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Unpald Helpers or Power Players?

their skills and contribution, and  knowledge that one needs to give
earn the respect of their peers. We what one most wishes to have.
have had many members who
By Belinda Davies, have earned significant respect as
National President of senior, seasoned coaches and
COMENSA mentors because of what they
have contributed to our coaching
and mentoring community through
As we head towards AGM season, their committee work and the free
find myself pondering what it is coaching and mentoring they have
that motivates people to volunteer provided to newer members in our
0 after all, they often put in many fields of practice.
hours for no pay, so why do it? In
exploring this | will consider my

All of us who are active in
COMENSA have experienced the
rewardsd recognition, raised
profile, learning, community,
business opportunities. For some
of us these rewards have
catapulted us into the league of
senior practitioners. Some of us
have even become celebrity
coaches and mentors. And people
Learning:Volunteering is a who contribute much deserve their
wonderful opportunity to learn rich rewards.

own experience and that of others from people who have walked the
in MENSA and in oth .
in CO SA and in other r0ad before us. In COMENSA. | In the words of John D. Rockefeller

organisations where the work is Jnr. o0l believe t

have discovered a community of . . .
done by volunteers. . . implies a responsibility; every
incredibly generous people who : o
opportunity an obligation; every

In our own organisation there is an share their knowledge and know .

R possession a dut.y
army of people who have putthe t hat the o0teacheré gains far mor
building blocks in place, and than the student.
continue who to make things
happen both nationally and in the
Chapters.

(Continued on page?)

Community:l, and many others
have thrived as a result of being
part of a community. Many of us
Values:Many people volunteer are seltfemployed, and that can be
because it gives them an quite lonely. Active participation in
opportunity to honour personal the work of COMENSA draws one
values such as contribution and  into a community of generous,
significance. intelligent, stimulating people.

Recognition and respectOthers ReciprocityL et 6 s f ace
volunteer because it is an goes around comes around, and
opportunity to be recognised for  many of us live our lives in the

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

Contact the Editor for advertising ratesmarketing@COMENSA.org.za

Join the Social Networking RevolutidgiJoin the COMENSA Group on Linkedimww.linkedin.con)
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Unpai d

(Continued from pagel)

ORS

However, it is not so much a
duty as an immense pleasure to
give back to the profession that
has given me so much. And

perhaps that is why | find myself

falling into selfrighteous

indignation when members
show up for the meeting at

which they are doing a

presentation only to disappear

again once the applause

has
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Hel pers or Power

is to do what owitheniplayges.fMy viewisn e & s
hand up for. This is not always different ¢ if one has
glamorous and is usually done in volunteered to get something

the background. In addition, done, one ought to expect to be
because one has stepped out  held accountable. The fact that |
into the lead, one has put am a volunteer is no excuse for
oneself under scrutinyd and non-deliveryd and if

that means that one will be circumstances make it

judged, sometimes unfairly. But impossible for one to honour the
leadership is a package dead original commitment, then one
and this is part of the deal. The ought to say so and step aside.
reward is the satisfaction of Continuing to occupy a seat on
oneds moti vat or the busSrakes itueavailable to

died down; and when people join purpose of holding office is to someone else.

COMENSA in order to ru

n for

senior office without having

done the hard yards in th
Chapters.

Public profile and senior office is

earned. There is nothing
with being motivated by t

e

wrong
he

promise of either of themd but

they are the rewards of

contribution. The purpose of

putting up

serve. The reward is all the rest. | hope this will not frighten

It is for this very reason that at  anyone off as we start the ol bel
Exco level, we are very clear that process of inviting nominations  that every
office bearers need to have for the various Chapter and right implies
served in the Chapters, Portfolio National offices that will become a responsibil-
Committees and Special Interest available in the next few ity; every op-

Groups. We are resistant to the months. | do hope that it will be ~ Portunity an
idea of newcomers to COMENSAan encouragement to those who  °Pligation;
going straight to senior roles. |  understand that contribution is every posses-
admit to being quite suspicious the currencyd and that the ston &

0 n e 0 of pebpte widbseifist t 0 markwards are immense. -John D.
a contribution. The responsibility appearance is when they make Rockefeller

'

¥
v
£

p |

. | would like to take this
themselves available for Exco. | Jnr

. opportunity to thank all those
want to work with people who
. members who have made such
have a track record of service.

. . a contributiond and especially
My experience is that people ,
. to those Chapter office bearers
who put their hands up so that . .
. who will be making way for new

they can get profile tend not to : . .

: . . blood in the upcoming elections.
deliver on their undertakings,

but dine out on their enhanced  About the Author:

profile or standing. At least Currently COMENSA National President,
these people can be weeded out Belinda was active in getting COMENSA
if they are required to come off the ground in KZN, and was Chair of

the KZN Chapter in 2006/7.Be |l i ndad s
consultancy, Leadership Solutions,
specializes in the crafting of strategic

. . leadership, organizational performance
There is the view that when P, organiz P
and coaching solutions that enable

people are volunteers one businesses to achieve strategic
cannot be as uncompromising  success. Belinda can be contacted on
with them on delivery as one is  belinda@Ileadershipsolutions.co.za

through the Chapters and
Committees.
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The Reconstruction of Meaning

and work atthe levelsof IQ, needs dé ( Whit mor e,

EQ and SQ (rational, 2002:112). Through my work
emotional and spiritual with coaching clients, | have
intelligence) with their clients come to believe that coaches
By Dr Sunny |nS|d.e the.coachlng are responsible for helplr?g
relationship. both themselves and their

34 ¥ Stout Rostron lients b  thei
. . . clients become aware of their
Mand6s search f Joorpn Wrrr]l"éngrﬁ n gogchlpgsforown unconscious thinking
the primary motivation in his Performance (2002) processes, and how these
life (Victor Frankl, 1946:105), Nighlightsthe mindasthe ) 0 eir behaviour in

source of selfmotivation, and h o T derstand thei
Reconstruction of meaning is  insists that for people to € world. _O un grs and their
own behaviour, clients need tc

one of the most important perform they must be self . o

levels in which practiioners  motivated. Maslow said that  "aerstand their own intrinsic 5To
work with their coaching all we have to do is to drivers at a conscious level. ndersiand
clients. In coaching today, overcome oOour Theavahing mtereentirs their own
clients raise the issue and our development and ranges from questions which  pohaviour
often focusonthe meaning  mat ur i t y 6 ( Whi expiocerfeelings, motivations, jiants nee;j
and purpose in their 2002:110). The highest state perceptions, assumptions and to
professional and personal in Masl| owds hi atitudes, tohmeflectedf understand
lives. Whitmore (2002:119)  human needs was the self statements, reframed their own
mentions that one of the goals actualizing person who questions, roleplays, intrinsic
of humanistic psychologyis e mer ges when ostrscturedeqoestiore e d s drivers at a
the fulfil ment gesatikfiedadd n frameworks, observation, or .o <cious
potential through Seh‘, individual is no longer driven  silence. In this respect, Boud, | o\ ¢ |
awarenesso. by the need to prove .

Elisabeth Denton defined themselves, either to comegenpeey Su;g;/trit:ut

spiritual i nt eampeyssgrioanygng
basic desire to find ultimate € ! S €0 (_Wh It mo
meaning and pu I}Aaﬁlgwssgw iSRS FNRVETs
life and to live an integrated ~ €Nding journey.

l'i fed (Whit mor gsociaded Rith sek 2 0) .
Zohar and Marshall (2001) in  actualizing is the need to

Spiritual Intelligence say that  develop meaning and

in business today peopleare pur pose. Clie
facing a real crisis of meaning. work, their activities and their
This theme is being carried  existence to have some value
forward in most of the to be a contri

contemporary coaching this relates to motivation
literature. Many coacheswork pecause oOpeopl

and integrate meaning in all  engage in those activities that
four quadrants (Wilber, 1997) help them to meet their
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The Reconstruction of Meaning Continued...

Cohen and Wal ke r tudherlihpliesagseeking of new conation is the part of mental life
Experience in Learning (1996) had meanings from old experience. We having to do with striving, including

a profound effect on my thinking do not simply see anew situaton desire and volition
about the coaching conversation, afresh, but we see it in terms of how 1989). Learning is cognitive,

and the space it opens up for we relate to it and how it resonates affective and psychomotor;

coaches to help clients to learn with what past experience has made therefore learning involves feeling

from their own personal experience. us. and emotions (affective), the

intellectual and cerebral (cognitive)
and action (conative).

Below are the five propositions that
Boud, Cohen and Walker (1996)
make about learning from
experience. Individuals attach their own
meaning to events, and reach
commonly accepted interpretations Individuals do not exist

2. Individuals actively construct their
experience

4. Learning is socially and culturally
constructed

1. Experience is the foundation of
and stimulus for learning

of the world. This suggests that independently of their environment,
It is meaningless to talk about experience is always subject to and learning does not occur in
learning in isolation from interpretation. As in existentialism, isolation from our social and
experience. Learning can only occurthe meaning of experience is then  cultural norms and values. While
if the experience of the individual is not a given. It is interesting that individuals construct their own
engaged, at least at some level, oOrel ati onshi pd c oerperencel they dosso ia the
and every experience is potentially important factor in learning from context of a particular social setting
an opportunity for learning (Boud, experience. According to Boud, and range of cultural values. Other
Cohen and Walker, 1996:8). In Cohen and Walker (1996), considerations are language, social
other words, learning always experience is created in the class, gender, ethnic background

relates, in one way or another,to 0t ransacti ono b e tandeoerowntieareing framcm eailyd u a |
what has gone before. This means and the environment in which they age. The most powerful influence

that the effect of all experience operate, in other words, it is from the social and cultural context

influences all learning, which relational. How learners construct ~ on our learning occurs through
their experience is what Boud, language. This is critically important
Cohen and Walker (1996:11) term  for those coaching in multcultural
the individual ds conedss sonal

f i n f i n.c.e.0 .
oundatio ° € x IO5.eLrea{rn‘|3ng iS iffldenced by the
3. Learning is a holistic process socioemotional context in which it

occurs
The authors make a common

division between cognitive, affective Denial of emotions leads to a denial

and conative learning. Cognitive of learning. There are two key

learning is concerned with thinking, sources of influence in learning:

while affective learning is concerned past experience and the role of

with values and feelings. Conative or others in the present that support
psychomotor learning is concerned our learning. Furthermore, different
with action and dindsofdearning sccuddemendang i v e
pertains to the nature of conation, or on whether the context is perceived
expressing endeavour or efford (Continued on page5)
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The Reconstruction of Meaning Continued...

An existential and experiential learning dilemma

One of my financial sector clients recently discovered that he was not to be promoted into the fop
executive position in his organizadobom.| Hssayi ben
g o Da@s everything he had been working towards had been aimed at taking over this particujar

position within his organization. Coach and client looked at the pros and cons of all the possibilities.

We used his experience in building, maintaining and running the business as the base poinE to
answer the question: OWhere do you have fireedorr
scenarios: (1) accepting the new reporting structure, in the short term, to sit on the new Board; {2)

accepting the status quo of his position yet influencing the continued independence of the busingss

unit; or (3) looking elsewhere in the financial sector for a new position. As coach and clieént
reconstructed the clientds experience, it @became
action that would enable him to continue to create change and build relationships internally apd

externally, which was his forte. We identified what the current position gave him in terms of:

freedom of movement, integration of activity within the organization, and being able to manage his

700 people in a relationshiporiented way. His key learning that would ultimately influence his final

decision was that he was not observant of the politics which had influenced the choice of his n;'aw

line manager. Coach and client began to reflect on the areas where the client was resistant: to
identifying how and when to play the game of politics within the organization, and how he woluld

choose to learn to do so, or not.

as positive or n &Kegflaction enexperientehleadstoa yniversity Press.

which we interpret experience is awareness and an ability to identify Frankl , V. E. (1946) .
intimately connected with how we  what is working, what is not Meaning. London: Hodder and

view oursel vesoé (wakng dndwibnessto change. SUInon

Walker, 1996:15516). This Maslow, A. (1968). Toward a Psychology

Finally, how can you as a business of Being. New York, NY: Van Nostrand.
coach use your coaching model to  Stout Rostron, S. (2009). Business
help the client reflect on and learn ~ Coaching Wisdom and Practice:

from their experience? Whatever ~ Unlocking the Secrets of Business
else we do as reflective and (R:oachlng. Johannesburg: Knowledge
Discovering barriers to learning reflexive practitioners, it is es,ources' ,

. . Whitmore, J. (2002). Coaching for
important that we help the client to Performance: Growing People,
consider their entire experience as performance and Purpose. London:
relevant and not be too surprised, Nicholas Brealey.
when reflecting, that they make
connections which they were About the Author:
previously unable to see. Sunny Stout Rostron is on the Research

Advisory Board for the Institute of

Coaching at Harvard; is the Founding
personal experience, and their References President of COMENSA, Coaches and
ability to reflect and Igarn? As Boud, D., Cohen, R., and Walker, D. M_entors of South Africq; and is a Dir.ector
coaches, do we provide enough (Eds.). (1996). Using Experience for with the Manthano Institute of Learning

time for reflective activity? Learning. Buckingham: SRHE and Open g,(;[z)strt(?ngand Resolve Encounter

determines how we develop
confidence and selfesteem, which
are necessary to learn from
experience.

With a focus on the client,
practitioners need to identify what
are the barriers for their clients in
beginning to learn from their own
experience. How does experience
transform their perceptions? What
is the relationship between their
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Membership: Dissatisfaction d a core motivator in your

business growth

By Michelle Clarke

| hear grumblings of dissatisfaction
from coaches; the economy is poor,

there are too many coaches in the

field, my coaching school is not
providing me with business, this is
not working out the way | had
hoped it would. Excellent!
Dissatisfaction is a great inspirer.
Satisfaction creates no desires in
man. Dissatisfaction has been the
chief motivational tool of human
achievement. If you wakeip in the
morning pissedoff, rejoice!
Unhappiness is
force.

a

Use your unhappiness, give it some
direction. Send it off to find
solutions, to do the research, to
take some action, to set some
things in motion that will spark
more ideas and set more things

i nto moti on. He

these key questions around your
core coaching target market;

1 | know exactly who my target

clients and niche are

1 | know where to find themd the

publications they read and the
forums they subscribe to

1 | can articulate the major
challenges my prospects face on

a daily basis

| can articulate how | can
provide the solution to help
them solve their problems

1 | have created a product or

program or workshop or talk to
help solve these problems

1 | have created a oHine
webpage or profile that
illustrates how | can help my
clients

n ner it ds. a
q I%ave a dgtgbase of contacts

and | alert them to visit my on
line profiles and to interact with
me around their challenges

Do any of your answers leave you
dissatisfied? Rejoice! Now go out
and do some work around them.
Use this pearls of
0SS’ .a

ﬁ\/lartln, to fue?your
di ssatisfacti
satisfied with itselfd with its
product, with its sales, which looks
upon itself as having accomplished
its purposed is dead. The actual
burial may be postponed; but it is
dead because it is not going
forward. To my mind, nothing can
ever be good enough; | am always

on ;

dissatisfied; | preach dissatisfaction.

| can always see where something

}ngdPng fgom Iglll%elE

might be better; and therefore our
business is never at resd and |
never want it to be. The throbbing
heart of business is the intense
desire to do better. When that
desire ceases, the heart stops
beating.

About the Author

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 Higfkchieving
Coaches and Independent Professionals
helping them to develop their successful
personal brands. She can be reached on
+27 72 391 9912 or by visiting
www.motivcoach.co.za

HAVING TROUBLE FINDING YOURSELF?

Because the new member database has
more functionality, it relies on certain info
being present and correct. Please email
administrator@comensa.org.za with VTelVI g
name, surname and us
unable to locate your profile so that we can

resolve it.

We t hose
yet done so to put your profiles onto the

COMENSA website.

encour age me

Justlog on to the websied click on the
bl ock that says oUpdze
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Your Possible Self

Caona-tion from a Psychology
perspective, 1is
aspect of mental processes or
behaviour directed toward action or
change and including impulse,
desire, volition, and
striving.o
OEverybody want s sitsma @l withvohntione

By Megan Hudson,
& Editor: COMENSAnews

ainét, and when tkhovigdgd entliesstaridihgeande
wants t o ge dHemy meomargharision®f information) and
Ford affect (which relates to the

emotional attachment or layers that
one applies to the knowledge), both
of which inform the conational,
behavioural aspect underpinned
by freedom of choice, volition and
emidl,s. But itdd be

Last month, we looked at many
perspectives on goals, goadetting
and goalachievementd all very
familiar ground to coaches,
mentors and cl i
irresponsible and superficial to
leave the story there. What are
goals without the motivation to set
them? How do we keep committed
to the end result without the
conation that keeps the fire
burning, driving us towards
achievement?

Do you truly have the conviction
(affect) that you have what it takes
to be successful in whatever area it
is that you have chosen as your
path? Have you honed and added
to your repertoire of skills and
knowledge to the point where you
have moved from unconscious

Book Review:

PAGE 7

incompetence, to conscious

theompeienrcel to goKISCIAUS h e

competence and finally to
unconscious competence? Have
you mastered the cognitive aspect?

( Sour avhatis iVWhen,ithatendkesaypur
t h en¥art beat faster and gives you
tbitterfies in your stomach when

you picture your Possible Self? Is it
a will tochange from to never have
to? Is it a desireto become, to
overcome, to reach or achieve
What is it keeps you picking
yourself up when you feel you have
Nno more energy, N0 more reserves
and are just too overwhelmed?
What is it that makes you take a
break, clear your head, get a breath
of fresh air and review or renew
your commitment and approach?
What inspires you? What is the
picture that you are holding in your
mi nddés eye right
Possible Self?

Coaching and Feedback for Performanceby Blair Sheppard;
Michael Canning; Liz Mellon, Prinny Anderson, Marla Tuchinsky,

Cindy Campbell

By Wendy van Elden checklists appear at the end of

each chapter.
Focuses on the manager as coach. P

There is not a clear distinction
made between coaching and
mentoring roles; the two are used
almost synonymously. It deals with
why managers should coach and
provides a simple model. Useful

Most important thing I got out of
this book:

0t o make
have to be done perfectly; it just
has to be done in a sincere,
professional

Book rating out of 5 and why 3

Useful basic guide to coaching as a
manager in the work environment.
May be helpful reading for

Bidi fdfo EErrgaeaz%g(?crseinterested in pursuing a
coach approach after some basic
training.

way o
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by Megan Hudson and Belinda &thics that is reassuring to

Davies

It is fascinating being an office
bearer in a professional (or

professionalising) organisation.

Coaching and Mentoring are
emerging professions that
means that they are not yet
professions from a statutory
point of view. The statutory
professions are those such as
law, medicine, psychology,
accountancy, etc. and they are
regulated by statutory
professional bodies to which
practitioners are compelled to
belong in order to practice.

prospective clients;
Ma ke a
about their commitment to their
profession;

Comply with the law.

COMENSA is not such a
statutory body. It is a body that
is concerned with the
professionalization of coaching
and mentoring, and the raising
of the professional standards of
coaches and mentors through
its ethical code (more about that
in another article). The
COMENSA mission is
OSupporting
practice and a learning culture

The same is not true of coaching I coaching and mentoring

and mentoring. Worldwide these ! hrough

PAGE 8

Finding

tax payers (source:
www.sars.gov.org.za );

Opubl i c 6In2088¢;theeeware 1i,5amilion

companies as registered tax
payers in the 2008 tax year, of
which just over 745,000 were
registered for VAT (same
source);

Letds make some
assumptions and extrapolations
(Please note: hourly rates and
contract periods used in this
article are PURELY and SOLEL
for demonstration purposes and
do noffiin any wayireflect rates
charged by the industry, nor are

p r othey meant t hestaken as a

benchmark or recommendation
by COMENSA. COMENSA

disciplines are unregulated, but Nevertheless, we have members Constitution that the

practitioners are seeing the

need to professionalise in order Meé mber s hi p

to raise credibility and

standards. No professional body

choosing not to renew their

brought them any work.

organisation does not

b e ¢ alecoramend; set®r definegates t

for the industry.)

exists in order to provide, find or The building of a business such Of the 5.5 million registered

make available work to its
members. In fact, in the
statutory professions, nene
joins the professional body in
order to get business.
Professionals join professional
bodies in order to:

Bind themselves to a code of

as a coaching or mentoring
practice is a personal
responsibility that requires
discipline, structure, hard work,
courage and determinationd all
vital leadership characteristics.
But lest we give up before we
have even started, perhaps it
would do to have a look at just
how much coaching and
mentoring work there is in South
Africa:

individual tax payers, let us
assume that only 5% can afford
to pay for coaching or
mentoring. This leaves us with
275,000 individuals. L et @ s
a very conservative hourly rate
of R200 per hour, and agree on
a 12 session contract. The
figures would look something
like this:

3,300,000 consulting hours =
4,400 consulting hours per
annum per COMENSA member

In the 2009 Tax year, there were (based on 750 members)

5.5 million registered individual

R660 million worth of revenue =
(Continued on page9)

and

Yo U,

conse

OSuppor

professional
practice and

a learning
culture in

st anda r pecifically gfates inhe c s 6 . coaching

and
mentoring
through
standards
et h
COMENSA
Mission
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(Continued from pageB)

R880,000 revenue per annum per
COMENSA member .

If we do a similar (fairly brutal)
exercise with the company figures
there are 1,5 million companies
registered as tax payers but only
745,000 registered VAT payerslf

ness?o

OF SOUTH AFRICA
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750 members)
R178 million revenue = R238,400

nd.i

PAGE 9

Yo u, or

ng

expect to have to do whatever it
takes to

revenue per annum per COMENSA Or mentoring business? Coaches

member (based on 750 members)

So if you are active in all 3

segments discussed (Life, Business

and Executive Coaching /
Mentoring), you could conceivably
be doing 8,572 consulting hours

we base our calculations on the VAT per annum and earning in the

payers, and only assume that 10%

region of R2,012,400 per

of this group would be able to retain annum. You would be quite busy

the services of a coaching /
mentor / training institution /
supervisor, then the figures might

look something like this (as before,

all figures used are merely for
demonstration purposes):
74,500 companies in sample.
Business Coaching / Mentoring
(assuming a minimum of 3
individuals per company) at an
hourly rate of R250 per individual
and with 12 sessions per person.
2,682,000 consulting hours =
3,576 consulting hours per

COMENSA member (based on 750

members)

R670,500,000 revenue =
R894,000 revenue per annum per

COMENSA member (based on 750

members)

For Executive Coaching /
Mentoring, |
by 50% to 37,250 and base our
calculations on 1 person per
organisation, an hourly rate of
R400 per person and 12 sessions:

447,000 consulting hours = 596

consulting hours at Executive level
per COMENSA member (based on

et 0s

considering there are only 8,760

hours in a year! Also bear in mind
that wedve used
conservative hourly rates.

So who is getting the

business? From our observations,
word of mouth referrals and
leveraging networks and
relationships is the single most

and mentors are leaders, and we
need to model leadership. That
means we need to do the same

hard yards that we expect from our

clients.

So if these stats and extrapolations

are not enough to start a fire in
each and every one of us and get
us out there networking, building
relationships, meeting the kinds of
people we would love to work with

éhememdiay will?
business!

NB: Remember that the rates used are
purely for demonstration purposes and

in no way reflect rates charged within
the industry. Any use of the rates

quoted in this article for the purpose of

arriving at a price will constitute a

successful marketing and sales tool yejiberate misuse and abuse of this
information.

in this industry. We have seen this
in action at all levelsd from
practitioners just getting started, to
those who have been in the
industry for years. Those members
who have crafted and maintained
their relationships, who keep up
with their networks and who have
mastered the art of getting word of
mouth referrals are always

busy. And the numbers show that

threrg ia %Ie(ptg of W%keout gh%re n(%r

everyone.

Most, if not all, coaches and
mentors will at least sometimes
work with people who are starting,
building or reinventing a business.
How does one do this and not

buil d o

n

e

o

ar

0

n
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Stages In the Coaching Relationship

coach and the client discuss and it must be the clie
agree on things like the purpose of subjective story, not the story as

the coaching, the process that will ~ told or understood by a third party.

be followed, who the players are,  According to Egan (2002), self

and other important stakeholders  disclosure through storytelling can

that should be involved. The aimis help reduce the initial stress, in that

to arrive at a contracted piece of it helps the client to get things out

work based on a shared concern. A in the open which in turn can have
valuable contribution by Lane a cathartic effect. It is not

followed in applying Integrated (1990) to the profession of uncommon to hear clients\ say to
Experiential Coaching (IEC). The IECS0aching is underlining the the coach, oyou are
Model follows an adapted version  Importance of both parties defining W ho knows this abou
of Kil bur §8B)scoathih@ @éh@rgdoconcern. The coach must Storytelling helps the client tq .
stages. The stages are the same at D€ interested in the issue at hand; ~ unburden themselves by getting rid

the macro and micro levels. At if not, the coaching relationship is  of secrets they have carried around
dmacro |level 6 we dopmedtofajlugebefore it even for years. It also helps to clarify
contractual coaching agreement, starts. problem situations and unexploited

i.e. from the time the contract starts Stage 2: Present current situation situations, espeC|aIIy if the story

to the time it ends. At omicro | ec\z}nebfetgld|na.nc.)njudgmental
we mean that every coaching Stage 2 involves presenting the environment. It is important to help

session will go through the same or current situation. Here the clientis  the client tell their story in as much
a similar process. What follows is a asked to share their life storyd and detail as possible, i.e. specific

description of the macrdevel
process.

By Dr Lloyd
Chapman

This article explores the stages

SUPERVISI
Portfolio
Committee

Stage 1: Establish contact

Stage 1 involves establishing
contact with the client. The client
could have contacted the coach
directly, or the coach could have
been selected by the Human
Resources department. In this
stage the coach and the client are

ARE YOU UNDER SUPERVISION?

ARE YOU AWARE OF THE BENEFITS OF BEING IN SUPERVISION

introduced, and the two parties COMENSA recommends at | east 1 hc
agree on whether or not they want hourds spent Coaching or |
to work together. | ngekgEEoMERBSPERIM POLICY ON SUPERVISION

Formulation Method (1990), which

was initially used in Cognitive IF YOU WANT TO KNOW MORE, CONTACT THE CHAIRMAN OF Tt

Behavioural Psychology and later SUPERVISION PORTFOLIO COMMITTEE
adapted to coaching, this stage is GARY VILIJOEN
about trying to define a shared gary@humanworks.co.za

concern that both parties are
interested in exploring. Here the



http://www.comensa.org.za/dotnetnuke/ProfessionalPractice/Supervision/tabid/79/language/en-ZA/Default.aspx
mailto:gary@humanworks.co.za
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Stages in the Coaching RelationshipContinued...

(Continued from pagel0) client explore the current refer to-as opseudo
situation even further. In experimentingo, because

experiences, behavioursand Egands Model (ipvlgegipterview ogic instead

emotions. As Egan (2002:140) stage is about helping the of controlled experiments: the

points out, 0V alignukeeakstironghbliacs | dimcdl context and

to vague opt i o Bpdtswhichimappreventaners éxperimental rigour of
from seeing their unexplored controlled experiments are
opportunities, themselves, and either not possible or not
their problem situations as desirable.

they really are. In so doing, it is
possible to help the client
screen or choose possible
problems and/or opportunities
on which to work.

More importantly, storytelling
can help facilitate relationship
building between the coach
and the client. To facilitate the
relationship-building process,
the coach must learn to work
with all styles of storytelling.
Every individual is unique, and
has a different story and way of
telling it. Therefore, it is

In Stage 3 the client and the
coach therefore experiment
with various options and
hypotheses. The first three
stages deal with the current

‘ﬂ reality of the client.
0Storytel
™ " W stage 4: Choose foci y

important to start where the | can help

client starts. Stories are a | In Stage 4 the emphasis facilitate

valuable aid in identifying the '/‘ : moves on to the desired future relationship
clientds defic R N a Bhe ¢liégnkis encouraged to building
resourcefulness. The aim in P spell out possibilities for a between the

the Integrated Experiential better future. According to coach and the
Coaching Model is to help the Egandés (2002) clientthi
client build on their own where the coach helps the - Dr Lloyd
resourcefulness. Egan (2002) gt : client to choose realistic and Chapman

believes that incompetent f::: T challenging goals which are

helpers tend to concentrate on ™ s real solutions to the problems
t he ersonds defi,cjits, .wher ear gnexploitedopportunities
. P . Lane (19§0§ refers to this . o P . PP
skilled professionals, although . identified in Stage 4. Lane
. tage as the exploration and .
not blind to : pehrsono? (1990) refers to this stage as
- o testing 'of hypotheses of cause .
deficits, capitalise on the . the formulation of the
~ and maintenance. Every .
personds resources gn . hypothesis to be tested. It
problem and/or opportunity . .
resourcefulness. Through involves getting a sense of
what the issue is that the client

o . that is selected is a hypothesis.
storytelling it is possible for the Itis a hvbothesis bechBse at
coach and the client to spot yp wants to work with. Here the

and develop unused the time itis the most obvious client creates a model with

. leveraged problem and/or .
opportunities. . : . which they can go and
opportunity with which to work. . . .
experiment in the world. It is

Stage 3: Explore current The hypothesis might change . .
. g_ P _yp o 9 9 here that the client defines
situation over time, and it is therefore
_ ways to change that are
an openended experiment. It

In Stage 3 the coach and the |
is what Bruch and Bond (1998) (Continued on pagel?)
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Stages in the Coaching Relationship Continued....

(Continued from pagell)

desirable, feasible and lead to
action.

In the Integrated Experiential
Coaching Model this is done by
means of a Personal Learning
Contract (PLC), in which the client
defines their purpose (i.e. what they
want to achieve), how they will
know whether they have been
successful (measurement criteria),
and the strategies that they will
implement to achieve their
purpose. The Integrated
Experiential Coaching Model caters
for various levels of consciousness,
and so the clarity of goasetting will
depend on what level the client is
working on. If, for example, the
client wants to lose weight or
achieve certain business objectives,
then it is very important to set clear
and realistic expectations and
goals. On the other hand, if the
client is exploring the transpersonal
levels of consciousness, goal
setting can actually be a stumbling
block to their progress.

Stage 5: Implement the working
Learning Conversation

Step 5 involves implementing and
going through a number of Learning

Conversations for the specified
contractual period. According to
Lane (1990), it is the process of
applying and experimenting with
the new understandings gained in
the coaching sessions. In the
Integrated Experiential Coaching
model, each Learning Conversation
is followed by a twewveek break
during which the client experiments
with and applies what they defined
in their PLC. Before the next
session they will evaluate what they
actually did, compare it to what
they said they were going to do, and
explain the differences. The
sessions can be iterative, in that
the PLCs tend to build on each
other, or they can fluctuate
between the three different types of
Learning Conversations. Sessions
generally last for two hours.

Stage 6: Closure and review

The final step, Stage 6, is closure
and review. Here the coach and
client, and if needs be an
organisational representative, will
review the process and decide on
whether to renew the contract or to
terminate the coaching
relationship. To bring the coaching
relationship to closure, each client
is asked to write a reflective essay
about what they have learnt from
the coaching experience. The
reason for doing this is twofold; it is
a helpful way to bring final closure
to the learning experience and the
coaching relationship, and it further
enhances the ability of the client to
reflect on their actions and their
own learning.
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Motivation Or Conation: ECNALG

Dr Elta Boshard

mortality. Conceptually, motivation
this coaching contract, | had never should not be confused with either
spent a day selling. Can you volition or optimis

imagine my trepidation, considering During the first week or so the

that coaching wa %ﬂn%éers Gelaml det%é?iveé, he

map in terms _Of people lining up the usual suspects:
development in those days?)

Management consultant. (Prior to

Motlvatl.onDefln.ed. OACf:or ding t. o Vagggﬁ,ét i E;%\C\,Erﬁ;??t dg
The tqplc of Motivation and mot.lvatlon may be rgoted in f[he OWhy arendt &thegy mo
Conation took me bgc'k sqme 20 ba§|c need to.m!nlmlze phyS|caI. get paid handsomely
years. | remember it like it was only pain gnd maX|m|z.e. pleasure, or it OLetds get a motiva
ye.sterda}/. It was 1990 and after may include spgmﬂc needs .such 8 That should turn th
being trained extensively both here eating and resting, or a desired
and in the USA | completed my object, hobby, goal, state of being, A mock trial was arranged with the
first solo coaching flight called ideal, or it may be attributed to less Sole purpose of putting Motives vs.
®Coaching for Sa lagparenGeasonstsicioas altruigng, Motivation on trail. The Judge (the
client was 3M. | was the Interaction selfishness, morality, or avoiding (Continued on pageL)
Www.WhatHaveYouDonetoMarketYourselfToday.org.za????
New COMENSA Website your name, surname and profile If you have a FaceBook profile,
Is your Profile on the COMENSA username so that we can work on check out the COMENSA FaceBook
website? Have you accessedyou 9 et ting your pr o fpage ferevenispphatos of
Profile recently to check whether it members having a great time at
has transferred successfully to the  Are you LinkedIn? events, and become a fan of the
new database? Linkedlr_w is a Social Networking site m_faﬁiéol(:)i?;ijw Page. Goto

(www.LinkedIn.con for
The new database has a more professional people. If you use it
sophisticated search functionality, ~ well, it can be a means of linking up Build Your Practice
and requires that certain info with past colleagues, currentpeers Pl ease dondt forget
matches the requirements of the and potential new clients. Youcan i n BuildeYour Practicé secti o
new database. If you are unable to ALSO join the COMENSA Group on on the COMENSA website. This
access your Profile, please email LinkedIn and start discussions on  section is exclusively for the use of
administrator@comensa.org.za with topics that are of interest to you. COMENSA members, so you have to

We now have almost 200 members be LOGGED IN to access this
C) e T e VT in our Linkedl n gectonu fitincludes a prasentat®n

OMISA) & . . ey : : )
N e i o o growing all the time. full of facts and figures about
Coaching, Mentoring and they are
Are you on FaceBook? so effective. Use what yc_)u need to
make YOUR sales material,
The COMENSA FaceBook page noV¥)resentations and proposals more
has 60 fans, most of whom come compel ling. ltds o

from Pretoria, Gauteng!
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Motivation Or Conation: ECNALG continued...

MD, and my sponsor) decided to
crossexamine an expert witness
(yours truly).
and cut two circles in three equal
parts. Two parts were given each to
the prosecution and the defence to
help them make their case. On one
part was written Emotion and on
the other, Reason. After a lengthy
session of questions on which
would most influence motivation,
the verdict was inconclusive. The
judge asked the expert to break the
stalemate by producing the third
part of the circle. On it was the
word: Conation.

At the end of the intervention the
first group of Sales Managers were
celebrating the successes of having
identified and worked on what is
was that drove each individual, and
kept them going! | was about to
move to my next contract, and it
was also time to say our goodbyes.
When it came to one of the more

Tlow of sudtesy whatrwbuld shibw vt ihdaetd |

a supervision séski@n wken my phonea m
rang. It was Ferdi
6d phone! 6 he

deal of excitement. With bated

senior guys, I
wondering, now that you feel the

you that you could keep the flame

of momentum goindp?@alld llowleadler ed o
down, took a long whiletoreflect years?6 | had not e
and then he looked me straight into BacktoFerdi o6You know E.
my eyes and saldy g0l Phong VY,
when I_, find that hiae%éhln&)amaék. YBJshosvédluy f
my vulnerability, and even though | your fear in the same measure as

tr ' e_d : ?t t 0 sho Vour’e&stas%ésanojyoufsc&l'd gréw ole
waitingo with allyhdgngsddis ctton |
had. | believed in what Ferdi could suppressed. When | promised to

achieve. phone you, | made a choice that

Armed with lots of motivation, a day. | was going to try and be like

new script and firsthand youé and invited my

do the same. Do you remember you
told us that Conation was
considered the most outdated word
in the English Language? But that

experiences in the field, my own
exhilaration knew no bounds!
Coaching grew into a new way of
being. It involved being with the

brave ones, t he @onlydhe sefed f@w kmdwdhat It is
decided to t ake talbodghe beB deptdsecietangraedient
Travell edo. T h i d$or sustainabilitg Eltaccanatierd me
of any preconceived ideas that | kept our momentum going from

could be an expert in anything other strength to strength. This call is to

than tapping into myinternal tell you that and also to invite you
motivation. | made a commitment to my retirement dinnerd | want to

to myself and it was easy. |took a show my successor a real

decision of conation : | will continue Motivator!

to e_zxpand on_ the other area_1§ n Let me end this real story with:

which coaching could be utilised. It Dondt forget to rea

took discipline, effort and lots of
hard work to become a masterful
facilitator of a process that | had no
control over. This was not always
so easyd and in those years it was
often a very lonely path.

the April issue of COMENSAnews on
Conation: Without Boundaries
thereds no Bounti

f u

Dr El'ta Boshard: The C
SolutionFocused Trauma Practitioner and
TA Organisational Analyst, is the founder of

Motivation under Siege the PROFACT NETWORK.

http://profact.co.za/

Recently, | got a powerful reminder
of the importance of being
vulnerable and receptive. | was
preparing for my monthly


http://profact.co.za/
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Moving Sundials into the Sunlight d A Strengths-Based Approach

By Lizette
Retief

The question of how to motivate
and inspire others confronts us on
more than one level as coaches
and mentors. Firstly, we often work
with leadersthat face the challenge
of inspiring peopleto greater
engagement (and thus productivity)
in their organisations. Secondly, we
usually hold goochopes and

wishes for our clientsto become
more motivated and connect with
their passions through the coaching
process, in order to experience
greater fulfillment and
accomplishment. Finally, we also
have tokeep ourselves going and
energisedto bring the best of what
we can offer to our clients.

I n order to O6gro
ourselves, we usually hold the

philosophy that we have to investin|
O U r s

or O6work onbo
Usually, organisations try to put a
positive spin on this approach by
labeling the weaknesses of an
empl oyee, the
odevel opment
opportunityo.
that score lowest during an
empl oyeeds
a | eaderds

pe
ar e

360 d

automatically become the focal
points for their professional
development.

This strategy implies that a
per sonods
improvement lies within their areas
of weakness, and focusing
attention and effort there will

i mprove the pers
How often have you noticed
slumped shoulders, defensiveness,
sighs and stern faces from people
facing the prospect of dedicating
their precious self development
efforts to O6fixi
weaknesses? Although this seems
to be an intuitive approach to
people development, it is certainly
not a very motivating one.

According to an overwhelming
volume of research performed by
the Gallup Organization, this
Oweakness fixing

exactly the opposite of what top

T _& E

perf g

greatest

performers in their fields do. In
Now, Discover Your Strengths
(2005), Marcus Buckingham and
Donald O. Clifton, present the

compelling results of this study.
potential for

Over the course of 30 years, Gallup
interviewed more than 2 million
people identified as top performers
mnhéirsrespeetiveffieds, covaringe .
all industries and walks of life.
Through an unstructured
interviewing process, they
attempted to gain insights into how
these top performers viewed the
waoyld and viehat shey did to make
themselves excel. There was no
common approach, personality
characteristic or behaviour that
could be identified. In fact, each
person interviewed was quite
unique. What they did discover in
the process was more fundamental:

0 approach is

(Continued on pagel6)
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Moving Sundials into the Sunlight Continued...

(Continued from pagel5) getting even better at what they produce the same level of
already do well, doing the bare excellence in the same task over
1 Excellent performers minimum to manage around their ~ and over again, without fail.

ocapital i se o0 nwedkhessestokeep themfrgnh h s 0 o _
and Omanage a risteferidg withraecontplishing their These findings liberate us as

weaknesseso. goals. Interestingly, these coa.ch'es © feel. conﬂden.t n
discoveries also showed that assisting our clients to discover

1 The beit man]:':lgers rr:ecogmse peop || eds greates tth05§ g*n[n%s Hu?t rnaal.(? the{n:owant
eac o} ' t e. ir o%veelgppdoeg O Biie Whithid 1Sl ©  togetupin the morhlng, feel
talents and assist them in competent and confident, engage

i d developi areas of weakness, but in their o ]
applying and deveioping areas of strength. In our areas of their interest and passion, and

these ar:eas of natural weakness, our ©6p erqal*e gq?nh{%eh%grg authenncall-y

strength. ceilingd is prob é[kﬁrpsglve%. [ﬁwlgllmg quetfbe?egvlg re
O swemes e 0PSO,

organisations perform better talent, we are almost unlimited, and 50, i Ut client ¢ t

chance to excel. According to
Following this line of thinking, the ~ Benjamin Franklin, wasted
strengthsbased approachtapsinto str engths are 0sund

employee turnover, and
increasing customer
satisfaction and productivity.

the core of what energises people. s hade 6. We need to
They found that these top Astrengthin this context is defined the sunlight!
performers were not welbalanced, @S O0consi stent, near perfect
wellrounded individuals. These performanced in an activity. This
people were absolutely definition implies thattwo things About the Author:
extraordinary at some things and ~ Must be present for something to _ o
pretty dismal at others. They also D€ classified as a strength: Lizette Retief is an owner of the
) ) Coaching Café in Somerset West
focused their learning efforts on The person must perform this (www.thecoachingcafe.co.zpand
activity at a very high standard serves on the COMENSA Research &
repeatedly, which means that some Definitions Portfolio committee (See
O0Research® section ir

natural talent/inclination must be

. on COMENSA website). She has been
involved, and

coaching leaders, high potential
The activity nee c¥pPloxegs apleams far igyPpashde n o

the person when he/she engages in Yéa's following a strengthdased,
it, i.e. the person must gain some solution focused, mindfully authentic

. approach. She is passionate about
energy or sense of intrinsic

. . . and committed to building a
satisfaction from performing the professional body of knowledge to

activity. create the foundation required for
coaching to be recognised as a mature

If the first point alone is present, )
profession.

the person would not be able to
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COACHES AND MENTORS OF SOUTH AFRICA PAGE 17

oDwarfs Sitting on t

quired, and enquired, and even sincerely appreciate the giants
By Emma Tyrrell, Na- had a couple of good debates who have gone before us, let's
tional Chair of the around research questions! We  build on their hard work and use
COMENSA Research learned that our competencies as our perspectives as practitioners

Portfolio Committee  coaches would serve us well to make it real.
through research, as there are
similar essential factors to con- Feedback from participants:
On Sat 27th Feb, a group of sider, including confidentiality, Fabulous value for moneyWhat |
coaches met at The Long House in reflexivity, ethics, and contract- found most valuable wasstarting off
Bergvliet in the W.Cape, to make ing. with our research topics at the begin-

ning, it caused me to ponder my re-
search question throughout the work-
shop, whilst we exploredow to cre-
ate a research plan. - Susan Gredley

sense of how they would 'do re-

search' as practitioners.The fa-  After enjoying the connections
cilitators - Karolyne Beets, Emma made during this workshop, | am
Tyrrell, and Nick Wilkinsbrought  left pondering the following quote
the topic alive, with examples and -"We are like qlwarfs sitting on the A really useful day, it has added sig-
clear explanation of what practi-  shoulders of giants. We see more, ifcant value to my practice and pro-
tioner research is, and how to do  and things that are more distant,  yided me with confidence to do re-

it. than they did, not because our search. - Veronica Wantenaar
sight is superior or because we

The participants explored their ~ are taller than they, but because  I'm now more familiar with the re-

areas of interest through various they raise us up, and by their search process and jar-

exercises and gained insight great stature add to ours." (John  gon. Identifying my research para-

about what is realistic and achiev- Of Salisbury, 1159) | look forward ~ digm is going to make all the differ-

able within their varied con- to building the body of knowledge ©nce' - Anonymous

texts. We shared, laughed, in- of coaching in South Africa, and

Are You Feeling Out of

Get back i n 0t un edanpcpaching tagdinatars within
make our national COMENSA Coach-organisations across South Africa.
ing Survey a success by sending us

con_tact deta{ls .Of Coachmg Co If you are a Coaching GOrdinator,
ordinators within or.ganlsatlons.,.The or know of a Coaching GOrdinator
COMENSA Coaching Survey is due towithin an organisation or corporate
be launched soor_1, and the_z COMENSAentity, please pass on my email ad-
Research Portfolio Committee would

) dress
like to ensure that the survey (emma@thecoachingcentre.co.2a0
reaches as many relevant respon-

_ _ that they can make contact with me,
dents as possible. We are confident

h ih | : h Emma Tyrrelb National Chair of the
that we will have p enty_ orcoacnes  -oMeENSA Research Portfolio Com-
and coachees responding, and we

i i ] mittee
would like to be in contact with the

I


mailto:emma@thecoachingcentre.co.za

COACHES AND MENTORS OF SOUTH AFRICA

PAGE 18

Igniting and Tending to the Fire Within

oOLove is the f or araernergizesteamgta éxteke s
spirit and
Phil Jackson

Success Principl
Love is probably a rather unusual are passionate about life and
word in the coaching and corporate enthusiastic about their work,
world and many are likelytofroon 0 candét wait to g
upon the notion of allowing such a and get started. They are eager and
oOtouchy feelyd e metédtio Theyiar filled withh e
workplace, or into the coaching purpose and totally committed to
environment. their missiono.
passion intersects with their job,
dondt require an
complete projects and can manage
themselves very well.

Yet, leaders who are loved by those
they share a vision with, are known
to ignite a passion in the people
around them to achieve common
goals. Leaders who are loved see  Passion for a specific calling or
people not as they are, but as they cause is spiritual in nature and
could be. Benjamin Disraeli, a comes from within. It originates
leader loved by his followers, once from the values we hold; what we

said: O0The gr eat easeabogtonat weylova) and ehat
for another is not to share your brings us joy. In each of us resides
ri ches but t o r e thatétie sgaré of possibilityy thes

Lifting people towards their
potential is an act of love: It
inspires others to give their best

longing to matter and to make a
difference. We may doubt our ability
or even ignore that yearning in our
souls, but when we are enabled to
envision what we are capable of,
and we discover that others believe
in our potential for greatness, our
spirits are set to flame and burning
passion ensues.

It is my act of listening that will

inspire my client to discover and

fan that flame. But it is much more
than | istening;

Car | Rogers call
Positive Regagsetd?od
up "The Ten Components Of The
Thinking Environ
Frankl talked ab
Di al ogued. | cal

tCeent r e d

o

@artoeyship ipvehichpne are w h o
thinking equals.

For a while, time stops and | listen

Sulth totaProcts™NotloflySwith R F M 1

ears, but also with my heart and
with deep respect and appreciation,
and with the sincere belief that my

I?:Ileer% g &aﬁable ovlyzi}\ﬁh?ng her

mind may conceive.
y supervision to

While | listen, | pay close attention
to what my client is saying. | listen
for clues
in what the client is sharing about
her experiences and bring these to
the attention of the client-in turn,
she is encouraged to listen with an
in%é)r ear in order to discern what
matters more to her than anything
el Loogehints are snippets of
information which may reveal
personal values unique to the
client.

A Human Resources Manager, who
struggled with weighdoss issues for
many years, discovered that it was
a general feeling of disappointment
in her self with regards to work and
health habits that was keeping her
from having success. Once sheas
able to see beyond the problem,
\vast possibilities opened up and

"nér Bagsior?b\eé’&r%é’inst?u];nen%lﬁni ng
ectgan Iné the%vgyrhgr 8o_rr\1ga'nyt Lona

‘commnitated wi{ﬁ Ipe(?s'onrr\el. A
young mother struggled with the

Bbid ofa v&rafty apldgt o

bafther. ﬂe} BaSSiOﬁSf& fedrfin I c

Imotljvatted }?eMg éhfdl'ath %ollege

Coachingo.
binds AL E3TH tn%g?toh 9 "a ¢ Whed 4 codch eecliedt, itisaThe

of -hmena rsiodn



