
DON’T FORGET 

You can download the COMENSA logo 

with the words “a registered member of” 

for use on your business cards,  

in corporate stationery and brochures, 

and on websites or in emails  

from the members’ section of the 

COMENSA website. 

 How we handle our administration 

and systems 

 Our membership criteria and 

standards of competence 

Opportunities we create for our 

members to engage with and get 

involved in issues that are of interest 

or concern to them. 

This transformation depends heavily 

on the participation of our members – 

members are the driving force behind 

our transformation. An active and 

robust membership will keep your 

professional body looking forward to 

the next step in its transformation. It 

will prevent complacency and resting 

on laurels and will result in the 

accelerated transformation of 

COMENSA into a world-class 

professional body. 

By Belinda Davies, 

President of 

COMENSA 

The one thing that all 

coaches and mentors 

have in common is their 

“relationship” with 

transformation. Whether 

you are a life coach, a vocational mentor, 

and executive coach, a sports coach, a 

mentor to coaches, your central theme is 

transformation. The organizations and 

individuals we work with either want to, or 

are compelled to transform, due to 

business, political, economic and life 

pressures that require them to change 

how they do business, who is involved in 

doing business, how they behave and how 

they lead.  

This transformation tends to be 

uncomfortable – a bit like a snake trying 

to shed its skin. The individual or 

organisation has to wrestle, and wriggle 

and rub up against rough surfaces until it 

sloughs off the old skin and the new skin 

can emerge. Unlike the snake, which is 

committed to going through with the 

process, many organisational and 

personal transformations stall when they 

become just too uncomfortable. This is 

when one hears complaints of “we‟re 

trying so hard and…” and there is the risk 

of just giving up and allowing things to go 

back to where they were. This is the time 

when coach/mentor and client can feel 

defeated and frustrated.  

The challenge is to keep on keeping on – 

looking for small victories that indicate 

that we are succeeding and making 

progress. As with all things, what you 

focus on expands. If we can focus on and 

place under the spotlight every small 

victory, we can create an expanding sense 

that we are succeeding. Every success on 

the road to real transformation is worth a 

celebration. Nothing is insignificant. It 

reminds me of the client who first gave 

me feedback on the “disastrous” slip-ups 

she had made in her practice (there were 

two!) before minimizing a list of five rather 

significant wins! Our job is to keep out 

clients aware of their successes – since 

these will breed more successes. 

As coaches and mentors we are 

challenged by being constantly in 

transformation ourselves – our reflective 

practice is in pursuit of this. We are doing 

the work, wrestling with ourselves and 

how we show up, and sloughing off our 

old skins in pursuit of excellence in our 

professions and growth as individuals. 

COMENSA too is an organisation in 

transformation – from a fledgling 

organisation to something that is 

increasingly robust and substantial. This 

is a process that requires constant 

reflection on and changes to such things 

as: 

 Benefits we provide to our members 

 How we communicate with our 

members and reach potential new 

members 

Celebrating Small Victories 
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South Africaõs Premier Association for  

Coaches, Mentors and People Developers 

Join the Social Networking RevolutionñJoin the COMENSA Group on LinkedIn (www.linkedin.com) 

Advertise your coach specific product or event  in the COMENSAnews Market Place.   

Contact the Editor for advertising rates: megan@business-zone.co.za 

http://www.linkedin.com
mailto:megan@business-zone.co.za
http://www.comensa.org.za/


Celebrating Small Victories continuedé. 
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You may be increasingly aware of 

our efforts in relation to the first 

two points above, now that we 

have Megan Hudson on board. 

Our administration system has 

been overhauled and is getting 

better and better every day. The 

Membership Criteria and 

Standards of Competence 

Committee have embarked on the 

second phase of developing 

criteria and standards in respect 

of coach and mentor training. The 

Supervision and Research Special 

Interest Groups are hard at work, 

and the Mentoring SIG is up and 

running. So be part of our 

transformation – get clear on your 

area of special interest and get 

involved. Sometimes it will be 

hard work, often it will be a lot of 

fun, but it will always be worth it 

because of the many small and 

great organisational and personal 

successes that we are enjoying 

along our journey. As I get into the 

second year of my term as 

President I am looking forward to 

engaging with increasing numbers 

of members who have decided to 

roll up their sleeves and get 

involved – and I am looking 

forward to a fantastic 12 months 

in which COMENSA grows and 

becomes more of what it can 

become! 

entertaining, or emotional (or any 

combination of these). 

As a start, meetings and 

presentations are a great way to 

showcase your verbal identity. 

Whether you‟re leading or 

contributing to a meeting, 

developing a plan for what you 

say will help you come across as 

relevant, distinct, consistent, and 

memorable (and maybe even 

entertaining!). Whilst I love the 

South African accent, oftentimes 

our dialect and our constant Ja‟s 

can detract from our message.  If 

necessary, consider taking public 

speaking courses to enhance your 

spoken word.  

And how about your name? Does 

it add to or detract from your 

brand‟s verbal identity. Is your 

name very common? (If you are 

coach Joe Blogg, could you add a 

middle initial to become Joe S. 

Blogg?). Are you a woman whose 

name sounds fine, but your 

husband‟s last name doesn‟t 

sound as good with your first 

name as your maiden name 

sounds?  How will transforming 

your name impact on your brand? 

Think of some people who have a 

strong, positive verbal identity 

that fits their brand well. Study 

them. What else can you pick up 

to make your brand‟s verbal 

identity relevant, distinct and 

consistent? Just as a product 

tells us something about its 

brand's verbal identity through 

written and spoken words in 

advertisements and directly on a 

product's packaging, so do we 

tell the world something about 

our personal brand through the 

words we write (yip, even our 

emails) and speak. Transform 

your personal brand's verbal 

identity so that your brand 

speaks great volumes about who 

you are and the value you bring 

to a business. 

 

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 

Have you ever 

heard of a 

“verbal identity”?  

Brand managers 

have and they 

take it pretty 

seriously.  Our 

Verbal Identity is 

both the written 

and spoken words that relate to a 

product - messages that are 

offered to us with the intention of 

enticing us to buy.   

Branding yourself also involves 

creating a verbal identity.  Your 

brand messages come together 

in: 

 the names & titles you give 

your ideas & projects 

 your voice 

 your name 

 your title 

 messages or sound bites 

used to back up your projects 

and ideas 

 anything you say at meetings 

or presentations 

Similar to a product, your 

personal brand‟s verbal identity 

needs to be relevant, distinct, 

consistent, memorable, 

“Does your 

name add to, 

or detract from 

your brand‟s 

verbal 

identity?” 

Michelle Clarke 

Michelleõs Top Tip for Making the MOST of your COMENSA Membership:   

Transform Your Brand by Transforming Your Verbal Identity 

http://www.motivcoach.co.za/


COMENSA: Coming of Age 
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by Megan Hudson, 

COMENSA  

Marketing & PR 

 

In the last few months, 

we have been 

surrounded by 

transformation and so I 

thought it would be appropriate to 

celebrate it.  We have a new political 

dispensation in parliament, some of the 

ministries have been completely 

overhauled and there seems to be a 

sense of transformation permeating the 

higher echelons of power. 

Globally, we have also transformed from 

an economy of excess and growth to an 

economy where we – as an industry - will 

be challenged to demonstrate our worth, 

but where we believe we can offer our 

clients that competitive edge that will 

enable them to transform their 

enterprises to meet the new competitive 

environment. 

It is also important to pause and consider 

the tremendous transformation that 

COMENSA has undergone in its 3 short 

years since inception.  The organisation 

was launched in April 2006 as a Section 

21 (incorporated not for gain) company, 

with an intact constitution, financial 

governance structures in place, and fully 

functional steering committees at 

national, provincial and portfolio 

committee level. 

The inaugural AGM in 2006 saw the 

election of the first set of office bearers 

and the next year was spent consolidating 

the work done up to launch.  Further work 

was done on the Code of Ethics and on 

the Membership Criteria and Standards – 

work which still continues today.  2006/7 

saw additional work on corporate 

governance structures and on 

establishing the sound financial basis on 

which the business still operates. 

From 2007 to 2008, we saw a 67% 

growth in membership, while at the same 

time dealing with regulatory issues 

(Health Professions Act), the launch of 

COMENSAnews, the employment of a full 

time administrator and the 

implementation of an administration 

system.  COMENSA was also engaging on 

a global level, with the EMCC, the GCC 

and further work was done on the Ethics 

code and the Membership Criteria and 

Standards by those very active and robust 

committees.  COMENSA also launched 

the Ethics Complaints Procedure as a first 

step in implementing a fair and 

transparent procedure for handling 

practitioner members who act outside of 

the COMENSA Code of Ethics. 

During this period, a far more 

sophisticated website was designed and 

launched offering a superior interactive 

experience for members.  This continues 

to be a core focus of development for 

2009.  In addition, COMENSA continues 

to streamline the administration process 

in the interests of offering improved 

service to members.  Another focus for 

2009 is the area of Research, and the 

development of the “Scientific 

Practitioner”.  We continue to develop 

and fine-tune Membership Criteria and 

Standards, and there is a massive focus 

on Marketing both internally and 

externally. 

With the exception of the Administrative 

and Marketing functions, all of 

COMENSA‟s work is done by members 

who are passionate about the 

development of coaching and mentoring 

in South Africa, and who volunteer their 

time and expertise in building the 

organisation.  The people who make 

COMENSA the success that it is today are 

those who actively participate in the 

organisation, and on that note, I would 

particularly like to thank everyone who 

responded to the call for articles.  We 

have used some in COMENSAnews and 

will be holding onto the remainder for use 

in future issues, on our website or in the 

general media.   

Please keep them coming!!! 

ERRATUM 

Last month’s article  

“Research: A Case for Facts”  

was co-authored by Emma Tyrrell  

and Jonelle Naude  on behalf of the 

COMENSA Research Committee 



òI hate change, but I love renovating my houseó 

Rosabeth Moss Kantor 
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By Hylton  

Gudmanz 

 

 

Most organisations are change-

fatigued and over-transformed. 

Yet, as General Eric Shinseki, 

retired U. S. Army Chief of Staff, 

said, “If you don't like change, 

you're going to like irrelevance 

even less!” 

Flavour-of-the-month programmes 

lose momentum rapidly. Who, 

indeed, is still actively pursuing 

the habits that highly-effective 

people should? Industries have 

their own trusted methodologies, 

too, most owing their existence to 

Toyota's Production System (TPS). 

Rosabeth Moss Kanter, esteemed 

Harvard Business School 

professor summarises the issue 

well: "Personally, I hate change, 

but I love renovating my house."  

Change that is imposed - through 

coercion - is different to change 

that we embrace or initiate.   

There is a massive opportunity for 

strategic coaching in this regard. 

Business leaders need trusted 

advisors, who will have an 

external view on their personal 

effectiveness, as well as the root 

causes of their challenges. and 

who will be able to systematically 

help the organisation “change 

gear”. Coaches can help 

executives ask, “What is our 

core?”,“Where are we deviating 

from it?”, “Who needs to be 

included in these discussions?” 

and “Where is there opportunity to 

streamline our systems and 

interactions?” 

In their book, "Hard Facts, 

Dangerous Half-truths and Total 

Nonsense," Jeffrey Pfeffer and 

Robert Sutton, professors at 

Stanford University, reveal why 

this is necessary: 

“The catalogue of poor decision 

practices is immense, but...three 

of the most common and, in our 

experience, most harmful to 

companies (are): 

Casual Benchmarking 

Doing what (seems to have) 

worked in the past 

Following deeply-held, yet 

unexamined Ideologies.”  

Pfeffer and Sutton encourage 

effective transformation through: 

 Dissatisfaction - people need to 

be dissatisfied with the status 

quo  

 Direction - modelling and giving 

clear, constant communication 

of what, why and  the immediate 

action steps required.  

 Overconfidence - "excessive 

faith," with occasional self-doubt 

and adjusting  

 Embracing the Mess - accepting 

that challenges, 

miscommunication, stress and 

rumours will occur, but can be 

learned from and overcome.  

Transformation needs to engage 

stakeholders in a compelling 

vision of a preferable future. Like 

a metaphorical new car we have 

test-driven and can't wait to own, 

the excitement needs to be 

bolstered by a plan for fuelling it 

and ensuring it remains a delight 

to drive. And the will to take on 

the nay-sayers and critics, for as 

long as is necessary. 

Engaging in meaningful 

transformation is a dialogic 

process between people, not an 

imposed ideology or intention. 

When people buy into the dream 

behind the change, resistance is 

minimal, productivity increases, 

morale is high and employee 

turnover decreases.  

 

Hylton Gudmanz is a speaker and 

business coach, specialising in 

transformation and culture-

building.  He has worked with 

numerous blue-chip companies, 

state departments and community 

organisations, in South Africa, 

Lesotho, Iran and Mauritius.  

He loves the challenge of Africa's 

diversity, wide-open spaces and 

eminent potential. 

òTransformation 

needs to engage 

stakeholders in 

a compelling 

vision of a 

preferable 

future.ó 

Hylton Gudmanz 



Coaching Transforming Teams 
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By Penny Castle 

Transforming is a collective term 

for the three early stages of team 

dynamics, namely: forming, 

storming and norming. These 

stages of team evolution are quite 

separate from performing: where 

a team understands how they 

work best, what is required of 

them are able to get on with “the 

job”. 

All teams go through the cycle in 

varying degrees. The aim of a 

team coach is to assist the team 

in moving through the 

transforming phases as quickly 

and painlessly as possible. It‟s 

also important to assist 

performing teams when they 

experience breakdowns (which 

they all do) in moving through the 

transforming period and back into 

the performing space quickly. 

 Whether you‟re leading, coaching 

or mentoring, working with a 

transforming team requires 

different interaction styles at 

different stages: 

Forming:  When a team forms the 

team members will behave as 

individuals. They may feel 

motivated to achieve team 

objectives but they function 

largely as separate entities from 

the group. This is the space to 

work with „compassionate 

dislodgement‟. Each coach has 

their own style for working with 

clients here but the focus is on 

working with the team see their 

blind spots and to get to grips with 

the need for change. A factual, 

direct, no nonsense approach is 

most effective. 

Forming is a good time to make 

sure the team‟s self care regimes 

are in place. Work with the 

individual team members on 

attending to any health issues, 

support them in designing and 

implementing eating, exercise and 

sleep routines. 

Storming: We‟ve all come across a 

team that‟s stuck in the storming 

phase. Battle lines are drawn, 

there‟s a “win-lose” mentality and 

team members may be stuck in 

blaming their counterparts. It‟s 

difficult to get anything done.  This 

is the most uncomfortable phase 

for any team; and it‟s a time, in 

the South African context, where 

diversity issues may come to the 

front. Team members are 

confronted with each other‟s 

differences. 

Coaching practices for storming 

teams are useful when they 

building competencies in seeing 

multiple perspectives, tolerance, 

pausing, gratitude for differences 

and judgments. Storming is 

stressful, so if a team spends long 

here, expect stress related 

illnesses to crop up. Counter this 

by supporting the clients to stick 

to their self care practices. 

Norming is the time where the 

team begins to come together. It‟s 

frequently achieved by the team 

members agreeing on their 

standards and values. Coaching 

styles that are effective here are 

high compassion, nurturing and 

empathy. 

Practices that might be useful 

include identifying and committing 

to shared values, working with 

relationships, and a shared sense 

of “we-ness”, building support, 

and building flexibility. 

As final comment: this model has 

been around since the sixties. 

Evidence in the last forty years 

suggest that team members do 

not roll into and out of the phases 

uniformly. From a coaching 

perspective, this means keeping 

the individuals‟ needs top of mind. 

As with all coaching, a single one-

size-fits-all approach will not be 

useful for the reaching the team‟s 

goals. 

 

Penny Castle is a certified Integral 

Coach. Her main area of interest 

is working in organizations to 

create support and sustain high 

performing teams. She can be 

contacted on 083 628 2806 or 

pennycastle@comensa.org.za. 

 

òThe aim of a 

team coach is to 

assist the team in 

moving through 

the transforming 

phases as quickly 

and painlessly as 

possible.ó 

Penny Castle  

mailto:pennycastle@comensa.org.za


The Business of Coaching is Change 
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By Stanus Cloete 

 

Clients come to coaches and consultants 

because they want change and 

traditionally see the coach as a change 

agent. There are many coaching models 

on the market to choose from.  Most have 

a lot of merit and can book positive 

results.  Solutions Focus is not a model 

but an approach to change with some 

impressive and lasting results. 

 

Solutions Focus 

 

What is Solutions Focus (SF)?  Mark 

McKergow, director of the Centre for 

Solutions Focus at Work in the UK, calls it 

the new wave of change technology.  It is 

an approach that has swept the world the 

past 20 years and has it‟s foundations in 

the Solution Focused Brief Therapy work 

of Steve de Shazer and Insoo Kim Berg 

and their colleagues of the Brief Family 

Therapy Centre in Milwaukee.  It has 

however outgrown its therapy background 

and is now used in varied fields of 

coaching in the business and 

organizational world.  Global names like 

Nationwide Building Society (UK), Royal 

Bank of Canada, Lufthansa (Germany) 

and Canon (Japan) are benefiting from 

the SF approach. 

 

Change is happening all the time  

 

One of the tenets of SF is that change is 

happening all the time.  This means that 

the coach is not so much a change agent 

but has the job of helping clients find 

useful change already present in their life 

and to amplify it as the difference that 

makes a difference.  SF coaches help 

clients to make progress in the direction 

of their own choice. 

 

SF Principles and Tools that Enhance 

Positive Change 

 

We acknowledge the problem but the 

focus is on the solution and not the 

problem.  We believe there is no link of 

necessity between the problem and the 

solution.  We do not analyze or diagnose 

but look for the shortest road to the 

solution.  We ask the client: What do they 

want to change?  How would that be 

different? What would be the benefits of 

the change?   Hereby we translate 

problem descriptions into goals and 

objectives.  We never ask “why” but 

“what” and shortcut many hours of 

fruitless delving into the problem.  We use 

a tool called the “miracle question” to 

elicit a specific and concrete description 

or example of the change that is desired.  

We ask the client to imagine a time in the 

near future where the problem has 

disappeared and the desired change has 

taken place.  What would then be the first 

thing they notice?  What would they do 

differently?  What would significant others 

notice?  Our experience is that this 

creates hope and that the projected 

solution becomes more tangible and 

therefore more possible. 

 

We can then discover what works already 

and do more of it as seeds of the 

emerging future.  We look into the past 

for strengths and focus on what is going 

well.  We use a tool called the “scaling 

question” which helps clients to evaluate 

their current position, 10 is the desired 

future and 0 is the absolute opposite.  

Then we investigate how clients managed 

to get from 0 to their current position.  

What strengths and competencies are 

present that they can build on?  Next we 

might investigate what n+1 would look 

like.  What small steps can clients take to 

move up the scale?  Small steps are an 

excellent tool, its easy, it can be done 

quickly, it creates hope and has a 

snowball effect towards the emerging 

future.  The combination of a clear 

direction and small next steps is 

amazingly potent in difficult situations. 

 

Conclusion 

 

There is a lot more to SF than stated here 

but hopefully this will influence you to do 

some investigating into SF.  It will be 

worth your while as SF is big on the world 

map of coaching and consulting.   
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Focused Coach and owner of AgoSolF 
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Capitalising on our Wealth of Expertise 
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by Chris Mbekela, Eastern Cape 

Society in which we live is not static; it 

changes from time to time. Hence it‟s 

important to monitor and evaluate changes 

imposed on us in particular by exogenous 

factors. Unfortunately we do not have 

control over exogenous factors but we may 

have the ability to manage challenges 

presented to us by such factors.  

In order to be able to manage challenges 

imposed on us by external factors, we need 

to be creative, innovative, think strategically 

and adopt a forward looking approach to 

addressing societal complexities.  

Currently, we find ourselves operating 

under difficult circumstances located within 

a very complex, competitive and 

unpredictable global framework. The global 

system is made up of developed, 

developing and under developed platforms. 

Interestingly, these platforms share the 

same vision, to ensure economic growth 

and development in order to sustain their 

existence and competitiveness.  

Developed platforms have reached the 

highest stage of development; developing 

platforms are still mapping out their 

economic growth and development path, 

and under developed platforms are trapped 

in poverty.  

This makes it difficult for them to compete 

with their counterparts in the international 

arena. For them to compete with their 

counter parts they need to ensure 

economic and development. This will 

enable them among other things to provide 

quality education that will produce 

professionals, researchers, technocrats and 

workers of good quality.  

The global economy requires people with 

sophisticated and relevant skills, and with 

enquiring minds. People with necessary and 

relevant skills are few and are being lured 

by global markets. In this process, under 

developed and developing countries find it 

difficult to compete with developed 

countries. They do not have the necessary 

resources to lure the best brains due to 

their disadvantaged position. The few 

superior brains they produce are poached 

by developed economies. This creates a 

vacuum in an already depleted national 

skills base.  

In an attempt to meet this challenge, they 

recruit critical skills from off shore to 

sustain their competitiveness. Taking into 

account existing disparities in the exchange 

rate, they find themselves paying a fortune 

for scarce and critical skills. This move, 

instead of rectifying the situation, it 

exacerbates the already pathetic situation. 

This requires mind set transformation on 

their part, in terms of looking for 

sustainable interventions without 

embarking on an expensive route. One of 

the options at their  disposal is coaching 

and mentoring. There are individuals who 

have the necessary skills and who are not 

interested in being poached by developed 

platforms, and who are not keen to live a 

nomadic life. These professionals or 

technocrats have got specific industry 

experience and over many years have 

accumulated experience. Through their vast 

working experience, they can assist in 

turning the situation around in different 

markets by providing training on the job.  

This approach is viable in that it conflates 

theory and practice on the job. This will 

enable employees with theoretical 

understanding of their jobs to acquire 

hands on experience. Horizontal training 

will reinforce vertical training acquired 

through formal education.   

Bodies such as COMENSA  are defining 

their role in the transformation of society, 

and locating their role within the national 

transformative agenda. Hence it is 

important for COMENSA to mobilize 

professionals or technocrats with relevant 

skills, to assist the private sector and the 

public sector in empowering the work 

force with the necessary skills relevant to 

the economy. This will contribute 

immensely towards economic growth and 

development; indeed this will transform 

our economy from the state of stagnation 

into a globally competitive economic 

network. 

 

We encourage those of you who 

haven’t done so yet, to put your 

profiles onto the COMENSA 

website. 

Just log on to the website and click 

on the block that says “Update 

Member’s Profile” 

(There is also a “Help” section to 

assist you) 

Our website recently ranked #10 

when people search under “coaches” 

on www.google.co.za (up from #400 

in the last 2 months!), so if you are 

not on there, you could be losing out. 

http://www.comensa.org.za/


Transforming the Lives of our Young Leaders 
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By Karolyne Beets, GOLD Peer 

Education Development Agency 

(www.goldpe.org.za) 

 

While coaching and mentoring are 

commonly found in the business 

world, it must not be forgotten 

that these approaches also 

permeate the world of community 

development. This is evident in 

the work of GOLD (Generation of 

Leaders Discovered) Peer 

Education Development Agency, 

which is a dynamic non-profit 

organisation that plays a key role 

in the transformation of under-

served communities in Sub-

Saharan Africa through the roll out 

of a long term adolescent peer 

education model.   

 

The GOLD Peer Education 

Programme involves a rigorous, 

quality-assured approach to youth 

leadership development in HIV 

prevention, risk-behaviour 

reduction and school/community-

based support for vulnerable 

youth. It is currently implemented 

by 31 organisations in 

Mpumalanga, KwaZulu Natal, 

Western Cape and Botswana and 

is based on best practice global 

research together with the 

learnings of local pioneering 

NGO‟s.  

 

These organisations are currently 

equipping 6,947 school-going 

adolescent learners to become 

leaders that in turn will influence 

their peers, younger children and 

ultimately their communities. 

Behaviour change is not easy, but 

it is critical in developing a 

generation of young African 

leaders to confront the root issues 

of the HIV and AIDS pandemic 

through uplifting their 

communities and imparting vision 

and purpose to present and future 

generations. This is the GOLD 

vision.  

 

One of the ways in which the 

GOLD Agency equips 

organisations to deliver their 

programme is through offering 

skills coaching sessions to 

programme managers and 

facilitators to supplement the 

group trainings that are delivered. 

However, probably more central to 

impacting leadership 

development among youth, are 

the mentoring sessions that the 

peer educators receive from 

facilitators. Mentoring the youth is 

one of the programme‟s core 

activities used to empower and 

develop young leaders to assist 

them in transforming their own 

lives. 

 

The GOLD model uses, amongst 

other key theories and models, 

the following progression of 

change and embraces a role 

modelling and futures-oriented 

education approach: 

 Personal transformation - 

Peer educators experience 

personal change and make 

positive and healthy decisions 

with vision and purpose for their 

lives. 

 Group transformation - 

Personal change of peer 

educators results in both formal and 

informal contacts with their peers. 

Peer groups and micro communities 

are influenced to make positive and 

healthy decisions with vision and 

purpose for their lives. 

 Community transformation - 

Change in peer groups and micro 

communities impacts on larger 

community social norms and these 

communities are influenced to 

embrace positive and healthy 

decision making with vision and 

purpose 

 

A generation of young Africans are 

in danger of growing up without 

education, love, or any positive role 

models in their lives.   Not only has 

AIDS robbed much of a generation 

of its parents but it has also 

decimated the continent‟s most 

productive age segment: its skilled 

workforce and pool of leaders.  

 

ñPeer education 

doesn't tell you what 

to do differently but 

changes you as a 

person, so that you 

can do things 

differently.ò   

GOLD Peer 

Educator, Western 

Cape 

Contribute your articles for publishing in COMENSAnews.   

Contact the Editor at megan@business-zone.co.za for more information 
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face business coaches. In addition to a 

wealth of really useful information, Sunny 

has also provided case studies that 

illustrate her learning points, as well as 

exercises that one might use with clients. 

For the new coach embarking on a career 

in business coaching, this book is 

invaluable. Its breadth gives the new 

coach a really good sense of the journey 

that one needs to take in becoming a 

really good business coach. For the 

experienced coach, it is a total resource 

in one book with some really useful tools.  

Most important thing I got out of this book:  

As an experienced coach, there were two 

aspects of the book that I found most 

useful.   

Firstly, the coaching models and question 

frameworks are great, with wonderful 

Reviewed by Belinda Davies 

My first reaction when I began reading 

this book is that it is a Coaching Omnibus! 

It contains a bit of everything and 

something for everyone. Sunny has 

included the broadest range of issues 

that are appropriate for anyone involved 

in business coaching. She considers such 

topics as the business coaching process, 

different coaching models and 

questioning frameworks that are useful in 

a business context. She also pays 

attention to diversity, culture and 

personality issues and how they might 

manifest in business and be addressed in 

a business coaching process. In addition, 

Sunny looks at the competences required 

in a business coaching environment, as 

well as considering contracting, 

supervision and ethical concerns that 

examples and 

exercises one can use. 

In addition the 

“Coach‟s Library” 

provided at the end of 

each chapter is really useful. While the 

most that Sunny has provided in respect 

of each topic is a “taste”, the “Coach‟s 

Library” provides the experienced and 

curious coach with places to go and look 

for more.  

 

Book rating out of 5 and why:  4 

I was initially overwhelmed by the sheer 

volume of subject matter covered in the 

book – and perhaps the book tries to do 

too much. Nevertheless, for the newer 

coach, and the coach who is new to 

business, it is worth its weight in gold.  

òBefore I was a peer educator I knew 

nothing about being a great leader.  

I thought leaders are rich people like the 

president. I didnõt think that one day I 

could be a leader. GOLD has taught me to 

have boundaries, visions, and smart 

goals.ó  (Peer Educator, KZN). 

 

 òThank you so much to the facilitator for 

mentoring my son. I can see the change 

in his behaviour [he had been expelled 

from school for substance abuse].  He 

has become a good helper at home, he 

left his corrupt friends, and he cleans and 

cooks at home and does not leave 

without permission.ó (Parent of a peer, 

Southern Cape) 

 

òI am 18 years old doing grade 11, I come 

from a poor family.  Both my parents died 

and my auntie raised me with my 6 

cousins.  My brother died in 2003 and my 

two sisters are married.  Before the GOLD 

program I was just living life.  I went to 

school but had no direction, just living.  

I had no knowledge and didnõt know if 

something was right or wrong.  The GOLD 

program gave me knowledge of living for 

a purpose and how to work toward 

reaching goals.  GOLD brought 

awareness to me that education is key for 

my future.  Instead of focusing on my 

hard life and getting nowhere I am able to 

see now my family and my past as a 

stepping-stone to my futureó (Peer 

Educator, MPU)  

 

The extent of the HIV/AIDS pandemic and 

the future of Africa will largely depend on 

how we respond and invest into sub-

Saharan Africa‟s young people now. 

Formally or informally, mentoring is a 

great way to activate and release the 

potential in our youth.  Those of us with 

such skills are urged to invest them not 

only in our colleagues, but in our future 

Continued on next page 

Our youth have a desperate need for 

positive role models in their lives. 

Mentoring creates the space for hearing 

the individual voices of young people, 

speaking into their lives, empowering 

them by passing on accurate information 

and encouraging them to make choices 

that will enhance their lives to ensure that 

they reach their full potential and 

encourage those around them to do the 

same. 

 

GOLD peer educators know that 

behaviour change amongst their peers 

starts with change in their own lives first. 

Here are some examples of peer 

educators who have transformed their 

lives and in many ways act as mentors to 

their peers, living out the belief that 

personal transformation leads to group 

transformation and ultimately community 

transformation: 

Book Review:  Business Coaching: Wisdom and Practice  

By Sunny Stout Rostron 



COMENSA Research Committee Survey ï What did you tell us?  

P A G E  1 0  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  

By Emma Tyrrell,  

Chairperson of the  

COMENSA Research Committee 

 

Thanks for taking the time to do 

the COMENSA Research Survey, 

we gained valuable suggestions 

and insights which will inform our 

efforts, as the COMENSA 

Research Committee serving 

member‟s needs.  

 

The value of research is clear as 

all respondents consider research 

to be important (or very important) 

to both the professions of 

coaching and mentoring, and to 

themselves. We are delighted that 

almost 20% are currently involved 

in research relating to coaching 

and mentoring, and we look 

forward to hearing the results of 

this South African research.    

 

Whilst research plays a significant 

role in the continuous 

professional development of most 

respondents, it was highlighted 

that coaching and mentoring 

research mostly occurs overseas, 

and is sometimes difficult to 

access, or has limited relevance 

within the South African context. 

67% were keen to find out how to 

do practitioner research - later 

this year we will be offering a 

practitioner research workshop.  

This is to assist you in translating 

what you are probably already 

doing as practitioners, into 

meaningful research that 

contributes to the body of 

knowledge of coaching and 

mentoring within South Africa, 

and globally.  Watch this space! 

 

Respondents were mostly 

interested in research about 

related theory, and coaching/

mentoring process analysis.  A 

high level of interest was also 

shown in the effects of coaching 

and mentoring on clients and 

organisations, with 63% willing to 

research this topic to find out 

what works and why.  It is 

perceived by respondents that 

clients are equally interested in 

return on investment, as they are 

on the effects of coaching and 

mentoring on clients and 

organisations.  What is evident 

from the survey is the broad 

variety of interests in research, 

which is aligned to international 

survey findings.  Having this 

diversity is crucial in building the 

body of knowledge and 

developing the professions of 

coaching and mentoring, may we 

all contribute to the unique paths 

being built along this journey.  

South Africa has some timely 

opportunities to do this, such as 

the Global Coaching Convention in 

2010 providing many research 

possibilities and ways to get 

involved.    

 

What has particularly 

assisted the Research 

Committee, is the themes 

within comments and 

suggestions.  This 

included accessible 

regular information on the 

latest findings in 

research, and how and 

where to conduct 

research, particularly in 

South Africa.  Some of 

this information is already 

available on the 

COMENSA website, in the research 

section.  It would take a few pages 

of the newsletter if we were to list 

the research available to you 

internationally, so we will endeavour 

to update you in future newsletters, 

on where to look for interesting 

articles and findings.  One place to 

start is Coaching Commons.  Go to 

the „getting started‟ page and read 

the third article on the left, titled 

„What is The Coaching Commons?‟  I 

find the challenge on this website is 

to stay focused, there are so many 

topics and trends being explored!  

Another useful tool is on the 

„Research Repository‟ pages of the 

Foundation of Coaching website –  

Those two resources could keep you 

busy reading until the next 

newsletter in July…..   

 

Regarding South African research 

and information, we have started a 

list of abstracts and publications on 

the COMENSA website, and we will 

endeavour to expand this resource.  

This requires the authors to share 

their findings – whether it is 

academic or practitioner based, so 

let us know if you have something to 

share!     

Contribute your articles for publishing in COMENSAnews.   

Contact the Editor at megan@business-zone.co.za for more information 
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By Karen Grant (Secretary:  

Western Cape Chapter) 

 

Chilly Cape Town winter evenings 

are not conducive to high turn-

outs at AGM‟s, but Wednesday 13 

May saw a buzz for the COMENSA  

National AGM, at the Old Mutual 

Business School. So what drew us 

to this event, and what were the 

successes of the evening? 

 

The event was well organised by 

the Western Cape Chapter and in 

particular, Veronica Wantenaar 

(Chair),  Angela Franzoso (Events), 

and Aliet Pelt (COMENSA  Adminis-

trator), supported by the National 

Executive. Invitations went out 

promptly, proxy forms were distrib-

uted and election procedures 

were handled swiftly. Attendees 

did not have to wait long to learn 

of Elta Boshard and Loretta Jones' 

appointments as Vice-President 

and Secretary respectively.  

 

An overview of the year's activities 

was efficiently and interestingly 

summarised by President, Belinda 

Davies, who handed over to the 

articulate Edith Sievers (out-going 

Vice-President), and 'passionate 

about numbers', Mariane Vorster 

(Treasurer) to report on their re-

spective portfolios.  

 

Once the elections and report 

back were concluded, we could 

quickly adjourn to enjoy light 

snacks and drinks, which provided 

an excellent opportunity to net-

work and catch up with col-

leagues, both locally and from 

around the country. It was heart-

ening to see founder members 

such as Dale Williams, Nick Wil-

kins and Sunny Stout-Rostron in 

attendance. 

 

It takes a brave individual to ad-

dress a room full of coaches and 

mentors, many with years of ex-

perience and a variety of letters 

behind their names! But Michelle 

Clark rose to the challenge with 

confidence and with a sense of 

humility. She raised the very im-

portant subject of how we share 

our learnings, a subject close to 

the heart of the Research Portfolio 

Committee. To those who are tech-

nologically savvy, social networking 

tool - 'Twitter' - is simply another 

option to add to our marketing tool-

kit. For the rest it poses a challenge 

to determine how we share our 

learnings or 'tweet' our queries. In 

the words of Nick Williams, “Nobody 

is served by not sharing what we 

know”! 

 

Contribute your articles for publishing in COMENSAnews.   

Contact the Editor at megan@business-zone.co.za for more information 

Exco 2009: (From left to right) Dr Elta Boshard 

(Vice-President), Loretta Jones (Secretary), Belinda 

Davies (President), Mariane Vorster (Treasurer)  

Expansion or Contraction 
By Brenda van Straaten 

 

A dictionary definition of 

transformation is:  “to cause 

thorough changes either in 

character or appearance”.  

People generally feel the need for 

transformation when they realise 

they are much more effect to 

others or circumstances than 

they are cause!   They want to be 

more, do better or have more – 

and they know that this requires 

transformation. 

 

knowledge, responsibility and 

control in our lives we will 

continue to transform and this 

transformation will lead to 

expansion on an ongoing basis.   

If we don't expand we contract!  

Expansion and contraction 

requires transformation. 

 

Any sane person will want to 

transform to expand, not shrink.  

It's important to continue to 

expand in all areas of our lives – 

if we don't we will 'hold back' the 

expanding areas to the extent 

What I've experienced with myself 

and my clients is that the more 

we confront the more we are able 

to confront and this results in 

ongoing transformation.  Anything 

that we are not willing or able to 

confront requires an increase in 

knowledge.  When we have the 

correct knowledge we are able to 

have more control over an area 

and therefore be more cause in 

that area.    

 

If we adopt the attitude of 

continuing to increase 

mailto:megan@business-zone.co.za


Expansion or Contraction continued... 

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  

that we are contracting in one  

area.  So expansion seems to be 

the only way to continue to survive 

in our universe!  

 

A hindrance to transformation is 

that of conservatism!  Wanting to 

keep things safe, wanting them to 

stay as they are!  This is 

dangerous because nothing stays 

the same for very long in our 

universe, it's either expanding or 

it's contracting, and when we try 

to keep things as they are they 

naturally start to contract!   

 

If you're playing it safe and 

preventing growth or expansion, 

beware!  

 

Another hindrance to effective 

transformation is incomplete 

cycles of action.  We start 

something, continue it to the 

result we want, and then we stop 

it – end of cycle of action.  

 

In the 'start' and 'continue' we 

have had to confront things that 

are uncomfortable to confront, we 

have had to gain more knowledge 

to handle the obstacles that came 

up and we have had to cause 

certain things to happen in order 

to have our desired result.  This is 

transformation – this is 

expansion! 

 

Unfortunately too many people 

start but don't continue far 

enough  or long enough to 

experience the end result and 

walk away with a big 'done', the 

achievement!  They therefore 

don't experience the increased 

morale, confidence and abilities 

to now take on the next cycle of 

action required to expand.  

Through getting things done we 

increase our abilities, our 

competency levels, our morale - we 

transform ourselves. 

 

Coaching is valuable as it supports 

people to transform in the simplest 

way:  to get things done!  In getting 

things done they've had to confront 

and overcome challenges, and in 

doing so they have had to change 

who they were being and how they 

did things.  They've had to shift from 

being effect to being cause – and 

this is transformation! 

 

Brenda is the founder of 

NewClearEnergy, a Performance 

Consultancy that supports people to 

become more productive and 

effective in achieving targets and 

goals in the areas of business, 

relationship and self.  She utilises a 

process of  coaching and business 

management technology that is 

measurable and results driven - 

resulting in clients who live with 

New Clear Energy. 

brenda@newclearenergy.co.za 

Contribute your articles for publishing in COMENSAnews.   

Contact the Editor at megan@business-zone.co.za for more information 

The Desire To Change 
By Sophie Narcyz 

 

To bring transforma-

tion forward, we first 

need to be aware of 

our desire to 

change.  Once that 

is understood you have two ways 

to affect transformation into your 

life: either by taking a situation 

that already exists and changing a 

few elements in it or to recreate a 

powerful new context, thereby 

starting afresh. 

 

By transferring the form we are in 

a space of creation, it is uncondi-

tional and comes from a space of 

„higher self‟ or consciousness. 

 

formation is unique to everyone 

and will be experienced as such for 

every person undertaking it. As a 

community of like-minded people 

driven to our own powerful trans-

formations we will find that all we 

need, to instigate the process, is to 

be aware of our own potential.  

 

By connecting to your own domain 

of power, you will be able to gauge 

how to bring your transformation 

into action and how to measure 

the process, for we must all go 

according to our own needs. The 

powerful axiom to remember is 

this: You cannot stand still, you 

only move forward or backwards. 

 

Continued on page 13 

“Transformation literally means 

going beyond your form.” Dr Wayne 

Dyer 

 

Everything in life is about evolution 

and growth and naturally we are 

pushed by life and circumstance 

toward change, and the power to 

harness change is enabling the 

power of transformation.  

 

What does transformation bring 

out in you? 

 

Transformation may bring out from 

within self discovery on a deeper 

level, opening new horizons, 

thereby proving that nothing is 

impossible or out of reach. Trans-

mailto:brenda@newclearenergy.co.za
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Consider the animal world in which a cater-

pillar transforms itself into a butterfly; simi-

larly as humans we find the miraculous 

transformation from an embryo to a fetus 

into a perfect human being.  Similarly, in 

the business world, mergers and acquisi-

tions, partnerships, agreements and hand-

shakes all have the power to turn small 

affairs into billion dollar enterprises. 

 

Wherever you turn, life IS transformation. It 

is often our relationship to transformation 

that is scary.  By accepting that it is part of 

our natural process we can relax into it 

and let it be so, with gratitude, instead of 

resisting it.  

 

“Personal transformation can and does 

have global effects. As we go, so goes the 

world, for the world is us. The revolution 

that will save the world is ultimately a 

personal one.” Marianne Williamson 

Ultimately, transformation is a personal 

revolution that brings a sense of growth 

toward completion, once the process is in 

place and so our journey may continue in 

wisdom, in acceptance, in peace and in 

happiness.  

 

Sophie Narcyz is an accredited Personal 

and Executive Coach trained in Profes-

sional Coaching and Consciousness 

Coaching® from the Creative Conscious-

ness International (CCI) Coaching Acad-

emy by ICF (International Coach Federa-

tion, USA) & CCI standards. 

www.ispotcoaching.com  
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The Power to Transform  
By Bill Burridge 

 

òTransformationó – overworked perhaps, 

yet, nevertheless, a term with which I feel 

a rather powerful connection. 

 

A few years ago, in the final stages of my 

twenty-seven year stint in corporate life, I 

was appointed to the „Transformation 

Directorate‟ of the IT division of one of the 

world‟s largest companies. 

 

As corporates are inclined to do, with 

frustrating regularity, our company had 

embarked on a cycle of major restructur-

ing. The IT division, suffering from post 

„bubble-burst‟ syndrome, had been chal-

lenged to halve its annual operating costs 

(running at nearly $0.5bn) within a mere 

three years! 

 

In a refreshing and innovative approach 

to cost cutting, the Directorate agreed to 

institute a programme of workshops 

aimed at helping the global staff compli-

ment of many thousands, understand, 

deal with and contribute to the challenge 

by designing solutions.  The workshops 

were unlike any I had experienced before. 

 

The conventional approach was only too 

familiar… A few large „town hall‟ style 

meetings with designated senior execu-

tives addressing fearful audiences of 

hundreds of staff to inform them, with the 

bare minimum of detail, of the need for 

job cuts, and to plead for co-operation 

while the process – with its top-down 

design – was set in motion. 

 

A plethora of practical strategies for sus-

tainably reducing costs were devised, so 

effective that that the need for job reduc-

tions was rendered minimal. Even then, 

the „victims‟ were restricted to those who 

had seen the opportunity in volunteering 

to leave. Target cost reductions were suc-

cessfully achieved in just 30 months. 

 

I didn‟t appreciate it at the time but it‟s 

clear to me now that the astute use of 

personal and group coaching methods 

was the catalyst for a hugely successful 

transformation. 

 

As I reflect back on that experience - and 

relate it to the life coaching industry, of 

which I am now proudly part, I believe the 

key to transformation lies in gradually 

shifting people‟s focus… 

 

…From the axis of resistance and worst 

fears, fuelled by limiting beliefs, to the 

axis of opportunity, fuelled by creative 

thought (and self confidence derived from 

past achievements) and ultimately, to the 

axis of commitment to a new future, fu-

elled by the desire to change. 

 

Coaching is so much more than a service. 

Coaching is the power to transform lives. 

 
Bill Burridge is owner and founder of New In-

sights Africa, a life coach training company 

dedicated to the development of a vibrant 

network of high quality, independent life 

coaches, inspired to bring personal freedom, 

confidence and growth to people from all walks 

of life in South Africa. The company‟s core 

product is a unique, high quality, home study 

certification program in life coaching.   

http://life-coach-training-sa.com 

This, however, was very different. Staff 

were encouraged to gather in work teams 

- small groups of no more than twenty at a 

time, with trained coaches facilitating 

discussions. 

 

These „transformation coaches‟ allowed 

time and space for letting off steam, then 

offered up simple models of change and 

practical tools and advice for dealing with 

it, both in the workspace and the personal 

capacity. 

 

The words “opportunity” and “possibility” 

were frequently and repeatedly used. 

Creative juices were stimulated by relax-

ing boundaries and staff were given the 

headroom to put forward their own blue-

prints for the future „half-cost‟ environ-

ment.  The results were quite astounding. 

http://www.ispotcoaching.com/
mailto:megan@business-zone.co.za


the establishment of a sound moral 

value system.  

SQ has not enjoyed the popular 

acceptance that has been accorded IQ or 

even EQ. This skepticism may be 

triggered by the word "spiritual" itself. 

Many equate the word with "dogmatism," 

and thus dismiss what is identified as 

"spiritual" as contentious opinion. Zohar 

is in fact referring not to dogma but to an 

intelligence that aligns with Howard 

Gardner's theory of multiple 

intelligences.  

Since business leaders exercise such 

powerful influence, it is absolutely 

essential that their SQ, and the spiritual 

vision arising from it, be highly 

developed. High SQ allows leaders to 

recognize, respect, and inculcate 

universal ethical principles into their 

corporate vision, ultimately determining 

the fate of the enterprise. 

Jonathan Payne has been involved in 

spiritual development for most of his life, 

 

 

 

 

 

"What is and why Spiritual Coaching?"  

With Johnathan Payne 

 

Date:               Wednesday 10 June 2009 

Time:               7:30 for 08:00 to 09:30 

Venue:            Calissa Lodge (Westville) See 

attached map. 

RSVP:              nalisha@resultsworkplaceco

aching.co.za 

Cost:                Members – R50.00 

                        Non-members – R80.00 

(first time non-members attend – R50.00) 

In 2000, Danah Zohar, working at Oxford 

University in the field of corporate 

management, expanded the concept in her 

work, SQ: Connecting with Our Spiritual 

Intelligence. She says that  our spiritual 

intelligence (SQ) gives us access to the 

principles that provide the foundation for 

for some years as an ordained minister 

and lately as a coach, speaker and 

facilitator.  He has taught elements of 

spirituality in South Africa and the 

United Kingdom and incorporates much 

of his understanding of spirituality in his 

coaching and speaking.  Jonathan is 

currently associated with Leadership 

Solutions. He writes regularly for the 

local press and has featured in various 

lifestyle magazines. He is a member of 

the Professional Speakers Association of 

Southern Africa, COMENSA and the 

Association of Psychological Type 

Anyone may subscribe to this newsletter, 

simply CLICK HERE to register! 

 

Contact Comensa:  

administrator@comensa.org.za  

www.comensa.org.za 

COMENSA is Africa‟s premier association 

for individual and corporate providers, buy-

ers and trainers of coaching and mentoring 

services.  Committed to supporting profes-

sional and ethical practice, COMENSA is 

leading the way in research, standards, and 

coaching and mentoring development as 

well as connecting the growing network of 

coaches, mentors and people-developers 

across Southern Africa. 

 

Our Newsletter will keep you up to date with 

what is happening in the coaching and 

mentoring community in South Africa and 

Internationally. 

Know someone who may wish to receive 

this newsletter?  Please forward it to them. 

Upcoming Events 

Submit your news or story? Contact the 

editor: 
 Link in with www.leader.co.za  
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“We never touch people so lightly 

that we do not leave a trace” 

Peggy Tabor Millin 

KZN 

mailto:nalisha@resultsworkplacecoaching.co.za
mailto:nalisha@resultsworkplacecoaching.co.za
mailto:COMENSAnews@aweber.com?subject=Subscribe
mailto:administrator@comensa.org.za
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