 

3. Employ competent people to do 

the job 

 

The USPS team has some great riders 

with the likes of George Hincapie, José 

Azevedo, Floyd Landis and a number of 

others.  In the last 2 years they have 

lost Tyler Hamilton (4th in the 2003 

TDF) and Roberto Heras who now each 

lead their own teams.  However, they 

do not have the top rider in every type 

of riding (e.g. the top sprinter) or, other 

(Continued on page 13) 

 

 

 

 

 

 

 By Andrew Pike 

 

 

"To me the definition of a team is a 

group of people who share the same 

aim, experience and values."  LANCE 

ARMSTRONG 

 

The 4th stage of the 2004 Tour de 

France (TDF) saw the riding of the 65 

km Team Time Trial (TTT) from Cambrai 

to Arras in bucketing rain. 

 

At the start of the stage Lance 

Armstrong, leader of the United States 

Postal Service-Berry Floor (USPS) team 

and 5 times previous winner of the 

TDF, was lying 5th overall.  Close on his 

heels were his ex-teammates, Tyler 

Hamilton and Roberto Heras, both 

seeking to topple the king and their 

one-time leader from his throne.  Also 

in the mix was the great German rider, 

Jan Ullrich, one time winner of and five 

2nd places in TDF. 

 

The TTT is a critical stage in the TDF 

because it gives rivals in the individual 

competition an opportunity to get away 

from their opponents, who no longer 

have the benefit of tracking each other 

in the big groups of riders which 

characterise the TDF. 

 

Fundamental to the advancement of 

any one individual in the TDF by means 

of the TTT is the overall performance of 
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than Armstrong, a plethora of past 

winners of the TDF.  They simply have 

highly competent, reliable specialists in 

the different areas they need who can 

do the job required. 

 

4. A team requires a single strong 

leader 

 

On any basis Lance Armstrong qualifies 

as a strong leader.  As a five time past 

winner of TDF, his pedigree as a cyclist 

is unquestionable. However, when I 

look at his overall apparent ability to 

integrate with and motivate his team, 

he shows the attributes of a complete 

leader. 

 

Like other great leaders such as Martin 

Johnson (England rugby captain, 

winning squad World Cup 2003), Sir 

Ernest Shackleton (polar explorer) and 

John Eales (Australian rugby captain, 

winning squad World Cup 1999), 

(Continued from page 12) Armstrong demonstrates a number of 

necessary traits.  These include: 

 

¶ He leads by example and does his 

share of the work.  Lance 

Armstrong probably trains harder 

for the TDF than any other rider (± 

80 000 km per year).  In the 

closing stages of the TTT, he was 

doing 3-4 times more work than 

anyone else in the team by 

spending longer periods at the 

front. 

 

¶ He communicates all the time with 

his team mates, encouraging 

them, motivating by 

encouragement and demonstrating 

the fruits of their work through his 

own success. 

 

¶ He assumes total responsibility for 

the team, cares for them and 

shows accountability to the team 

for his own performance. 

 

¶ He spends hours strategising with 

the team tactician/director and 

dictates the adherence of the team 

to agreed strategies. 

 

¶ He pays impeccable attention to 

detail. 

 

¶ He shows optimism and positivity 

in the face of adversity, even when 

heõs having a bad day on the bike. 

 

¶ He carries the task of the teamõs 

vision aloft, ensuring that it 

remains alive in every heart 

 

¶ He is decisive and aggressive when 

necessary. 

 

5. A team needs good management, 

infra-structure and resources. 

 

Johan Bruyneel, as team director and 

tactician of the USPS team, comes out 

of the top drawer.  He is a master of 

strategy and ensures that the team 

wants for nothing.  In terms of 

resources, the team gets whatever it 

needs from top of the range Trek 

bicycles to customised  aero-dynamic 

helmets and gear.  The physios, 

mechanics, coaches like Chris 

Carmichael and the other resources for 

the team are all excellent and 

indispensable in ensuring that the 

team can operate with zero-defect. 

 

6. Every team member must show 

total commitment to : 

 

The vision 

The goals 

The leader 

Each other 

 

This commitment is graphically 

illustrated daily by the USPS team.  The 

3rd stage of the 2004 TDF saw a fully 

committed charge by the team to the 

front of the peleton (the main group of 

riders) to ensure that they reached a 

dangerous cobbled section of road first 

and minimised the chances of any of 

them (particularly Armstrong) from 

crashing.  At the end of the TTT the 

leader of the USPS team at that time 

slowed just before the finish line to 

usher Armstrong across it first, 

although it made no difference to his 

time or overall position.  

 

Armstrong himself pays bonuses to his 

team out of his own pocket, over and 

above what they receive from their 

sponsors.  The daily hours of training 

which they do together illustrates this 

commitment to the vision. 

 

7.Team members need to be selfless 

 

When a team commits to a common 

vision and goals, the wants and needs 

of the individuals need to be aligned 

with and subordinate to the vision and 

goals.  If not, opposing forces start 

working against each other.  Nothing 

illustrates this better than to see USPS 

(Continued on page 14) 
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team members toiling away and 

spending their bodies to ensure that 

their leader's legs remain as fresh as 

possible until he needs to commit his 

body to the final push that matters. 

 

8. A team needs a strategy and plans, 

which are : 

 

¶ Clear and effective 

¶ Known and understood by all team 

members 

¶ Thoroughly rehearsed as far as 

possible 

¶ Capable of being changed if 

circumstances demand it 

 

The USPS TTT strategy and plan was 

clearly to win the TTT by riding as hard 

as they could, ensuring that all 9 riders 

stayed together (to ensure maximum 

sharing of the workload) and riding in a 

particular pace-line formation to ensure 

that the wind was broken to maximum 

effect for the group and that no 

individual did too much work at the 

front.   

 

As the stage played out, USPS were 

only 5th fastest through the 1st time 

check at 19 km.  I believe that they 

changed their plans and decided to 

ride the first section more slowly 

because of the dangerous wet 

conditions.  This would minimise the 

risk of an accident and ensure that the 

team stayed together.  (Some of the 

teams which had had crashes then had 

to wait for valued rides to catch up.)   

(Continued from page 13)  

The second unscheduled change in 

plans was when a young and less 

experienced team member, who had 

crashed the previous day, fell off the 

pace-line early on.  Although every 

team aspires to finish with their full 

complement, a decision was clearly 

made to cut Benjamin Noval loose and 

count on the strength of the remaining 

eight riders.  Save for those two 

changes, the plan worked to perfection.  

The pace-line pattern ridden by the 

USPS team was a model of perfection, 

at no time showing the raggedness of 

some of the other teams as they 

flagged.  And so a plan came together. 

 

9. A team can have no passengers, 

but must be able to make do if any 

member falters. 

 

As illustrated above by the winning of 

the TTT with only 8 riders. 

 

 

10. The team is only as strong as its 

weakest member 

 

As illustrated above, the USPS team 

could have gone even faster if 

Benjamin Noval had been stronger and 

able to stay with the team 

 

The additional factors (the add-ons) 

leading to greatness 

 

There are 4 other elements or ôadd-

onsõ which make good teams great.  

These can only evolve once the team 

has been constituted.  They are: 

 

11. Teams thrive on mutual support 

and encouragement 

 

In the same way as geese honk their 

encouragement to each other when 

airborne, so teams get stronger when 

the members can feed off each otherõs 

support and encouragement.  Every 

successful team that I have ever been 

a part of has displayed this 

characteristic.  USPS is no exception 

from what I have seen. 

 

12. Teams must spend time together 

 

The USPS team has gone from good to 

great over the years with the use of the 

team and team ethic remaining the 

same.  The great 2003 England rugby 

team played together for at least 4-5 

years, as did the winning 1999 

Australian rugby team.  Rowing, cricket, 

football, workplaces. There is almost no 

exception. 

13. Team members must trust each 

other unconditionally 

 

Trust only evolves out of time spent 

together and team members 

demonstrating their count-on-ability.  If 

a team member is not accountable to 

his team mates for his actions and 

cannot be counted on to do his bit, he 

has no place on the team. 

 

 

14. Team members must subscribe 

unconditionally to at least the 

following values: 

 

¶ Commitment 

¶ Loyalty 

¶ Selflessness 

¶ Accountability 

¶ Responsibility 

¶ Mutual support 

¶ Mutual respect 

 

In response to the second question as 

to whether the above traits apply only 

to cycling teams, unarguably the 

answer is no. Every team in any context 

requires the fundamentals and the add

-ons.  There may be a change in 

emphasis or balance in different 

contexts, but essentially every team 

functions the same way, responds to 

the same stimuli and is motivated by 

the same factors. 

(Continued on page 15) 
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Greatness rarely arises in teams 

overnight.  However, if the fundamentals 

are adopted in initiating the team and 

the add-ons flow from the team actions 

and time spent together, greatness must 

surely follow. 

 

(Continued from page 14) "Pro athletes talk all the time about 'my 

game'.  But your game doesn't belong 

to you when you're on a team ð there's 

no such thing as 'my' game, there is 

only the game.  Your effort belongs to 

your teammates and theirs belongs to 

you, and they're inextricable." LANCE 

ARMSTRONG 

 
Andrew Pike is an executive, career and life 

coach accredited with the More to Life 

organization.  He is also an attorney, 

Contribute your articles for publishing in COMENSAnews.   
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By Jo Hazelhurst 

 

A few months ago, I discussed the idea 

of coaching business owners and 

company leaders with the chief 

financial officer of one of the local 

parastatals.  

 

"Actually we only look at coaching for 

our managers. Our chief executive 

believes that if you still need 

development, you shouldn't be an 

executive," was his response.  

 

My jaw dropped wide enough to 

swallow an elephant.  

 

I became curious as to why leaders 

may not perceive coaching for those in 

the top echelons as a worthwhile 

investment. Perhaps the easy entry into 

coaching means it can lend itself to 

abuse and is still a misunderstood 

development tool.  

 

Yet, according to The Global Coaching 

Client Study released in June by The 

International Coach Federation (ICF), 

the average return on investment for 

coaching people at the top of a firm's 

structure is 700 percent. Nineteen 

percent of people who use executive 

coaching reported a 5 000 percent 

return on investment.  

 

But this particular chief executive was 

not arguing that coaching is not a 

valuable investment - only that 

executives should not need it.  

 

Then, recently, I was talking to a 

psychologist associate about some of 

the challenges my "soft me" has when 

negotiating financial deals with 

business leaders. According to her, 

people who are highly successful in 

business, especially at a young age, 

usually have a tendency towards 

narcissism.  

 

This can take the kind of ambition that 

will do whatever it takes without too 

much thought about the other person's 

needs or long-term consequences. This 

person is usually so confident that they 

begin to believe that they really are 

superior to others. They come with an 

ego that doesn't allow for the 

vulnerability required to say "I may be 

really great at what I do, but there is so 

much more to discover."  

 

The Harvard Business Review Report 

2009 on "The Realities of Coaching" 

reports that if executives don't believe 

they have a need to change or are 

unwilling to look inside themselves, 

coaching is unlikely to succeed.  

 

It suggests that leaders who are 

resistant to coaching may have 

"behavioural challengesé that include 

narcissism, deep resentment, a sense 

of resignation, and very serious self- 

esteem issues".  

 

If best-selling author Malcolm Gladwell 

has any credibility then his assertions 

in a piece published in the latest 

edition of The New Yorker, that the 

financial crisis is more due to big egos 

than anything else, must be 

considered.  

 

I do wonder what might have been 

different if everyone involved were 

willing and ready to listen and learn 

something new? Would they still have 

been motivated to choose short-term 

gain even in the face of such long-term 

damage?  

 

In my own experience, South African 

businessmen and women have a 

budding desire to develop themselves. 

They may sometimes be unsure of the 

best way to do it. Coaching is only one 

avenue; leadership programmes, 

mentoring and therapy are other 

options available.  

 

To explain coaching, I like to draw from 

the Kolbe Strengths Learning Model. 

Coaching can assist you to integrate 

your emotions, values and beliefs 

(Continued on page 16) 

consultant and trainer of business and soft 

skills.  Andrew is the author of òPeople 

Risks: a people based strategy for business 

successó, Penguin Books 2001.  Andrew is: 

Proprietor of Andrew Pike Coaching 

(www.andrewpikecoaching.com) 

Director of A-Cubed Consulting (Pty) Ltd 

(www.acubed.co.za) 

Partner of Van Velden Pike & Partners, 

attorneys (www.vanveldenpike.com)  
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with your personal values and 

mission, and that of your 

organisation. It also assists 

executives to increase well-

being in all life areas.  

 

According to a 2001 study of 

Fortune 1000 companies that 

have used executive coaching, 

benefits included an 

enhancement of working 

relationships with clients, 

managers and team members, 

less conflict within the team and 

a higher performance all round.  

 

For the organisation, figures 

showed an increase in 

productivity by 53 percent; 

bottom line profitability by 22 

percent; customer service by 39 

percent; retention of senior 

people by 32 percent; and a 

reduction of costs by 23 

percent. 
 

Jo Hazelhurst coaches executive 

leaders and teams. Send questions to 

www.kalavati.org/contact-us.html or 

084 500 2292 . This article was 

originally published in the Business 

Report 30 July 2009 
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òThe average 

return on 

investment 

for coaching 

people at the 

top of a 

firm's 

structure is 

700 

percent.ó - 

The Global 

Coaching 

Client Study, 

June 2009 

(ICF)  

(affective capacity) with your 

skills, knowledge and 

experience (cognitive capacity) 

as well as your strengths (talent 

and instincts) in the service of a 

tangible purpose that is in line 

(Continued from page 15) 
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CHAIRMAN OF THE SUPERVISION PORTFOLIO 

COMMITTEE 

GARY VILJOEN   

gary@humanworks.co.za  

SUPERVISION 

Portfolio 

Committee 

DONõT FORGET 

You can LOG IN and download 

the COMENSA logo with the 

words òA registered member ofó 

for use on your business cards, 

in corporate stationery and 

brochures, and on websites or in 

emails from the membersõ 

section of the COMENSA 

website. 
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By John Paisley 

 

On 15th August, members of CETASA 

(Coach Educators and Trainers 

Association of SA) created a framework 

which might well become a global 

benchmark for assessing coach 

training and development.  The process 

is the result of years of pioneering 

work, including building trust among 

stakeholders who are natural 

competitors. 

 

CETASA, now an òindependentó body, 

grew from CTASA, which was a SIG 

within COMENSA.  Members of CETASA 

ð who are all coach education and 

training òschoolsó - have been meeting 

for more than 4 years to discuss 

standards and processes of coach 

development in SA.   

 

As a huge generalisation, coach 

schools could be divided into 2 camps 

( and there is a continuum in between 

the extremes).  On the one side were 

those who believed they were involved 

in coach education with an academic 

flavour and with programmes of long 

duration.   On the other side were those 

who represented coach training, which 

was of short duration, non academic 

and largely experiential. 

 

On the 15th August, Craig OõFlaherty 

challenged us to deal with the 

òelephantó in the room. How could we 

get the two groups to find a way to 

speak to each other without being 

threatened or without superiority?  

Could we develop a framework which 

would allow both ends of the 

continuum to find our place, with what 

we offered. 

 

The group brainstormed and has come 

up with a model/framework that may 

have global application for assessing 

coach training and development. 

 

The framework is based on 2 axes, 

both of which are continuums. 

One axis is time, in notional hours.  This 

would measure how many notional 

hours were involved in the coach 

training. This òmeasurementó would 

enable us to align our programmes/

courses with SAQA requirements. As an 

example, 1200 notional hours are 

required for a Certificate (NQF5) level 

qualification. 

 

The other axis measures complexity: 

from simple to very complex.  This 

would align to the simplicity or 

complexity of the material/knowledge 

dealt with in a coach development 

programme.  There is a correlation 

between time and complexity ð 

generally more time is needed to 

master more complex material. 

 

Between the two axis, we were able to 

map 4 òareas of developmentó that we 

believe are required by a coach: 

Skills or competencies: what are the 

core competencies of a coach? Are 

they practiced and can they be 

assessed at different levels? 

 

Knowledge: what knowledge is 

required by a coach, at what level and 

how is this assessed? 

 

Awareness: what awareness's are 

required by a coach and how will these 

be developed and assessed? 

 

Experience: what experiences would a 

learner coach require in order to 

develop as a coach.  What experiences 

are included in the programme? 

 

Now comes the hard work ð populating 

the framework so that it can be used by 

the coach schools to assess our work 

and to undergo peer review to improve 

our standards. 

 

The framework will also enable 

prospective students to assess the 

offerings of each school. 

Contribute your articles for publishing in COMENSAnews.   

Contact the Editor at marketing@comensa.org.za for more information 

Skill

Competence

Knowledge

Awareness

Experience

TIME
Notional hours

C
O

M
P

L
E

X
IT

Y

25 500 1200

Cert

2400

Dip

3600

Masters

Less

More

Draft Diagram of a framework for assessing coach development programmes 

mailto:marketing@comensa.org.za


P A G E  1 8  C O A C H E S  A N D  M E N T O R S  O F  S O U T H  A F R I C A  

Contribute your articles for publishing in COMENSAnews.   

Contact the Editor at marketing@comensa.org.za for more information 

A Team Effort 
By Matt Shelley (Chair of the Ethics 

Committee) 

 

Earlier this month the COMENSA Ethics 

Committee took part in an Ethics 

training session with Professor Charles 

Malcolm.  One of the most unexpected 

aspects of this training was the extent 

to which engaging with ethics actually 

brings up the passion we all feel for 

coaching as a discipline and a 

professional calling.  Ethics is so 

closely interwoven with our desire to be 

professional in every coaching 

engagement we have.   

 

I believe we all have a natural drive 

known as Verido: a search for truth 

(veritas) that is akin to sexual drive 

(libido). We feel more alive and on 

purpose when we engage with and face 

all the ethical issues that sit in the 

back of our minds. Often it is easy to 

fall back into the habit of a vague self 

critical fear of having done something 

wrong and then suppress it or keep it 

to ourselves. The challenge is for us to 

face and seek the truth for ourselves 

and the freedom of action that 

accompanies such openness. It is so 

like the process of coaching itself and 

so much supports professional and 

free action of the coach. 

 

Ethics in coaching is not simply a 

punitive process based on a code of 

agreed absolutes: there are degrees of 

approach and an opportunity for us to 

model a more cooperative coaching 

style to how we resolve ethical dilemma 

and disputes. In this spirit we have 

come up with a combined MODEL! We 

are coaches after all. 

 

During the training Charles suggested 

that we use the Ethical Decision 

Making Process described by Sharon 

Anderson and Patrick Williams in Law 

and Ethics in Coaching (2006).  He also 

described his own Potjiekos model for 

resolving ethical dilemma. As a team 

we suggested that we combine these 

two models including the most valuable 

elements of both approaches.  We are 

Back Row (Left to Right): Stiaan van der Merwe, Steve Dold, Jody de Reuck 

Front Row (Left to Right): Joanne Searle, Matt Shelley (Chair), Natalie Vlismas 

COMENSA  Code of Ethics 

Do you remember signing the Pledge 

when you became a member of 

COMENSA? 

In doing so, you committed to the 

COMENSA Code of Ethics and are 

subject to the Ethics Complaints 

Procedure. 

If you want to know more, contact 

the National Chairman of the Ethics 

Portfolio Committee 

MATT SHELLEY   

mattshelley@telkomsa.net  

ETHICS 

Portfolio 

Committee 

in the process of developing this 

combined local/international model 

together and we will keep you updated. 

 

We really benefited from meeting 

together for two days as a team with 

the wisdom of Prof Malcolm to guide 

us. It has given us a real impetus and 

we are all very grateful to Charles for 

his efforts. We have drawn up a 

framework of 18 different options we 

have for promoting the ethical practice 

of coaches and coaching clients.  

Developing the model is one of these 

and from this we would also like to 

focus on another option.  

 

We would like to promote the use of 

the model by all coaches, clients and 

training schools.  We intend to adjust 
(Continued on page 19) 
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the COMENSA complaints 

procedure so that this model is 

used as a common facilitative 

language. The model can be 

used by coaches in their day to 

day reflective practice. It can be 

referred to by coaching 

supervisors as they support 

coaches in maintaining their 

standards. Training schools can 

support this initiative by 

teaching the model in an 

experiential way and relating it 

to the ongoing self awareness 

discipline essential for all 

coaches.  

 

We can use the model to 

promote the use of a common 

language between Life and 

Business coaches, mentors and 

coaches, coaching supervisors 

crossing over from psychology 

supervision, Local and 

International coaching bodies 

(ICF and COMENSA) and most 

essentially between coachees, 

client companies and coaches. 

 

Entering and resolving an ethical 

dispute process could be a far 

more fruitful experience for 

coaches and their clients. A 

common language can promote 

a more respectful and 

restorative dispute resolution 

process and frees us all to 

explore and act on our natural 

truth drive or Verido. We invite 

you to join our team in 

promoting and practicing a 

common facilitative approach to 

ethical dilemma resolution. 

Contribute your articles for publishing in COMENSAnews.   
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òWe all have a 

natural drive 

known as 

Verido: a 

search for truth  

(veritas)ò 

- Matt Shelley 

Research in Coaching and Mentoring - whatõs 

happening in South Africa? 

By Emma Tyrrell, Chair of the Research 

Portfolio Committee 

 

The beginning of September saw 

committed and curious coaches 

attending the ôGlobal Coaching 

Communityõ Practitioner Research 

Workshops in Cape Town, Johannesburg 

and Durban.  These coaches are ôPod 

Leadersõ, and will be leading 

practitioner research projects in 

coaching within different sectors of 

South Africa.  The ôPodõ projects form 

part of the activities leading up to the 

GCC Rainbow Convention in South 

Africa in September 2010.  

 

Dr Annette Fillery-Travis from the UK, 

renowned practitioner research 

specialist, flew to South Africa and 

volunteered her time to facilitate the 

workshops and dispel myths around 

research.  I attended the workshops, 

and by the end of two days we realised 

that most of us do research as part of 

our practice as coaches anyway!  As 

reflective practitioners, we are 

conducting a systematic inquiry, itõs 

time to share this within our community 

and build the body of knowledge of 

coaching.   

 

Annette shared with us the 

methodologies and techniques of 

research, and helped us to make it real, 

accessible and applicable to our 

everyday practice.  She started the 

workshop with two powerful questions: 

 

¶ What type of research do we as 

practitioners actually like? 

 

¶ What was the last piece of 

information that made you change 

your practice?  Consider the 

characteristics of that information, 

what was it that made you think - ôI 

am going to modify what I do 

because of thatõ.   

 

This inspired us to think of what kind of 

information we would like to produce.  

Research became real and personal, 

about topics that we are passionate 

about, what we would like others to 

access and make a difference in their 

practice.   

 

Globally, coaching is still developing as 

a profession, so practitioner research 

has a crucial role to play in mapping the 

territory, as we are still finding out about 

the boundaries of coaching, so we need 

exploration into what practitioners are 

actually doing.  Annette shared the 

following quote with us: 

Phillips (1993) noted that considering 

only traditional scientific methods 

(experimental and objective modes of 

theory testing) as legitimate methods of 

inquiry results in òa one-way relationship 

between science and practice, with 

practitioners being assigned a 

secondary role as appliers rather than 

contributors of knowledgeó (p. 29). 

Phillips further stated that as long as 

science is narrowly defined, researchers 

will òtend to confine themselves to a 

(Continued on page 20) 
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limited class of problems, using 

research approaches that are not well 

suited to the examination of actual 

practice problems and the uncertain 

contexts of practiceó (p. 29). 

 

There is a place for academic, scientific 

and practitioner research in coaching - 

which one are you going to contribute 

to?  We will be offering Practitioner 

Research Workshops to all COMENSA 

members, in February 2010, so watch 

this space for further information!  If 

you have any current queries, please 

email me: 

emma@thecoachingcentre.co.za 

 

(Continued from page 19) Penny Abbot from the COMENSA 

Mentoring Special Interest Group has 

recently compiled a list of mentoring 

research that has occurred in South 

Africa since 1999.  To access this list, 

check out her website 

www.mentoring.co.za and go to the 

research page.  Thanks for this 

resource Penny!   

 

Resource: 

 

Phillips,B.N.(1993). Challenging the 

stultifying bonds of tradition: Some 

philosophical, conceptual, and 

methodological issues in applying the 

scientist-practitioner model. School 

Counseling Quarterly,8, 27-37.  
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Thereõs a New Vice in Town! 
COMENSA Exco gratefully thanks Elta 

Boshard for 4 monthsõ energetic, 

passionate and dedicated service to 

the organisation in the role of Vice 

President.  Elta regretfully resigned 

from her position in mid-September 

2009  (refer Clause 9.1.3 (a)(iii) of 

the COMENSA Constitution) . 

At the Exco Meeting held in 

Johannesburg on Monday 28th 

September 2009, Harry Welby-Cooke 

was appointed by Exco from among 

the candidates who submitted their 

CVõs to fulfil the role of Vice 

President.   

The appointment was carried out in 

accordance with Clause 9.1.3 c of 

the COMENSA Constitution.  

ExCo is pleased therefore to officially 

introduce the new Vice President of 

COMENSA, Harry Welby-Cooke.  The 

role of Vice President is vital to 

COMENSA as it entails co-ordinating 

the activities of the Portfolio 

Committees, Special Interest Groups 

and Chapter Committees.  The Vice 

President is the spark that keeps the 

COMENSA engine alight and requires 

a tremendous amount of energy, 

time, and diplomacy. 

We wish Harry well in his new role 

and look forward to seeing who steps 

into his shoes as GAUTENG Chapter 

Committee Chairperson 

HARRY WELBY-COOKE 

COMENSA  National Vice President 
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