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WELCOME TO THE APRIL ISSUE OF
GLOBAL COACHING PERSPECTIVES
WELCOME TO THE APRIL EDITION OF THE ASSOCIATION FOR COACHING’S GLOBAL
COACHING PERSPECTIVES – A SPECIAL EDITION ON COACHING IN CHINA AND THE
FAR EAST. WE ARE DELIGHTED TO SHOWCASE THIS SPECIAL EDITION, HIGHLIGHTING
THE TREMENDOUS OPTIMISM AND RAPID GROWTH IN COACHING, TRAINING AND IN
BUSINESS UNDERSTANDING OF THE VALUE OF COACHING IN THE REGION.

Global Coaching Perspectives - Editorial

This edition of Global Coaching Perspectives
marks an important moment in global coaching.
In January 2016 AC Chief Executive Katherine
Tulpa went to China to meet with a number of
new members of the AC Council in Greater China
(which covers Hong Kong, Mainland China,
Taiwan, and Macau). She also met up with
enthusiastic students in both Hong Kong and
Shenzhen, currently training for their coaching
qualifications - courses accredited by the AC.
This is a timely period for the AC to be in China!
The trip was also the occasion for the signing of
the historic Strategic Collaboration Agreement
between the Association for Coaching and
Chinese Enterprise Coach Association. Cosignatories with Katherine of this agreement were
President Fan Wu, of the Chinese Enterprise
Coach Association and Barbara Fagan, Lead
Professor for the International Professional Coach
Certification programme at the newly established
China Coaching Academy.
The high level of professionalism, integrity,
and passion for coaching amongst these
coaching leaders is striking. Everyone on the AC
International Team is excited about our common
purpose with coaches and training providers in
the Far East, to help coaching realise its potential
in supporting business and civil organisations to
make their fullest contribution to people, planet
and profits.  Coaching makes a significant

The symbolic activation of the globe represents the co-creation
of an open resources sharing and management system, to
provide the best of international services to coach training
companies and coaches in China.

contribution through creating greater global
awareness, responsibility and understanding
of the interconnectedness of organisations,
business and societies around the world.
I am confident you will find this issue informative,
stimulating and full of rich insight. The appetite
for growth, aligned with ethical standards, the
valuing of tradition alongside the new, and a
recognition of the need to integrate Eastern and
Western cultural styles for global performance,
are key themes that emerge through the
contributions.
Here is a taste of what you will find inside:
Fabienne Hansoul and Julie Zhang demystify
the market, provide some history to where China
is today, and comment on the future. Coaches
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Co-signatories of the historic Strategic Collaboration Agreement to establish the AC Greater China Council: left to right: President
Fan Wu of the Chinese Enterprise Coach Association, AC Global CEO Katherine Tulpa, and Dr. Olivia Pong, Senior Faculty Trainer
of China Coach Association.

Jeff Hasenfratz in Shanghai and Peter Nixon in
Hong Kong provide a Western perspective on
some of the hurdles to be overcome. We gain
an interesting overview of the psychometric
tool Emergenetics from Terence Quek, and
of the establishment of high-quality training in
China from Barbara Fagan. Rainer Schmitz and
Dr. Yene Assegid outline the findings from the
seminal China Coaching Survey, now in its third
iteration and a source of valuable data on the
coaching market here. CEO of the successful
InVision group, Chris Lam, describes the
extent and growth of coaching, and we gain
insight into China’s contribution to the global
coaching picture from veteran coach Frank
Gallo. Singapore-based coach Elfarina Zaid
explores innovation in Asia, while Michael Oh
tells us what is happening in Malaysia. Add our
usual entertaining book reviews and we offer
you another great issue of Global Coaching
Perspectives. Sit comfortably, read on and enjoy!

To celebrate the first of our occasional
series of special editions, in addition to our
online magazine we are producing a print
run of 500 copies. Please contact Jane@
associationforcoaching.com if you are interested
in ordering a copy. Details of this will also be
posted on the AC website on
www.associationforcoaching.com
With my warm wishes

Editor
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DEMYSTIFYING THE CHINESE
COACHING MARKET
ENTERING THE CHINESE COACHING MARKET MAY SEEM DAUNTING TO MANY COACHES.
FABIENNE HANSOUL AND JULIE ZHANG EXPLAIN THE OPPORTUNITIES AND CHALLENGES.

Global Coaching Perspectives - Global Coaching Community

Is the coaching market a reflection of what is
said of the pollution layer that covers China:
mythical? Nebulous? The figures speak for
themselves. Coaching in China is not a myth but
a reality in motion, growing tremendously and led
by an impressive dynamism.

A BIT OF HISTORY
When Gary Wang, CEO at Mindspan, started in
the coaching business in 2008, he visited nine
big multinationals including Sony and General
Electric. Surprising but true, none of them had
actually used or even heard of coaching. In the
entire China market, there was still very little
awareness about coaching at that time; the
coaching profession was mainly made up of
a few expatriate coaches organised in limited
practices. It was hard to imagine applying
coaching to leadership development. Most
people perceived coaching as an extension
of training, or as a remedial method to fix
someone’s problems.
However, according to Gary Wang, ‘In 2016,
more and more people understand coaching
in its right meaning and application. In the past
five years, I have seen a strong increase of
30% annual growth in coaching. This trend will
continue. While we may need another three to
four years to reach the tipping point, the market
is very promising.’
Main drivers behind the changes
l Economic growth

The market enjoyed tremendous economic
growth from 2008 to 2011. Many multinationals

enjoyed this golden period with double-digit
increases each year. Gary Wang observed
that organisation and talents were the major
bottlenecks back then. Lack of leadership skills,
slow and ineffective ways of developing people,
loss of talent and low commitment of staff were
the common challenges that could no longer be
effectively handled using traditional methods,
such as training, MBA education, or consulting.
l Lasting effect of coaching solutions

The good news is that more and more companies
have seen positive results from coaching and
the ripple effect is going to reach out to more
organisations. Once a company has a good
experience from a coaching programme, it is highly
likely to continue and expand it to a wider scale.
l New certified coaches emerging

Over time a number of coaching certification
programmes have emerged. Joseph Chan, Vice
President of the International Coach Federation
(ICF) Shanghai Chapter, reports more than
twelve ICF-accredited coaching organisations
in China delivering ICF accredited courses, and
a total of more than 250 ICF Credential holders,
with a quarter of these PCC (Professional
Certified Coaches)  and already three MCC
(Master Certified Coaches).
l Talent moves to local companies

The emergence and flourishing of many efficient
local enterprises is driving the flow of talent from
multinationals to local ventures. These leaders
bring with them knowledge and leadership skills,
and are now showing greater impact on the
workforce.
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l The recent evolution of coaching in China

China has been the subject of several studies
over the past years, all showing the same
trends. Career transition (role expansion &
new leadership responsibilities) is the first
application of coaching in China (30%). Being in
this fast-growing market, companies are under
pressure to out-perform their sister companies or
competitors. Yet ‘maturity of leadership is still a
challenge,’ notes Gary Wang.
*

OUTLOOK OF THE COACHING MARKET:
UPCOMING CHALLENGES

Global Coaching Perspectives - Global Coaching Community

Raising awareness is an on-going challenge and
where this is concerned, China still has a vast
territory to conquer. The awareness of coaching
has significantly increased in China, though it
remains way behind compared to more mature
markets. Around 85% of companies have no
understanding of coaching whatsoever. Joseph
and the ICF team are well aware of the effort
needed to achieve recognition, and the first
steps in this direction are definitely promising.
The first International Coaching Week in China
was a clear success and a great initiative to
pursue in the future. Seeing the government
tackle social issues such as unemployment
by tapping into community career coaching
solutions has also proved very helpful.
Mindspan also experience that meeting demand
for coaching with highly qualified coaches is yet
another challenge in China. As a result, local
certified coaches with rich business experience
are highly sought-after. Tapping into the huge
potential market of local enterprises and being
able to penetrate into the public sector are
mandatory steps for the evolution of coaching in
China.

QUALITY COACHING IN CHINA
This issue is high on the agenda of all coaching
associations in China at the beginning of the
Year of the Monkey. Joseph Chan explained
that the success factors of delivering quality
coaching are similar to those of other markets,
but need even more attention. Establishing
a relationship based on transparency and
understanding of coaching’s scope is vital.
Executive coach Julia Atkinson, who has
extensive experience of coaching in China,

believes that this is even more important
than people might expect. ‘It’s the coach’s
responsibility to exhaust all other methods of
self-exploration and discovery first, not to overpromise upfront, and set the right boundaries,’
she says.
Joseph Chan also recalls that the mission of
the ICF in China is precisely to ensure a quality
framework aimed at helping coaches present a
clear scenario to the stakeholder and achieve
high coaching standards. Also, clear goal-setting
is crucial when it comes to delivering quality
corporate coaching solutions. ‘In China, where
indirect communication and strong hierarchical
structures are predominant, it is even more
important to conduct a three-way meeting with
the coachee, the direct manager and the coach
in order to align the goals,’ emphasises Julia
Atkinson.

SUSTAINING HIGH STANDARDS OF
COACHING IN CHINA
How will China cope with the rapid growth of
coaching and maintain quality at the same
time? The ICF and other certifying schools
provide certification and renewal of credentials,
while alumni organisations are especially active
in serving freshly certified coaches with peer
coaching and mentoring. However, we know that
when coaching becomes a full-time business
for a coach, continuing professional education
is very important. This seems to be lacking in
China.’ Our challenge in China is to have more
opportunities to get together among professional
coaches to foster exchanges of expertise and
experiences,’ says Joseph Chan.
The Shanghai Coaching Circle** was a pioneer
in this field, founded in 2007 as a platform for
professional coaches. Julia Atkinson comments
that ‘organisations like the [Circle] are vital
to support the coaching profession, and can
provide additional routes to coach education and
joint market preparation. We would like to see
more coaches join these initiatives to ensure top
quality coaching in China’.
Another challenge is supervision. In a young
market where the number of credentialled
master-level coaches is still low, coaches need
access to good supervisors. Integrative and/

For example, The third comprehensive coaching study in China, 2014-2015,
www.coachingsurveys.com
*

The Shanghai Coaching Circle is a mutual support group for professional growth and networking. Ten years on,
the 130 members - both westerners and locals - are actively connected and exposed to new coaching topics, topnotch master level coaches, and deep reflections on coaching.
**
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or collective supervision have not yet emerged
in China. The Shanghai Coaching Circle plans
to launch the first integrated supervision
programme in March 2016.

AWARENESS OF ETHICAL STANDARDS
Only larger companies in China have some
awareness of coaching standards. Joseph Chan
says, ‘ICF is still the dominant body in China and
sponsors and newcomers in the industry will
normally associate professional coaching with
ICF. Having said that, Chinese people rely not
only on credentials when it comes to choosing
a coach. Word of mouth, referrals, and the
reputation of coaches weigh more heavily in the
balance.’

THE PERCEPTION OF CONFIDENTIALITY
IN CHINA
Confidentiality has the same meaning in China as
anywhere else, and it is usually well respected.
‘However, Chinese executives in local firms may

not fully observe confidentiality in its Western
definition. Because they may think they deserve
to know what is going on in the coaching
since they are paying for it. At the same time,
the Chinese coachee in local companies will
somehow accept that not 100% of the coaching
will remain confidential,’ explains Joseph
Chan. Confidentiality is definitely a topic to be
discussed upfront with the sponsor and with
the coachee. The discussion should lead to an
agreement on how much the coachee is willing
to disclose.

SUMMARY
The Chinese coaching market is no longer a
secret. We are confident that, with the young
generation entering the workforce and the
ongoing initiatives for connecting both Western
and Chinese coaching communities, China will
profile herself as one of the most interesting
coaching markets.

ABOUT THE AUTHOR
Fabienne Hansoul has over 17 years’ experience working in talent development within both larger and
middle-sized companies, in China and in Europe. She is currently focusing her work on transition and

executive coaching, and has helped numerous leaders, executives and entrepreneurs to successfully
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transit in their new roles. She previously served as the President of the Shanghai Coaching Circle and is
now a steering committee member.

ABOUT THE AUTHOR
Julie Zhang has over 20 years’ experience in working with multinationals in China, both as an external

business consultant and as leader in various positions. She currently works as an executive coach and
consultant, assisting multinationals, local enterprises and start-ups to tackle their business and leadership
challenges. She is a steering committee member of the Shanghai Coaching Circle.

CONTRIBUTIONS FROM:
Gary Wang is the CEO and the Founder of MindSpan Development, the largest executive coach network in Greater China. With
400 experienced coaches, serving more than 220 global clients including 97 Fortune 500 companies across the Asia Pacific
region. MindSpan is also one of the leading coaching education organisations in the region.
Joseph Chan is Vice-president of ICF Shanghai Chapter since 2013, Executive Coach ICF-certified focusing on leadership and

transformation, with more than 30 years’ previous experience in HR and IT within multinationals, and in senior executive roles for
Asia Pacific and China in the last 19 years.
Julia Atkinson is a certified executive coach having worked with Chinese, European and American Senior Executives in
multinationals in China for over eight years. She now works in Chicago, USA.
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DANCING WITH DRAGONS
EXECUTIVE COACH JEFF HASENFRATZ GIVES HIS VIEWS ON COACHING CHINESE SENIOR
MANAGERS WORKING IN WESTERN MULTI-NATIONAL COMPANIES IN CHINA.

Global Coaching Perspectives - Coaching Leadership

I’m often asked, ‘How different is it coaching
Chinese executives from those from the U.S. or
Europe?’ The answer is the business issues are
the same; however, the communication issues,
mainly for cultural reasons, can be different.
Both Western and Chinese multi-national
corporations are sending increasing numbers of
their high-potential Chinese colleagues to Europe
and the U.S. for broader leadership development
and geographic exposure. If some of these firms
are your clients (or could be, in the event that
a Chinese firm acquires one of your Western
clients) you may want to know more about
communication issues in order to coach Chinese
senior managers more effectively.
Most of my clients are U.S. or German firms
operating in China, and about half of the
people I coach are Chinese senior managers,
mostly male, in the C-suite or just below. The
communication issue that arises repeatedly, with
the Chinese executives I coach, is not speaking
up sufficiently at meetings with peers and
superiors.
‘Not speaking up sufficiently’ is a perception,
of course, and one typically held by a Western
supervisor or peer. Why is this perception an
issue for the Chinese colleague? Because
in Western firms there is a belief that senior
managers should create value by offering a
view, irrespective of whether the view supports,
challenges, or suggests alternatives to the topic
at hand.
By not reacting verbally to their colleagues’
comments at meetings, Chinese managers can

be perceived either as insufficiently supportive
of team members, or not very intelligent, or both.
Given that some Chinese managers are invited
to particular meetings to support their leadership
development, neither perception is careerenhancing!
When I ask my Chinese coachees why they are
reluctant to speak up at meetings (unless they
are presenting), they mention the interrelated
barriers of expertise, confidence, respect, and
humility. Regarding expertise, Chinese senior
managers tend to believe that if they lack
sufficient knowledge of or experience in another
person’s function, they shouldn’t speak. Why
speak up when you think you have nothing
valuable to add or, worse, risk losing face if your
comments are perceived as stupid?
Confidence can also be an issue. This can stem
from feeling a lack of expertise sufficient to justify
questioning a colleague. It can also be based on
concerns about the manager’s level of English
fluency. The Chinese manager might also remain
silent as a sign of respect for a more senior
colleague.
The Confucian practice of showing respect to
seniors, including not speaking until spoken to, is
deeply embedded in Chinese culture. The habit
of showing respect to elders is inculcated early
- in the home, to parents and grandparents, in
school, to teachers, and in the office, to the boss
or others more senior in the hierarchy. While
this practice is less often seen among Chinese
in their twenties and thirties, it is still strongly
apparent in managers in their forties and older.
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Finally, humility, also a favoured Confucian trait,
can play a role in a manager’s relative silence at
meetings. Many Chinese senior managers feel
it inappropriate to ‘put themselves forward’ by
using a lot of airtime or talking about their team’s
accomplishments.

HOW THE COACH CAN ADDRESS THESE
CHALLENGES
So, what can the coach do to support Chinese
executives who want to contribute at higher
levels of management in Western firms? A shift
is needed in how they address the barriers of
expertise, confidence, respect, and humility, in
order to raise a more valuable voice at meetings.
These barriers are caused by mindset and habit.
I’ve found that the following coaching questions
can help Chinese senior managers begin to shift
their mindsets and habits and take useful action.

‘What is the body posture, and tone of
voice, of confident speakers at your
meetings?’ ‘Where do they sit?’
‘How can you speak up more often at
meetings and still show respect?’
‘How can you speak up more often and
still feel authentically humble?’

As a result of shifts generated by reflection on
these and related questions, coachees have
sought and received the following support:
l Direct requests from the boss, during
meetings, for their views
l Post-meeting feedback and encouragement
from colleagues
l Tips from Chinese role models

‘CEOs don’t have the expertise of every
person they interact with in meetings. How
does the CEO create value despite this?’

l Greater attention, from the boss and HR, to
the coachee’s career aspirations

‘Why were you invited to join the meeting?’

Actions by coachees which have resulted
in positive results for the organisation, more
specifically, include:

‘Which Chinese managers do you know
who find it easy to speak up at meetings?’
‘How are they able to do so?’

Global Coaching Perspectives - Coaching Leadership

‘Are you a Chinese manager, or an
international manager who happens to be
Chinese?’

l Encouragement to speak more loudly

l Proactively building relationships with, and
providing more support to, peers and seniors
l Encouraging their own subordinates to speak
up more
Wishing you much success supporting the
Dragons in your future!

ABOUT THE AUTHOR
Jeff Hasenfratz is Managing Director of Mindsight Executive Development Services, a Shanghai-based
consultancy offering C-suite coaching and facilitation in Asia, specialising in helping teams in conflict to

collaborate better. A certified Integral Coach through New Ventures West, Jeff speaks Mandarin and has
worked in Asia for 25 years. Clients include firms in the technology, manufacturing, pharmaceutical, and
financial services industries. He is currently writing a book to help Western MNC General Managers in China
work more effectively with local colleagues. In his free time he enjoys practising Chen-style T’ai-chi.
Linked-In Profile: http://lnkd.in/jpQxk2 Website: www.mindsightasia.com
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EMERGENETICS FOR COACHING
IN CHINA

Global Coaching Perspectives - Emerging Trends

TERENCE QUEK, CEO OF EMERGENETICS INTERNATIONAL-ASIA PACIFIC, EXPLAINS WHY
THIS PROFILING TOOL IS BECOMING INCREASINGLY POPULAR WITH CHINESE COACHING
AND TRAINING COMPANIES.
On the same day that the China Enterprise
Coach Association (CECA) signed a strategic
cooperation agreement with the Association
for Coaching to use their expertise and
experience to raise up the coaching profession
in China to international standards, they also
signed a similar agreement with Emergenetics
International-Greater China to make the
Emergenetics profiling technology accessible
to its 103 members. Each member is a training
company that puts at least 1,000 adults
through its personal transformation coaching
programmes annually. Commencing in April
2016, CECA will organise Emergenetics
Certification Programmes for its members, first in
Beijing, then in other locations throughout China.

WHAT IS EMERGENETICS?
So just what is Emergenetics? Perhaps more
importantly, why are Chinese coaching and
training companies flocking to it, and selecting it
over scores, if not hundreds, of foreign profiling
instruments that are now emerging in the
Chinese personal development marketplace?
The answer lies in an increasing level of
discernment. Over the last decade, Chinese
consumers have become more aware and
educated, with the availability of a vast amount
of knowledge easily accessible through
Chinese search engines like ‘Baidu’ and smart
phone apps like ‘MBA Library’ (an interactive
collection of information relating to personal

and organisation development). Perhaps
because many have fallen prey to copycats
and counterfeit products, they are now more
sceptical. They want to know that products
are well-researched and meet international
standards. While they still want to whet their
appetite for new knowledge quickly, they also
demand quality over quantity. This in turn is
putting the pressure on training providers to
ensure that they offer products and solutions that
have strong credibility and efficacy.
Emergenetics was developed from the work of
Dr. Geil Browning and Dr. Wendell Williams in
the late eighties, and refers to an individual’s
pattern of thinking and behaving, which are the
result of both genetics and life experiences.
Based on more than 30 years of research
grounded in brain-science and socio-analytics
theories, Browning and Williams developed a
questionnaire that measures a respondent’s
preference in four thinking attributes (Analytical,
Structural, Social and Conceptual), and
three behavioural attributes (Expressiveness,
Assertiveness and Flexibility). Unlike instruments
that use forced choice (‘Yes’/‘No’) questions, the
Emergenetics questionnaire uses a Likert scale
of 1-7 for each of its 100 questions, so it avoids
putting respondents into types or stereotypes.
Raw scores from the questionnaire are then
measured against a norm drawn from a random
global sample of more than 10,000 people so
that individuals can compare the degree of their
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AS WITH EVERYTHING ELSE IN CHINA, IT’S ABOUT SPEED AND SCALE, AND
WE CAN SEE MANY HOPPING ON BOARD THE BANDWAGON OF CHANGE,
EVEN IF THEY DON’T FULLY COMPREHEND THE VALUE OF SUCH CHANGE
JUST YET. EMERGENETICS MAY BE GAINING POPULARITY IN THE CHINESE
MARKET TODAY, BUT IF IT DOESN’T KEEP UP WITH THE TRANSFORMATION,
IT COULD LOSE ITS PLACE JUST AS QUICKLY

Global Coaching Perspectives - Emerging Trends

preference against those of others. Apart from its
non-labelling nature, the Emergenetics profile is
also attractive because of its high reliability and
validity. (A technical white paper showcasing
the statistical data is available for download from
www.emergenetics.com)
Apart from the science, executive coaches from
around the globe have found the Emergenetics
Profile to be a useful complement to their
coaching process and a way to promote greater
understanding between coach and coachee.
The colourful graphic report makes it easy for
coachees to understand the Emergenetics
concepts, and aids recall for sustained use. With
the profile in hand, the coach can streamline
their communication approach and interaction
style to establish the coaching relationship.
Coaches have also found Emergenetics a
useful tool in helping their clients achieve selfawareness. With the launch of ‘Emergenetics+’,
an app that allows respondents to view their
profiles and those of others via their smart
phones, coach and coachees can now easily get
quick tips on interaction and communication.
Though the instrument has many upsides, the
tool in itself is limited in that it only measures
preferences, and not ability, and hence cannot
be used for predicting competencies or

weaknesses. Some Chinese clients, despite
being advised not to, erroneously use the tool
to determine what jobs are suitable for them,
or whether their employee will be successful if
deployed to another role. There are also some
who jump to conclusions, labelling themselves
and others around them despite the repeated
warnings of: ‘Do not stereotype.’
Empirically, the coaching landscape in China
is transforming quickly and the current climate
seems to be anchored in professionalism.
Science, especially brain-science, is the latest
preoccupation among practitioners. As with
everything else in China, it’s about speed and
scale, and we can see many hopping on board
the bandwagon of change, even if they don’t fully
comprehend the value of such change just yet.
Emergenetics may be gaining popularity in the
Chinese market today, but if it doesn’t keep up
with the transformation, it could lose its place just
as quickly. As American futurist Alvin Toffler said:
‘The illiterate of the 21st century will not be those
who cannot read and write, but those who cannot
learn, unlearn, and relearn.’ A good reminder
for everyone – coachees, coaches, providers,
associations alike – to continue innovating to stay
relevant, or risk being left behind.

ABOUT THE AUTHOR
Terence Quek is CEO of Emergenetics International-Asia Pacific and one of a handful of Master Trainers
for Emergenetics globally. His role is development and expansion of Emergenetics in the Asia Pacific

region with a focus on North Asia including Greater China. Terence has worked with leadership teams from
across the region, and conducts Emergenetics certification programmes in both English and Mandarin. He
received two scholarships from Singapore to pursue an honours degree in Psychology from the University
of Sheffield, and a Master of Science in Communication Management from Singapore Management
University.
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‘DO NOT DO UNTO OTHERS WHAT YOU
WOULD NOT WANT DONE TO YOU’
AXEL KUHLMANN TALKS WITH LEADING EXECUTIVE COACH FRANK T. GALLO ABOUT
CHINA’S CONTRIBUTIONS TO GLOBAL COACHING.

Global Coaching Perspectives - Interview

A couple of months ago I was sitting on a panel at
China’s First Coaching Forum in Shanghai. During
the Q&A Session one person in the auditorium
asked if China will influence the global coaching
market. My answer was yes, it has already had a
great influence. The reaction of the audience was
a blend of surprise, curiosity and a kind of pride or
satisfaction.
Probably most of the readers of this article will
have heard of Sun Tsu’s Art of War, which is one
example of a well-known management text that
has a Chinese origin. Another more recent text is
Business Leadership in China, written by Frank
T. Gallo, a profound expert in this area. Gallo
has connected Western leadership with Chinese
wisdom, and my personal experience has
confirmed many of Gallo´s findings. In his latest
book, The Enlightened Leader1, Gallo describes
coaching in China. This was the subject of our
conversation.
Axel: In your book The Enlightened Leader you
share your findings about coaching in China. In a
brief summary, what are your core findings?
Frank: There are several interesting findings.
Perhaps the most noteworthy is that there are more
similarities in coaching Chinese versus Westerners
than there are differences. The interviews I
conducted with more than 20 executive coaches in
China revealed that the amount of prior experience
with coaching is much more of a differentiator
than cultural background. In other words, if you
begin coaching someone who has had very limited
exposure to coaching, no matter which culture

they come from, you might expect the process to
take longer to be successful than with someone
who already knows what coaching is about. This
concept was confirmed by Jack Lim, a successful
Chinese coach in Shanghai. ‘Westerners are
more familiar with what coaching is and what it is
supposed to do.’2
There is a period of education about coaching
versus training versus consulting. And this usually
takes a while to sink in – maybe three sessions.
It is more than just an intellectual understanding.
The person new to coaching usually requires
time to adopt the mindset that the energy needs
come from them rather than the coach. So, even
though professional coaching organisations
emphasise the focus on asking versus telling, I
find that coaching moves faster with some people
who are unfamiliar with coaching if the coach
can be a bit more directive in the beginning than
the professional coaching manuals prescribe. Of
course, the coach needs to be in control of the
balance between asking and telling, and needs
regularly to remind the coachee what is going
on. One of the techniques I have used is to say
‘OK. I understand your question and your need
for an answer. So let me temporarily take off my
coaching hat and put on my consulting hat. I will
tell you how others have typically handled that
situation. But then I will put my coaching hat back
on and discuss with you what you think about that
solution and whether it might work for you.’
Having said all of that, I do not mean to
completely disregard the importance of culture.
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For example, Chinese people are taught from
a very early age to focus on ‘we’ and ‘us’ rather
than ‘I’ and ‘me.’ The coach in China needs to
be aware of this and gradually help the coachee
to become aware of their own behaviour and
its implications in the workplace. Coaching an
individual is not about improving the ‘we’ but
rather the ‘me.’ A second important cultural
difference is around the relationship between
the coach and the coachee. The Chinese are
generally very respectful of people in authority,
especially if that person is significantly older.  So,
again, the coach in China needs to be aware of
this. Often the Chinese coachee, more than the
Westerner, needs to be encouraged to initiate
discussions rather than being as deferential as
they might be in other social situations.

Global Coaching Perspectives - Interview

Axel: The ancient Wise Men (Confucius, Lao Tse,
Sun Tsu and others) in China have bequeathed
many findings about human nature and mindset.
Is this Chinese wisdom more popular in the
Western world rather than in its country of origin?
Frank: In my experience, Chinese leaders
are very aware of Chinese wisdom. But unlike
Westerners who may have learned about this
through the popularity of Chinese philosophers
in English books and journals, the Chinese have
this wisdom built into their DNA. The example that
comes to mind was when I was speaking to an
audience composed of both Chinese and Western
professionals. I was discussing the Buddhist
concept of wu 悟 (very deep understanding). At
the end of the lecture, a Chinese professional
approached me and said ‘Wow! I never realised
before how I am often led by the concept of wu.
But I don’t even think about it. It is just something
I do.’ I think this example is typical. Chinese
students learn about Chinese wisdom in the
stories they read, the lessons they receive and
the practices they follow. It is not something
conscious as is often the case with Westerners.

Axel: As coaching is about human behaviour
- could you agree that in the last century the
Western world has added scientific research and
findings to the observations that ancient wise
men made about human behaviour?
Frank: One of my deepest beliefs about Eastern
and Western philosophy is how they seem to be
so connected and related. For centuries, these
two philosophies were handled separately as if
they were indeed two very different things. But
as the world has become smaller, enlightened
people have come to see the similarities. Take
for example the Western golden rule – ‘Do
unto others as you would have others do unto
you.’ The Chinese have the same rule (from
Confucius) but it is translated slightly differently
– ‘Do not do to others what you would not want
done to you.’ But these are the same ideas.
There are many such examples.
Axel: While coaching in China is developing,
the Western management world also is in a new
phase of orientation. So will the West possibly
look into the East to learn? And could this lead to
a new Chinese influence of management theories
and coaching?
Frank: I am not sure Chinese management
is developed enough to have its own theories
yet. We are still in the experimental stage. We
can think about traits like harmony, not going
to extremes, and consensus-driven decisionmaking. But these typically Chinese traits
have not been connected to form a theory
of management. Furthermore, we see many
Chinese companies borrowing from Western
management theories and combining that with
behaviours and traits that are more characteristic
of Chinese thinking. My guess is that what we
will gradually see is more of a global theory of
management with adaptations for the different
cultures in which they are applied.
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CULTURAL HURDLES FOR THE
MULTI-CULTURAL WORKPLACE

Global Coaching Perspectives - Coaching Impact

THE LAST TWENTY YEARS HAVE SEEN RECORD NUMBERS OF PEOPLE LIVING, STUDYING
AND WORKING ABROAD. PETER NIXON, WHO DIVIDES HIS TIME BETWEEN HONG KONG
AND MONTREAL, EXPLAINS THE CULTURAL HURDLES THAT EFFECTIVE COACHING NEEDS
TO HELP PEOPLE AND ORGANISATIONS OVERCOME.
Increasingly we must consider those in the
global workplace as multi-cultural beings to
whom traditional culture markers (e.g. Hofstede)1
are less relevant. Here instead are nine cultural
hurdles that differentiate successful individuals
and organisations today: mindfulness, mission,
passion, dialogue, partnership, trusteeship,
diversity, fear and sustainability. Six of these are
described below*.

MINDFULNESS
People who practise mindfulness training such
as meditation can easily identify others who
operate today without a focused mind, and
whose actions wreak havoc for themselves and
the people around them. Even organisations
can appear to lack mindfulness depending on
where you sit inside them. If coaches are to
be effective in our increasingly 24/7 culture,
they need to begin with mindfulness and bring
its importance to the attention of their clients.
Several organisations are beginning to recognise
and tackle this problem. One popular source
of solutions comes from Google. Their Search
Inside Yourself curriculum and book of the
same name2 are causing ripples through more
traditional organisations that until now have failed

*

to recognise the personal and organisational
cost of a lack of mindfulness.

MISSION
Another significant hurdle on the road to success
is having, knowing and following a compelling
mission. This mission can be religious,
spiritual, based on family values, or it can be
organisational. In my experience most people
and organisations lack alignment to a compelling
mission. Perhaps this is an aspect of constant
change: what worked yesterday no longer works
today. Coaches play an important role in helping
people and organisations align themselves with
a compelling vision. It is inspiring to see what
people and organisations driven by a common
mission are able to achieve in a short time.
Kickstarter, social media, dragon dens and
international sport and culture competitions are
full of examples of people pulled to greatness by
the magnetism of their mission.

PASSION
On the road to career, leadership and
organisation development coaches need to
boldly share their feedback to enable individuals
and organisations to recognise and align their

You will find a fuller description of all nine hurdles in my forthcoming book on culture and development.
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work with their underlying passion or drive.
Practical examples include helping people
passionate about results (e.g. sales) from
expecting people passionate about details (e.g.
compliance officers) to take a leading role in
business development. Likewise organisations
peopled with professionals passionate about
their work instead of their people (many
consultants, accountants, lawyers et al.) should
not be surprised if client relationships suffer from
insufficient attention. The alignment of passion,
mission and mindfulness is a powerful force for
personal and organisational success.

Global Coaching Perspectives - Coaching Impact

TRUSTEESHIP
Board development and corporate governance
are hindered today by too many board members
(and organisations) who don’t see their role as
one of guiding the ship for future generations but
rather as an opportunity to exploit the situation
in the short term. Coaches should recognise
that the individuals and groups they work with
might have vastly different perceptions of their
role in this regard. Some directors leverage
their board roles to enrich themselves while
‘making their mark’ on the organisation through
bold decisions, high-profile engagements, or
mergers and acquisitions. Others tend to exhibit
a more conservative ‘don’t rock the boat’ and
‘stick with the mission’ style where decisions
reinforce stability, long-term success, core
markets, branding. People and organisations
with a longer-term view don’t ignore emerging
trends but instead consider these in the broader
context of what is going on, while short-termers
recognise these trends and aim to ‘seize the day’
with great success or failure.

DIVERSITY
Openness to diversity is another cultural hurdle
differentiating individuals and organisations.
People open to diversity are flourishing, while
those who don’t increasingly retreat to their
fortresses and worry about the forces of
change around them. The same can be said

of companies and governments. This can
be measured by how much talent is moving
in or out of the organisation or community.
Coaches play a key role in helping individuals
and organisations accommodate the value
of diversity without disregard for the longheld beliefs or personal experience that may
be preventing them from accepting new and
valuable ideas, approaches or behaviours.
Successful change requires not only being open
to the new, but also being cognisant of its impact
on existing personnel, beliefs and ways of being.
Young people today have grown up in a diverse
world and find it difficult to work in environments
where they are asked to conform without the
justification of why.

FEAR
One of the biggest differences when comparing
‘East’ and ‘West’ is people’s risk tolerance. I
have found Asians to be less risk-tolerant than
Americans for example. Contrast the stereotypes
of the cowboy and strident leadership culture
of America with the Confucian-infused conflictavoidant culture in Asia. Coaches must
recognise a person’s risk tolerance when
assessing their next steps to development. This
is equally true for organisations. Some familyowned businesses in the USA might demonstrate
entrepreneurial risk-taking, or as is more typical
in Asia, prefer to do the same thing in the same
way for generations. China flourished through
cheap labour but is now closing factories in
response to their failure to automate (i.e. do
things differently) when they still had the chance
to recognise the emergence of Vietnam (for
example) as a low-cost competitor. This topic
is often avoided for fear of creating problems,
so fear itself can be a barrier to resolving the
issues caused by fear. Citing examples is a
useful approach when addressing questions of
fear and risk tolerance, so coaching can play an
important role in helping identify individual and
organisational fears and their impact.
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MY PERSONAL JOURNEY TO FIND
A PLACE IN THE WORLD
RAINER SCHMITZ, INITIATOR OF THE CHINA COACHING STUDY (SEE PAGE 16 ), SHARES HIS
JOURNEY FROM CORPORATES TO COACHING... AND HOW HE ENDED UP IN CHINA

Global Coaching Perspectives - Coaching Passions

My coaching journey started about ten years
ago and is connected to my growth as an HR
professional, in which I collected about 28
years’ experience. Mainly an HR generalist by
background, I always felt attached to developing
individuals and teams rather than discussing the
logic and statistics of salary increases.
Peer coaching was my initial coaching
experience, using the GROW model, which I still
find very useful in my coaching practice. During
that time we started to invest in our middle
and senior leadership to add coaching skills to
leaders’ ability to manage their direct reports and
teams.

A GREAT COACHING JOURNEY STARTS
WITH LEARNING ABOUT YOURSELF
A few years later I started my professional
coaching career with a coaching certification, the
first one delivered in China by an ICF-accredited
Australian Coaching Qualification Institute. And
my first coaching assignments came. This is
when I really started to learn. It’s a journey that
is still not finished. Each coaching assignment is
unique, as each coaching context and coachee
is never the same. I still love the moment when
the connection starts, when ‘dancing in the
moment’ feels comfortable for both sides,
powerful reflection is asked for, and feedback is
seen as helpful for further growth.

But what happened in parallel with my coaching
journey? I left a 22-year career with a global
multinational as I was in the expat circuit
and didn’t have a ‘home’ in the organisation
any more. China felt like a place with lots of
opportunities and therefore I decided to stay and
start my own business. I wasted hours, days,
weeks and months trying to get clients and didn’t
really succeed. However, after over a year or so
I started to get the first assignments. Success
kicked in via personal networking and my first
initiated coaching study in China. This gave
me access to an audience of HR professionals
and enabled me to give presentations on the
coaching context needed in a fragile market.

I WAS AT THE BOTTOM
I re-joined the corporate world two years later as
I felt very isolated in a world of well-established
and newcomer coaches. Luckily I was chosen
to be the global coaching expert in my new
corporate adventure. And I learned a lot, good
and bad at the same time. A big part of my
learning was how to embed a coaching culture
with lots of insights into the do’s and don’ts. I
also learned how the absence of team spirit
drove down my own performance: for example
my own lack of courage to ‘raise the anchor’, and
not feeling able to leave an unsupportive boss.
The meeting came, the severance offer and I
was on my own again. I felt relieved, but also
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filled with inner panic: what’s next? Corporate
again, or become an entrepreneur? Another
corporate role came up, but was withdrawn
just before the offer was due. To say I felt down
doesn’t describe it: I was at the bottom. It was
time to rethink my situation.

CHINA MAKES OR BREAKS YOU
One of my best bosses once gave me feedback
that I should ask for more help. Now was the time
to do so, to show my vulnerability. It felt awkward
at first, but friends and colleagues helped me
through emotionally and financially rough times.
In addition, a powerful 360 feedback exercise
helped me to gain a deeper understanding about
myself and a reflection exercise provided by a
friend consolidated my own insights.
And then, at last fully accredited, preparing the
third coaching study in China I got back in touch

with old contacts and the first successes kicked
in. Now, twelve months later, I am satisfied with
all I do, and on my way to becoming masterful in
coaching. My last year and my difficult journey
helped me a lot to explore what I am really good
at and to complete my mental departure from the
corporate world. I continue to grow as does my
willingness to give and share my experiences
with or without financial reward, my confidence in
myself whilst also knowing my limitations …
That my transition to coaching happened in
China taught me a lot. So I decided to stay for
various reasons: business opportunities and
business growth (despite the slowdown), and
also the ‘vibe’ and the Asian wisdom. In a recent
coach-matching conversation I described myself
as, ‘I have reached my destination’, but with still
so much to learn, give, share and enjoy.
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COACHING IS IN THE FAST
LANE IN CHINA
THE CHINA COACHING MARKET IS STILL DEVELOPING BUT WITH GOOD SIGNS OF
MATURITY OVER THE LAST FIVE YEARS. DR. YENE H.K. ASSEGID AND RAINER B. SCHMITZ
REPORT ON THE RESULTS OF THE THIRD COMPREHENSIVE COACHING STUDY IN CHINA.

Global Coaching Perspectives - Global Research

This independent and unique study on the
state of coaching in China was carried out for
the third time in November-December 2014.
The study presents results from three different
target groups: Companies, External and Internal
Coaches.

A MATURING MARKET
‘There is a shift in the quality of coaches in the
last three to four years, with more local highquality bilingual coaches, with a deep executive
background and passion for coaching.’
(HR Professional, automobile industry)
More companies in China have been using
coaching services over the last two years:
60.6% in 2014, up by 17% from 43.6% in 2012.
Moreover, in 2014 over 96% of companies
reported their intention to introduce coaching as
part of their staff development programmes.
One indicator is the rising overall satisfaction
level among clients using coaching services. The
positioning of coaching as part of the leadership
development programmes to support the
development of corporate management (Executives,
Leaders, High Potentials, etc.) is increasing and
provides positive ‘momentum’ for coaching in China.
A notable shift in the use of coaching services is
that in 2014, coaching was 93% developmental
instead of remedial. The proportion of companies

using coaching as a remedial process
decreased from 16.7% in 2012 to 7% in 2014.
As far as coach certification and accreditation
goes, the vast majority (93%) of coaches
had gone through a certification programme
(defined as sufficient coaching training) and
internal coaches are increasing their certification
significantly (from 56.5% to 74.3%).
Both external and internal coaches are steadily
increasing their accreditation over the years.
About half of the coaches have an accreditation.
Our findings also show that in China, among
those accredited coaches, 87.5% of external
coaches and 66.7% of internal coaches hold
an accreditation with the International Coaching
Federation (ICF). However, those holding Master
Certified Coach (ICF/MCC) credentials are
decreasing.

ABOUT THIS STUDY
We estimated that we reached about 1/3 of all
coaches in China and an overall participation of
369.
The survey was mainly a quantitative survey via
email, done in November/December 2014, with an
estimated return of 6-8%. The first publication was
in May 2015 in Beijing and Shanghai, China.
The ‘typical’ participating company:
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l Was from the technology industry (19%),
followed by Health Care (11.5%)

l Had over 20 years’ business experience
(49%)

l Had been in China for over ten years (73%)

l Was certified (sufficient coaching training)
(93%)

l Had an annual revenue of over RMB 100 Mio
(65%)
l Had more than 1,000 employees (44%)

l Was accredited (48%)

DEVELOPMENT OF COACHING IN CHINA

l Was a multinational enterprise (73%)
l Had been using coaching between two and
four years (55%)
The ‘typical’ participating coach:
l Was female (62%)
l Was Chinese (69%)
l Was 45 years of age
l Had under five years’ coaching experience
(57%)

Coaching in China is becoming more ‘localised,’
meaning there is a significant increase of Chinese
coaches (almost 69%, up from 56% in 2012).
Simultaneously, our survey indicates a continued
steady decrease of non-Asian coaches.
On the companies’ side, there is an increase in
Chinese private entities using coaching as part
of their leadership development.

FIGURE 3: COACHES IN CHINA BY NATIONALITY
WHAT IS YOUR NATIONALITY?...COACH

2010
N=37

2012
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N=68

2014
N=148

Mainland Chinese

43.2%

5.4%

55.9%

51.4%

7.4%

68.9%

36.8%

12.8%

Other Asian

18.2%

Non Asian

‘COACHING WILL CONTINUE TO GROW ON THE PATH THAT IT’S ON. HOWEVER,
IN CHINA, AS THE MARKET BECOMES MORE AWARE AND EDUCATED ABOUT
COACHING, PEOPLE WHO ATTEND WEEKEND COACHING WORKSHOPS AND CALL
THEMSELVES COACHES WILL END UP GETTING A BAD REPUTATION. THIS IS ALSO
POSSIBLY HARMFUL TO THE COACHING INDUSTRY IN GENERAL.’
(EXTERNAL COACH)
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HOW ARE COACHES SELECTED?
In 2010, coaching was mainly a referral
business. That has changed significantly, with an
increasing number of leadership consultancies
offering coaching services to companies.
In terms of selection criteria, in 2014, companies
were selecting coaching on three top criteria:
1. Coaching experience 100%
2. Industry knowledge 70%, and
3. Personality 67%.
Although the CEO/General Manager and
Human Resources have the greatest power and
influence in the selection of coaches, (25.7%
and 32.9% respectively), Regional Heads are
increasingly part of the selection and decision
process, growing from 2.2% involvement in 2012,
to 11.4% in 2014.

FIGURE 4: HOW THE COACHING
ASSIGNMENT IS TYPICALLY CONDUCTED
N=18
5.6%

N=24

N=43
1.3%

5.7%

10.5%

11.1%
9.2%

80+% of all coaching assignments last three
to six months. Three-month assignments have
tripled since 2010, rising from 11% to 32.6%
in 2014. In China, there is a clear decreasing
trend for coaching assignments lasting over
six months. In addition to more three-month
coaching assignments we observe more
frequent interaction: weekly coaching interaction
in 2014 is at 14%.

IMPACT OF TECHNOLOGY ON COACHING
DELIVERY
China is following global trends with the use
of new technology such as Skype and videoconferencing enhanced phones; at the same
time, face-to-face conversations over the last five
years have decreased by almost half, from 83%
in 2010 to 50% in 2014.

THE NATURE OF COACHING IN CHINA
China is still marked by an Asian ‘touch’ to
coaching, meaning coaching often includes
mentoring, advising (consulting) and counselling.
In the market there is still a need for further
clarification between coaching and these other
disciplines.
Coaching is increasingly part of leadership
development programmes and High Potential
development. From 81.4% of companies who
report having a leadership and High Potential
development programme, 80% say they include
coaching as part of their leadership programme.

28.6%
28.9%
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TYPICAL COACHING ASSIGNMENT
STRUCTURE

FUTURE OUTLOOK
There is a greater positive business outlook
for the future, with 85.9% having a positive
outlook, as compared to 78.2% in 2012. From
the companies’ side, there is a willingness to
increase investment in coaching in the future
as compared to 2012. This aligns with a visible
increase of investment towards both internal
(+6.6%) and external coaches (+10.1%).

2010

2012

Other
Video Conference
Via Skype
On the Phone

2014

Chinese companies will drive the future of the
coaching market, with State Owned Enterprises
(SOE’s) appearing ‘on the horizon’. Among
Chinese companies, 64.2% of privately owned
Chinese companies intend to increase coaching,
followed by 52.2% and 26.4% by listed Chinese
companies and SOEs, respectively. From those
currently using coaching services, almost none
intend to decrease coaching in the future, which
indicates a clear trend in the development and
continued growth of the coaching market in
China.

Face to Face
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THE COACHING LANDSCAPE IN
CHINA - PLANS AND PREDICTIONS

Global Coaching Perspectives - Coaching in Context

CHRIS LAM, CEO OF INVISION GROUP, BELIEVES 2016 WILL BE A YEAR OF GROWTH,
COLLABORATION AND BREAKTHROUGH FOR COACHING IN CHINA, WITH THE
DEVELOPMENT OF COACHING STANDARDS A KEY AREA OF FOCUS.
Today, the coaching market in China is still
growing but becoming more localised. According
to a recent study, there is an increase in Chinese
coaches and decrease in non-Asian coaches
practising in China. However, coaching in
China is still blended with other disciplines like
consultation, mentoring and counselling. 1
In China, the China Enterprise Coach Association
(CECA) is the official affiliated organisation under
the China Ministry of Education, and has over 130
organisational members. These members are
training companies providing leadership training
and coaching technologies programmes to
enterprises and individuals in China.
Enterprise coaching technologies have evolved
from the three-level transformational leadership
development training that originated from the U.S.
30 years ago. In 1995, these reached Shenzhen
and then gradually northern China. Through
massive training and mentoring programmes,
more than tens of thousands of enterprise
managers received coaching technologies
training and many trained as facilitators in China.
Coaching technologies mainly focus on
application in enterprise management.2 Coaching
technologies appeal to the Chinese market as
they place emphasis on skills, methods and tools
like Neuro-Linguistic Programming. However,
what technologies lack is an ethical dimension.

Practitioners need a standard professional code
of ethics. In China there is also no accreditation
mechanism for training, which means that people
are not able to measure the quality and level of
professionalism of practitioners.
Indeed, with the continued development and
demand for coaching in China, the standard and
professionalism of coaches must be addressed
urgently. It has been found that there is a
decrease in requests from companies because of
this lack of a code of ethics, and more coaches
are not signing any form of coaching contract with
their clients.3

ESTABLISHING THE CHINA COACH
ACADEMY
The China Enterprise Coach Association
understands the development of the industry
and international standards of excellence, so
it decided to establish standards and raise the
professionalism of its members and associates
in China to international level. To this end, the
association collaborated with InVision Group, to
establish the China Coach Academy (CCA). The
CCA was officially launched and endorsed by
the the China Ministry of Education in January
2016. It aims to promote standards of coaching
excellence and best practice for coaches and
coach training in China, and to provide a platform
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for the accreditation of the professional status of
coaches through education, practice, supervision,
and certification. The CCA will collaborate with
institutes of higher education in China to build
academic structures for coaching, advance
professional status of coaches, and promote
continuous growth for the coaching profession.
To start with, it plans to provide an advanced
accredited coach training programme in May
2016 and will set up a standard code of ethics for
all coaches and coaching students in China in
alignment with the international standards of the
Association for Coaching.

The CCA is based on a creative model: we work
collaboratively and in partnership for success
in achieving unified goals. InVision Group,
committed to the nurture and development of
high-level coaching professionals in greater
China, is playing a key role in developing
consistency of coaching cultures and standards
between the East and West. Partnership
and commitment have made this vision of
creating new and excellent coaches and
coaching standards possible. Here’s to more
breakthroughs in 2016!
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INCREASING DEMAND FOR
PROFESSIONAL COACHING IN CHINA
DRIVES NEED FOR COACH TRAINING
PROGRAMMES
BARBARA FAGAN DESCRIBES THE COACH TRAINING PROGRAMMES DESIGNED TO
SUPPORT THIS GROWING NEED.
Many of today’s employees in China are moving
into entrepreneurial organisations where
they are recognised for their creativity and
contribution. Most of them were born after 1989,
but have managers and business owners who
still manage in the style of the industrial era of
business management. These managers need
more effective communication skills if they are to

motivate younger employees who want to step
beyond the subservient role and be listened to
for their ideas and contribution.
In addition, employees expect to have the
opportunity for professional growth and career
advancement. With the increase of new
technology, organisations being funded to
spur growth, and the start of China breaking
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up its state-owned businesses, there is more
competition, which creates more career
advancement opportunities.

relationship between coach and coachee by
learning the value of appreciative inquiry and
listening skills.

Initially, the majority of demand for coaching
came from international firms operating in the
Chinese market. But as Frank Bresser1 points
out in Coaching Across the Globe, coaching
in China cannot be ‘fully copied from the West,
as Chinese culture is very rich, abundant
and already with some ideas of coaching
embedded.’

l Sustainability of coaching and the return on
investment from learning coaching skills and
using these within an organisational structure.
Top-down hierarchical management is seen
as the norm, and managers learning to coach
must understand the value of collaborative
communication and co-creation in planning.

In a 2014 study* of coaching in China, it
was found that 82% of companies would be
increasing their investment in providing coaching
to their employees. Team coaching is being
seen by 93% of companies as a key coaching
niche in the coming years, because it allows
teams to collaborate and support each other to
achieve higher levels of growth and professional
performance.

ESTABLISHING THE STANDARD FOR
PROFESSIONAL COACH CERTIFICATION
THROUGHOUT GREATER CHINA

In 2013, I met with the President and founder
of InVision Group, Dr. Chris Lam, to explore
the possibility of creating a coaching culture.
After graduating from Cambridge University’s
Diploma in Coaching programme, Dr. Lam
saw the benefits in providing a higher level of
professional skills training to his organisation
and to his clients in Asia by offering a coach
training programme. InVision Group has eight
different training centres in Hong Kong, China
and Taipei, and has provided transformational
training to thousands of people over the past
twelve years. As a master coach, I have always
worked with my clients to see future possibilities
in business and personal growth. So when I met
Dr. Lam and learned about the newly emerging
interest in professional coaching in China, I was
excited to contribute my knowledge and skills to
help develop the Asia Coaching and Mentoring
Academy.
As we worked to design the model for the Asia
Coaching and Mentoring Academy, we realised
that introducing people in China to the context of
coaching would be important in order for them
to see the value. This required focus in three key
areas:
l Set expectations of coach and coachee to
be equally active partners. To a Chinese
coachee, this kind of equality can be seen as
challenging authority. There needed to be a
detailed understanding of the role of coach
and coachee and the difference between
mentoring and managing.
l Understanding the importance of building
trust as a coach and the establishment of the

The Asia Coaching and Mentoring Academy
(ACMA) was launched in the autumn of 2013.
Since then, over 1,500 have attended its
Leadership Coaching School, which provides
fundamental coaching skills for emerging leaders
in business. There have been seven Advanced
Coaching Certification and Mastery Coaching
Certification programmes, with 120 coaches
graduating from ACMA. The entire leadership
team of InVision Group has completed and been
certified as Professional Performance Coaches
through ACMA. As a result, their leadership
and coaching skills have increased their ability
to work with business teams and clients to
foster stronger relationships, more effective
communication and collaborative planning.
In January, ACMA’s programme was awarded
the Advanced Diploma in Coach Training
accreditation from the Association for Coaching,
the Advanced and Mastery Coaching
Certification programme provides students
with 105 hours of class-based training and
130 hours of self-study with close oversight
from experienced faculty to assure the quality
of each student’s learning. The curriculum is
designed to be all-inclusive in providing students
with a full experience of the fundamentals of
coaching skills recognised by the Association for
Coaching, and extends into mastery in coaching
through the understanding of ontological
coaching principles. By learning to explore
deeply a client’s worldview, coaches observe
and use appreciative inquiry to understand the
client’s perspective and reasoning of different
situations.

USE OF NEUROSCIENCE AND
PSYCHOMETRICS IN COACH TRAINING
As part of the curriculum, student coaches are
taught to understand the role of neuroscience
to assist clients in gaining self-awareness of

2014 3rd Comprehensive Coaching Study in China authored by Rainer Schmidt and sponsored by Asia
Pacific Alliance for Coaches (APAC) – see page 16 for a report on this study.
*
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dysfunctional behaviours and unlocking their
inner resources to reach maximum performance
and goal attainment. The use of Neuro Linguistic
Programming (NLP), makes the connection
between neurological processes, language and
experiential behaviours, and tools and skills for
the development of more resourceful states.
It can establish a system of empowering new
beliefs and presuppositions to move forward and
create change.
Emergenetics, a psychometric tool founded by
Dr. Geil Brown, tests patterns of thinking and
behaving that emerge from the combination
of an individual’s genetic ‘blueprint’ and
environmental influences. Coaching students are
introduced to this concept, and taught to work
with clients to understand their Emergenetics
Profile® and develop coaching strategies that
will assist them in enhancing their thinking and
behaviour attributes. This helps in turn to more
adequately support achievement of personal and
professional goals.
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One of the barriers for all new coaches is
establishing a successful business model. This
will be especially true for new coaches entering
the market in China, where coaching is still
new and many are sceptical.  Newly certified
coaches are mentored through ACMA to identify
their market niche and develop a plan in order
to become recognised as a professional coach.

According to recent surveys, many organisations
are investing in developing internal coaches for
their employees. Many of those attending the
coach training programmes are business owners
with the intention of using coaching to develop
their leadership team and support their plans for
growth.

THE FUTURE
The relationship with the Association for
Coaching provides a great opportunity for
graduates of ACMA to play a critical role in
developing coaching communities throughout
China that will help to ensure ethical standards
and core coaching skills are maintained.
In January this year, the Chinese Enterprise
Coach Association, under the China Ministry of
Education and Ministry of Human Resources,
recognised InVision’s ACMA programme and
has adopted the curriculum for their newly
launched China Coaching Academy. The China
Coaching Academy will work with InVision Asia
ACMA faculty and Advisory Board to expand
professional coaching and the opportunity for
people to learn and apply coaching skills as
a means to build stronger organisations and
individual growth and contribution for China’s
expansion. These are exciting times of change,
and coaching in China is here to stay.
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COACHING FOR INNOVATION
IN ASIA

Global Coaching Perspectives - Coaching by Country

ELFARINA ZAID EXPLORES THE ROLE AND IMPORTANCE OF CULTURAL AGILITY AS A
DETERMINANT OF SUCCESS IN ASIA.
We are living in the era of globalisation. We are
often compelled to respond to the challenge
of Think Global, Act Local characterised by a
VUCA climate (volatile, uncertain, complex and
ambiguous)* and the heterogeneous landscape
of cultures within organisations and Asia. This is
further characterised by an increasing number
of mobile international leaders taking senior
leadership roles within a local business unit,
especially in multinational companies.

as the regional hub for most multinational
organisations.

THE ROLE OF CULTURE
In 2013, at the ‘Innovating Solutions for
Tomorrow’s Challenges’ summit, organiser and
founder, and Executive Director of the Israel-Asia
Center Rebecca Zeffert described her dream of
successful cross-country collaboration:

WHY COACHING FOR INNOVATION IN ASIA?
Innovation can be defined as ‘... the intentional
introduction and application within a job, work
team or organization of ideas, processes,
products or procedures which are new …and
which are designed to benefit [them]…’1 My own
definition is: ‘co-creating and capturing value to
lead with impact.’ Thus innovation and, I believe,
coaching are the currency of change, evolution
and sustainability for an organisation, and even
a nation.
Singapore is a great example of a nation that
readily embraces innovation. In the recent
Global Innovation Index 20152 by INSEAD and
WIPO, Singapore is ranked first in the South
East Asia region. Singapore is also known

‘Different (countries) innovate
in a very different way. Each
has challenges and its own
experiences. It’s about working
together, innovating together,
working with local partners
who have local knowledge and
understanding of the culture,
and finding solutions together.’ **

For further discussion and information on VUCA, see also the lead article by Geoff Abbott in the January 2016
edition of Global Coaching Perspectives; and the Editorial by Hetty Einzig in the October 2015 edition.
*

http://www.israelasiacenter.org/#/israel-asia-summit-2013/4572526793, – Rebecca Zeffert at the Israel-Asia
Summit; 20-22 May 2013
*
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Whilst having intricate knowledge of local
cultures and context is important, it is useful
to note that culture does not necessarily
encompass a whole nation (although it could).
Culture can also be a subset of a nation or the
subset of an organisational culture that co-exists
within a team.3

7 ‘R’ CULTURAL FRAMEWORK™
Drawing on my experience as a practitioner on
innovation and employee engagement, as well
as an educator in an accredited coach training
school, I have observed that most coaching
methodologies draw on western models. Most
of these focus on coaching for performance,
leadership and personal development. While
these are relevant, I am interested in coaching
for innovation focused in the context and culture
of Asia.
I have thus constructed the 7 ‘R’ Cultural
Framework to create an environment that is
conducive to innovation and navigation in
Asia. This framework is extracted from the
larger coaching for innovation model explored
during my postgraduate studies in innovation.
Combining understanding of the following
elements with the current understanding of
coaching tools will catalyse innovation.

Global Coaching Perspectives - Coaching by Country

RESPECT
Embedded within the depths of history and in
religion, traditions and social hierarchies, respect
is a key first step in creating an environment
conducive to innovation. In an Asian context,
respect for seniority is the first hurdle most
organisations face in enrolling locals to be more
engaged. Traditionally, open disagreements with
seniors are a sign of disrespect, an act that many
would be keen to avoid. However, for innovation
to thrive, setting up an environment where one
can agree to disagree, irrespective of hierarchy,
is necessary.

RELATIONSHIP
Building on respect, relationships in Asia should
be approached carefully. Asians are afraid to fail
because this signifies ‘losing face’ and, rightly or
wrongly, affects their self-worth. A consensusbuilding culture brought about by coaching
neutralises the process of change, thus letting
the coaching process, rather than a single
person or department in an organisation take
centre stage. This allows for more collaborative
work and less fear of failure. If you want to
be a catalyst of change, consider how your
organisation builds trust and the urgency to
innovate.

RECIPROCITY
Rooted in the understanding of karma and the
practice of gift-giving, reciprocity is perplexing
yet crucial. The answer is not simply to offer
gifts to our employees. In their bid to receive
something, an error that most people make is
that they offer a gift in advance, banking on the
concept of favours, or ‘paying it forward.’ This is
not advised as it puts the unnecessary burden of
forced reciprocity on the recipient. In the sharing
and pooling of ideas, consider how our (and our
leaders’) behaviour helps others to, or hinders
others from, offering more perspectives and
being transparent?

RECOGNITION AND REWARD
Balancing individualism and collectivism is
a fine art in Asia. Each individual desires
acknowledgement, although they will not
admit it outright. In a society that has adopted
meritocracy comparatively recently, recognition
and reward, when carefully weighed and
communicated, could be the drivers for
employee engagement. Hence, in coaching
whilst we offer acknowledgement, be aware
of recognition which may be offered by the
coachee’s manager.

REPUTATION AND RESPONSIBILITY
Built on social structures, family names and
educational excellence, one’s reputation derives
from seeds planted years ago – in some cases,
several generations ago. It is important for the
coach to understand how preserving reputation
requires responsibility in one’s interactions – also
perhaps humility and resilience.

ADDRESSING THE PAIN IN GLOBALISATION
Global leaders in Asia may attest that their pain
working in Asia is not about the lack of resources
or performance. Rather, their challenge lies in the
lack of open and direct communication – a factor
that is essential for innovation, and which also
strengthens employee and customer retention.
Put into words, this might sound like:
‘If only they (Asian employees / locals) would
tell me what’s really on their mind! They seem
to agree, and say yes, but I’m not seeing any
results!’
As social psychologist Kurt Lewin says ‘You
cannot understand a system until you try to
change it.’4 In order for innovation to occur,
you must consider and understand both the
individual and the environment the individual
is in. As leaders and coaches, our challenge
is to delve deeper into the work of leading the
environment as a process to enable change and
success in people.
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PERSPECTIVES ON COACHING IN
MALAYSIA
‘CEO COACH’ MICHAEL OH SHARES HIS VIEWS WITH GLOBAL COACHING PERSPECTIVES
ON THE STATE OF THE COACHING INDUSTRY IN MALAYSIA AND SOUTH EAST ASIA.
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1. What is your opinion of the coaching industry
in Malaysia in particular, and in the ASEAN
(The Association of Southeast Asian Nations)
countries in general?
The coaching profession is relatively well
developed in Singapore in the context of the
developing ASEAN countries although Malaysia,
Thailand and the Philippines are catching up
pretty fast. What is interesting is there are various
types of coaching in the corporate world in
these countries, namely CEO coaching, C-Suite
coaching, executive , business, leadership and
life coaching.
2. What is the difference between CEO
coaching and C-Suite coaching, and other types
of coaching, as you see it?
I believe that CEO coaching and C-Suite
coaching are playing the game at a more
specialised level than the other types of
coaching. To be acceptable by CEOs and
top management in Malaysia, a coach must
have had corporate experience at that level
at some stage in their career. Apart from this
experience, it is expected that a coach will also
have the necessary coaching qualifications
from reputable organisations, in order to have
a mastery of the tools and core competencies

of coaching. This is particularly important in
the areas of building trust and intimacy, active
listening, asking powerful questions, making
relevant observations, and inviting the client
to explore, discover and arrive at their own
desired outcomes. In addition, the coach must
be in a position to seek to connect the client
to success strategies usually based on their
strengths, values, beliefs, passions, and energy;
encompassing the whole. In other words, helping
them to reflect on being the ‘who’ in order to
move them to their ‘what’ outcome.
3. Which corporations utilise coaching as part of
their human capital development programmes in
Malaysia and the ASEAN nations?
From market intelligence I believe that several
multinational companies and a number of large
domestic companies based in Malaysia and
the ASEAN countries use coaching as part of
their human capital development programmes,
but it does vary from company to company and
from country to country. The key factors are the
priority given to coaching by their CEOs and
senior management, and thus the allocation
of financial resources in the human resource
budget of the companies between consulting,
mentoring, training and coaching.
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4. How do you see the future of coaching in
Malaysia and the ASEAN countries?
Although it is still early days for coaching
in Malaysia and the ASEAN countries when
compared to the United States and other
advanced economies, I can sense and feel
the excitement and passion amongst the
professional coaches and notice that companies
are beginning to see the value of coaching,
especially in increasing the performance of their
executives.
5. As a coach, what do you do to keep yourself
on top of your game?
Over the years I have come to realise that
you need to adhere to certain principles and
disciplines in life to achieve success in what
you undertake. In my case, I ensure that I keep
abreast of knowledge and experience through

reading books by famous authors on coaching,
watching and analysing video coaching sessions
by master coaches, attending conferences,
seminars, courses and webinars, and through
practical applications of my specialised
coaching field. Equally importantly, I constantly
focus on my clients and their needs and develop
close rapport, friendship and trust with them.
6. What keeps you awake at night?
I am a high-performance person who embraces
the principles of excellence and outperforming
the competition, to constantly add value to my
clients. As such there are nights when I am kept
awake by analysing how I can make coaching
a game-changer in the lives and business
transformation of my clients. To me this is a
never-ending mission in my life.
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HOW HUMAN HISTORY HAS
SHAPED US
NEERAJ TYAGI REVIEWS AN ENJOYABLE NEW BOOK THAT ENCOURAGES US TO
REFLECT ON THE BELIEFS WE HAVE AND RELISH THE WONDROUS STORIES OF OUR
EXTRAORDINARY HUMAN SPECIES.
Written by Dr. Yuval Noah Harari, an Israeli History
Professor, Sapiens covers the length, breadth
and depth of human history. The book weaves
together four parts – from the cognitive to the
agricultural revolution, and from the unification of
humankind to the scientific revolution.

Global Coaching Perspectives - Book Reviews

The first two parts of the book cover the period
of 100,000 years ago, when six human species
inhabited the earth, to today when there is just
one, you and me – Homo sapiens. How did this
happen? On the one hand, fire gave us power
and on the other, camaraderie and gossip
helped us cooperate. Among many intriguing
facts Harari explains how agriculture made
us hungry (compared to our hunter-forager
forebears) and led to the development of elites
able to live off the work and sweat of farmers
and slaves, thereby enjoying the time to invent
stuctures, build monuments, and amass armies
to bolster their power – and especially to invent
the mythologies that bind millions of people in
common beliefs..
The last two parts of Sapiens reveal how
mythology helped maintain law and order. Did
money give us something we can trust, and
did contradictions shape culture? What made
us believe in gods, nations and human rights?
Sapiens provides insights on everything we know
and intend knowing about.

miracle of being a human. I highly recommend
it to every reader who is intrigued by the
correlation between history and human evolution.
If you have ever been excited about knowing
how history has played a role to get to where we
are today, this ought to be your next read.

TITLE: Sapiens

AUTHOR: Yuval Noah
Harari
PUBLISHER: Vintage
DATE: Feb 10, 2015
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The book’s explanations of the many historic
myths that have shaped us are applicable
even today and are especially appropriate
in the design and delivery of coaching in an
organisation, of any size, in any part of the world.
Harari’s precise explanations about the essence
of human life and how humans have created
the world through the power of imagination
and myths, make this book a not-to-be-missed
read. Learning from this powerful book can
be implemented in real-life situations where
individuals are aspiring to live their best lives.
Picking up Sapiens as the first book to read
this year significantly changed my perspective
as a human being and as a coach. Simple yet
impactful, this book is a treasure full of hidden,
historic secrets that leave a reader in awe of the
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OUR WILL – THE MOST IMPORTANT
PART OF COACHING?
THE WILL IS OUR INNER STRENGTH. IT GIVES US THE RESOURCES TO FACE THE
CHALLENGES IN OUR EVERYDAY LIVES. THIS IS A HEARTFELT APPROACH TO A
CHALLENGING BUT FUNDAMENTAL TOPIC, WRITES NANCY HEY.
According to Piero Ferucci, the ability to
‘cultivate inner strength is a basic goal to our
mental health. And it is the work of a lifetime.’

Global Coaching Perspectives - Book Reviews

The more I have coached over the last ten
years, the more I realise that the will is the
most important part of coaching. It involves
responsibility and choice which are fundamental
to self-efficacy and growth. But very little is
written on this topic. It’s the area of the GROW
model which seems to capture the least amount
of interest. You’ll find plenty of resources on
goal-setting and options development; less so
on the Will questions, the decision point and
how to develop the ability to make and see
through decisions. In my search for my Masters
studies I have made my way through Roberto
Assagioli’s Act of Will and Rollo May’s Love and
Will and more recently Baumeister and Tierney’s
Willpower. None of these is an easy read.
In contrast Piero Ferrucci brings his engaging
and accessible style, familiar to many from What
We May Be and The Power of Kindness, to the
subject of will. He brings practical experience
from forty years as a psychotherapist, and draws
on neuroscience, psychology, myths and stories.
Typical of his style, Ferrucci includes helpful
practical tips at the end of each section.
Ferrucci describes being strong as being
competent, centred, resolute and able to
face difficulties. At the What Works Centre for
Wellbeing we have held public dialogues about
wellbeing across the UK. We found that people
describe wellbeing as feeling confident, having
a sense of self-worth and a good quality of life.
Likewise, in the wellbeing at work literature,
for example, we see self-efficacy emerge as a
key factor. All this is very similar to Ferrucci’s
description of the will.
In his recasting of the aspects of the will, or
more specifically, what is needed to develop
inner will, Ferrucci explores these aspects in
short chapters covering: freedom, finding our
Centre, plasticity and growth, mastery and
self-regulation, autonomy and strengths, depth
and reflection, resilience and adversity, integrity
and values, courage and risk, and meaning.

This is wide-ranging, but the structure makes
it accessible and practical. We can see clearly
the building blocks to resilience for example or
understand why, how and when mindfulness or
values work is useful,. Coaches of all kinds will
recognise many of the exercises, but putting
them in the context of the will can help to refine
our ability to use them.
Wellbeing research is finding that our social and
emotional state is a powerful predictor of our
wellbeing over many years, and it is an area we
know least about how to improve. This is not to
say that our wellbeing has nothing to do with
external objective circumstances or is entirely
down to learning ‘wellbeing skills’. It is more a
case that understanding the will is a promising
area which so far has received little attention..
Perhaps we have been expected to learn the
skills of the will by osmosis. Ferrucci aims
directly at this, with his question ‘who teaches
us to be strong?’ and then provides eloquent
guidance to finding the answers.
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‘IF COACHING CAN WORK HERE
IT CAN WORK ANYWHERE’
UNDERSTANDING THE BENEFITS OF USING COACHING IN PRISONS, SAYS JENNA
HOWIESON, INSPIRES THE READER TO CONSIDER HOW AS A SOCIETY WE HAVE MORE IN
COMMON THAN WE MIGHT AT FIRST ASSUME.
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Coaching Behind Bars is a story that takes
coaching outside the traditional boardroom and
away from the world of executives and elites. It
follows the creation, success and struggles of
Coaching Inside and Out (CIAO), an organisation
of volunteers who provide coaching for women
(and now also men) inside Her Majesty’s Prison
and Young Offenders Institution Styal. The book
documents the development both of CIAO’s
clients, never referred to as inmates or criminals,
and of CIAO itself, evolving and expanding
from one woman’s idea in 2010, to the presentday organisation, which has now facilitated the
coaching of 400 men, women and young people.  
Each chapter focuses on a different aspect
of coaching inside a prison, from the use
of practical coaching methods such as the
Outcomes Star and goal-setting techniques,
to the unique challenges and logistics such as
holding a meeting on a corridor floor, or ensuring
that clients actually turn up to the appointments
on time. The narrative is intertwined with direct
quotes from clients and coaches who have
worked within the prison. This creates a credible
and interesting account of CIAO’s impact and
success, providing multiple perspectives and an
insight into the minds of those involved with the
organisation.

the space and guidance to work out their goals,
ambitions and next steps for themselves.
CIAO operates separately from the criminal
justice system, and while reducing reoffending
is a welcome consequence of the sessions, the
primary goal is to help to women take back some
control over the direction of their lives. Clare and
her team of coaches restore self-confidence and
hope in an environment where these have often
been long lost.
This account of successful coaching in
such an adverse and challenging setting is
a recommended read to anyone who thinks
of coaching as purely for the boardroom or
executives. The final pages of the book list a
number of ways the reader can get involved
either with CIAO or a number of other prison
charities and organisations. And after reading
the story of Clare and her team, I am confident
many readers will be inspired to expand their
horizons beyond the boardroom too.

TITLE: Coaching Behind
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and Creating Hope in a
Women’s Prison

AUTHOR: Clare McGregor

Author Clare McGregor uses the names of real
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and the success of the coaching sessions. She
effortlessly helps readers connect and identify
with the prisoners by repeatedly highlighting the
many similarities between those behind bars and
typical business coaching clients.
Through the development of both CIAO as an
organisation and individual client triumphs,
Clare shows the benefits of coaching for both
the coach and the client. The coaches grow and
develop by expanding their horizons beyond
business; learning to adapt, think outside the box
and find personal satisfaction in helping those
who have been less fortunate than their regular
client base. The women in prison thrive from the
coaching sessions, which don’t dictate to them
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believes coaching can come in many formats and should be
available to everyone. She enjoys international travel and has
spent time working, studying and travelling in Vietnam, USA,
China and Europe.
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WHY DO I NEED TO KNOW ABOUT
NEUROSCIENCE?
GLOBAL COACHING PERSPECTIVES DEPUTY EDITOR AND COACH SUE STOCKDALE ENJOYS
A PRACTICAL GUIDE TO UNDERSTANDING HOW NEUROSCIENCE IMPACTS OUR COACHING
BY AMY BRANN.
Some coaches might ask ‘Why do I need to
know about neuroscience?’ and the mere idea of
reading a book on the subject could provoke a
‘fight or flight’ response. However, Amy Brann’s
latest book, Neuroscience for Coaches, is written
in such a way that it comfortably eases you into
the subject and shows why coaches today need
to be more aware of this field of science.

Global Coaching Perspectives - Book Reviews

Brann has done an excellent job in
communicating cutting-edge neuroscience
information in a straightforward manner. The
book is divided up into seven sections, each
one outlining a key area of neuroscience with
an explanation as to its importance from a
coaching perspective. The initial chapters
describe the main areas of the brain, what brain
chemicals are (such as cortisol and dopamine),
and an explanation of brain concepts including
neuroplasticity and threat response. Brann also
goes into more detail on brain networks and the
quantum brain, which I found interesting but
perhaps more advanced than I needed to know
when being introduced to brain science for the
first time.
What I found of most value as a coach were
the last two sections, which are focused on a
variety of classic and not-so-classic coaching
areas and how neuroscience underpins these.
For example, in the chapter on goals, Brann
broadens the aspects of goals to include
how someone decides on a goal, exercising
willpower, the awareness of cues and
unconscious programming such as anchoring,
nudges and priming, and how a person can
inhibit both internal and external distractions.
She then adds in relevant research studies
that have been carried out on the subject of
goals. One study that I found particularly useful
was on implementations intention, and the
‘if-then’ concept. For example, if I can solve
an anagram then I can get onto the next one,
(if I can complete one task, it will enable me to
get on to another), which can help to reduce
procrastination.

memory, trust, fairness and loneliness. When I
read on, each area includes ideas on ‘what you
can do with a client this afternoon’. This gives
the reader the necessary detail and dare I say,
motivation, to introduce some of the concepts
from neuroscience with clients immediately!
This is a book I am sure I will return to frequently
when reflecting on coaching sessions in the
future, and expect to see it on the bookshelves of
coaches who want to keep at the forefront as the
coaching profession develops.
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Finally, she discusses five not-so-classic
coaching areas: choice architecture, false
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SUPPORTING YOUR
PROFESSIONAL GROWTH
Master’s in Coaching and Mentoring
Oxford Brookes University is a leading provider of master’s education in
coaching and mentoring practice in the UK.
We offer flexible part-time programmes that can take you from postgraduate certificate level through to
a master’s degree. With our specialist professional and academic support, our programmes will develop
your coaching practice, thinking and research, and ultimately your career.
In collaboration with the University of Hong Kong, we deliver our MA Coaching and Mentoring Practice in
Hong Kong. Our expert staff teach the programme in English to Hong Kong residents and students from
the wider region.
Find out more about
studying the MA Coaching
and Mentoring Practice in
Hong Kong at:
www.hkuspace.hku.hk/
prog/ma-coaching-andmentoring-practice
or visit:
www.business.brookes.
ac.uk/coaching
to find out about coaching
and mentoring at
Oxford Brookes University
Business School.

