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"The World of Coaching – An African Experience" is a practitioner's handbook written by those desirous of building an ecosystem. It is a compendium of their personal stories, their learning, and insights that make coaching in Africa different. While the principles of coaching remain the same, it is evident that the diversity within the continent provides a unique context for its practice in Africa. While coaching as a profession is evolving within the continent, a strong case was made in the book by several authors, especially in two chapters - “African Culture – The Challenges and Roadblocks” and “The Evolution of Coaching Pre and Post Covid-19” about our culture, tradition, and religion, and their impact on organizational outputs. Coaching within this context requires the coach to be fully grounded in these domains, as it adds a different perspective to the practice of the profession. The implication, as alluded to by some authors in the book, is that one coach may not be able to effectively work across the continent without collaboration with those who are grounded in those specific geographies.

Just as in any evolving ecosystem, professionalizing practice is usually a top challenge, and this was quite evident in a number of the chapters. My take is that this is a good thing. The creative industry is still grappling with this despite the phenomenal progress it has recorded. The rate at which practitioners are professionalized and awareness created, especially among users, will increase the demand for certified professionals. This will also enable the transition from informal to formal coaching. This book is a great way of achieving that.

The point about coaching being different from mentoring, consulting, training, etc. was clearly made across several chapters of the book. It is important for users to understand this as it will increase their willingness to buy the service. Using football, which many understand, the role of the coach is to bring out the best in every player and coordinate them to win. Yet, he never goes beyond the sideline into the field of play. This role of a coach not telling, not judging but bringing out the potentials of the client differentiates the profession from mentoring, consulting, etc. The book also amplifies the context in which coaching thrives, such as building trust, mutual respect, and accountability. While these are the foundation of creating a safe and non-judgmental space for the client, the need for continuous learning by practitioners was equally emphasized. This is because of the need to be acquainted with the evolving tools and techniques of the profession.

The issue of unconscious bias, especially when framed within the context of societal expectations, is particularly visible in gender stereotyping and has great implications for coaching. The book brought this to the fore and gave examples in the chapter “The Prison and The Cage: Gender and Diversity.” One error that the book tries to correct is this belief that coaching is meant for non-achievers. In the chapter “Catalyst for Transformation: Leadership and Teams,” the table showing the coaches of top leaders sought to correct this notion. However, apart from Nelson Mandela, there were no African leaders there. This is a great opportunity for coaches within the continent to up their game.

The moment more African business and political leaders are seen to be having coaches, the adoption and perception of African coaches will increase. This was alluded to in the chapter “Setting up your Coaching Business.”

The diverse transformational stories based on coaching within the continent show uniqueness even in the continent’s diversity. The overlay of culture and societal expectations rose to the forefront in these stories. That is why one can truly say there is an African perspective to coaching, which can contribute to the body of knowledge in the world of coaching. Many authors alluded to the fact that demand for coaching increased significantly during and has remained so even after Covid-19.

In closing, leveraging technology is seen as a way of growing the profession and connecting with clients not in the coach’s geographical location. The use of AI may be a double-edged sword. This must be carefully studied. Overall, the book is a great way of documenting the evolution of coaching practice in Nigeria and the continent. The practical nuggets will be useful to anyone considering being a coach and a reference for those in practice.”

Dr. Peter Bamkole - Chief Operating Officer - Pan-Atlantic University
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International Coaching Federation

The awareness of professional coaching is rapidly on the rise, particularly among young individuals and early-career managers. Coaching has evolved into a prestigious badge of honor, signifying a company's commitment to investing in its employees. It represents an investment in growth and the future, all while remaining attuned to the unique culture, history, and heritage of the locale in which it is delivered.

This book serves as a valuable guide on the art of coaching within the context of Africa. It is crucial to acknowledge that Africa is, in many ways, the "youngest" continent, not just demographically but also economically, as it experiences a notable ascent on both fronts. Before delving into the intricacies of coaching in Africa, let us briefly recount the genesis of the International Coaching Federation (ICF) in 1995.

Back then, the coaching movement was flourishing primarily in North America, Western Europe, and Australia. Fast-forward to the present, and the landscape has transformed significantly. According to PricewaterhouseCoopers, there are now over 100,000 professional coaches worldwide, individuals who have undergone rigorous training and derive more than 50% of their income from coaching. The ICF takes immense pride in boasting members hailing from over 170 countries, solidifying its status as a truly global entity, continually expanding its reach. As of September 2023, over 1,000 coaches, all members of the ICF, are actively engaged in Africa.

The ICF is unwavering in its commitment to elevate the coaching profession by establishing stringent ethical standards, offering independent certification, and fostering a global network of accredited coaches spanning various coaching disciplines. 

At its core, the ICF defines coaching as a collaborative, thought-provoking, and creative process that ignites the potential within individuals, both personally and professionally. Our mission? To envision a world where coaching seamlessly transforms societies—a lofty aspiration, especially in today's fast-paced, ever-evolving landscape.

Coaching is a catalyst for transformation and growth. It unfolds opportunities that extend beyond initial perceptions. In simple terms, coaching empowers; it empowers both the coach and the coached. The application of lessons and insights gleaned from coaching yields empowerment.

Within the pages of this book, you will encounter a plethora of empowering narratives. These stories will captivate, challenge, arouse curiosity, and perhaps even invoke a measure of skepticism. Be prepared to witness your understanding of coaching culture, particularly in the African context, expand significantly.

This book provides a fascinating insight into the African essence of coaching. It unravels the methods, approaches, and techniques that distinguish coaching's impact on clients, communities, and entire systems. It speaks not only to coaching in Africa but also coaching for Africa—a distinction of profound importance. My hope is that you derive as much enjoyment from reading it as I did.
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International Coaching Federation – Nigeria Chapter

Coaching in Africa is an interesting experience that involves contending with diverse cultures, languages, mindsets, emotions, and perspectives. This book originated from the dream of an enthusiastic coach and a group of coaches who aimed to introduce the world to executive and company coaching in Africa. The collaborators, representing various African countries, share their coaching experiences and expertise from African perspectives.

The book seeks to provide insights into coaching in Africa, covering individual, business, executive, team, and life coaching. It acknowledges the unique challenges posed by the continent's cultural, historical, societal, and economic aspects. The goal is to help coaches and leaders working in Africa understand the impact of their work from an African cultural and developmental perspective. The collaborators include professional coaches, Human Resource Practitioners, and Business Leaders, who offer diverse African perspectives.

By reading this book, you can expand your knowledge of coaching and enhance your skills within an African context. It emphasizes the importance of cultural competence, understanding leadership in cultural differences, and the ability to coach across diverse cultures. Leaders are encouraged to become more human and humane, understanding the needs, motivations, and values of the people they manage. Understanding Africa's contributions to coaching is crucial, particularly in the context of the global challenges faced by leaders today.

This book serves as a practical introduction to coaching in Africa, presenting the collective wisdom of African coaches and their diverse cultures. It explores various coaching approaches, tools, research, and philosophies specific to the continent. It fills a unique gap in the market, offering perspectives on coaching from different African cultures. The content covers organizational work and research that focus on culture, tradition, difference, and diversity.

Managing the increasingly diverse workforce is a critical challenge for global political and corporate leaders. The shift from homogeneous societies to diverse cultures requires leaders to understand the dynamics of diversity and culture. Therefore, there is a need to develop a systemic approach to coaching in organizations, taking advantage of Africa's collective way of working. Coaches must help clients develop self-awareness, team awareness, organizational awareness, diversity and cultural awareness, and systemic awareness. This understanding of coaching in Africa is essential for leaders who wish to be more effective and empathetic in their roles.

In summary, this book provides a practical and collective African voice on coaching in Africa. It offers insights into the impact of coaching from an African cultural and developmental perspective. It presents a differentiated approach to individual and team coaching, considering the continent's cultural, societal, and economic challenges. Additionally, it explores various coaching approaches, tools, and research that are being developed in Africa. Whether you are a business or leadership coach, an executive seeking cultural competence, or a leader working in Africa, this book can serve as a valuable reference guide. It aims to contribute to the discussion on African coaching models, approaches, and frameworks as the field continues to evolve.  
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Coaching's global popularity and influence have increased significantly in recent years, aiding individuals and organizations in achieving their goals and unlocking their full potential. However, despite the substantial growth of the coaching industry worldwide, the impact and prevalence of coaching on the African continent has received limited attention. This chapter aims to shed light on the coaching landscape in Africa by utilizing the findings from two comprehensive surveys conducted by the International Coaching Federation (ICF) and its Nigeria Charter Chapter.

The ICF plays a crucial role in promoting coaching excellence and establishing industry standards as the leading international organization devoted to advancing professional coaching. As part of its mission to foster growth and understanding across different regions, the ICF conducted a comprehensive Global Coaching Study to assess the state of coaching worldwide. In support of this publication, the ICF Nigeria Chapter conducted the Coaching in Africa survey, which gathered data from coaches in Nigeria and across the continent.

Africa, being a vast and culturally diverse continent, is undergoing rapid changes in various aspects, including social, economic, climate, and technological domains. These changes bring both unique opportunities and formidable challenges. Over the past decade, coaching has gained momentum in Africa, enabling individuals, professionals, organizations (HR Heads & CEOs), and political leaders to unlock their potential and fulfill their promises. The demand for coaching experienced significant growth during the COVID-19 pandemic, and this trend has continued, with more coaching organizations and coach-training centers being established and growing their memberships. It is now common to hear African leaders referring to their "coach" when discussing their careers in conferences and webinars.

While coaches and their clients in Africa have begun participating in global research and surveys on the coaching profession, Africa is often grouped with the Middle East, leading to an unclear representation. Moreover, the cultural diversity of coaching in Africa requires better recognition than it currently receives. Historically, non-Africans based in the West, coached African and non-African leaders working on the continent. However, this trend has shifted, with African executives finding appeal in coaching as a second career. As a result, we now see more Africans or coaches residing on the continent coaching fellow Africans. The establishment of ICF chapters in Egypt, Kenya, Morocco, Nigeria, South Africa, Tunisia, Uganda, along with other domestic and localized coaching associations, and the availability of accredited coaching training programs in English, French, and Arabic, contribute to the growing trend.

As the demand for professional coaching in Africa continues to rise, it becomes vital to assess the current environment, identify opportunities, and potential obstacles. Understanding the African coaching ecosystem will help the profession identify best practices, address any gaps, and lay a solid foundation for the coaching industry's growth on the continent. The surveys conducted provide valuable information about the characteristics, trends, and challenges faced by African coaches and other coaching professionals.

The purpose of this chapter is to synthesize the results of the Coaching in Africa survey and the Africa-specific findings from the Global Coaching Study. By examining these survey results, we can gain insights into the unique aspects of coaching in Africa and its potential for growth and impact. This information will prove beneficial to coaches, practitioners, researchers, and policymakers who aim to promote the expansion of the African coaching industry.

The ICF Global Coaching Study

The International Coaching Federation commissioned PricewaterhouseCoopers (PwC) to complete the most recent version of the Global Coaching Study. The fieldwork for the survey was conducted by the ICF from October to December 2022. The study was made available in nine languages and extensively promoted through email and social media campaigns. It presents the perspective of coach practitioners, and the full survey results can be found on the International Coaching Federation website under Research/Global-Coaching-Study.

The Coaching in Africa Survey

The ICF Nigeria Charter Chapter's Book Project Committee formed a Survey Sub-Committee to gather data on the African experience of coaching. The survey focused on three stakeholders: coach practitioners, clients, and sponsors of coaching (corporate clients). The Coaching in Africa survey was conducted from January to March 2023, and the full survey results are available on the ICF Nigeria Charter Chapter website under Research/Coaching-in-Africa-Survey.

Findings

Although the Coaching in Africa Survey received fewer responses for Africa compared to the Global Study (124 responses versus 531), the results of the two studies are generally consistent. The Coaching in Africa survey predominantly presents the perspective of the coach due to the small percentages of clients (8%) and sponsors (4%) who participated. However, it provides more detailed data on demographics and peculiarities of coaching in Africa, which can be useful for tailored interventions and programs on the continent.

The findings reveal that the coaching profession has experienced global growth of 54%, with Africa seeing a 74% increase. This growth has led to higher annual revenues from coaching and an increase in the number of active clients per coach. Additionally, coaching fees charged by African coaches have also risen. African coaches charge $30 - $50 more than those in Latin America and Eastern Europe, but $60 - $80 less than coaches in Asia, North America, and Western Europe. The age range of coaches and their clients reflects the youthful population of the continent. Most coaches provide additional services alongside coaching, such as training and consulting.

Coaching Work Experience

On average, coaches have 5.5 years of coaching experience. Over 20% of participants in both the Global Study and the Coaching in Africa survey have over ten years of experience as coaches. 38% have between five and ten years of experience, while 36% of respondents have less than five years of coaching experience (58% from the Coaching in Africa survey).

Annual Income from Coaching

According to the Global Study, the average coach earns $29,600 annually, derived from an average hourly rate of $165 charged for 9.1 hours per week, with 11 active clients. In comparison, the Coaching in Africa Survey found average annual earnings of $20,890 and an average hourly rate of $160. Experienced coaches tend to charge higher rates and have more sponsored clients, which include organizations paying for their staff's coaching or institutions hiring coaches for executive development programs. African coaching is more focused on business coaching (executive, leadership, team, business), which typically commands higher fees than life coaching.

Source of Revenue and Clients

From the global study, 53% of coaching clients were sponsored, while 47% were primary clients. In the Coaching in Africa survey, 50% of primary clients reported paying for their coaching themselves, with 40% being sponsored. Among the respondents, 37% stated that the coachee/client paid themselves, while 20% were paid by a sponsor, and 10% received pro-bono (free) coaching. These findings suggest that the majority of coaching in Africa is sponsored by organizations for their staff. 

Geography and Ethnicity

The majority of coaches (95%) are based in Africa, residing on the continent. The ethnic composition of respondents from the Coaching in Africa survey reveals that 82% were Black Africans, 8% were White Africans, 8% were Arabian Africans, and 1% were Asians working in Africa (not Asian Africans). Coaches on the continent coach both Africans and non-Africans (62.8%), Africans of all ethnicities (30.6%), and a small percentage exclusively coach non-Africans or expatriates living or working in Africa (2.5%).

Sex and Special Needs

Both surveys indicate a higher percentage of female coaches: 71% from the global study and 68% from the Coaching in Africa Survey. Male coaches account for 28% and 31%, respectively. Additionally, 4% of respondents identify as people living with a disability or special needs.

Religion

The respondents' religious affiliation includes 79% Christians, 13% Muslims, 7% atheists (uncommon for the religious continent), 1% Hindus, and 1% practitioners of Traditional African Religion.

Languages

The majority of African coaches (41%) speak more than three languages, while 42% are bilingual. This multilingualism significantly expands the potential client base. English is the predominant language used for coaching (73.6%), followed by French (8.26%), Arabic (5.78%), Swahili (3.3%), and Zulu (2.48%). However, several other languages and dialects are also used, including Yoruba, Igbo, Portuguese, Pidgin English, German, Hausa, Hindi, Gujarati, Tswana, and Afrikaans. The Global Study reports that 75% of coaches instruct in English and sometimes another language, while 25% exclusively coach in French or Arabic.

Education

Coaches in Africa tend to have high levels of education, with over 95% of respondents being graduates. In the Global Study, 65% of participants were post-graduates, and 30% were graduates. The Coaching in Africa survey found that 76% of coaches are post-graduates, including 15% with Ph.Ds, and 23% are graduates. Additionally, 70.2% of respondents have a business educational background, such as finance, accounting, law, engineering, marketing, and human resources.

Age and Generations

Approximately 60% of coaches belong to Generation X (born between 1965 and 1981) in both surveys. The Coaching in Africa survey shows an 8% smaller representation of Baby Boomers/Independence Generation (born between 1946 and 1964). The survey also indicates that coaching services are utilized by individuals across the generational spectrum. The primary clients belong to the Millennial and Gen X generations, with 26% being young Millennials, 32% being older Millennials/young Gen X, and 27% being older Gen X/young Baby Boomers. This suggests that coaching services are frequently sought by mid-career professionals looking to advance their careers, develop leadership skills, or navigate career transitions. Interestingly, although Gen Z represents a smaller portion of the client base (6%), their engagement with coaching services indicates that younger individuals are utilizing these services relatively early in their professional journeys. The older Independence/Baby Boomers and Silent Generation make up 9% of clients, suggesting that coaching is sought for late-career transitions or post-retirement planning.

A Note About Millennials

Africa is a very youthful continent and there is a notable trend among Millennials/Generation Y showing an interest in coaching, which they often learn about through training and webinars. According to the Coaching in Africa survey, 47% of Millennials are members of a coaching association, with 80% being ICF members. When it comes to fees, 87% of Millennial respondents work as internal and external coaches, charging between $50-$100 per hour (40%), $25-$50 per hour (27%), and less than $25 per hour (26%).

The majority of Millennial coaches (75%) earn up to $10,000 per year. It's worth mentioning that some Millennial respondents indicated $0 revenue from coaching, suggesting that some individuals provide coaching services without direct monetary compensation, possibly as volunteers, as part of another job, or as new coaches who haven't yet established paying clientele. This analysis suggests that coaching for Millennials is often a low-income or supplementary source of income rather than a primary one.

The data indicates that Millennial coaches primarily serve professionals, executives, young adults, students, and managers within their own generation or younger. Coaching engagements typically consist of 4 to 6 sessions. It is interesting to note that they tend not to coach business owners and board members, which could be due to factors such as the coaches' specific expertise, their networks, and the demand among that specific client demographic for coaches with corporate and/or board experience.

Introduction to Coaching

From the Coaching in Africa survey, the majority of coaches were introduced to coaching through their organizations (62%), followed by training courses and webinars (28.2%), and recommendations from friends, family, or consultants. Marketing via social media/LinkedIn or email was not a significant avenue for discovering coaching.

Regarding coach training, 89% had completed their coaching certification training, while 3% were still in the qualification process. Encouragingly, 32% of trained coaches received their training in Africa, while the remaining 68% had participated in both African and non-African programs or pursued training solely outside Africa. The majority of respondents (66%) were members of coaching bodies, of which 70% were ICF members.

Coaching Objectives

The primary objective for receiving coaching, according to the survey, is life improvement (60%), followed by performance improvement (50%), business and career improvement (40%), gaining clarity (40%), and relationship improvement (30%).

Professional Roles 

Of the respondents, 42% identified as entrepreneurs, 36% as C-suite executives, and 22% as managers. In terms of coaching roles, 56% were external coaches, 28% had both internal and external coaching responsibilities, and only 4% exclusively served as internal coaches. Additionally, 37% of respondents were full-time coaches, while 53% devoted less than half of their time to coaching.

Coaching Specializations and Additional Services

The primary coaching niches identified in the global study are leadership (30%), business coaching (19%), life coaching (14%), and executive coaching (12%). In the Coaching in Africa survey, leadership coaching (64.8%), executive coaching (45.9%), and life coaching (33.6%) stood out, while business coaching had a relatively lower focus.

Coaches often offer additional services alongside coaching. According to the global study, the most common additional services are training (64%), facilitating (59%) and consulting (58%) followed by mentoring (46%).  Very similar to the Coaching in Africa survey with training (51%) and consulting (49%) as the two dominant additional services. Counseling (16%), therapy (8%), and mentoring (7%) are less common. The remaining services are only offered by a small number of respondents, however the global study also featured teaching (24%), and supervising (16%).

The Role of Technology

Audio-Video platforms were found to be the most popular type of coaching session among clients, followed by in-person sessions. When asked about the growing influence of technology role and Artificial Intelligence (AI) in coaching, the vast majority of coaches expressed skepticism regarding the significance and impact of Artificial Intelligence on their coaching processes and services. Nonetheless, they were largely in agreement that AI could be a useful asset to incorporate into their practices to generate suggestions, automate work, and to conduct research and analysis.

The respondents' predictions for the next 12 months and three to five years indicate a shift towards coaching in virtual reality, the metaverse, and augmented reality, potentially displacing email in terms of communication mediums.

Unique Cultural and Contextual Considerations:

When exploring the cultural peculiarities that coaches have encountered in Africa, it becomes evident that these peculiarities encompass a wide range, from individual beliefs and values to operational and perception-related issues within the coaching profession. It is worth noting that not all coaches perceive or need to address these peculiarities, particularly those who are culturally embedded.

Many coaches have reported addressing specific cultural aspects unique to Africa in their coaching practice. These include recognizing and navigating differences in performance practices and values across African countries, with a particular emphasis on community values embodied by the philosophy of Ubuntu ("I am because we are"). Coaches have also dealt with negative and limiting belief systems that are often influenced by traditional and religious contexts. Building trust and relationships has emerged as essential, with Africans potentially requiring more time to establish trust compared to their Western counterparts. Coaches have navigated areas such as traumatic experiences, gender roles, hierarchy, age differences, and power dynamics related to respect for elders. Additionally, incorporating the lived experiences of the client and acknowledging unique African perspectives on coaching have been important considerations.

Coaches have also identified operational and perception-related challenges inherent to the coaching industry in the African context. These challenges include a relatively low valuation and appreciation of coaching compared to other continents, as well as resistance to paying for coaching services unless sponsored. There is a common misperception equating coaching with counseling or advising, often leading to an expectation of free services. Some coaches have encountered initial resistance to the coaching process, perceiving it as "fluffy," while others have observed a tendency among clients to expect the coach to do the work for them. The need for versatility in coaching styles and an understanding of the questioning style of coaching have also been highlighted.

Interestingly, a subset of coaches has reported no cultural peculiarities that required addressing in their coaching practice, suggesting that the coaching principles they apply are universally effective across cultures. This finding indicates that an innate understanding and immersion in the cultural context may serve to mitigate or eliminate perceived cultural peculiarities in the coaching process, particularly for coaches who are Africans themselves.

Respondents have also provided additional insights relevant to coaching in Africa. They emphasized the need for greater awareness and education surrounding coaching, clarifying misconceptions and distinguishing coaching from other interventions such as training, mentoring, and consultancy. They highlighted the transformative benefits of coaching for personal and professional capacity building. Moreover, participants noted a significant lack of knowledge about the coaching certification process and suggested a greater focus on educating the public about the availability and power of coaching.

A notable concern expressed by respondents is the need for regulation and standardization within the coaching industry in Africa. They pointed out potential issues with ill reputable coaches damaging the profession's reputation, emphasizing the urgency to clarify what professional coaching entails and differentiate it from other forms of "coaching." There is also a demand for affordable and accessible certification and accreditation processes.

Financial challenges associated with coaching in Africa were commonly raised. This includes the reluctance of individuals to pay for coaching services, the difficulty coaches face in determining appropriate fees, and the impact of changing currency values on coaching fees. The high costs associated with coaching were seen as potential barriers limiting access to those who could benefit the most from the service.

Coaches have identified the post-colonial effect, religious sentiments, cultural beliefs, traumatic environments, and hierarchical structures as factors influencing the coaching dynamic in Africa. They have recognized the need for sensitivity to language and accent differences.

Coaches have emphasized the importance of collaboration and networking within the coaching community in Africa. They suggested inter-country sessions for mutual learning, targeted partnerships, and the establishment of coaching associations to promote and develop the profession, better serving the African client base.

While coaching in Africa is still relatively new and underdeveloped, there is a growing interest in the public sector and an increase in coaching bodies seeking ICF accreditation. However, uptake of coaching is still reportedly low, and the profession is perceived to be in its early stages in Africa.

Despite the challenges identified, several coaches have expressed their belief in the potential and opportunities that coaching presents in the African context. They have highlighted the empowering impact of coaching on the African mindset and the increasing recognition of its benefits. The diversity and cultural richness of Africa are seen as offering unique insights and learning opportunities for coaches working across cultures.

Conclusion

The comparison between the Coaching in Africa survey and the results for Africa from the Global Coaching study reveals consistent trends and outcomes. However, it is evident that coaching in Africa is still in its early stages and requires collaboration and cooperation among practitioners and clients to foster its growth. African coaches and coaching organizations need to embrace influential African coaching models and perspectives that have yet to receive sufficient recognition. By integrating local characteristics and emphasizing collective cultural respect, coaching can become less business-oriented and more personal.

Several obstacles and misconceptions still exist, such as the need for greater awareness and understanding of coaching's benefits, particularly in the business world where it is often conflated with mentoring, training, and advisory roles. Regulation and certification procedures are also necessary to ensure the professionalism and reputation of coaches in Africa. Affordability is another challenge, as some potential clients may not be able to afford the high coaching fees.

Collaboration and networking are crucial for coaches to reach a broader clientele across the continent, bridging the gap between individualistic engagements and targeted partnerships. Coaches must be sensitive to cultural nuances, religious beliefs, accents, and also ensure confidentiality and ethical practices. Integrating coaching with psychological skills and understanding the post-colonial power dynamics that influence client expectations are important areas for development.

Public education about coaching, differentiating it from other forms of intervention, and highlighting its transformative potential are necessary. Increased awareness, especially in the public sector, will contribute to the expansion of coaching in Africa. The establishment of professional coaching associations in Africa has the potential to significantly advance the coaching industry.

Despite the obstacles and misconceptions, there is optimism about the expansion of coaching in Africa. Growing interest from the public sector, the emergence of coaching bodies pursuing international accreditation, and the potential for coaching to drive personal and professional development throughout society all point to a bright future. Overcoming obstacles, regulating the industry, and ensuring widespread access to coaching services across Africa's diverse regions and languages are essential to fully realize the benefits of coaching.

In summary, the surveys provide valuable insights into various aspects of the coaching profession, including rates, demographics, services offered, client preferences, and industry perceptions of the impact of technology. While challenges and obstacles exist, there is optimism regarding the growth and impact of coaching in Africa. Collaboration, awareness, education, regulation, and greater access to coaching services are essential for unlocking the full potential of coaching across Africa's diverse regions and languages. The findings also shed light on cultural peculiarities that coaches in Africa navigate, operational and perception-related challenges within the coaching industry, and the need for greater awareness, regulation, and collaboration.

The Coaching in Africa survey team comprised of ICF-Nigeria board members Lanre Onasanya, Akanimo Ekong, and ICF-Nigeria Trustee, Habiba Balogun supported by Project Manager Omowumi Arokodare. Thank you to Malcolm Fiellies, Regional Development Manager (EMEA) for making the Africa results of the 2023 ICF Global Coaching Study available for comparison and inclusion in this publication.
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Section 1: The Art and Business of Coaching
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​1.1 Unlocking the Real Power of Coaching
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by Malini S Kumar,PCC
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Illustrated by Gill Gromhout

Coaching provides clients a supportive and structured environment to develop self-awareness, identify and achieve their goals, and improve their performance. A coach partners with their client, using tools and techniques such as powerful questions, sharing patterns, and observations. Doing so supports and expands their clients' thinking or feeling about their values, beliefs, their situations, what they want, when they want and, how they want to approach it. The bedrock of the coaching intervention is the coach-client relationship. It relies on trust, mutual respect, and accountability, which creates a safe and non-judgmental physical and psychological space for the client to think, grow and reach their full potential. Clients will also view themselves and others better, learn new ways to react or respond, build on their strengths, create positive and long-lasting relationships, and achieve their goals and objectives.

Then, why do some coaching interventions have more impact than others, or do some have shorter-term benefits than others? Is it the coach, the client, the coaching model, the number of sessions, the frequency, or something else? Is it different across geographies, cultures, or leadership levels? Various factors contribute to answering these questions.

Some coaching interventions have better client results than others because of several factors. A few are listed below-

	The client is ready for coaching and has clear, well-defined goals, which makes it easier for the coach to help them achieve their desired outcomes.

	The client's level of engagement and commitment plays a significant role in the success of a coaching intervention. The more engaged the client is, the more likely they will make meaningful progress.

	A good rapport and connection between the coach and client can enhance the coaching relationship and lead to better results.

	The client acts and implements the strategies and tools co-created for real progress.

	The right time and circumstances for the client can significantly impact the success of coaching interventions.

	Coach’s ability to be present, be unbiased, and skilled in working with different clients and being flexibly and mature to shift the coaching style to support the client.


Is there a methodology or model that provides a framework for the coach, client, and other stakeholders to achieve more significant results? Something that almost always works in favor of all the stakeholders. Based on close to a decade of working with clients across geographies, cultures, and levels and speaking to peer coaches and clients, I am proposing the 4P Model for ‟Unlocking the Real Power of Coaching.”

The 4P Model for Unlocking the Real Value of Coaching

The 4P Model is a simple model used at any time. It can be before the start of the coaching intervention to orient the self and other stakeholders to a growth mindset. It can apply during the intervention to evaluate, review, and course correct. Even after the intervention, it can serve as reflections and feedforward for any stakeholders involved.

The 4Ps of the Model are-

	Perception – about the coaching intervention.

	Preparation – for the coaching intervention and individual session.

	Process – the process during the intervention and in the coaching session.

	Planning for permanence – the plan to sustain the insights, strategies, actions, reflections, etcetera.


These are the four aspects that make the magic happen, and all of them are relevant to all primary stakeholders, though to some more so than others.

The 4P Model develops reinforcing loops. It is a system in which a positive change in one aspect leads to further positive changes in other parts of the same design, which supports the original change. It creates a self-sustaining cycle of improvement, also known as a virtuous cycle. 

Reinforcing loops can occur in various scenarios, including organizations, communities, and individual behavior. For example, in an organization, a positive change in employee morale (e.g., through recognition and rewards) can lead to improved productivity and better customer satisfaction, reinforcing the positive shift in employee morale. 

In coaching, reinforcing loops can support the client in creating and sustaining positive changes in their behavior, attitudes, or skills. The coach partners with the client to identify and reinforce positive behaviors, attitudes, or skills that contribute to their success, leading to positive changes.

An example of a reinforcing loop in coaching could be as follows:

	The coach supports the client in setting clear goals for their coaching engagement.

	The client begins taking small, actionable steps toward their goals and experiences early successes.

	These early successes increase clients’ confidence and motivation to achieve their goals.

	The client begins to adopt new habits and behaviors that support their progress and success.

	As clients progress, they receive positive feedback from others, such as colleagues, family members, or customers, reinforcing their positive changes.

	The client’s increased confidence and motivation, combined with the positive feedback they receive, leads to further progress and success, reinforcing their confidence and motivation.

	It creates a reinforcing loop in which the client’s progress and success lead to further progress and success, and the cycle continues.


The coach can help the client maintain this reinforcing loop by providing ongoing support and helping the client identify and overcome any possible obstacles. The 4P Model to Unlock the Real Power of Coaching is also a reinforcing loop.
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A positive perception of the value of coaching can lead to better preparation for the coaching invention. It can lead to a more open, transparent, and productive conversation in the coaching process and planning. The latter is to sustain the insights with strategies and actions which will lead to positive changes and the subsequent positive perception of coaching.

The 4P Model ensures a compelling coaching Intervention. The components of this model are discussed further in this chapter, with some questions to reflect on how to build a better understanding of these steps. The reflections aim to encourage the creation of unique best practices to drive their success. It is all about adding value. As such, I invite you to use this chapter as a workbook to add, delete or edit as you see fit to suit your coaching practice and support your clients and stakeholder in their coaching journey.

Before diving deep into the 4P Model, let us understand the ecosystem and stakeholders that have a critical role in the coaching intervention.

Ecosystem and Stakeholders

A coaching ecosystem is a holistic and interrelated system encompassing all the elements contributing to coaching effectiveness.  It includes the coach, the client, the coaching intervention, the organizational context, and the individual, team, and organizational outcomes that result from coaching.

A coaching ecosystem recognizes that coaching is not just about the coach-client relationship but subjected to a wide range of factors, including the client’s goals, motivations, and challenges; the coaching approach and methods used; the resources, support, and feedback provided by the sponsor; and the impact that coaching has on the individual, team, and the organization sponsoring them. 

It also acknowledges that coaching is a dynamic and evolving process and that changes in one aspect of the system can have ripple effects on other elements.  For example, changes in the client's goals or motivations can impact the coaching process, and changes in the coaching process can affect the client's progress and outcomes.
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A coaching ecosystem creates a supportive and enabling environment for coaching in which the coach, client, and sponsor can collaborate effectively to achieve the desired outcomes.  It involves aligning the coaching process with the client's goals and the sponsor’s objectives, providing appropriate resources and support, and measuring and evaluating the impact of coaching.
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Understanding the various stakeholders involved in the coaching intervention is also crucial. The coach is the primary stakeholder, they are responsible for facilitating the coaching relationship and partnering with the client to achieve their goals. Then the client receives coaching and is responsible for participating in the coaching process and making changes to achieve their goals. Lastly, there is the sponsor. It could be an organization responsible for paying for the coaching, providing resources and support, or ensuring that the coaching aligns with its goals and objectives. Sometimes, it could be the client themselves or another individual, though the latter is rare.

A client's participation in coaching is essential, and it can sometimes be unwilling, in case the coaching is sponsored by the organization. It can create unhelpful attitude towards the coach and the coaching process. The coach must intentionally have a conversation, especially during the first session, to address perception, confidentiality, and the value the coaching will provide the client. One benefit to the client is that the coaching will add value to them as individuals and thus remain even after they change employment. The coach can highlight the latter to the client at the onset.

Knowing how coaching impacts other stakeholders is essential. A client's colleagues may feel the impact of any changes the client makes due to the coaching and may also benefit from the coaching. At the same time, their family members may also be impacted by the same changes, primarily if the coaching is related to personal or family issues. Then again, the client's customers may feel the impact of the changes they make due to coaching, mainly if it relates to customer service or relationship building. Regardless of the possible stakeholders, it is essential for coaches to be aware of all of them involved in the coaching process and to consider the impact as they work with a client.

Let Us Explore the 4Ps in Detail

Perception is the 1st of the 4Ps, the other being Preparation, Process and Planning.

The 1st P of the 4P Model: Perception

We all have our version of reality, and perception is a consequence of how we view everything. It is the lens through which we view the world. It has helped us stay safe and survive. If there is a house fire, we perceive that if we jump off the top of the roof, we will end up with broken bones. There are countless examples. 

Perception is formed based on what we hear, see, and experience. So, in the context of coaching, it is the same. What we have heard, seen, read, viewed, understood, and or experienced generates a perception in all of us of what coaching is, whether correct or incorrect. 

A few decades back, having a coach usually indicated that a leader had issues, and if they did not resolve the problems, the leader might lose their post. Fortunately, that perception of coaching is outdated, mainly in today’s world. These days, if a client is assigned a coach by their employer or organization, they are seen as having potential and a valuable investment.

The coach must reflect on their perception of the company, other stakeholders, the client, and the relevant ecosystem. It may hide somewhere in the brain, but they must hold them loosely and challenge them if they announce themselves. The coach must also be aware of how the perception impacts the way they coach. 

For example, in one chemistry session with a new client of an organization where I do extensive work, I reiterated the importance of letting me know before any schedule change of an agreed coaching session. I said it once and repeated it later in the conversation. I caught myself wanting to say it the third time and realized it is my perception of how the company executives look at appointment times and how casually they cancel appointments last minute that drove my repetition. I then decided to be transparent to the executive about what was happening in my brain and the reason for my behavior. We had a good, open conversation that allowed the executive to share their perceptions about coaching.

Perceptions play a critical role in coaching, and coaches should know how perceptions can impact the coaching process and outcomes. By working with clients to explore and challenge their perceptions, coaches can create a supportive and empowering environment that enables clients to achieve their full potential. The client and the coach must work together to create a supportive environment conducive to growth and development. By doing so, they can ensure that the coaching is effective and leads to lasting change. 

In the illustration below, compare the two pictures. It is easy to guess who will benefit more from the coaching intervention and is an excellent image to show to your stakeholders and ask which they resonate with now and what will happen in the future session if this is the starting point.
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Below are some questions for you, as a coach.

	What are your thoughts and perceptions about yourself as a coach?


	

––––––––
[image: ]




	How does your perception of yourself impact your coaching approach?


	

––––––––
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	How does your perception of yourself impact a client?


	

––––––––
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	What preconceived notions do you have about the company that employs a client (if applicable)?


	

––––––––
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	What preconceived notions are you holding about the stakeholder(s) of a client (if applicable)?


	

––––––––
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	What preconceived notions are you holding about a client?


	

––––––––
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	How could these preconceived notions impact your interactions?


	

––––––––
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	How could these preconceived notions impact a client?


	

––––––––
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	How can you shrug off these perceptions in service to the client?


	

––––––––
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	What will you do if you find acting on these pre-convinced notions?


	

––––––––
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Reflecting on some of these questions can help you gain insight into your perceptions of yourself and your client and how those perceptions impact the stakeholders and the coaching intervention. It can also help you develop strategies for maintaining an objective and supportive approach, leading to more positive outcomes for your client.

Next are some questions you can ask a client, their sponsor, or other stakeholders to increase self-awareness and understanding of perceptions.

	Have you heard about or experienced coaching?

	If yes, what are your perceptions or experience about coaching?

	What do you want to do with these perceptions?

	What should I, as your coach, watch out for?

	How can I support you in the coaching journey?

	If no to the first question, how do you want coaching to help the client? 

	How will you and I know if coaching supports your objectives? 


By asking some of these questions, you can better understand the client’s and sponsor’s perceptions and use that information to support the client’s specific needs and goals.

The 2nd P of the 4P Model: Preparation
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Preparation is an essential aspect of coaching as it helps to ensure that the coaching intervention is well-structured, focused, and effective. Preparation can involve critical elements, such as the coach and client agreeing on clear, measurable, and achievable goals. It would help provide direction and focus to the coaching intervention and enable the coach and client to track progress and evaluate outcomes.

Preparation is crucial for both the client and the coach. From the client's perspective, preparation involves setting aside time to work on their leadership development and being open to looking at things differently. The client must be willing to engage in the coaching intervention and put in the effort required to achieve their goals. It may involve setting aside time each week to work on specific tasks or activities and being open to receiving feedback from the coach and others. Whereas, from the coach’s perspective, preparation involves being well-prepared for each coaching session, finding time to ground themselves, and clearing space both mentally and physically before and after the session to be completely relaxed and present for the client. The coach must be aware about the client's goals and the specific challenges they are facing and be able to co-create the coaching program with the client toward their objectives. The coach must use various techniques and approaches to help the client grow and develop as a leader.

The client and the coach must be well-prepared and fully engaged in the coaching intervention. By doing so, they can ensure that the coaching experience is productive and efficient and leads to lasting change. Below are some questions a coach can reflect on to help understand preparation in coaching.

	How do you prepare for each coaching session with a client?


	

––––––––
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	How happy are you with your current way of preparation?


	

––––––––
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	What can make this even better for you?


	

––––––––
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	What do you know about the way your client prepares for the session?


	

––––––––
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	How do you handle a situation where the client is unprepared for the session?


	

––––––––
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	How do you ensure that the coaching process is productive and efficient, even when time is limited?


	

––––––––
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Reflecting on these questions can help you gain insight into your preparation processes and identify areas for improvement. It can also help you develop strategies for ensuring that each coaching session is productive and efficient and leads to lasting change for the client. Below are some questions you can ask a client and their sponsor to increase self-awareness and understanding of preparation.

For the client:

	How do you prepare for each coaching session?

	How do you ensure you are fully engaged and committed to the coaching process?

	How do you set aside time to work on specific tasks or activities for the session and related to your leadership development?

	How do you handle situations where you are not fully prepared or engaged in the coaching process?


For the sponsor:

	How do you know that the client is fully engaged and committed to the coaching process?

	How do you encourage clients to set aside time to work on their leadership development?

	What role do you play in the client's preparation for the coaching intervention?


By asking these questions, you can gain a deeper understanding of the client's and sponsor's preparation processes and use that information to design a coaching program tailored to their specific needs and goals.

The 3rd P of the 4P Model: Process in the Coaching Session

The coaching intervention in totality or the process in









	What do you notice about yourself in the session?
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	What is the quality of your listening in the session? Are you listening to respond, ask a question, or understand? What are your hearing qualities, weakness, and biases? How can you improve your listening skill even more?


	How present are you in the session to pick said and unsaid ques? How can you improve your presence in the session?


	How do you know the quality of your client’s thinking?


	How do you partner with the client to elevate their thinking process?
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	How do you handle situations where the coaching process is not working as expected?


	How do you ensure that the coaching process adapts to the specific needs and goals of the client?




	How do you see the coaching process impacting your objectives and goals?

	What are you noticing about your thinking?

	What beliefs, values, or mindset is supporting you in the session today?

	What beliefs, values, or mindset is hindering your thinking today?

	What specific steps have you taken as part of the coaching process?

	How have you incorporated feedback from others into your development?

	What challenges have you faced during the coaching process, and how have you overcome them?

	How are you assessing your progress during the coaching process?



	How do you see the client’s development progressing as part of the coaching process?

	What steps have you seen the client take as part of the coaching process?

	How have you seen the client incorporate feedback from others into their leadership development?

	What challenges have you seen the client face during the coaching process, and how have they overcome them?

	How have you assessed the client’s progress during the coaching process?

	How have you supported the client in the coaching process?



The 4th P of the 4P Model: Planning for Permanence







	How do you help clients plan their continued growth and development after the individual coaching session or after the end of the coaching intervention?


	What strategies do you co create with the client to ensure that the changes in thinking and actions discussed during the coaching process are lasting?


	How do you assess the client’s progress during the coaching intervention and support them in identifying areas where they need to continue to grow and develop?


	How do you support the client to develop a growth mindset and a commitment to continuous learning and improvement?


	How do you support the client in identifying risks and plan to mitigate those risks that hinder the action plan and the client’s development?


	How do you support the client to use the insights and learning from the individual coaching session and or the coaching intervention in other aspects of their life if applicable?


	How do you encourage the client to seek additional development opportunities and commit to continuous learning and improvement?




	How do you continue to grow and develop as a leader after the individual coaching session and or coaching intervention has ended?

	What steps have you taken to ensure the changes made during the coaching process are lasting?

	What additional development opportunities are you seeking, and why?

	How do you maintain a growth mindset and a commitment to continuous learning and improvement?

	How do you assess your progress during the coaching process and identify areas where you need to continue to grow and develop?

	What are the potential risks for completing the action plans?

	How do you plan to mitigate the same?

	Who can be your accountability partner in your action plans or other developments?

	What resources do you need to continue your development?



	How do you see the client's leadership development continuing after the coaching intervention has ended?

	What support do you have in mind for the client to ensure the changes made during the coaching process are lasting for the client?

	What additional development opportunities are you encouraging the client to seek, and why?

	How do you see the client maintaining a growth mindset and a commitment to continuous learning and improvement?

	How do you assess the client’s progress during the coaching process and identify areas where they need to continue to grow and develop?

	What support are you committing to the client’s growth? 



Conclusion
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