Project Title

Middle managers at supervisory levels working in
corporations in South Africa have little to no
knowledge of the formal coaching process and its
efficacy hence the limited represenitation of this

group in formal coaching

e
Presented by David Smith



The research seeks to determine if formal coaching
enhances middle managers' leadership skills and overall

performance.

Invite middle managers to be coached

» Gather subjective evidence as well as other
performance metrics

» Assess coaching knowledge pre & post intervention

» Interview peers & subordinates and line managers,
Human Capital Practitioners and a CEO of a
coaching company

» Analyse, interpret and conclude findings



Ethical Considerations

Informed Consent Confidentiality

Gaining permission from Protecting participant identity
participants to conduct and information. Disclaimers
research via coaching were used on all

agreements guestionnaires and recited

before all interviews were

conducted

Objectivity

Maintaining impartiality and avoiding bias. The use of reflexivity as
well as triangulation methods were applied, together with adherence
to the ICF’s Code of Ethics in coaching professional practices



Lack of Formal Coaching
Limited research was done on formal coaching of middle

managers versus internal line manager coaching

Organisational Impact

A disconnect between executives creating strategy and
middle management implementation and enforcement of

strategy on the shop floor.

Research Focus
Investigated the factors contributing to the gap
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International Research

Global coaching trends and best practices.

Few studies on coaching efficacy and leadership
development within organisations of middle
management versus executives have been

researched.
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South African Context

Local factors impacting coaching implementation.

Cultural and organistional influences on coaching

practices.



Seventeen participants fully participated,

i.e. seven middle managers that were
coached (6 individual sessions); four HCPs
responded via in interviews or via
guestionnaire responses and one CEO of a
coaching company was interviewed.
Reluctance / withdrawal from subordinates

and peers noted

Responses to Questionnaires

middle managers coached

Coached middle managers -
re-coaching guestionnaire

CEO of The Coaching Centre

Coached middle managers-
post-coaching questionnaire

Interview Questionnaires with
Human Capital Practitioners

5  Line managers of coached
middle managers - pre-

coaching questionnaire

Peers of middle managers -
post-coaching questionnaire

Line managers of coached of

Peers of middle managers - middle managers - post.

pre-coaching questionnaire
Subordinates of coached
middle managers - post-
coaching questionnaire

Subordinates Ofiocaé:glclngé]uestmnnmre

middle managers - pre-
coaching questionnaire

=== No. of participants who participated == | nitial no. of participants planned




The research employed a mixed-methods approach, combining interviews and questionnaires to collect data.

1 2 3

Data Collection Interviews Questionnaires
Data was collected before and after Qualitative data was collected during Qualitative data was collected through
the coaching intervention, allowing for the 60-90 minutes coaching session pre and post-coaching questionnaires
a comparison of skills and (ave. six sessions). Data recorded, to assess changes in skills and
performance. analysed and interpreted for seven performance.

middle management participants
involved in this study



Data Collection

Data collection took place in two phases: before and after the

coaching intervention.

Pre-Coaching

Baseline data was collected through interviews and

- questionnaires before the coaching program began.
Coaching Intervention

2 Middle managers participated in a structured coaching
program designed to enhance their leadership skills.
Post-Coaching

3 Data was collected again after the coaching program

to assess the impact on managers' skills and

performance.



Average

Skills interpreted scores

Intrapersonal skills:

Self-awareness, emotional intelligence, adaptability and resilience T . g . .
- R The findings revealed significant improvements in the

Statement:

"l am more self-aware of my emotions and reactions since the coaching sessions.” [EG[(L:! Ieadershlp skills and performance of coached managers.
Leadership skills: .

Strategic thinking, problem-solving, team leadership and decision-making 2 I ncrea Sed C on f| d ence

Statement: ]
Coaching helped managers
"l have improved my strategic thinking and problem-solving abilities after the Agree

coaching sessions." .
Managerial skills: 1 Enhanced Skills leadership abilities, leading

Planning, decision making, organising and delegating Coached managers to more effective decision-
Statement: Disagree

gain confidence in their

. - : demonstrated improved making.
"I am better at planning and organizing my tasks as a result of the coaching

sessions.” communication, delegation,
Cognitive skills: and problem-solving skills.
Introspection, logical, analytical and critical thinking, creativity Agree

Statement: "l have enhanced my critical thinking and creativity since participating

in the coaching sessions." 3 Im prOved P erfO rmance

Interpersonal skills:
Emotional intelligence, ability to listen and communicate well, conflict resolution and Coached managers showed Slgnlflcant Improvements

the ability to interact and engage well with people in their team's performance and overall productivity.
Statement: "l am more effective in resolving conflicts and communicating with my [sii{e]gls]\%

team after the coaching sessions." Agree



Limited Awareness

Low levels of knowledge about formal coaching processes
by middle managers, line managers as well as Human

Capital Practitioners.

Lack of Training

Inadequate opportunities for professional development in
coaching by all the stakeholders of this study.

Percelved Ineffectiveness

The Doubt about the value and impact of coaching in the
workplace.



he research concluded that formal coaching significantly
mpacts middle managers' leadership skills and performance.

Knowledge Gap

Knowledge Gaps

1 Significant gap in formal coaching knowledge

among middle managers.

Missed Opportunities

2 Potential for leadership development and
employee growth hindered.

Further Research

3 Exploring factors contributing to the gap.




Unleashing the Power of the
Middle: A J ourney of Ubuntu
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Based on the findings of this study, middle managers are at risk of being marginalised from Mento rsh | p P rog rams

participating in formal coaching programmes facilitated by external, professional coaches.
Provide guidance and support for

2B developing coaching skills.
Mandatory Training Q)

Implement comprehensive

coaching programs that is Leadersh|p F ngagement
inclusive of middle managers. Encourage leadership support for

coaching initiatives for middle

é} managers and include them in

strategy design.
Resource Allocation

Invest in coaching resources and tools by utilizing

professional coaches to partner with middle managers




Impact of study

What might be the result of
conducting this research?

Could it shift anything?

Will I, in my personal capacity, be
satisfied with the outcome?

History of Coaching
How did it all start?

How is it that business appears to

undermine to significant role played by
middle managers?

Learning outcomes
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-learning:

Global and South
African perspective

Is the situation unique only
to South Africa? What role
does bias and the legacy of

Apartheid play in this?

Industry Disruptor

Does this research question
and its findings offer a platform
to disrupt the status quo and
offer renewed coaching
opportunities for middle

managers?






