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[bookmark: _Toc120277898]Introduction

This review of prior learning will take a critical look at the learning acquired as a result of undertaking The Coaching Centre (TCC) Diploma programme. Not only in terms of the content but the further learning acquired as a result of the theory, the practical underpinning, embodying the learning as a consequence of the practical coaching sessions with fellow students, with coaches, with coachee’s, practicing those learnings, receiving coaching from other individuals, attending classes, group work, book groups and assignments that have all informed my practice, my presence and thought process. My intention is to develop a coaching culture within the organisation that I work in, through my role in Leadership Development.
The learning area of my self- development as a coach, discusses the following learning outcomes based on my learnt experiences reflected below.
My self-development as a coach:
My experiences over the last 12 years have enabled me to achieve the following outcomes:
· [bookmark: _Hlk118640482]The unfolding of conscious awareness of myself and how I transform (show up) as an individual and coach
· [bookmark: _Hlk118645946][bookmark: _Hlk119030948]Development and embodiment of my coaching model 
· [bookmark: _Hlk118645986]Enhancing the quality of coaching conversations by co-creating the space for safe conversations  
[bookmark: _Toc120277899]My self -development as a coach

[bookmark: _Toc120277900]The unfolding of conscious awareness of myself and how I transform (show up) as an individual and coach

[bookmark: _Toc120277901]Awareness

[bookmark: _Hlk120227337]Prior to undertaking the Diploma in Coaching, my knowledge and understanding of Coaching would be rated a 2 rating out of 10 which is reflected as poor (Reynolds 1966). 
At the beginning of starting the coaching diploma, we had to introduce ourselves to a partner and provide a context of our life overview. Reflecting, around the language that I used, I realize that I was speaking as a victim and blaming people for my life circumstances, blaming my manager and the people around me and I did not take any responsibility for my own actions and behaviour. 
Budd and Rothstein created a book called, You Are What You Say. The basic idea behind Budd's theory is that our emotions influence both our physical and emotional health which is widely acknowledged (Budd., Rothstein. et al. 2001). Ultimately your words have a direct subconscious link towards your behaviours and leads to an embodiment of how you will show up. I was unaware of how my language and my thinking was contributing to my behaviour and was very unconscious of how it was making me show up. Through the coaching practice and process of deep reflection built within the programme, the understanding and continual reflection practices built throughout each piece of the journey, in addition to receiving feedback continually throughout the process by my coaches, my mentor as well as from my coachee’s. The eventual acquisition and landing of the knowledge allowed me the opportunity to deeply reflect upon myself as an individual and allowed me the realization of how much I had changed.  It was during the last module, by being placed in a “fish bowl” exercise by being watched by various people and strangers. The aim was to coach a random stranger and to be evaluated against your coaching skills, your coaching model, your role as a coach and the decisions that you make. After the session, on being called into a room, by the panel, debriefed by being asked various questions as to my approach and thinking. In that moment, realizing how much I had changed especially when receiving the feedback openly and did not dispute or argue against the feedback which is how I was naturally showing up previously. I listened, absorbed, was totally present to receive the feedback and reflected upon it and in the end felt at peace with how I was showing up and how I did in the session. The panel even commented on me receiving all the feedback well. After we had gone through all the feedback, I was informed that I passed and did not have to re-do anything.
As part of The Coaching Diploma, we each had to rate ourselves against the eight lines of intelligence by Howard Gardner at the beginning and at the end of the diploma programme. The eight different types of intelligences are Linguistic, Logical/Mathematical, Spatial, Bodily-Kinesthetic, Musical, Interpersonal, Intrapersonal, and Naturalist intelligences. Gardner observed that the linguistic and logical-mathematical modalities are the ones that are most valued in school and society. According to Howard Gardner's Theory of Multiple Intelligences people are not born with all of their intelligence (Marenus 2020).
What was fascinating from this experience, upon sitting and really thinking about myself, being honest and rating myself against the various intelligences. Not having a natural affinity for mathematics and therefore, rating myself an honest score of a low number of 3 out of 10 as opposed to me scoring myself high on the Interpersonal communication side. Not realising at the time, that my Intrapersonal Intelligence was more specifically, my world view and the dialogue that I was having with myself which was a low score. Not realising that my internal dialogue was negative and showing up unconsciously. Not recalling giving myself a low score as I was unaware that this was even an area of development.
Applying this learning in my daily interactions, watching my thoughts, being mindful of the words used and making the conscious choice to choose the positive outlook versus the negative.  Realizing that thoughts follow words which leads to actions and behaviours. It is my conscious choice to not watch the news any longer. The news never has anything positive and takes a grim look at the world without focusing on all the possibilities and hope that can spring forth from the people within it. If we fail to consider the news critically. The ease with which something comes to mind tells our brains how likely it is that it will occur. After seeing many scary posts regarding crime or danger, your brain will overestimate your chances of being in a dangerous situation. As a result, we become more fearful and anxious, and our behavior changes accordingly (Teach Thought 2022).
The difference this decision has made to me, is that the cup is now seen as “half full”.  This has resulted in me not taking everything so seriously and consequently, people enjoy being around me based on my positive outlook on the world.  I am mindful of not placing my head in the sand as to what is happening in the world as well but do my best to see a different perspective and share a “lighter” outlook on the world. Doing my best to see the positive out of the situation by using whatever presents itself as an opportunity to build resilience, knowledge, skill as well as an opportunity of learning to be taken from the experience.
[bookmark: _Toc120277902]Mindfulness

One of the many practices that was introduced to me through The Coaching Diploma, was the practice of mindfulness. The skill of mindfulness is the ability of being able to bring one's awareness to the current moment without judging it. Most people think that it is a good thing to be able to multi-task many things at the same time, but the reality is that one is not able to be fully present and provide that task with your full attention. If your attention is split between activities, one is not able to focus full attention on the one activity at the time. The result is that one could make a mistake or miss something critical that attention should be given to. We were shown mindfulness in various ways. One was through the process of breathing and meditation called a grounding exercise that was introduced at the beginning of each module.
[bookmark: _Hlk119599225]The mindfulness process brings a level of awareness and focus to oneself and allows one to be fully present in the moment. According to the study of Shelly, Zaidman 2021, using mindfulness as a coaching practice raises the coachee’s awareness of their emotion’s, body, ideas, behaviour, and language. 
As part of my daily ritual, not only as part of coaching, grounding myself with a 15-minute meditation and breathing exercise at the start of each day. This practice allows me the opportunity to calm myself and become mindful and focussed on the activities that are important for the day. It also heightens the awareness of myself in terms of my behaviour. 
In addition to my daily ritual, specifically using the grounding exercise before the start of a coaching session, allows me to anchor myself, become focussed and present around the competencies required of me as coach within the coaching session. Coachee’s who practice mindfulness are better able to engage with various viewpoints of a situation and experience less stress (Shelly, Zaidman 2021). The use of mindfulness has been the subject of much research, with multiple evaluations concentrating on its effects in workplaces (Badham, King 2021). When a client is observed as coming into the coaching session feeling uneasy or unsettled, a mindfulness practice is offered as a way for them to be fully present in the session and to place all the thoughts that they have going on in a state of “pause,” for the time of the coaching session. This allows the client the opportunity to be fully present in the session.
Based on my knowledge and experience before my coaching studies specifically around breathing, being mindful and the ability of being present, in relation to my awareness of myself, rating myself a 2 out of 10 rating, which is reflected as poor (Reynolds 1966).
Irrational beliefs are thus viewed as victimogenic determinants that correlate with victimhood and victim behavior (Andronnikova 2021). The findings of Andronnikova reflects that mindfulness practice assists in conquering victimhood and can be used to create preventive and therapeutic strategies for people who suffer from victim mentality and other related issues.
When coaching clients and being present to my own feelings in regard to the coachee. While listening to what the coachee is saying and also focusing on their facial expressions, breathing patterns, reactions to me, nervous tics and anxious moments. When using mindfulness, I am aware of both myself and the other (Megginson, Clutterbuck 2009).

[bookmark: _Toc120277903]PIES Check-in

During my coaching studies we were introduced to the PIES check-In. PIES is an acronym used for, P-Physical, I – Intellectual, E – Emotional and S – Spiritual. The PIES is used as part of a reflective tool at the beginning of a coaching session. This allows the opportunity for the individual to take a moment, connect and really think about how they are feeling in that moment This creates the ability to participate in a framework that encourages self-development and is made possible by becoming present and aware of how one is feeling in relation to the PIES check-in (The Adulam Foundation 2021). For professionals in disciplines and specialties, such as law, business, education, pharmacy and other health care sectors, continuous professional development models have included elements of self-reflection (Hughes, Cleven et al. 2019).
From the time of learning about the PIES check-In, it has allowed me to stop, reflect and think about how I am presenting my best self, how I am feeling around those bands before commencing a coaching session.  I have brought the PIES check-in into the coaching sessions with most of my coaching clients. It has been a good tool to use at the beginning of the session and has created the space and opportunity to allow the coachee the opportunity to stop, reflect and check in with themselves. It has created the space for them to really become present and aware of what is happening within themselves and to place a pause on the outside world for the duration of the coaching session. A rating scale has also been included that assists to measure how the client is feeling in that particular session on a scale of 1-5 in relation to the other sessions as a way of tracking their development and growth around those areas.  Since having learnt about the PIES check-in, it has been engrained in me now as a practice over the years. A beautiful example of this happened a few days ago when being in a new coaching session with a coachee. Naturally opening my coaching notebook, my first thought was to start with the PIES check-in.  Kolb’s learning cycle through the lens of the PIES check- in of active experimentation, introspective observation, concrete learning, and abstract conception is a good example of how practicing, learning, reflection and implementation occurs enough times that it becomes a habit.
[bookmark: _Toc120277904]Development and embodiment of my coaching model

In addition to learning about the theory and practice of coaching, the foundation of my Coaching Diploma studies is built on discovering my patterns and automatic reactions that control how I am  always "being" and "doing" in the world through embodied learning. Perspectives will not change until one can see things in a completely new light and then put this new way of being into practice, whether for changing oneself or for your clients. Part of the curriculum of The Coaching Centre diploma, was to develop a bespoke model of coaching informed by myself and underpinned by the various models learnt. This model is used when coaching others, to be able build the model around myself, my personality and how I show up in the world.
One of the contributing factors that has supported my underpinning practical knowledge and embodiment as a coach and consequently, the creation of my coaching model, has been by working with the Coaching Competency Form, refer to Appendix 1. The form is based on a 1 to 4 rating scale. A 1 rating is being not yet competent and 4 rating is being highly competent. At the beginning of my Coaching Diploma, my ability would be rated at a 1.
Learning moves beyond a solely cognitive or rational lens that emphasizes the mind by interacting with the emotions and the body. Direct action learning spaces and settings are awash with references to affect, feelings, emotions, and the body. These body dynamics, including emotions, senses, and kinaesthetic, inspire rethinking of learning processes that are typically thought of as being disembodied or head based. As opposed to a logical process of "analyse-think-change," it is stated that embodiment involves a "see-feel-learn" sequence, leading us to reconsider the nature of learning processes in direct action activism (Drew 2014).
Little is known about the role of the body and emotions in learning processes in a direct-action environment, particularly in the context of an animal liberation movement. Indeed, learning is frequently conceived of as a disembodied or purely cognitive process, undermining the significance of embodiment. The body is treated as a place to house the brain and mind, reinforcing the mind-body split (Barnacle 2009).
Therefore, my way of being and everything learnt, is informed by my coaching model.
After researching numerous coaching models and the theories underpinning them, my coaching model is a version, created from the CLEAR model from Peter Hawkins. The stages of Peter’s CLEAR model are, Contract, Listen, Explore, Action, Review.
[bookmark: _Hlk120073368]My CCCCLERA Coaching Model is created from my learning from the Coaching Centre from the Coaching competency’s, my natural tendency and ability and offering what is needed to the client to assist them in the session.
This  model consists of, Contract around time, the amount of sessions ,what our arrangement will be,  Confidentiality around the sessions and that I will be taking notes and requesting feedback,  Check- in  around the PIES check-in, Confirm the goals and intention  for session, , Listen- actively, Explore the various options, Review and recap what we set out to achieve as the goals and lastly Appreciate which must be a  genuine appreciation for the client in terms what has transpired in the session.
As part of my learning, transformation and embodiment of the coaching skills being learnt, during each coaching session in the practice sessions, with clients and with fellow students, after each session, we had to rate ourselves against the Coaching Competency Form, rating oneself against the competency listed in Appendix 1.
By going through this exercise each time and having the opportunity to be honest and rate oneself, my level of skill could be seen against the competencies at the beginning. This was a low score. My competency level that I was being rated against, improved significantly over time through continuous repetition.
The difference that the repetition of continuously applying the coaching competencies has had, is that it has become a natural way of being and embodiment. Due to a level of embedding that has happened over time, naturally becoming aware of specifics needed to be harnessed when stepping into a coaching session. Most times, it is an automatic transformation into a particular mindset and state before starting a coaching session, as part of my now engrained DNA as a coach. Most recently during my last session with a new client, after observing my behaviour and noticing my instinctive reaction to start making notes around my CCCCLERA Coaching Model around how the session may evolve commencing with the contracting piece which creates the safety and commences with building rapport. Instinctively becoming aware of my demeanour and paying special attention to my presence and behaviour. This automatic shift assists me by stopping to pause before a coaching session commences and allows me the opportunity to check in with myself against the behaviours intended to espouse during the session. Building linguistic awareness, fluency, and competence must be a part of our effort to develop a new understanding of mind and body since language is so essential to human life in all of its dimensions (Budd., Rothstein. et al. 2001). The time before the session creates the space to do a mindfulness exercise and helps to set my intention as a coach for the session that is to follow. The mindfulness exercise naturally places me in a better state of being through breathing and a heightened awareness of showing up against the competencies as a coach. A list of coaching questions is also kept on hand as a way of shifting the conversation should the need arise with the coaching client. This allows me the opportunity to check in with myself and to ensure alignment against the intention.
Upon reflection, I would rate myself a 3.5 on the Coaching Competency Form. The reason for the lower than 4 rating is because of believing that one is always able to improve, no matter at what level once may find oneself at. Now, being able to speak the language of coaching constantly and consistently, due to my previous ability of not having the awareness at the beginning of my coaching journey. Lacking strong cues to observe it, having previously been ineffective at doing so. More happiness and achievement has now resulted in my life from an ability to observe it well. (Budd., Rothstein. et al. 2001).

[bookmark: _Toc120277905]Reflections on my coaching model in present times

[bookmark: _Hlk120187420]Based upon my knowledge of the theory and having had many years of practicing coaching, in my opinion, changing my coaching model now from a simple one to a model with greater flexibility. (Megginson, Clutterbuck 2009).
The discipline or brand of intuitive coaching that underpins coaching is something that resonates with me. Rather, it stands for a manner of being a helper who can contribute, regardless of the coaching techniques one employs. Megan Reitz successfully balances making an impassioned argument for developing the capacity of intuition in order to create depth and focus in the one-on-one interaction with providing a clear-sighted description of intuition in coaching that includes summaries of significant scientific studies on the subject. (Megginson, Clutterbuck 2009). Should I decide to change my coaching model, I would then opt for coaching intuitively based on my experience and knowledge of coaching which would allow me the foundation and trust to allow the process to unfold naturally with the client as having the underpinning knowledge and experience which is key to be able to allow an intuitive session to unfold with a client. 
One needs the structure, knowledge and safety of a model or process to follow at the beginning of a coaching journey and possibly as one’s experience, knowledge and awareness expands over time, one is able to let go of the structure as the experience would be able to hold the space for the coachee in the session.
[bookmark: _Toc120277906]Enhancing the quality of coaching conversations by co-creating the space for safe conversations  

Human social existence revolves around dialogue, and it is through dialogue that we connect and create the social world. Coaches rely on this extremely routine work to support their income as well as develop their professional identity and competence (Armstrong 2012).
[bookmark: _Hlk120065334]Embarking on my coaching journey of learning through The Coaching Centre and realising that one doesn’t know what one doesn’t know until you learn it as “ignorance is really bliss”. With reference to the importance of making another individual feel safe which is a key element of the relationship between the coach and the coachee. Dialogue in coaching is built through the moral and ethical obligations of coaching, which includes building trust and respect in relationships. When advice and opinions are included, trust is maintained and honoured by the respectful acknowledgement and ownership of these as personal. Harmony with others and the development of fulfilling, trustworthy relationships are made possible through language. It also enables individuals to become conscious of them-selves and others, but language is also able to cause sorrow (Budd., Rothstein. et al. 2001).
In my experience. when individuals feel that they are not being judged, they feel safe, and they naturally open up and become vulnerable and share more easily. When open and non-judgmental questions are asked, trust develops between people. Relational risk-taking is enabled by trust. (Armstrong 2012). Once you feel safe, it allows for the conversation to go deeper and broader as a result of feeling safe.
Part of making the coachee feel safe is also being explicit around the contracting piece to be clear and discuss confidentiality and what it entails. Specifically, that unless permission is granted by the coachee for anything specific, everything stays confidential. Any complication or difficulty in the coaching dialogue will be handled from the position of intention if the coach is clear about their goals for the dialogue. In other words, coaching has a significant self-referential component. This involves a coach who frequently examines the goal of the coaching discussion, the effectiveness of their process, and the extent to which they actually practice what they preach (Armstrong 2012).
I have learnt over time as I reflect on my coaching journey is that I felt under pressure at times, when there was a deep silence and pause, that it was okay be silent and allow the coachee the pause needed to sit with the feeling and silence. I did not need to fill the silence. That my role as the coach is to hold the space in silence even though it can feel uncomfortable at times and trust the dialogue, trust the process, and trust my skill.
Based on my reflections and realising that my role as the coach is to resist the temptation of giving advice to the coachee. Ensuring my response as the coach to the invitation by the coachee to volunteer further information once they feel safe in the conversation. Having previously reflected on my impact I had as a coach by offering advice to the coachee.  Realising that it does not serve the coachee and their meaning-making process by allowing me to ask the questions as coach and having the coachee find the answers themselves (Armstrong 2012).
[bookmark: _Hlk120193274]Part of the trust building process in the coaching dialogue is also ensuring my presence and attention as a coach. This pulls on the skill of deep listening which entails paying attention to the coachee's verbal and nonverbal cues, as well as my own reactions to them (Hall 2019). My becoming aware of their response’s and my re-actions assists as an indicator to what is showing up in my body and theirs that is not reflected through words or language. By being aware of myself and of the coachee, it allows me the opportunity to check in with the coachee as to what is happening for them in that particular moment of their body response to the conversation. In a conversation with the coachee, questions are asked to encourage the development of new meaning from the coachee's experience. Once new meaning is generated, new action paths can be identified (Armstrong 2012).



[bookmark: _Toc120277907]The Impact of The Coaching Diploma 

The coaching diploma journey has truly transformed me. Besides gaining practical skills, underpinning knowledge of the coaching models and theories which have also underpinned my practice, having been totally transformed due to my level of awareness of myself and how I now show up in the world. As part of the TCC programme as well, having realised that initially viewing myself as a coach expert trying to understand and make sense of the context and scenario’s being shared by the coachee in the session when in fact, I needed to show up and focus on the coachee as the meaning maker with them having all the answers by having it unlocked through incisive questions. Initially having shown up inquiring about the situation when the object of inquiry should have been the coachee’s meaning about the situation (Armstrong 2012).
[bookmark: _Hlk120233294][bookmark: _Toc118859879]Also realising that as part of my growth as a coach, it is important to be aware the societal norms and cultural practices that also shape the relational space in coaching and having the ability to exercise judgment and self-control when required (Armstrong 2012). A significant learning from this is that before the TCC programme, having negatively received and responded to feedback in the past. Feeling hurt and uncomfortable, my body reacted by tensing up each time after receiving feedback. Throughout the coaching journey, having been inundated with continuous feedback over time, and realising that it was an opportunity, to grow, shift and evolve from the feedback. Having reached a point at being excited to receive feedback, even though it could be viewed as “bad”. Now, viewing it as a valuable opportunity for growth. 
Throughout the coaching journey, having realised that ultimately, my role as the coach is to be fully present and hold the space for the coachee, whilst asking questions and understanding that the wisdom to unlocking the challenges is held by the coachee through the questions being asked as the coach.

[bookmark: _Toc120277908]Prior learning impact and proposed research

My prior learning has informed my intended research and ideas by examining Leadership and Coaching. The learning through the TCC programme has assisted in a variety of ways for example with contracting and creating safety. As a leader, one needs to be able to make connections and build trust with your team and the broader teams that one must work with. Through my learnings and future research, my intention is to assist people in the organisation become better leaders who influence change within the organisation through coaching and leadership initiatives. Through my coaching journey and in my current role within Group Leadership Development, now being in a unique position to utilise my knowledge and skills acquired to create a coaching culture within the organisation for the benefit of all staff. 
Whilst my doctoral studies is of a personal interest, it is also something that I am passionate about and driven to achieve. This would add value to the organisation as it aligns directly to our organisational people focus, one of which is to embed and drive a coaching culture and practice throughout the organisation.
	
[bookmark: _Toc120277909]Conclusion

The opportunity of experiencing the TCC programme, having the access to best practice models, theories, practices, and experiences have radically transformed myself as an individual and coach. This reflection has allowed me the opportunity to refine my skills as a coach.  My world view has been transformed in my current practice as a coach, the decisions I make with clients and ultimately my “being”.
Ultimately the Diploma in Coaching programme has informed my practice significantly and has provided me the information, experience and this informs my research going forward.
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PERSONAL DETAILS 
Email:  infinityza@yahoo.com  
Cell:   072 296 1745 
Gender:  Female   
Nationality:  South African 
Interests: Gardening, swimming, aromatherapy 


oils, reiki, running  


 
PROFESSIONAL SKILLS 
• Strategic Human Resources Management  


• HR Business Partnerships  


• Leadership Development 


• Learning and Development 


• Coaching Leaders Across all organisational levels  


• Facilitation 


• Change Management 


• Programme Design & implementation 


• Skills Development 


• Talent Management  


• Performance Management 


• Employee Relations  


• Management Development   


• Labour Relations 


• Mentoring  


 
PERSONALITY TRAITS  
• Driven, Determined, Resilient, Innovative, Strategic, 


Analytical 


 
PROFESSIONAL QUALIFICATIONS  
2022  (Commenced Feb 2022) Doctorate in 


Professional Practice in Leadership & Coaching 
2020 Future Proofing Human Capital 


Regenesys Business School 
2017 International Leadership Development 


Certification 
2017 Research Writing Course, UCT 
2016 Middle Management Development Programme 


GIBS 
2014 Masters in Integral Coaching  


Middlesex University (UK) 
2010 Coaching Diploma, The Coaching Centre 
2007 Moderator, ETDP Seta  
2007  Qualified Assessor, ETDP Seta  
2006 Reiki Practitioner, Satori School 
2000 Skills Development Facilitator, Inseta 
1998 National Diploma in National Human Resource 


Management, Cape College  
 


GALLUP CLIFTON STRENGTHFINDER SIGNATURE 
THEMES 
• Learner 


• Maximizer  


• Connectedness 


• Command  


• Achiever  


Farzana Dawood                 
Curriculum Vitae 


 
» Group Leadership Development Specialist at Momentum 


Metropolitan 
» Best Practice Institute Winner 2022 in Leadership Development 
» Seasoned HR Professional 
  
VISION  
To develop what matters most- our people! 
Accelerating stronger business performance by providing solutions 
that are aligned to the business strategy. I seek to continue using my 
passion and extensive experience in leadership development in 
creating leaders that significantly transform organisations.   
 
SELECTED RECENT ACHIEVEMENTS 


• Created and curated a virtual platform for leadership called 
LeaderFlix that allowed leaders in the company to access various 
Leadership Development content to enable them as better 
leaders during COVID-19 


• Managed the 1st virtual trade show on leadership which was 
attended by various leaders within the group from various 
African countries 


• Spearheaded the development of an online internal leadership 
development platform called Managerflix aimed specifically for 
new and managers to access virtual content 


• Successfully redesigned all leadership programs in 
collaboration with the business and vendors to pivot during 
Covid -19 


• Currently assisting business areas with creating customised 
programs based on the business need 


 
EXECUTIVE SUMMARY  
Experienced, qualified and astute Human Capital professional with 
21 years’ experience developing leaders.  Enhancing operations for 
organisation’s in the Financial Services, FMCG, Conservation, 
Government, Transport and Security sectors.  
 
I consider myself to be a modern day globally enlightened business 
leader with excellent command of numerous aspects of Human 
Capital. 
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ACHIEVEMENTS  
2021 October -MM Annual Individual & Team 


Award Winner 
2021 Spirit of Excellence Team Winner for 


ManagerFlix and LeaderFlix platform 
2021 May – MM Individual Quarterly Winner 
2021  February – MM Individual & Team Award 


Quarterly Winner 
2020 August – MM Cross Functional Quarterly Team 


Award Winner 
2020 June – MM Quarterly Awards Winner 
2019 August – MM Quarterly Awards Winner 
2018 November - MMI Way quarterly Awards 


Winner 
2017  August – MMI Way quarterly Awards Winner 
2017 April – MMI Way quarterly Awards Winner 
2015-2016 


Top 5 Innovator within MMI  
2014/ 2015 


MMI I & O Best of the Best Performance & 
Values Winner 


2013 Senior Business Partner Promotion 
2013 /2012 


MMI ITS Finalist 
2012  Job Grade Promotion 


2010 /2011 
Metropolitan - GTS Gold Commitment Winner 
 


FURTHER DEVELOPMENT 
2021 ATD Conference 
2021 Systemic Team Coaching 
2021 Systemic Stairway Methodology 
2017 Crucial Accountability 
2016 Blue Print Accreditation 
2015 Applied Influencer Model 
2015 Adaptive Change 
2012 IP 200 accredited/ Copas 
2012 PPA Accreditation 
2012 Accredited in Crucial Conversations 
2012 Accredited Facilitator Nine Conversations In 


Leadership Facilitator 
2012 Accredited Facilitator in Purposeful Teams - 


Worldsview 
2012 Professional Facilitation - Worldsview 
2011 HR as A Strategic Business Partner - UCT 
2011  Conscious Embodiment – Karen White 
2010 9 Conversations in Leadership - Worldsview 
2010  Flawless Consulting – Symphonia 
2010 Project Management 
2010  Leadership Resilience - Mary Ovenstone 
2010 Interpersonal Intelligence - Psychology at Work 
2010  Leadership in the New Millennium - SAODN 
2009  Manager as Coach - The Coaching Centre 
2009  Organisational Development - SAODN 
2009  Insights - Insights 
2008  A time to think – Maryse Barak 
2008  Business Writing - Maureen Thelland 


I possess specialist knowledge in leadership development with 
extensive hands-on experience formulating and implementing 
customised leadership development solutions. Strong acumen in 
design, coaching, facilitation, people development, skills 
enhancement, talent development and management. 
Acumen extends to HR Strategy, Change Management, HR Business 
Partnerships, People Management, Organisational Development, 
Employee Relations, Human Capital Development, Performance 
Management and Operations Management competencies and 
extensive work experience.  
 
I worked in the United Kingdom in 2005 as a Service Champion at a 
company called Sit Up Channels. This role greatly enhanced my 
interpersonal skills and afforded me the opportunity of 
international cultural diversity exposure. I possess well-developed 
leadership, communication, planning and organization skills, with a 
strong aptitude to motivate and develop high performance teams 
and individuals to transfer skills and execute strategies effectively.  
 
PROFESSIONAL EXPERIENCE 
Position: Group Leadership Development Specialist 
Company: Momentum Metropolitan 
Period:  March 2017 to current 
Scope of Work Done: 


• Co-design, influence and deliver innovative and effective 
learning solutions to significantly contribute to the 
development of Momentum Metropolitan leaders. 


• Ensures alignment of the Leadership Development strategy 
with strategic business imperatives in support of the broader 
Momentum Metropolitan strategy 


• Collaborate with Human Capital partners and business 
leaders to create and execute on a strategy to develop 
effective managers, employees and future leaders for 
Momentum Metropolitan 


• Supports leadership culture transformation through the 
development of leaders by the Leadership programme 
offerings created 


• Enabling leaders through Coaching  


• Being proactively curious - investigate best practices, trends 
and innovations; use the knowledge to continuously shape 
and refresh the people development and approach 


• Partner with global providers to implement best practice, 
cutting edge leadership development talent team to 
implement global approaches in line with local needs 


• Compile feedback from key business stakeholders on 
development needs to ensure alignment and relevancy to the 
offerings 


• Assist in developing learning academy’s by partnering with 
the business stakeholders by taking into account current and 
future needs of the organisation with best practice in mind 







 


 


• Proactively identify interconnected problems, determine its impact and use to develop best fit alternatives, 
driving best practice solutions 


• Build strong relationships that promote the company with internal and external stakeholders 
 
Position: Senior HR Business Partner & Site Owner National Portfolio’s –Leadership Development, Talent 


Management, Change Management, Culture Transformation and EVP (Employee Value Proposition) 
Company: MMI Holdings (Momentum & Metropolitan)  
Period:  2013 – 2017  
Scope of Work Done: 


• Strategic MMI HR Planning: Ensure the implementation of new initiatives that is driven from MMI HR within 
the region  


• Strategic MMI I&O HR Planning: Develop and operationalise the Regional Strategic HR plan in alignment 
with the MMI ITS HR plan in collaboration with the team and business stakeholders 


• Organisational Performance: Responsible for the proactive driving of the Organisation Performance 
Portfolio that drives business performance through OD interventions, i.e., Facilitates sessions with teams, 
team builds, team skills enhancement and ensure the outcome leads to greater organisational and business 
performance through the proper dynamic implementation of Performance Management. 


• Staff Management and wellness: Manage and maintain staff management and ensure a fully functioning HR 
team which continuously builds the HR maturity model from a business perspective and internally from an 
emotional and performance perspective. 


• HR Business Partnering: Builds and maintains a credible and trusted relationship and network with internal 
or external customers and stakeholders ensuring a successful delivery and support. 


• HR Operations: Ensure operational efficiencies by identifying and continuously improving on practices, 
processes and operational systems and meeting of operational targets  


• Recruitment: Responsible for the recruitment process of all senior positions and that of the business unit 
area from Selection, Interviewing and Assessments to Induction 


• Orientation: Ensure with the relevant HR contact the on boarding of new staff members and the follow up 
engagement interviews three months thereafter.  


• Learning and Development: Responsible with the relevant HR business contact delivery of the skills 
development strategy and assist with the Architecture to develop a Strategic Learning and development 
Plan and implantation thereof, including workshops, facilitating of soft skills, implementation of coaching 
and mentoring programmes etc. 


• Employee Relations: manages the Strategic IR relation matters for the office and take the cases up to 
disciplinary where required. Ensures all facts are clearly represented for litigation purposes and the 
investigating thereof 


• Communication and Brand: Keep proactive communication sessions with staff around issues pertaining to 
them as requested by the business unit or through HR Communications 


• Change and Transition Management: Responsible for the process implementation of the organisation design 
process, assisting the business unit areas with their business cases and consultation process with staff. 
Responsible for the coordination of the Transition and Transformation plan to ensure a fair and seamless 
process in the region. 


 
 
 
 
 
 
 







 
Position: Organisational Development Consultant  
Company: MMI Holdings (Momentum & Metropolitan)  
Period:  April 2012– December 2013      
Scope of Work Done: 


• Implementation of new initiatives that is driven from MMI HR within the portfolio that is key to our business 
and our staff in partnership with the leadership team and Exco members that terms Transformational 
initiatives, i.e.  


• Assist and coordinate the plan from current to desired states within Culture and Values. 


• Assist the regional ITS Exco in partnership with HR in building the Leadership Team with interventions 
aligned to the strategy. 


• OD process and practice work that solves organisational problems and enhance the learning in teams 
through the Creation of Feedback mechanisms within the strategy. 


• Transformation and Business alignment with the Countrywide Operations Head and IT Regional Head to 
achieve the Strategic Objectives that filters back to ITS. 


• People Integration towards One ITS and moving towards a National Brand internally.  


• Implement initiatives and interventions through i.e., coaching, mentoring, leadership training, national 
initiatives that have business impact in the business.  


• OD Framework: Ensure the implementation and execution of the OD plans and objectives within set 
performance criteria with necessary outcomes achieved.  


• Matrix Business alignments: Establish and promote healthy vertical and horizontal business processes that 
ensure efficient and effective client delivery within set performance expectations and agreed performance. 


• Risks: Identify, monitor and manage Organisational Development risks in partnership with the HR Head and 
other ITS Heads.  


• People Business Continuity: Ensure business continuity and sustainability by delivering Organisational 
Development services according to best practices.  


• Leadership and Talent Optimisation: Ensure implementation of the leadership philosophy, framework and 
model to ensure all leaders and potential leaders obtain necessary skills to succeed.  


• Organisational development: Identify gaps in accordance with the business strategy.  


• Change Management: Coordinates with the leaders the process implementation of the organisation design 
process, assisting business unit areas with their business cases and consultation with Operational HR.  


• OD Interventions: Develop and implement Organisational Development programs e.g., Coaching, 
Mentorship, Nine Conversations in Leadership programmes. 


 
EARLIER WORKING EXPERIENCE 
Position: HR Business Partner – Learning & Talent  
Company: Metropolitan 
Period:  2008 – 2012       
Scope of Work Done: 


• In conjunction with line managers and HR scope learning interventions for employees by analyzing and 
identifying their development needs and linking them to solutions. 


• Compile project plans to steer roll-out of learning solutions. 


• Ensure learning solutions are implemented. 


• Champion/manage/facilitate effective utilisation of Learning and Collaboration Forum as a vehicle for 
shifting culture, enhancing collaboration and a vehicle for the effectiveness of each department. 


• Provide feedback on learning solutions to relevant stakeholders. 


• Solicit feedback from line managers about learning interventions in order to assess impact of learning on 
business. 


• Facilitate Business Unit and regional induction workshops. 


• Ensure learning strategies suit a diverse adult audience. 







 


 


• Strategic MMI ITS HR Planning: Develop and operationalise the Regional Strategic HR plan in alignment with 
the MMI ITS HR plan in collaboration with the team and business stakeholders with the core portfolio of 
L&D and Wellness nationally and the full HR function regionally. 


• Organisational Performance: Responsible for the proactive driving of the Organisation Performance 
Portfolio that drives business performance through OD interventions. 


• Recruitment: Responsible for the recruitment process of all positions and that of the business unit area from 
Selection, Interviewing and Assessments to Induction. 


• Learning and Development: Responsible with the relevant HR business contact delivery of the skills 
development strategy including workshops, facilitating of soft skills, implementation of coaching and 
mentoring programmes etc. 


• Change Management: Responsible for the process implementation of the organisation design process, 
assisting the business unit areas with their business cases  


• Responsible for the coordination of the Transition and Transformation plan to ensure a fair and seamless 
process in the region. 


 
Position: Managing Director  
Company: Infinity  
Period:  2006 – 2008        
Scope of Work Done: 
 
Highlights 
» ABSA Woman’s Day, Motivational Talk, August 2009 
» Cape Nature - Strategic Planning session, September 2009 
» Write Coaching Articles for Destiny Man Magazine 2010 / 2011 
 


• At Infinity I worked with various government departments offering services such as Facilitation and 
Programme Design, HR Consulting, Development and Assessment. Client projects included the following: 


• Infinity was selected by the Department of Environmental Affairs and Tourism (DEAT) as an emerging 
service provider. 


• Recruit, implement and deliver on Government projects. 


• Establish and build a relationship with client 


• Understand client requirements and ensure delivery  


• Develop and deliver the learning programs by establishing standardised methods and procedures for 
delivery, evaluation, measurement and reporting.  


• Design and implement management skills and leadership development programs. 


• Develop and implement learning and development strategy and plan to strengthen professional and 
management excellence across organisation.  


• Diagnose, consult and advise organisations regarding their specific requirements around performance 
management, succession planning and career management. 


• Implement OD initiatives as needed.  


• Identify current and future learning and development needs.  


• Manage the facilitation team  
Clients 


1. PTC Group, Programme Developer, Assessor & Facilitator, Apr 2006 – Dec 2008 
2. Cape Nature -Feb 2006 – April 2008  


• Recruitment, Selection and Implementation for learnership on Whale Trail at De Hoop 


• Lifeskills training – De Hoop Nature Reserve (Unemployed Learners) 


• Walker Bay Project in Hermanus 







 
• Wellness Programme at Kogelberg Nature Reserve 


3. AGR Training, Training Provider on various government projects, Apr 2006 – Apr 2008 (Lifeskills) 
4. Bay Hotel, Training Provider, April 2006  


 
Position: Service Champion  
Company: Sit-Up Channels (UK)  
Period:  March 2005 – December 2005 
Scope of Work Done: 


• Responsible to respond to incoming calls from the customers to take their orders 


• Problem solve questions and inquiries 


• Troubleshoot problems 


• Provide information and handle complaints regarding the organization's products and services 
 
Position: Western Cape Accounts Executive  
Company: Labour Supply Chain  
Period:  February 2003 – March 2005 
Scope of Work Done: 


• Identifies client requirements and needs 


• Management of all the staff on the various sites. 


• Client Consultation-Play a major advisory role by providing client consultation  


• Client Information and Awareness-Responsible for understanding the Client’s organisation & structure, knowing 
the Client’s product/services and staying aware of Client news and changes. 


• Customer Continuity-Establishes and promotes goodwill with customer.  


• Accountable for accurate and timely preparation of requests 


• Work directly with senior managers on a regular basis 


• Have a meaningful impact on the mission-critical services that clients rely on every single day 


• Recruitment and Selection -Understand client site specific needs and deliver on their requirements 


• Ensure a pool of readily available staff as per contract requirements in order to maintain sufficient site 
replacement pool 


• Industrial Relations -Address and solve staff problems & grievances promptly and in a professional manner / 
attending to employee well-being issues. 


• Ensure that all staff are managed on a day-to-day basis in accordance with applicable labour legislation 


• Meet with client as per client requirements.  


• Ensure payroll department is presented with accurate site payroll data processed within deadline 


• Establish and build a relationship with client 


• Understand client requirements and ensure service delivery compliance  


• Communicate and provide feedback regularly to the Managing Director  


• Resolve client queries timeously 
 
Position: Human Resources Manager  
Company: Esaan Group (People’s Transport & Security SA) 
Period:  January 2000 – January 2003 
Scope of Work Done: 


• Identifying training and skills development requirements 


• Provide effective recruitment, selection and placement processes. 


• Ensure that the HR policy and procedures are adhered to and implemented countrywide. 


• Provide and represent the company effectively in terms of all matters relating to industrial relations. 


• Provide effective management and leadership. 


• Performance management implementation 


• Create and keep record of all documentation for current staff, new appointments and terminations 







 


 


• Accurate record-keeping of all HR related documents and employee files 


• Provide guidance on requirements for compliance, templates and general information 


• Provide employees with policies, give guidance on how to implement and ensure it is enforced 


• Ensure all Department of Labour reporting and submissions are compliant 


• Labour Relations Management 


• Disciplinary cases and general labour issues to assist managers with complex personnel issues 


• Ensure workplace skills plan submissions yearly 
 
Position: Human Resources Lecturer  
Company: Cape College  
Period:  January 1999 – December 1999 
Scope of Work Done: 
 


• Preparing and conducting of lectures 


• Writing test papers, marking exam papers and invigilation 


• The delivery of Human Resources at an undergraduate level 


• To produce work, lesson plans, assessment plans, learning materials  


• To communicate external examination entry and timetable  


• To be responsible for creating and maintaining a safe working environment 


• To contribute to the timing and scheduling of lessons and programmes of study 


• To Identify resource requirements i.e.  Equipment, software, etc. 
 
REFERENCES 
Available on request  
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Leadership Development Specialist



		Generic 

Job Title

		Leadership Development Specialist

		Role Family

		Human Resources

		Level of accountability

		

		OFO Code

		

		Occupation Level

		



		Occupation Function

		Support

		FAIS requirement

		No

		

		

		

		

		

		





		ROLE PURPOSE



		Execute Leadership and Management Development programmes in line with MMI’s strategic objectives to establish a culture of leadership development across the business.







		COMPETENCY NAME

		COMPETENCY DEFINITION

		COMPETENCY NAME

		COMPETENCY DEFINITION



		Business Acumen

		Understands how the business operates, what the key issues and risks are that drives business success; and how they impact on the commercial viability of potential ventures and the profitability of the Group.

		Collaboration

		Prioritises the business interests of MMI and invests in the success of the group by aligning effort across divisions.



		Client/Stakeholder Commitment

		Anticipates, meets and exceeds client’s needs by creating long lasting relationships that support the client value proposition, supports their financial wellness and ensures client centricity.

		Impact and Influence

		Persuades, convinces, influences and inspires others, both within MMI and externally to win support, loyalty and gain commitment to the purpose of MMI.



		Drive for Results

		Drive a sense of urgency, focus, accountability, agility and execution to deliver business results.

		Self-Awareness and Insight

		Manages self and relationships with others effectively and provides perspective in difficult situations.



		Leads Change and Innovation

		Actively leads change, does what is right for the business and drives continuous improvement through innovation.  

		Diversity and Inclusiveness

		Is sensitive to individual and cultural similarities and differences and demonstrates humility and an openness to engage people from diverse backgrounds and cultures to the mutual benefit of all parties concerned.



		Strategic Thinking

		Creates competitive and breakthrough strategies to drive short term profitability and long-term business growth and shareholder value.

		

		







		MINIMUM QUALIFICATIONS

		MINIMUM EXPERIENCE



		· Degree in Human Resources, Learning and Development or related

· OD-ETDP (Occupationally Directed Education Training Development Practice)  (preferred)

		· 3-5 years leadership training experience in an insurance or financial services environment

· Knowledge of relevant legislation (e.g. SDA, SDLA, Employment Equity Act (Codes of Good Practice related to EE and B-BBEE), Labour Relations Act and SAQA Act.

· Experience in instructional design processes

· Minimum of 10+ years of progressive experience building, deploying, and measuring leadership development solutions 

· Experience in the areas of adult learning, training and training design, group facilitation, and leadership development; or equivalent experience as a business leader or HR Business Partner. 

· Experience in project management and hands-on training delivery. Experience with facilitation and coaching



















		PERSPECTIVE

		OUTPUTS



		Execute leadership development programmes across MMI

(Internal Process)

		· Keep abreast of trends, legislation and best practices within leadership development to optimise service delivery.

· Contribute to the development and implementation of a training plan customised leadership development programmes  in line with MMI’s Leadership and Management Development strategy.

· Contribute to the development of leadership assessment approach with specific focus on leadership potential, readiness and development.

· Collaborate with business stakeholders to determine MMI’s leadership training needs and desired learning outcomes for MMI. 

· Conduct Training Needs Analyses and use the data to develop and execute leadership development initiatives aimed at addressing leadership leadership gaps and future fit skills training needs.

· Execute MMI’s leadership development programmes which include Graduate Development Programme, Leadership and Management Development, Executive Education, Coaching and Mentoring, Specialist Development, Foundational Leadership Programme, Woman’s Development Programmes etc .

· Facilitate the design, implementation of leadership development initiatives in line with the relevant skills development legislation and SAQA act business needs and requirements. 

· Coordinate and evaluate seminars, workshops and other training initiatives across the business to ensure consistency and alignment to MMI L&D strategy.

· Identify skills training initiatives that will enable the achievement MMI’s BBBEE strategy in line with relevant legislation.

· Leverage off learning tools, technology and processes to drive performance and enable business meet its objectives.

· Build and maintain relationships with leader development solutions vendors, service providers etc to ensure efficient service delivery.

· Partner with human capital community to share insights and identify learning gaps and opportunities for enhancements to drive a culture of leadership development across MMI.

· Utilise metrics, assessments and data to accurately report on the effectiveness of leadership development solutions and their impact on leadership performance across business.

· Oversee and ensure Execute and coordinate the successful execution of the leadership development programmes within agreed time, cost and quality standards.

· Partner with the team to create new pilot programs, workshops and training

· Co-design, influence and deliver innovative and effective learning solutions to significantly contribute to the development of the organisations leaders

·  Assess client needs, help design scalable learning solutions, ensure smooth delivery of solutions, and continuously improve to adapt to business needs. 

· Facilitate learning solutions in either a physical classroom or virtual setting.

· Continually evaluate solutions not only for quality and business impact, but scalability.

· Facilitate and drive ad hoc projects outside of the Leadership development programme scope such as Learning and Development Brand initiative

· Provide Leadership and Learning Subject Matter Expertise and advisory to business and key stakeholders

· Facilitate and support implementation of Group Coaching and Mentorship Forums

· 



		Engage with clients in a client centric manner

(Client Services)

		· Provide authoritative, expertise and advice to clients and stakeholders.

· Build and maintain relationships with clients and stakeholders.

· Deliver on service level agreements made with clients and stakeholders in order to ensure that client expectations are managed.

· Ensure high client service levels and the fair treatment of clients within area of responsibility.

· Participate and contribute to a culture which builds rewarding relationships, facilitates feedback and provides exceptional client service.

· Monitor external and internal client feedback to analyse, interpret and adapt the quality of the client experience.

· Ensure satisfactory resolution of all queries.

· Judgment - take different perspectives and business needs, develop a solution that works, move the ball forward. 

· Be able to support your opinions with sound reasoning grounded in the business. Prioritization 

· Bias for Action and dealing with ambiguity

· Share best practices, partner on solutions, and move the organizations forward together



		Self-management and teamwork

(People)

		· Create a positive work climate and culture to energise employees, give meaning to work, minimise work disruption and maximise employee productivity.

· Demonstrate exemplary leadership behaviour, through personal involvement, commitment and dedication in support of organisational values.

· Drive a culture that guides and directs best practice, fostering an environment of continuous learning, improvement and cohesiveness.

· Enable a learning and growth culture whereby information regarding successes, issues, trends and ideas are actively shared between team members.

· Identify employee growth and development needs and schedule interventions to enable ongoing development, training and personal growth.

· Effectively manage performance within the team in order to ensure business objectives are achieved.Encourage innovation, change agility and collaboration within the team



		Manage budget and implement sound financial controls

(Finance)

		· Control the budget for area, including the authorisation of expenditures and implementation of financial regulations.

· Manage high risk and problematic financial issues in area of accountability and contribute to the development of policy.

· Identify solutions to enhance cost effectiveness and increase operational efficiency.

· Implement and manage financial risk methodologies, techniques and systems and use to monitor and report on financial activities.

· Implement and provide feedback on the effectiveness of financial policy, practice and procedures preventing illegal, unethical or improper conduct.

· Implement risk management, governance and compliance policies in own practice area, to identify and manage governance and risk exposure liability.

· Investigate reported wilful acts of non-compliance to organisation policy and practice and report on findings.
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The Coaching Centre 
T e l : + 2 7 ( 72 ) 491 5969 


E m a i l : i n f o @ t h e c o a c h i n g c e n t r e . c o . z a 


W e b : w w w . t h e c o a c h i n g c e n t r e . c o . z a 


D r e ye r s d a l F a r m R d , B e r g v l i e t , 7 9 4 5 , 


C a p e T o w n , S o u t h A f r i c a 


 
 
 
 14 November 2022 
 
 


Reference for Farzana Dawood - Doctoral studies in Professional Practice  


To Whom It May Concern: 


I am the Executive Director of The (Integral) Coaching Centre. We offer coach training and organisational coaching 
interventions (executive coaching) as well as community work. Our course has been accredited by Middlesex University 
(London) and The Da Vinci Institute (SA) as part of a post graduate diploma in preparation for a Master's degree in 
coaching. I have my professional doctorate in executive coaching from Middlesex University and I am a qualified and 
registered psychologist. Our courses run nationally and our work in business and government is extensive. I work at 
board, CEO, and executive level, as a consultant and coach. I have known Farzana Dawood since 2009. 


 
 


My first engagement with Farzana was through the selection process that screens all applicants for the Coaching 
Diploma which runs at The Coaching Centre in Bergvliet. This programme is not a simple coach training, but a highly 
engaged one, demanding complex thinking and personal growth. Farzana was able to demonstrate this through the 
programme, and it was evident in her final portfolio of evidence, her presentation, and the feedback from her clients. 


 
What struck me about her was her deep passion and curiosity about wanting to engage in a process that would give her 
the skills to better understand, interact and influence the way in which she was working within her organisation. 
However, it went beyond the organisational needs to a deep concern in the plight of others in managing and leading 
their lives both in an out of work. What strikes me about Farzana, is both her love for people, her desire to influence 
and understand organisational life, her capacity to challenge structures and hierarchy, and she is able to do this in a 
skilled and personable manner. 


 
Farzana is caring, responsible, insightful and bright. She pays close attention to what it is that will create better 
communication, better relationship and better performance from her people. 


 
I was impressed by Farzana’s capacity in terms of understanding and being able to hold many perspectives at the same 
time. Farzana bears exceptional leadership abilities, whereby she creates a space for free exchange of ideas and 
encourages her fellow learners to debate over it. I have witnessed that she would always raise some thoughtful points 
or questions, which had led groups to think thoroughly about the challenges that they were facing. She has an ability to 
focus on the big picture of what needs to get done as well as being able to drill down to detail when appropriate and 
necessary. This was demonstrated by Farzana's capacity to ask deep questions after quiet reflection, within the class. 
When she needed to make greater personal meaning of issues, she would pursue this with the facilitators after the 
sessions. 


 
Over the course of our programme, I witnessed a genuine human being, able to get out of the way to allow others to 
reach their answers. I also witnessed her grappling with being the youngest in the class and finding the space to hold 
herself amongst elder people and gain their deep respect. Farzana grew in confidence within herself and i know from 
feedback from the workplace that she is respected, sought after for guidance, input and leadership within the 
organisation. 


 
 


Owner: Paddy Pampallis Paisley  |  The Integral Coaching Centre CC T/A The Coaching Centre Reg No. 2006/049584/23 
 


Leading Transformative Practice …coaching into possibility 







 
 


 


Farzana is also analytical - her gold - and a strength that can sometimes be overused - is that she likes to get to the 
'bottom of things'. She won’t easily be put off in her pursuit to both achieve her personal goals and meet that which 
drives her, in order to find solutions or to better understand the situation - whether that is about people or processes. 
She is able to work with her own vulnerability and take feedback, which she directly translates into ownership and 
personal practice. She knows what it is to overcome hardship and she has not lost her compassion and care in doing 
so. 


 
Excellent with people, Farzana was also able to apply herself rigorously to the academic demands of our coaching 
programme. I have no doubt that Farzana's motivation in doing the MBA comes from her place of core values as well as 
her longing and passion to know the full extent of her world of experience. Highly skilled in people management, the 
MBA will offer the opportunity for Farzana to build her capacity to serve and understand her organisational and 
business life much better. Her key driver is to be her best in what she does and she will give this programme her all. 


 
Your program of study sounds ideally suited to Farzana’s academic goals. She will be coming to you with the proven 
groundwork necessary for success in pursuing her studies in an MBA. She is able to tackle that issues and challenges 
that face her - both at a conceptual level as well as from a personal drive. I know that Farzana would make and 
excellent candidate for your programme. She is dedicated, committed and is able to work in groups in a way that gets 
the best out of the process so her opportunity to do the fieldwork as well as the assignments for the MBA. Her 
intellectual capacity grounds her into the task at hand, and she is able to persevere with the challenge of academic life, 
until she has understanding and then translate it into her own conceptual framework. This was part of the work that 
our students are asked to do in our coursework and I know that given her work experience and deepening maturity - 
she will only be in an even better position to do this work now. 


 
I do not hesitate to recommend her for your programme 
 
 


 
. 
 
 
 


 
Dr Paddy Pampallis Paisley 
Email: paddy@thecoachingcentre.co.za 
Cell: 082 893 3856 
Off: 072 491 5969 
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16 November 2022 
 
Dear University of Wales Trinity St. David 
 
RE:  REFERENCE – FARZANA DAWOOD 
 
My name is Marlise Viljoen and I am the Head of Leadership Development at Momentum Metropolitan in South Africa. I would like 
to recommend Farzana Dawood to be accepted for the Doctorate in Professional Practice (DProf) at the University of Wales Trinity 
St. David. 
 
Farzana has completed her Masters in Coaching from the University of Middlesex and based on her role as the Group Leadership 
Development Specialist, I believe that this would aid her growth immensely as well as provide a great opportunity for our 
organization to seize the opportunity from Farzana’s learnings to assist us through the VUCA world we find ourselves in. 
 
Digitization and exponential change  amongst other factors are calling for the re-invention and development of leaders that have 
the ability to envision, evolve, grow and lead the organization in times of continuous change. Momentum Metropolitan’s business 
ambitions will depend on our ability to fully embrace the work in a DVUCAD (Disruption, Volatility, Uncertainty, Change, Ambiguity 
and Diversity). The Covid -19 pandemic has changed not only how we do business but how business leaders lead in an ever increasing 
world. In response to the changes and in alignment to our Re-invent and Grow Strategy, Leadership development becomes a critical 
lever to ensure that the business stays relevant, re-invents itself and continues to grow.  
 
The role therefore of Coaching within Leadership development assists to empower leaders to do exceptional work. Coaching 
establishes an advantageous relationship that creates the space for thinking, new insights, free thinking, enhanced performance 
and improved communication and reflection and allows the leaders to work towards achieving the desired goals, in addition to 
uncovering hidden strengths and areas of growth within the leader.  
 
Farzana drives the Coaching practice from a Group perspective. Ultimately the aim is to formalise a standard approach to Coaching, 
with a framework and philosophy already in place. Farzana is passionate and committed to  the development of our leaders in the 
business and coaching is seen as enabler for us an organisation to achieve the goals we have set.  
 
 
Farzana is a determined and hard-working individual who is always curious and has a hunger to learn.  I believe that by undertaking 
this study, it will provide the platform for her to keep learning and growing.  It will furthermore enhance her career as well as aid in 
the growth of the organization from her learnings.  Farzana is always on the lookout for new opportunities to learn and displays this 
through always seeking various avenues such as books and in a practical, on-the-job way. 
 
From what I understand, the Doctor of Professional Practice (DProf) is a professional doctorate which provides a structured 
programme of study, which I believe would greatly aid Farzana towards the completion of her studies through the unique way that 
the University has structured the programme. 
 
She is a team player and an extremely self-motivated person, a positive attitude, always helping others and ensuring that the 
concerns raised by employees are addressed with care.  


I would like to conclude by wishing Farzana, all the very best with her academic pursuits, and I hope that she will get selected and 
study at the University of Wales on the DProf programme. 


Please feel free to reach out to me should you have any questions or require any further clarity.  


Sincerely  


 
 
Marlise Viljoen 
Head:  Leadership Development  
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The Coaching Centre


Reflection on DIPC module

		NAME OF DELEGATE: 

		



		PROGRAMME:

		DIPC Cape Town

		MODULE: 

		Module 1 


Integral Coaching



		DATE OF TRAINING:

		20,21 February

		FACILITATOR:

		Paddy Paisley





What has your main learning been from this module?


How will this learning impact you as a coach?


How will this show up in the way you coach?
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		DIPLOMA in PRCTITIONER COACHING


SCHEDULE 2009



		MODULE

		DATE

		DAY

		TIME

		FACILITATOR



		Container

		19 February

		Thursday

		14h00 – 20h00

		Paddy Paisley



		Module 1: 

Integral Coaching

		20,21 February

		Friday


Saturday

		09h00 – 17h30


08h30 – 13h00

		Paddy Paisley






		Supervision 

		12 March

		Thursday

		18h30 – 21h30

		



		Module 2:

Coaching Process

		13,14 March

		Friday

Saturday

		09h00 – 17h30


08h30 – 13h00

		Creina Schneier 



		Supervision

		23 April

		Thursday

		18h30 – 21h30

		



		Module 3:

Balancing Health

		24,25 April

		Friday


Saturday

		09h00 – 17h30


08h30 – 13h00

		Maria Christodoulou



		Supervision

		21 May

		Thursday

		18h30 – 21h30

		



		Module 4:

Awareness of Others  

		22,23 May

		Friday


Saturday

		09h00 – 17h30


08h30 – 13h00

		Cathy Yuill



		Supervision

		18 June

		Thursday

		18h30 – 21h30

		



		Module 5:


Models and Frameworks

		19,20 June

		Friday


Saturday

		09h00 – 17h30


08h30 – 13h00

		Diann le Roux



		MID WAY REVIEW with CASE STUDY 1



		Supervision

		23 July

		Thursday

		18h30 – 21h30

		



		Module 6: 


Psychology of Coaching

		24,25 July

		Friday

Saturday

		09h00 – 217h30


08h30 – 13h00

		Paddy Paisley



		Supervision

		20 August

		Thursday

		18h30 – 21h30

		



		Module 7:


Coaching Others

		21,22 August

		Friday


Saturday

		09h00 – 17h30


08h30 – 13h00

		Craig Henen



		SUBMISSION of CASE STUDY 2



		Supervision

		17 September

		Thursday

		18h30 – 21h30

		



		Module 8:


Systems Coaching

		18,19 September

		Friday


Saturday

		09h00 – 17h30


08h30 – 13h00

		Marc Khan



		 MENTORING SESSION



		Supervision

		15 October 

		Thursday

		18h30 – 21h30

		



		Module 9:


Coaching in SA Context Scenarios

		16,17 October

		Friday


Saturday

		09h00 – 17h30


08h30 – 13h00

		Dumisani Magadlela



		Supervision 

		12 November

		Thursday

		18h30 – 21h30

		



		Module 10:


Leadership 

		13,14 November

		Friday


Saturday

		09h00 – 17h30


08h30 – 13h00

		Retha Alberts



		SUBMISSION of CASE STUDY 3 & FINAL ASSESSMENT 10 and/or 11 December 2009





PLEASE NOTE:

The Coaching Centre will at all times try and adhere to the schedule.

In the event of unforeseen circumstances The Coaching Centre will uphold the right to change abovementioned dates.

Any change of schedule will be communicated timeously and via email
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The Coaching Centre                                                      
T e l :  + 2 7  ( 21 )  7 1 5  0 5 2 5  


F a x:  + 2 7  ( 2 1 )  7 15  03 2 5  


E m a i l :  i n f o @ t h ec o ac h i n gc e n t r e . c o . za  


W e b:  w w w . t he c o ac h i n gc e n t r e . co . za  


@  T h e  L e a r n i n g  C en t r e ,  D r e ye rs d a l  F a rm  R d ,  B e rg v l i e t ,  


7 94 5 ,  C a p e  T o w n ,  S ou t h  A f r i c a  
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. 


INFORMATION FOR PARTICIPANTS IN THE 
 Diploma in Practitioner Coaching 


 Programme 
 


WELCOME! 
We hope that your time learning with us will be fruitful, enjoyable and long term.  We would like you to 
be part of the learning community and to bring with you your abundance! 
 
Please contact us should you require any additional information or support 
 
STUDENT LIAISON & CO-ORDINATION:  
Angela Franzoso info@thecoachingcentre.co.za. Ph 715 0525. Cell: 0732203445 
Contact Angela for all admin & logistics issues: dietary requirements, room & equipment bookings, 
notes, readings, attendance. She is your main contact at TCC. 
Receptionist admin@thecoahingcentre.co.za Ph 715 0525 
Contact receptionist if Angela is not available, and for faxes, copies, library etc 
 
TCC FACULTY HEAD:  
Paddy Pampallis Paisley  paddy@thecoachingcentre.co.za  Cell: 082 893 3856 
Contact Paddy for supervision bookings, quality of content & process.  She is available on Fridays for 
TCC issues. 
TCC DIRECTOR:  
John Paisley. john@thelearningcentre.co.za. Ph 715 0525. Cell 084 412 2847 
Contact John for strategic & policy issues 
Emma Sexton: emma@thecoachingcentre.co.za.  Special Projects 
 
THE VENUE - THE LONGHOUSE  
Shune is responsible for reception.  Lydia is responsible for the kitchen & baking, and Edward is 
responsible for maintenance and gardening 
 
GENERAL INFORMATION 
All learning modules are held at The Longhouse (TL), Dreyersdal Farm Rd, Bergvliet, 7945. Phone 
021 715 0525, fax: 021 715 0325. 
 
There is no dress code – wear what you feel comfortable in….. 
 
Refreshments and lunches will be provided.  If you have particular catering requirements (vegetarian, 
halaal, wheat/diary free etc) please let Angela know in good time. 
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You will be provided with a file/manual to contain notes.  The notes will be emailed to you in advance 
of each module or distributed as the facilitator requests according to the module. Should you require 
us to print them for you, please advice Angela.  We will assume that you print the notes for the file. 
Repeat: Copies will be supplied at each module, but only if you request this. 
You do need to obtain and keep a learning journal, and to bring with you a note pad for taking notes, 
as well as pens / pencils. 
Cell phones are not a requirement – best leave them at home! 
The Longhouse has copying, faxing and internet facilities – available at a small charge. Always 
confirm with Angela or receptionist 
 
RESOURCES 
The Coaching Centre maintains a library of books at The Longhouse.   
Books may be loaned for a period of 2 weeks only – must be signed out and in. 
Anybody is welcomed to make a contribution of books to the library – on a permanent basis, or 
temporary basis.  The library will be open at lunch times while on course. Use of the library is free to 
participants in DIPC. Receptionist is responsible for the library. 
Readings and reprints will be available, and there is access to the internet for research. 
 
TIMES 
We will start promptly at the following times, so please make every effort to be on time. 
Supervision Groups: Thursday evenings. 18.00 for 18.30 start - to 21.00 
Friday:  08.30 for 9.00 start - to 17.30 (lunch served) 
Saturday: 08.00 for 08.30 start – 13.00  
It is very useful to arrive at least 15 minutes before starting time, so you can connect with others. 
 
LEARNING GROUPS  
You will be required to form learning groups, which meet regularly to review their own learning and be 
mentored by a Student Mentor Coach. 
Find 4 people in your area and arrange to meet every 2 weeks. Appoint a leader for each meeting. 
The leader sets the agenda and leads the meeting arranging the Student Mentor to meet with the 
group once a month. During the LG, each student will review a book that they have read, discuss 
coaching sessions, case studies and share information. Usually LG’s meet at a member’s home.  
You could meet at TL, but you MUST book with receptionist. We reserve the right to refuse such 
requests if TL is busy, as we have limited accommodation! 
 
 
COACHING ROOM 
The Coach Room at TL is available for coaching sessions on the following conditions: 
• It must be booked with receptionist, well in advance 
• There is no fee for using the room if you are not charging your client. (this is to accommodate pro 


bono clients)  If you are charging your client, 10% of the fee charged is payable to TL for the use 
of the room. 


• It must be left in the same condition in which it was found: i.e. neat & tidy! 
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TERMS AND CONDITIONS 
You will be required to agree to the following terms: 
• CONTRACTING, FEES OWING: 
You must settle any amounts owing to The Coaching Centre as contracted. 
Your fees must be paid in full (as per your contract) and all library books must be returned before 
assessment is undertaken and a Diploma is issued. 
 
• ETHICAL ISSUES 
You are asked to rise to the call to honour that the work shared with you is the product of years of 
developmental work by TCC and its faculty.   The notes or presentations as supplied by The 
Coaching Centre or any member of the faculty may not be used in any other context or training.  The 
notes are supplied for your personal learning and development as a coach. All material is copyright 
and we would ask you to ask permission to use it in any way.   
You are requested to not discuss any confidential information gained during any coaching sessions 
with anyone, without permission of your client.  Make your client aware that your process may be 
discussed in Supervision as you are in training and in that case will also be held confidentially.  We 
talk of process. 
You may not discuss with anybody any confidential issues which may be raised in supervision 
groups, learning groups or on course.   
 
 


COURSE REQUIREMENTS  
Full details will be provided during the course.  What follows is a summary to prepare you. 
 
 
• LEARNING JOURNAL 
You are required to keep a Learning Journal for the duration of the programme.  It documents your 
learning journey over the 10 months. 
Please find your own Learning Journal: a book, loose-leaf file etc 
Start early and write regularly…… 
You should record all thoughts, reflections, learnings etc in this LJ after every module, coaching 
session and supervisory group – and at any time you have an insight, an “AHA” moment……Keep it 
next to your bedside and available,  
Your LJ is confidential to you, but you will be writing a summary (3000 words) for your final review. 
In the summary, we will look for your learning and growth and the transformational shifts in your 
understanding and practice (refer to assessment document no 11 for further detail) 
 
• COACHING 
During the programme you are required to undertake a minimum of 50 hours of coaching clients. 
You are expected to coach each client for the minimum of 6 sessions. 
We suggest one pro bono client from an NGO.  NGO clients would not normally afford coaching, and 
there will be a minimum fee of R50, so you will be making a social contribution.  The first half of this 
programme will be focused on life coaching. 
Should you need pro bono clients, please discuss with Angela, who will make arrangements. 
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You must find the balance of the clients yourself.  It is your choice as to whether you charge them or 
not but our advice is not to charge until you are convinced that you are adding real value. 
You may coach fellow participants as well – peer coaching. 
An excellent opportunity is to coach those on the Introduction to Coaching programme.  Please tell 
Angela you are available and she will connect you with other students. 
From Module 6 to 10, you will be required to coach in an organisation and this will be arranged by 
Angela   
 
WHEN COACHING 
• Rather have fewer clients with many sessions than fewer sessions with many clients. 
• Always contract formally with your clients. (refer to document 5) 
• Keep written records of each coaching session (refer to document 8) 


• Record a coaching session on DVD and review it  - early in the programme 
• Tape record your coaching sessions and write them up word for word – (called “session 


transcription”! Refer to Midway assessment document 9) Start practicing this early in the course. Be 
aware of ethical issues. 


• Work according to the Competency Framework (refer to document 1) 
 
For the Assessment, you must provide a summary of your coaching: (refer to document 6)  
Client name, date, time coached.  TCC reserves the right to request all coaching records. 
You must also request two of your clients to provide feedback for Assessment. 
 
BEING COACHED 
There are 2 reasons for this: you can learn from experiencing/observing the coaching you receive; 
and you can gain from the coaching i.e. set and achieve your goals! 


 
• During Paddy’s 1st module, Paddy will work with you to develop your intentions as a coach. You will 


take these intentions into your coaching programme with your coach. Contract with an 
experienced coach early in the programme to gain experience of a good coaching programme. 
The cost of this coaching programme is included in your course fee to the value of R300 per 
session for 9 sessions. 


•  Angela will be providing a list of coaches that we recommend for these sessions. Please note that if 
you would like to use a coach who’s fees are more than R300 per session, then the balance of the 
fees will be for your own account and to be settled with the coach directly (i.e. TCC will only pay R300 
per session for 6 sessions) 


• For the balance of your “be coached” hours, contract with fellow 
participants; preferably for 6-8 sessions. 


 
Following each coaching session you should: 
• Complete your learning journal 
• Write  a report for yourself 
• Receive a report from your coach 
 
For the Assessment, you must provide a summary of your coaching:  
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Coach name, date, time coached.  TCC reserves the right to request all coaching records. (refer to 
document 6) 
 
You may include all the “practice” sessions which you do during the learning days, in your records, 
but these MUST be documented – in your Learning journal and/or your separate records.  You may 
only use sessions longer than 30 minutes, and these can count to your 20 hours IF you document 
them. 
 
• SUPERVISION 
SUPERVISION GROUPS 
You are required to attend a minimum of 7 Supervision Groups.  These are held on the Thursday 
evening before each module (18.30 – 21.00). There are 9 Supervision groups, so you may attend all 
and 7 are compulsory 
You are expected to bring to supervision your learning, problems and obstacles, standards and ethics 
issues. 
You are expected to bring with you a transcript of at least one coaching session, so that it can be 
deconstructed. You will be informed when it is your turn to do this. 
 
SUPERVISION REFLECTIONS 
You will be required to submit a 1 page written reflection on your experience of the supervision 
session.  
These reflections will be read by your Student Mentor Coach and Facilitator. They will form part of 
your learning journal 
 
INDIVIDUAL SUPERVISION 
Should you need individual supervision, please contact Paddy, who will refer you to a supervisor.  
This will be for your own cost. 
 
• MENTORING 
Included in the requirements for assessment is that you have one mentoring session with a TCC 
recommended mentor. The cost of this is included in your fees. 
You should arrange this session during after your 7th month on the programme. 
You should arrange with one of your fellow participants to conduct a joint session.  You will coach 
your “partner/client” for 30 minutes, and then receive feedback from your mentor.  You will then swap 
roles, and your partner will coach you for 30 minutes.  They will then receive feedback. 
It is also strongly suggested that you build a relationship with a mentor during the programme, and 
continue in supervision after the programme ends.  COMENSA recommends a ratio of 1:15 
(supervision to coaching hours) 
Your Student Mentor Coach will be arranging your mentoring session as part of your LG meetings 
    
• ATTENDANCE AT MODULES 
It is a requirement that you attend each of the modules in order to qualify for Assessment. 
Remember that our modules are experiential which makes it difficult to make up.   
Should you not be able to attend a module (for a good reason) you may still qualify for assessment if 
you are able to demonstrate competence in the missed module. 
You can do this by: 
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• Reading and ensuring you understand the notes supplied. 
• Spending time with the facilitator and other students to unsure full understanding of the module 
• Writing a summary of the module (+-3000 words) and supplying this to the faculty member, who 


must assess it to ensure that you have the required competencies. 
(Note: the Faculty member has no obligation to provide this time.  You must ensure that it occurs with minimum disruption 
to the faculty member – at their leisure and cost) 
\ 
The alternative to this is that you attend the module the next time it is offered – at no extra cost. An 
implication of this is that you will have to delay your assessment until the end of the next programme. 
 
• MODULE REFLECTIONS 
You will be required to submit a 1 page written reflection on your experience of the module.  
These reflections will be read by your Student Mentor Coach and Facilitator. They will form part of 
your learning journal 
 
 DIPLOMA REQUIREMENTS 


In order to graduate with the Diploma in Practitioner Coaching, you need to complete the following 
requirements: (refer to document 9 &11) 


• Attend all modules 
• Attend 7 Supervision groups 
• Have one mentoring session 
• Be coached by a recommended coach for at least 9 sessions 
• Coach others for at least 50 hours (supply records & 2 references from clients) 
• Be coached for at least 20 hours (supply records) 


 
REVIEW: Complete all Midway Review requirements (refer to document 9) 
Case study on one client, including records of all coaching sessions and analysis 
DVD recording of a coaching session, with 10 min transcript and analysis 
Submit on deadline and attend a feedback session. 
Completed all necessary work to ensure a “competent” assessment. 
 
FINAL ASSESSMENT: complete all requirements (refer to document 11) 
Learning journey Review: 3000 words 
Coaching Model & Framework: a document outlining your model & framework 
Presentation: of your model & framework 
Coaching session: live coaching session to demonstrate your model 
Complete all necessary work to ensure a “competent” assessment 
 
Have paid all fees 
Have returned all library books or other material 
 


 
PROGRAMME MANAGER 
Angela Franzoso 
Phone: 021 715 0525   Email: info@thecoachingcentre.co.za 
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Diploma in Practitioner Coaching 

COMPENTENCY RATING FORM 6

COACH       ______________________


COACHEE   ______________________


OBSERVOR______________________


Date             __________/_____/______


Assess only what is observable – score/rate what is observed. Please note that this is a co-operative learning partnership!


RATING: 


4 = highly competent, often observed. 


3 = competent, observed. 


2 = nearly competent, occasionally observed. 


1 = not yet competent, not observed. 


		CRITERIA

		Rating & Observation



		CONTRACTS explicitly and effectively: time, coaching process, confidentiality

		



		STRUCTURE works according to an explicit structure/model: ie GROW, CLEAR or own ie not random. Model may be emerging.

		



		BUILDS RAPPORT: ESTABLISHING TRUST AND INTIMACY WITH THE CLIENT

Establishing and maintaining trust and intimacy in the coaching/observoring relationship and creating a safe space in which a person can courageously explore their inner and outer thinking, by mirroring, validating, empathising and truly meeting the person in their model of the world or/ frame of reference.


Ability to create a safe, supportive environment that produces ongoing mutual respect and trust 


Shows genuine concern for the client's welfare and future,


Continuously demonstrates personal integrity, honesty and sincerity,


Establishes clear agreements and keeps promises


Demonstrates respect for client's perceptions, learning style, personal being


Provides ongoing support for and champions new behaviors and actions, including those involving risk taking and fear of failure


Asks permission to coach client in sensitive, new areas

Confidently shifts perspectives and experiments with new possibilities for own action,

		



		COACHING PRESENCE 

Ability to be fully conscious and create spontaneous relationship with the client, employing a style that is open, flexible and confident 

Is present and flexible during the coaching process, dancing in the moment

Accesses own intuition and trusts one's inner knowing - "goes with the gut",

Is open to not knowing and takes risks

Sees many ways to work with the client, and chooses in the moment what is most effective.Uses humor effectively to create lightness and energy

Confidently shifts perspectives and experiments with new possibilities for own action. Demonstrates confidence in working with strong emotions, and can self-manage and not be overpowered or enmeshed by client's emotions.

Non defensive, Non-judgemental   

		



		ACTIVE LISTENING 

Being actively present with a client, paying attention in a non-judgemental way to all information presented by the client, both verbal and visual; being able to respond to and reflect the said and the unsaid. 

Hears the client's concerns, goals, values and beliefs about what is and is not possible,

Distinguishes between the words, the tone of voice, and the body language

Summarizes, paraphrases, reiterates, mirrors back what client has said to ensure clarity and understanding

Encourages, accepts, explores and reinforces the client's expression of feelings, perceptions, concerns, beliefs, suggestions, etc.,

Integrates and builds on client's ideas and suggestions

		



		DIRECT COMMUNICATION  

Ability to communicate effectively during coaching sessions, and to use language that has the greatest positive impact on the client is clear, articulate and direct in sharing and providing feedback.


Creates a reframe in thinking – able to test assumptions; able to employ metaphor or other such means to aid coachee in entertaining another perspective.

		



		CREATING AWARENESS  

Ability to integrate and accurately evaluate multiple sources of information, and to only make those interpretations that help the client to gain awareness and thereby achieve agreed-upon results 

Goes beyond what is said in assessing client's concerns, not getting hooked by the client's description: seeing from another perspective or point of view.

		



		POWERFUL QUESTIONING 

Asking a person to turn inward for answers, resources and solutions.

 Ability to ask questions that reveal the information needed for maximum benefit to the coaching relationship and the client 

Asks questions that reflect active listening and an understanding of the client's perspective

Asks questions that evoke discovery, insight, commitment or action (e.g., those that challenge the client's assumptions),

Asks open-ended questions that create greater clarity, possibility or new learning

Asks questions that move the client towards what they desire, not questions that ask for the client to justify or look backwards

Asks questions that will enable the coachee to look at possible blind spots or limiting assumptions
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RE  The Coaching Centre  Welcome to the Diploma in Practitioner Coaching (3).msg
RE: The Coaching Centre: Welcome to the Diploma in Practitioner Coaching

		From

		Angela

		To

		Farzana Dawood

		Recipients

		RECIPIENTS/CN=FDAWOOD



Please see attached schedule



Thank you



Angela



 



  _____  


From: Farzana Dawood [mailto:FDawood@metropolitan.co.za] 
Sent: 17 February 2009 06:21 PM
To: Angela
Subject: RE: The Coaching Centre: Welcome to the Diploma in Practitioner Coaching



 



Hi Angela



 



Please send me all the dates for the rest of the coaching programme for 2009.



 



Kind regards



Farzana Dawood
Human Resources Consultant
_________________________
GTS: Group Services
Metropolitan Life
Office: +27 21 940 6772
Fax: +27 21 940 4902



FDawood@metropolitan.co.za
Physical Address: Parc Du Cap, Building 6, Mispel Street, Bellville 7530
Postal Address: P O Box 2212 Bellville, 7535



  _____  


From: Angela [mailto:info@thecoachingcentre.co.za] 
Sent: 16 February 2009 12:34 PM
To: OldjohnT@arc.agric.za; calberts@mweb.co.za; joyl@telkomsa.net; debbyw@foschini.co.za; bridget@wol.co.za; Shirl.Curry@gmail.com; elizabeth.vandeventer@cadiz.co.za; sallyandgraham@gmail.com; Farzana Dawood; ian.slatem@mweb.co.za; mdimitriou@newmediapub.co.za; Christo Diedericks
Cc: 'Paddy Paisley'; 'John Paisley'; 'Angela'
Subject: The Coaching Centre: Welcome to the Diploma in Practitioner Coaching



 



 



Dear Students



 



I would like to welcome you warmly to the Diploma in Practitioner Coaching.



Please read the attached Welcome Letter 



 



We commence on Thursday, the 19th with a Container Build and on Friday, the 20th and Saturday, the 21st with your 1st module



 



The process for Thursday will be as follows:



 



Times:



14h00 until 20h00



 



A light supper will be served at 18h00



 



Paddy Paisley will be your facilitator with various others joining in and sharing with you



At supper you will get the chance to meet other faculty members and your student mentors



 



What to bring:



An object – please read attached Container Build Document



 



The process for Friday and Saturday will be as follows:



 



Times:



Friday: 09h00 until 17h30



Saturday: 08h30 until 13h00



 



Notes and all refreshments will be provided



 



What to bring:



Your files and journals from Thursday



 



Pre course work 



Please see attached: pre course work to be completed and emailed to Paddy (paddy@thecoachingcentre.co.za) and myself (info@thecoachingcentre.co.za) by Thursday morning. 



 



Paddy will be your facilitator for Module 1



 



The venue is The Coaching Centre at Longhouse (please request a map if required)



 



As Student Liaison I will be here to assist you on your coaching journey so please contact me if you require further information or assistance.



  



 



Best Wishes



 



Angela Franzoso



 



STUDENT LIAISON



 



PH:     021 7150525



FAX:   021 7150325



C:      073 220 3445



 



www.thecoachingcentre.co.za



 



Legal Disclaimer:  This email is confidential and contains legally privileged information.  If you are not named 



above as an addressee you may be unlawful to read, copy, distribute, disclose or otherwise use the information 



in this email.  Any views or opinions presented are solely those of the author and do not represent those of 



The Coaching Centre.  If you are not the intended recipient and have received this email in error, please contact 



info@thecoachingcentre.co.za



 



 



This message is subject to Metropolitans disclaimer pertaining to electronic communications. To view the disclaimer please visit http://www.metropolitan.co.za/disclaimer.asp 
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DIPC SCHEDULE 2009.doc

			DIPLOMA in PRCTITIONER COACHING



SCHEDULE 2009





			MODULE


			DATE


			DAY


			TIME


			FACILITATOR





			Container


			19 February


			Thursday


			14h00 – 20h00


			Paddy Paisley





			Module 1: 


Integral Coaching


			20,21 February


			Friday



Saturday


			09h00 – 17h30



08h30 – 13h00


			Paddy Paisley









			Supervision 


			12 March


			Thursday


			18h30 – 21h30


			





			Module 2:


Coaching Process


			13,14 March


			Friday


Saturday


			09h00 – 17h30



08h30 – 13h00


			Creina Schneier 





			Supervision


			23 April


			Thursday


			18h30 – 21h30


			





			Module 3:


Balancing Health


			24,25 April


			Friday



Saturday


			09h00 – 17h30



08h30 – 13h00


			Maria Christodoulou





			Supervision


			21 May


			Thursday


			18h30 – 21h30


			





			Module 4:


Awareness of Others  


			22,23 May


			Friday



Saturday


			09h00 – 17h30



08h30 – 13h00


			Cathy Yuill





			Supervision


			18 June


			Thursday


			18h30 – 21h30


			





			Module 5:



Models and Frameworks


			19,20 June


			Friday



Saturday


			09h00 – 17h30



08h30 – 13h00


			Diann le Roux





			MID WAY REVIEW with CASE STUDY 1





			Supervision


			23 July


			Thursday


			18h30 – 21h30


			





			Module 6: 



Psychology of Coaching


			24,25 July


			Friday


Saturday


			09h00 – 217h30



08h30 – 13h00


			Paddy Paisley





			Supervision


			20 August


			Thursday


			18h30 – 21h30


			





			Module 7:



Coaching Others


			21,22 August


			Friday



Saturday


			09h00 – 17h30



08h30 – 13h00


			Craig Henen





			SUBMISSION of CASE STUDY 2





			Supervision


			17 September


			Thursday


			18h30 – 21h30


			





			Module 8:



Systems Coaching


			18,19 September


			Friday



Saturday


			09h00 – 17h30



08h30 – 13h00


			Marc Khan





			 MENTORING SESSION





			Supervision


			15 October 


			Thursday


			18h30 – 21h30


			





			Module 9:



Coaching in SA Context Scenarios


			16,17 October


			Friday



Saturday


			09h00 – 17h30



08h30 – 13h00


			Dumisani Magadlela





			Supervision 


			12 November


			Thursday


			18h30 – 21h30


			





			Module 10:



Leadership 


			13,14 November


			Friday



Saturday


			09h00 – 17h30



08h30 – 13h00


			Retha Alberts





			SUBMISSION of CASE STUDY 3 & FINAL ASSESSMENT 10 and/or 11 December 2009








PLEASE NOTE:


The Coaching Centre will at all times try and adhere to the schedule.


In the event of unforeseen circumstances The Coaching Centre will uphold the right to change abovementioned dates.


Any change of schedule will be communicated timeously and via email





