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In his new book, Homo Deus, popular historian Yuval Harari
contends that our future will be dominated by three major
global agendas: the quests for happiness, for immortality,
and for god-like potency. Harari argues that having
extensively conquered famine, epidemics and constant
warfare humanity is raising its sights to consider the kind of
world we now want to create.
Our current edition of Coaching Perspectives can be placed
in this insightful (or unsettling?) vision of the future. In this
issue we explore the concept of wellbeing, suggesting that
it goes well beyond current interests in fitness, nutrition
and mindfulness, essential though these are for survival in
our volatile and fast-moving world. As political turbulence
jostles the geopolitical heavyweights of USA, Europe and the
UK – not to mention ongoing instability in the Middle East
and other regions – uncertainty at global level is mirrored by
uncertainty within organisations, and inevitably affects our
own and our coaching clients’ lives. What does wellbeing
mean in such climates? Taking our contributions together,
it is clear that we are raising expectations of wellbeing. This
means that coaches also need to rethink how they work with
clients to help them raise their game accordingly.
Ex-VP of HR at Unilever Geoff McDonald builds on his
personal experience of depression to issue a challenge,
arguing that more attention to our emotional wellbeing
will provide competitive advantage in our anxious world.
Nancy Hey, Director of What Works Wellbeing, a UK nongovernmental organisation, presents research that shows
individual wellbeing as interdependent with community
health. Karen Downes urges us to aim beyond wellbeing to
full flourishing, adding that enabling their people to flourish
will soon be seen as essential in businesses everywhere.
Clive Steeper discusses the wellbeing of the brain with
neuroscientist Gabija Toleikyte – reminding us once again
that our brains are not separate from our body’s health,
while Omar Asmar tells an entertaining personal tale of how
language shapes our attitudes and thereby our actions.

Stephanie Wyman introduces a new diagnostic that focuses
on the wellbeing of the top team as the nerve-centre of the
organisation, while Sharon Birkman describes to Deputy
Editor Sue Stockdale how she built on the legacy of her
father’s values to ensure the Birkman psychological profiling
tool stands out in a crowded market.
Thinking about the wellbeing of the whole organisation
we invited Tim Griffin, VP and Commercial MD of Dell UK,
to explain Dell’s approach, which places inclusivity as
central. And, as we start to think more holistically about
our concepts of wellbeing, we need to take a more nuanced
view of energy – this understanding lies behind Paul King’s
fascinating description of Qi (‘Key’) Energetics and Servane
Mouazan’s powerful personal story of how social activism
can mobilise our energies for good, thereby enhancing our
own sense of connected wellbeing.
So in this issue we show how wellbeing embraces energy,
economics, emotions and mental health, not to mention
language, diversity, community and legacy. If they don’t
quite give us the immortality that Harari sees as central
to global research trends, these are certainly factors that
contribute to our human happiness in harmony with our
communities and the planet we share.
In short, you will find much to stimulate your ‘thought-buds’:
welcome to April’s Coaching Perspectives, and happy reading!
Please tell us what you think and what you would like more
of in future issues. Our July edition will focus on coaching
groups, teams and systems. We’d love to hear your ideas.
With best wishes

Hetty Einzig
Editor
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Raise the bar

Achieve AC Accreditation in 2017
The AC is passionate about all aspects of coaching and has a firm belief in establishing and upholding the
highest standards of best practice within the industry. Our accreditation schemes have been developed
so that buyers of coaching or related services can be assured that an individual or organisation has been
assessed to rigorous standards using the AC Coaching Competency Framework.

COACH
ACCREDITATION

Our Coach Accreditation Scheme has been
established to allow coaches to benchmark
themselves against high professional
standards, and to provide reassurance to
buyers of coaching regarding the level of
experience and capability of coaches.
Our Executive Coach Accreditation scheme,
exclusive to the AC, is for those who work
within an organisational setting.

COACHING SUPERVISOR
ACCREDITATION

This scheme allows supervisors to
stand out in a competitive market
place. Support from an AC Accredited
Coaching Supervisor ensures coaches
receive a good quality service and
flags to users of their coaching service
that their coach is receiving excellent
professional support.
Designed to accredit fitness to practise,
it indicates that the Supervisor operates
to core principles and demonstrates
appropriate competencies within the
functions of supervision.

accreditation@associationforcoaching.com

COACH TRAINING
ACCREDITATION

Our Coach Training Accreditation offers
reassurance to buyers of coaching
programmes that the courses have a
blended learning approach with a balance
of practical and theoretical content
together with the application of coaching
competencies.
We offer four different levels of coach
training accreditation to reflect the
development of a coach from novice to
mastery.

EUROPEAN COACHING AND
MENTORING RESEARCH PROJECT
European’s largest and most ambitious coaching research
project is underway. The project is lead by Professor
Jonathan Passmore, working with a team of over 100
researchers.
The research is being conducted across Europe, in a unique
collaboration involving 51 separate research teams based in
each of the countries, from Finland to Turkey, from Iceland
to Kosovo. Each research team consists of practitioners and
academics from the respective countries. The project has
wide support from professional bodies including the EMCC,
British Psychological Society, APECS and ILM, plus dozens of
European Coaching Federations and ICF National Chapters.
The most distinctive aspect of this project is the
commitment to work in local languages and recognise
national differences. The survey is being translated into over
20 European languages and will reach over 10,000 people
involved in coaching delivery, coach training and coaching
management.

A separate stream of the survey will explore mentoring
practices, while third and fourth streams will examine coach
commissioning managers and mentor coordinator practices
across Europe. There are also small-scale studies looking
at driver coaching and safety coaching practices, two areas
which have grown significantly over the past five years as a
result of research evidence showing improved outcomes for
learners and those working in safety-critical environments.
The Research Team aims to start the analysis over the
Summer, with the first results available in Autumn 2017, watch this space for an article in Coaching Perspectives.
To encourage people to take part, the Centre for Coaching
& Behavioural Change at Henley Business School, is
sponsoring the research and offering prizes including an
Apple iPad.
You can access the survey at:
http://bit.ly/2mRVBPK

The survey aims to explore core coaching practices including
contracting, supervision, ethics, decision-making and more.

+44 (0) 845 653 1050
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TRANSLATING AWARENESS
INTO ACTION: CREATING AN
INCLUSIVE WORKFORCE
Tim Griffin, VP and Managing Director, Commercial of Dell EMC UK
outlines the actions they take to encourage inclusion in the workplace.

When searching the internet, the word ‘diversity’ brings
up 219 million hits, spanning a variety of definitions that
include phrases such as ‘inclusion’ and ‘differences.’ There is
no one-size-fits-all practice of diversity. I’m personally very
aware of the fact that the technology industry has a greater
challenge than most, as we work in a traditionally white,
male-dominated sector. In fact, the talent pool of female IT
professionals has been decreasing over the years and the
number of female CIOs remains at around 11% worldwide.
But it is often forgotten that diversity is not just about
gender or ethnicity. We need to make sure that our team
is truly reflective of the very diverse marketplace in which
we operate – and that means also including disabled
employees whose differences are not always noticeable at
first glance.
Disabilities take many different forms. Often, we become
preoccupied in society with the disabilities that we can
see. Realistically though, if you look at the very nature
of disability, only 14% of people who define as disabled
have a disability that is visible. If we extend our concept
of disability, we could say that all of us are in some way
disabled, since we are all incomplete in one way or another.
Companies who do not hire and support disabled people
risk falling behind in the long run.

8
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MENTAL HEALTH
Any issue related to mental health is serious and deserves
attention. You wouldn’t ignore a colleague who was
physically injured and this should be no different. But as we
know, poor mental health is rarely visible and misdiagnosis
would be an affront. At Dell we do what we can to open the
door and provide and promote resources to provide help
for staff with any concerns. We have a confidential helpline
which is available 24/7 offering staff free support on health
and well-being. As part of this, free professional counselling
sessions are on offer for anyone who feels they would
benefit from these.
Recent governmental figures show that only 46% of disabled
people are in employment versus 79% of non-disabled
people. In an industry like IT where every company I know is
concerned about the shortage of skilled professionals, any
resource that is left untapped, whether it is because people
are disabled or not, is to the detriment of our economy.
Creating a policy that embraces diversity and inclusion
is about creating an environment that our diverse and
disabled population want to join, participate and play their
part in.

TAKING ACTION
When leaders become aware of this issue in their
organisation, it then needs to translate into action. It’s
not enough just to talk about encouraging inclusion
in the workplace – it’s vital that leaders are the drivers
of this change. Leadership teams need to understand
fundamentally that the inclusion of diverse talent at every
level is not just a ‘nice thing to do,’ but that diverse teams
drive tangible business benefits. This helps the rest of the
organisation feel a stronger sense of purpose, and activates
opportunities to encourage and promote the inclusion of
new and different talent.
At Dell EMC we’ve taken an approach called the Legacy of
Good, comprising 21 ambitious goals. The plan includes our
focus on diversity and inclusion and outlines our objective to
engage 40% of our workplace in Employee Resource Groups
(ERGs) that support a fully diverse workforce by 2020. These
ERGs aim to help team members from all backgrounds find
a welcoming and communicative home within Dell. We
need to get to the point where diversity is not about being
activists, it’s about simply being honest and being a part of
an inclusive environment.
Our disability ERG, True Ability, provides a platform where
team members from across Dell EMC can share their
experiences and knowledge in order to support disabled
team members in the workplace. This group is managed by
senior leads and promotes engagement within the Dell EMC
community. We have an incredibly active True Ability ERG in
the UK and this initiative goes beyond internal work at Dell
EMC. For example, at the Commonwealth Games in Glasgow,
one of our True Ability members was a baton relay runner,
and as part of our partnership we also hosted an on-site
quiz. The questions and topics were specific to disability,
special needs and Paralympic Sports. Our UK headquarters
also took part in International Disability Day, with senior

leaders and team members hosting a ‘Dinner in the Dark’
event to encourage open discussion about the challenges
faced in the workplace, and what colleagues can do to
encourage further inclusion.
We are trying to ensure that our employees don’t feel
pressured to conform to stereotypes so that they can bring
all of themselves to work and can unleash their potential.
In the future, it would be amazing to work in a world
where every organisation is taking action, every leadership
team is guiding by example and individuals are becoming
driving forces for change. Until that day, we will continue
to focus on activating change within Dell EMC and being an
active part of the conversation to keep pushing for better
representation at every level of our industry.

ABOUT THE AUTHOR
Tim Griffin leads the UK organisation for Dell EMC Commercial in
an ongoing transformation to a full end-to-end solution provider
offering its customers the tools to handle their business more
effectively. Dell EMC is dedicated to being a leading provider of
end-to-end scalable IT solutions including hardware, software
and services. Having joined Dell in 2003 Tim’s previous roles at the
company included leading its Singapore site and Vice-President
of the Global Displays & Client Peripherals team. He is also a NonExecutive Director of Welsh Rugby.
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‘Newton’s cradle, named after Sir Isaac
Newton, is a device that demonstrates
conservation of momentum and energy
using a series of swinging spheres. When
one sphere at the end is lifted and released,
it strikes the stationary spheres; a force is
transmitted through the stationary spheres
and pushes the last sphere upward’.1

That twelve-year gap, between starting to lead and being
trained in leadership, should alarm us. A lot can happen in
twelve years — especially between the ages of 30 and 42.
Those long intervals of neglect can result in damaged
people, resentment, and broken leadership. Furthermore,
as these people move up to the next leadership role, the
damage compounds: Boom! – the next journey of pain and
struggle begins, often ending in yet deeper resentment.
To exacerbate the problem, when leaders return from
training full of enthusiasm to use their new skills, there is
often little chance or support to embed the new learning,
because their work has simply piled up whilst they were
away. So leaders return to meet the needs of others - their
teams and their managers - and they fall straight back into
the same old routines, behaviours, and problems. Thus, the
cycle continues.

BLUE TO WHITE COLLAR WORKER
- THE PENDULUM SWING
The lack of support for young leaders stepping into leadership prompted
coach Karin Ovari to examine the impact on the wellbeing and success of
the leaders themselves and their organisations.

The pendulum swing is the name I give to the fluctuation
within the organisation as employees oscillate between
their previous, blue-collar roles and their new white-collar
positions. They are continually moving between deploying
their original, technical skill sets whilst aiming to meet the
needs of management and their new (often inherited) team.
Though it is more common in new, ‘immature’ leaders, the
pendulum swing can affect even mature leaders, particularly
within the operational layers of an organisation.
After many years of working with frontline leaders,
supervisors, and emerging leaders, it is apparent to me that
while individuals often possess excellent technical skills,
they regularly find themselves leading people without much
support or understanding of what is expected. Where once
they could simply get on with the job and produce the
goods, now they are required to get the job done through,
and with, others. And herein lies the crux of much pain and
struggle.
I recently shadow-coached supervisors working at the coalface of an organisation. However, these people were also

* (I believe first leadership roles happen earlier than this.)
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told that they were the first line of the leadership team. This
proved very confusing for them. Many had been supervisors
for a long time, but with this new ‘title’ came different
expectations. Remarkably, many of these expectations
had always been in the job description, but inadequate
training and support meant that the supervisors had never
fully realised their potential, nor become fully effective.
The coaching process provided the support they needed,
enabling them to grow fully into their roles. Interestingly,
but not surprisingly, this was the first support many had
received - in 20 years, in some cases.

LACK OF LEADERSHIP TRAINING
In his 2015 article2, blogger Ted Bauer cites:
l Most leaders get their first leadership position when
they’re 30.*
l Most leaders get their first leadership training when
they’re 42.

The McKinsey Quarterly article ‘Why LeadershipDevelopment Programs Fail’3 discusses the almost
$14 billion spent annually in the US on leadership
development. Of the top three human-capital priorities
from the research, leadership development was the number
one concern. It cites a UK business school poll of senior
managers, where only 7 % felt their company developed
leaders effectively, and around 30% of US companies
admit that they fail in this area. After much research and
discussion, the study highlighted the following four most
common mistakes

‘Companies can avoid the most common
mistakes in leadership development and
increase the odds of success by matching
specific leadership skills and traits to the
context at hand; embedding leadership
development in real work; fearlessly
investigating the mindsets that underpin
behaviour; and monitoring the impact to
make improvements over time. ‘
The more we encourage companies and organisations to
start the coaching journey before the coachee or leader has
problems, the better future leaders we will have. Imagine a
world where the norm is coaching support for those moving
from the blue-collar to the white-collar world.
Times are changing, and millennials will not put up with the
lack of development on offer. They will simply move on to
another organisation that is willing to provide the support
they crave. These are all opportunities for coaches, who are
uniquely qualified to play a major supporting role. For our
part, we coaches need to move with the times, finding ways
to provide services in a timely and cost-efficient manner.
Young leaders will be practising on the job whether trained
or not. Let’s look for ways to introduce coaching at a much
earlier phase of the leadership journey - and put some fun
into the pendulum swing!

1. Overlooking Context – A brilliant leader in one situation
does not necessarily perform well in another. I believe
this is also valid for a newly promoted leader, particularly
if they have little to no development support. Too many
training initiatives take a one-size-fits-all approach.
2. Decoupling reflection from real work –Sadly,
even after the most basic off-site training, individuals
(particularly those who learn by doing) typically retain
only about 10% of their learning. Even the most engaged
and talented leaders often struggle to transfer the newly
acquired knowledge to the workplace.
3. Underestimating mind-sets – Becoming an effective
leader often requires changing behaviour. A further
challenge is identifying ‘below the surface’ feelings,
thoughts, assumptions and beliefs. Often these key
human aspects, vital for change to occur, are overlooked
in the development of leadership programmes.
4. Failing to measure results - Many companies pay
lip service to developing leadership skills, but rarely
seek evidence to support the value of their investment.
Too often, evaluation begins and ends with participant
feedback. It should be an on-going process which
measures changed behaviours over time back in the
workplace.
The final statement of the article sums up where I see the
potential for coaching to make an enormous difference.

ABOUT THE AUTHOR
Karin Ovari is The Supervisors Coach. As a trained ontological coach,
she focuses on you, the human: how we communicate, the impact
of moods, emotions and physical well-being. As a Conversational
Intelligence™ coach, she delves deeper into the neuroscience of
human communication to build trust for individuals, teams and
organisations. Her passion is helping front-line, operational and
situational leaders have an easier day,. Other tools include EQ-i20;
EQ360; DiSC; Situational Leadership; ICSI Safety Culture Diagnostics,
World Cafe, and more.
www.karinovari.com

1. https://en.wikipedia.org/wiki/Newton’s_cradle
2. Bauer, T. ‘Here’s an incredible stat about lack of leadership training’ in
The Context of Things [blog], January 2015. http://thecontextofthings.
com/2015/01/15/lack-of-leadership-training/
3. Gurdjian, P., Halbeisen, T., Lane, K. ‘Why Leadership Development
Programs Fail’ in McKinsey Quarterly, January 2014.
http://bit.ly/2obWlQt
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CARRYING ON THE
FAMILY LEGACY
Deputy Editor Sue Stockdale spoke to Sharon Birkman Fink, President
and CEO of Birkman and EY Entrepreneur Of The Year® 2016 Award
winner, in the Family Business category for carrying on the legacy of her
father, Dr. Roger Birkman

The similarities between being a professional musician-cummusical director to being the CEO of a family business, may
not at first be obvious. Yet it was this transition that Sharon
Birkman Fink successfully made when in 2002 she took
over the running of Birkman, a Houston-based company
specialising in behavioural and occupational assessment,
which was founded in the 1950s.
‘As a musician you always want the chords to harmonise,
and you need to tune up each individual note in the chord,’
Sharon Birkman Fink reflects. ‘Now I realise that being the
CEO is very much like being the conductor of an orchestra.
You are the one who stands up there, you are not playing
any instrument, but how you set the tempo, keep them in
tune and sustain the morale of the whole group will impact
on the sound being created by the orchestra. I only saw this
more clearly with the passing of time. It began to dawn on
me how valuable my experience had been putting together
an ensemble and designing a whole musical piece from the
costumes to the set. In fact, I think it was the perfect training
for what I am doing now; even just to get along with people
and facilitate synchronicity between departments.’
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GETTING STARTED
When Sharon took over in 2002, her father’s focus for the
business had been primarily research-based as he was a
psychologist. While she was keen to keep the core of his
legacy intact, she also wanted to use her entrepreneurial
skills to make the company more commercially viable so
that it could grow.
Sharon’s father, the late Dr. Roger Birkman, had become
interested in the personality differences between people
while serving as a pilot for the U.S. Air Force in the 1940s.
His experience led him to study psychology and measure
the human characteristics he saw influencing perceptions,
behaviours and motivations. By 1950, Dr. Birkman had
developed a unique method of assessment which is
now used globally. There have been millions of Birkman
behavioural assessment reports run, and the tool has been
translated into 23 languages.
Sharon recalls that dinner-table conversation was often
about personality and behaviour, which she just thought
was the norm in all households. She saw the passion and

energy both her parents had to get Roger’s ideas out into the
world. ‘There were times when my father would question
whether he should give up and get a real job – it was my
mother who was persistent and encouraged him, because
she wholeheartedly believed that the Birkman assessment
tool he developed would make the world a better place,
through helping people to understand themselves and
others better.’

DEVELOPING THE BUSINESS
In 2002, regardless of how successful the family business
had become, when Sharon took on the role of CEO she faced
the challenge that many second-generation entrepreneurs
face: how to maintain the core of the business whilst also
introducing their own ideas? Sharon’s focus has been on
innovation while maintaining the family ethos.
In the last few years, the assessment tool market has
changed quite dramatically, with a greater focus on
technology, a desire for instant feedback and shorter
assessment reports more targeted to participants’
immediate needs. Companies in this sector have had to
adapt to fulfil these requirements. Sharon describes it as
developing cake mixes. ‘If I were a gourmet cook I could bake
a cake from scratch using 38 quality ingredients, but most
of the time I am in a hurry and so I grab a cake mix where I
can add egg and water and it’s going to turn out pretty well.
It’s the same in corporate organisations. People feel they
have so many responsibilities, and so little time, that they
want something they can pick up, that is easy to use and
understand, and that will be at their fingertips.
‘Much of the innovation Birkman is doing now is about
adding in options, so that coaches and HR professionals
can choose the level of detail they want in reports. This is
still relevant for senior leaders, but if you want scale, to offer
something to 500 people in an organisation, it needs to be
more practical. We recognise that as a coach you just need
an easy entry point to get a conversation started, and then

you have something to offer where you can go deeper.
The market wants applications, things that are immediate
and practical to address the challenges that employees and
supervisors face. They need to resonate with people: if they
understand that this information will help them be better at
communication or manage a difficult person then it makes
sense. People don’t always see the need for a psychological
assessment, and can be nervous about it. With a more
topic-based approach, the assessment becomes a tool to
facilitate a conversation. The role of the coach becomes
even more important when employees realise that the
coach is the person holding up the mirror and helping
them interpret the information a report provides. It’s in the
dialogue between two human beings that the real magic
takes place. We all naturally see the world through our own
eyes, and what a coach can do is help you see that 75% of
the world is different to – whether a behaviour or another
person’.
As with many assessment tools, there is ongoing scientific
validation, and re-norming if necessary to reflect how
societal norms can change. One noticeable change, says
Sharon, is the use of much less formal language in the
workplace. While outwardly we have learned different
socialised behaviour, the Birkman research shows that what
remains constant across countries, cultures, and genders at
a deep-rooted level, is our common underlying motivational
needs as human beings. Whilst across countries and cultures
there may be external differences, the similarities are
internal.
Sharon comments ‘This is relevant for coaches since they
can help clients differentiate what is socialised or learned
behaviour (the part of us which is highly malleable) which
can be changed through conscious thought, discussion and
intention; and what are their individual needs at a deeper
level (which is part of who they are). This means the coach
can also help them focus on what is good about the innate
parts of their personality, which make them unique.’
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WHERE NEXT?
Sharon has been successful in leading the business over the
last fifteen years, but she believes the pace of change will
not slacken. She would like to see Birkman develop in a
similar way to how wearable technology has evolved. ‘If we
could offer people self-care and self-management tools for
staying out of stress, and minimising the time they spend in
personal stress it could benefit an individual’s mental health
in a similar way that current devices are doing for physical
health.’
Sharon has a strong desire to maintain the family
atmosphere of the company. ‘I think for many decades being
a family business meant we had a boutique quality; while
there were many positives it did also inhibit growth. When
I started there were seventeen employees. We have now
grown to over 35 but it still feels like an extended family.
There are a lot of policies and internal practices that we
take for granted, which do seem to create a very strong
connection between our employees and the company.
‘For example, every employee receives $5000 a year for
their own professional development, including fully paid
time off work for this. The staff can take off every alternate
Friday because they work nine hours a day – this gives
them a three-day weekend twice a month. We offer regularly
scheduled team building which gets everyone together,
and offer flexible working hours from 6a.m. to 7p.m. There
is also a 20% bonus if they meet their own project goals,
and the overall business meets its goals.’ These practices
were recognised nationally when Sharon won the EY
Entrepreneur Of The Year® 2016 Award for family business,
and was commended for the company’s global outreach and
service-oriented approach. Sharon believes that you can do
well by doing good. This seems a fitting tribute to the legacy
handed on from her father. ‘As a business, we are still here
66 years on, so I think we must be doing something right!’

ABOUT THE AUTHOR
Sue Stockdale is an accredited executive coach and coaching
supervisor. Her clients include leaders in business, elite sport and
not-for-profit organisations. She was the First British woman to ski
to the Magnetic North Pole and has represented Scotland in track
and field athletics. As an author Sue has written and co-authored
eight books including Cope with Change at Work, (Teach Yourself
Books 2012); The Personality Workbook (Teach Yourself Books 2013);
and Risk: All that Matters (Hodder & Stoughton 2015). She is Deputy
Editor of Coaching Perspectives.

LOOKING AFTER YOUR BRAIN
ABOUT SHARON BIRKMAN FINK
Sharon Birkman Fink, President and CEO of Birkman, is the second
generation to run her family-owned behavioral and occupational
assessment company and has ushered in a new era of product
development and growth. Sharon, who has an M.A. from the
University of Texas and completed the Harvard Owner/President
Management program, assumed leadership at Birkman following
a career as a professional musician. Sharon’s passion for creativity,
client relations, community giving, and integrity defines her
leadership style that has helped shape Birkman’s company culture
and mission.

In the second of our Coaches in Conversation series, Clive Steeper talked
to neuroscientist Gabija Toleikyte Ph.D. about the importance of paying
attention to the wellbeing of the brain.

CS: I believe the human brain comprises three main
elements: Reptilian, Mammalian (limbic) and Human
(neocortex). How do these three elements affect our
wellbeing?
GT: First, it is important to highlight that this is a simplified
model, called the Triune Brain Model, which was developed
by Paul MacLean in the 1960s. The brain consists of many
more areas, each responsible for different functions, which
play together to create the complex behaviours humans
exhibit. Maclean combined these multiple areas into
three groups: Reptilian, Mammalian and the Human brain
complexes.
Reptilian brain: consists of the areas which ensure our
survival by controlling heartbeat, digestion, breathing and
simple movements.
Mammalian brain: controls many functions that we don’t
need to think about – habits, procedural memory (physical
skills), emotional memory, emotions, pain and pleasure
centres of the brain. The main function of the Mammalian
brain is to keep us safe. To achieve this, it uses both habits
and emotions. If we continue doing actions in the same
way we did before (habits) and have survived, continuing
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to do things the same way is likely to keep us safe (if the
environment is stable). That’s one of the reasons habits
are so hard to change. Also, emotional centres of the brain
(limbic system) keep on screening the environment for
potential dangers – real or thought-induced (e.g., imagining
the worst-case scenario) and create emotions such as
anxiety, fear or anger. This system also produces wonderful
feelings like love or pleasure if something in the environment
has been labelled as ‘safe for our survival.’
Human brain (neocortex): the newest addition to the
brain in evolutionary terms. The name is a bit misleading as
the neocortex is present in other mammals too. This part
of the brain is responsible for a large range of functions:
learning, rational thought, decision-making, creativity,
high-level processing of sense information (vision, auditory,
smell, touch), elaborate movements, speech; but most
importantly, in my opinion, understanding other people
– empathy, compassion and the ability to collaborate in a
win-win manner.
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CS: What happens when a brain becomes tired and how
can we best help it recover?
GT: To function, a brain needs three things: oxygen, nutrients
and stimulation. It’s speculated that these three different
complexes of the brain consume different amounts of energy
– Reptilian brain being the most efficient, and Human brain
the most energy-consuming. The brain is very cautious in
terms of distributing energy resources – it prioritises the
Reptilian brain (which keeps us alive), then it sends energy to
the Mammalian brain (keeps us safe) and only the remaining
energy goes to the Human brain. When we are exhausted
at the end of the day, there is not enough energy for our
neocortex, thus we revert to old habits or ‘unthinking’ /
automatic responses mainly driven by our Mammalian brain.
Brain energy is precious and many of us waste it on things
which don’t really matter to us (social media, reading
newspapers, watching TV, gossiping, overthinking) and
then there is not enough of it left for the things which are
important (learning new valuable information, good decisionmaking, forming mutually empowering relationships, truly
understanding your work colleagues, clients, family members).
So if you want to be sharp at the end of the day it is crucial
to take regular breaks throughout the day, exercise, do stress
reduction activities and develop good working habits.
CS: I’ve heard the brain described by a neuroscientist
as a complex mix of over 100 chemicals - what are the
best ways we can nourish the brain?
GT: Brain cells (neurons) communicate with each other via
electrical and chemical signals. Everything we do, everything
we feel and everything we think originates via certain groups
of neurons (neural networks) ‘talking’ to each other. Hence it
is crucial to provide what is needed for these ‘conversations’
between neurons to happen. Neurons need microelements
(calcium, magnesium, potassium and sodium) for an
electrical signal to be generated. Then various nutrients are
needed for these chemicals, called neurotransmitters, to be
created. As you rightly say, there are many different types of
neurotransmitters (about 60), which need to be created all the
time as we use them up throughout the day. Most of them are
being produced in our brains from nutrients arriving via blood;
however, some of them (serotonin, for example) are being
produced in our gut and delivered to the brain.
To provide enough nutrients for these molecules to be
created and delivered to where they are needed, two things
are crucial: a varied, healthy diet and a healthy gut (so it’s
crucial to sort out any food intolerances as they influence
brain functioning too).
CS: Stress and pressure are common concerns that
clients bring to coaches - what happens to the brain
when under stress, and how best could coaches help
their clients in these situations?
GT: When we are stressed, the chemistry of brain and body
changes: adrenal glands produce the hormones adrenalin
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and cortisol, which flush all the organs and change their
functioning; our heart starts to race, breathing becomes
shallower and more rapid, digestion is suppressed, muscles
tense, our immune system is blocked. Meanwhile in the
brain there is a neurotransmitter, very like adrenalin, called
noradrenalin, which dilates blood vessels. When this
happens, there is less blood delivered to your brain, hence
fewer nutrients and less oxygen.
Under stress there is not enough energy to feed all three
compartments of the brain, so we start to function mainly
on our Mammalian brain, which produces narrow-minded
thinking, falling into old habits focused on self and survival.
This often results in anxiety, fear and anger, which in turn
produce even more stress. In that state, it is not possible to
be creative, make the best decisions, or truly understand
other people, so it really challenges our ability to perform
at work, especially if we need to collaborate with people
or manage others. Also, in that state every single one of us
becomes selfish.

paralysis. This is known as dual process theory, created by
Richard Petty and John Cacciopo in 19861, and popularised
by Daniel Kahneman in 20032. Although both systems are
needed, it is important to decide which system is more
suited for the decision you wish to make. There is a lot of
evidence that we make decisions based on our emotions
and then use our rational brain to post-justify our decision.
To give ourselves the best chance for effective decisionmaking, we can practise habits which help our brain to
function optimally, such as choosing the best time for
decision-making (e.g., mornings when your neocortex has
most nutrients and is replenished after sleep), resolving any
emotional baggage, and regularly practising mindfulness to
be in tune with your feelings.

CS: What findings from neuroscience should coaches
be aware of if they are trying to help clients develop a
more creative approach?

Working too hard or too long hours is counterproductive
– we develop poor habits and make important decisions
with very little brain capacity, so we are much more likely
to make mistakes and underperform. The problem is
that in this state we don’t realise that we are not being as
intellectually capable, since our critical thinking is also being
compromised. Coaches can help clients to become aware of
this and to develop healthy working habits.

GT: Having coaching sessions in the morning or the time
when the client’s neocortex is still functioning well will
increase chances of creativity. You can also help clients to
develop and maintain good brain care habits, and clear out
any beliefs that are keeping the client in Mammalian-brain
dominant thinking (driven by guilt, shame, blame, stress,
anxiety, fear). Once these components are taken care of,
creative thinking is the natural state.

CS: What does current neuroscience knowledge offer
coaches in learning how to help others to manage
change, develop new habits and give up old habits?

CS: What does neuroscience recommend to help us
concentrate better?

GT: We use the Mammalian brain to act out our old habits.
This is very energy- and time-efficient, and provides us
with a sense of safety and predictability. If we want to
change our habits, we must engage the neocortex, which
is much more energy-consuming. If we want to change
anything at all, we firstly need to slow down, and manage
our energy levels in the brain so that there is enough energy
for our Human brain. We need to reduce stress so we don’t
fall back to our Mammalian-brain driven habits and be
very clear on the benefits of doing actions in a new way
(positive associations). If we don’t, we are unlikely to invest
the energy required to change. We also need a system of
accountability and support for the maintenance stage, since
creating a new habit can take up to three months or more to
firmly establish.

CS: What advice would you offer coaches who are
working with clients on improving decision-making?
To make the best decisions, we need two components: to
engage our neocortex and to be aware of our emotions. We
can make decisions using two types of thinking: System
1, which is quick, emotion-based, and prone to biases;
or System 2, which is rational, slow and prone to analysis

or mindfulness or meditation practices before and after each
session. This might sound excessive, but the brain gets tired
very quickly and we soon start to accumulate stress and
exhaustion, so we need to replenish our brain with oxygen,
quality down-time and healthy nutrients, long before it
gets to the state of cutting down the energy supply to our
neocortex.

ABOUT THE AUTHOR
Clive Steeper is an executive coach, performance consultant and
facilitator, working globally with many organisations ranging from
international corporations to fast-growth businesses. His executive
career included several roles as Managing Director in the UK, USA
and Asia. Central to his success has been Clive’s ability to help
individuals understand how performance is as much about mindset
as it is about activity. He has written several books on risk, change
and motivation.
www.clivesteeper.com

GT: I recommend two strategies: fifteen minutes of meditation
or mindfulness, and using the Pomodoro technique at work
daily. This is 45 minutes of uninterrupted work followed by a
fifteen-minute break. The crucial component is that you do
not allow yourself to be interrupted from the task. Try putting
your phone on silent, and switch off email notifications so you
can minimise distractions.

ABOUT GABIJA TOLEIKYTE
CS: What recommendations do you have for coaches to
maintain the ‘health’ of their own brains during a busy
working day?
GT: The same principles apply as those above. Taking lots
of breaks during the day, regular meditation or mindfulness
practices, working on your own emotional baggage, healthy
nutrition, controlling coffee consumption, lots of sleep at
night, and regular, gentle exercise.

Gabija Toleikyte is a neuroscientist and business coach. She
completed her Ph.D. at University College London on the neuronal
basis of memory and navigation. Combining coaching experience
with neuroscience insights, Gabija has developed unique seminars,
presenting neuroscience research in the context of topics
relevant for organisations, consultants, coaches, mediators, the
education sector and the public. Gabija believes understanding the
mechanisms underlying our behaviour is a crucial step in creating a
lasting change in individuals and institutions.
www.facebook.com/supergabija

CS: In today’s world, stretching before and after
exercise is regarded as very good for our bodies; what
good habits could coaches use as ‘warm up’ and ‘warm
down’ activities before and after a coaching session?
GT: To be present for our clients we need to engage our
neocortex. For that I would suggest short breathing exercises

1
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Petty, R.E., & Cacioppo, J.T. (1986). ‘The elaboration likelihood model
of persuasion’. In L. Berkowitz (Ed.). Advances in experimental social
psychology (Vol 19, pp 123-205)
Kahneman, D. (2003) Well-Being: Foundations of Hedonic Psychology.
Russell Sage. See also Kahneman’s popular Thinking, Fast and Slow
(Paperback edition published by Penguin, 2012).
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VALUE OF STRENGTHENING
RELATIONSHIPS
Poor dynamics disrupt leadership teams and lead to power
struggles. All business leaders, particularly CEOs, need to be
attuned to different perspectives and equipped to manage
conflicts as essential to the emotional wellbeing of the
entire organisation. This demands strong listening skills,
and understanding what leads to different decision-making.
We know that relationship counselling would not make
most people’s bucket lists; how then to entice colleagues to
coaching?
A recent Russell Reynolds2 survey found only 49% of CFOs
rated as ‘very strong’ their relationship with CEOs, the
highest ranking in the survey’s scale. Indeed, even of those
CFOs hired by the CEO, only 51% reported very strong
relationships. Of those citing the strongest relationships,
92% of CFOs said they and their CEO’s shared mutual trust
against a mere 38% for CFOs with weaker relationships.

ACCENTUATE THE POSITIVE
- APPRECIATE THE NEGATIVE
Stephanie Wyman, one of the architects of the psychometric tool
PROPHET, explains how top team relationships are critical to the
wellbeing and success of the whole organisation.

‘Ac-Cent-Tchu-Ate the Positive’, the song made popular by
American crooner Bing Crosby in the 1940s, offers interesting
counsel for successful working relationships. However, while
the ‘presence of positive affect during everyday interaction
is crucial,’ according to the psychotherapist John Gottman1,
‘for a relationship to be healthy, both positivity and
negativity are necessary.’ Dr. Gottman’s balance theory of
personal relationships does not rule out conflict, but states
that by having ‘five times as many positive interactions
between partners as there are negative, the relationship is
likely to be stable.’
Most of us are not naturally predisposed to look consistently
for the positive in colleagues. Psychologists say we find
it easiest to see people as all good or all bad. It takes
self-discipline to appreciate a mixture of the two. In
business, this means executives have ‘go-to’ people, trusted
confidants – or outliers and disrupters. A grain of contempt
can exacerbate negativity, compounding impressions and
damaging relationships. Research shows that people are
more likely to view what is similar to them as superior. It
takes effort to value difference and accentuate the positive.
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This is challenging for businesses’ pivotal relationships,
where the value to company wellbeing and impact on
performance are disproportionately high compared to
most partnerships. CEOs + Chairs; CEOs + CFOs; HRD
+ CEO: these partnerships are vital to an organisation’s
performance, though scarce attention is given to
strengthening relationships. Coaching more often discusses
relationships in confidence rather than bringing executives
together.
The new insight tool, PROPHET, grew out of our
understanding as coaches that we needed to enhance the
performance of pivotal business relationships and help
leaders implement strategy throughout their organisation.
Whilst there are many fantastic psychometric instruments
widely used, we designed PROPHET primarily as a business
and strategy implementation tool. It complements the
existing available tools by addressing the need for senior
team insight.

Clearly, performance and governance are impacted by lack
of trust – a pattern that plays out across organisations’ key
relationships. It is vital to invest in strengthening partnerships
between those on whom company wellbeing depends.

provides a common language for them to understand acute
similarities or differences – and taking an Appreciative
Inquiry approach means that both parties can see the
positive in each other. Sometimes all it takes is one threeway meeting for this to happen.

STRONG RELATIONSHIPS
BENEFIT ORGANISATIONS
Nick Robeson, MD of specialist senior interim provider
Hemming Robeson, sees the importance of critical
relationships: ‘We place highly experienced senior interims
who add real value to organisations. We used PROPHET to
analyse how an interim is likely to approach their role and
to fast-track development of key relationships within the
organisation. This gives added-value insight to maximise
success. Often too much focus is given to individuals and not
enough to the relationship dynamics. This insight helps our
interim directors form high-performing relationships quickly.’
When business relationships at the top of organisations
are high-performing, the well-being of the organisation is
protected. As the song goes…

You’ve got to spread joy up to the maximum
Bring gloom, down to the minimum
Otherwise pandemonium
Liable to walk upon the scene…
3

HELPING EXECUTIVES
SEE THE POSITIVE
Key business relationships are a sensitive subject, and
although many large corporates use psychometric profiling
and coaching to develop these relationships, it’s not
something they shout about. In smaller organisations, such
initiatives can be of great value but can feel like a luxury
rather than an investment.
PROPHET has been used widely by architectural practice
HLM in a development programme for its management team
and the firm, harnessing their key relationships in order to
develop the Group. Chris Liddle, HLM Executive Chair said:
‘Even though our board members have known each other
professionally and personally for many years, it is important
to keep refreshing our relationships and understanding of
what we want personally from being involved in the business.
Looking at our key relationships has been extremely useful
in helping us to recognise how we can continue to leverage
value and experience from each other. Working with a
coach, we gained insight into each individual’s motivations
and decision-making styles. This helped us understand the
impact of our contribution in running the business and the
importance of key relationships.’
A natural extension to individual coaching is coaching
pivotal relationships. Pivotal relationship coaching
identifies a way forward that individuals would be less
likely to achieve alone. Coaching both parties together in
the same room at the same time can quickly turn around
differences in outlooks that affect performance. For this to
succeed, executives must jointly agree to it, and be prepared
to explore potential value. Joint psychometric profiling

ABOUT STEPHANIE WYMAN
Stephanie Wyman is a company director and co-creator of PROPHET
– Predictive Role Profiling for High-Performing Executive Teams – a
new psychometric and insight solution designed specifically for the
development of senior teams. PROPHET Profiling has partnered
exclusively with Katherine Tulpa, CEO of Wisdom8 and CEO of the
Association for Coaching, to make the instrument available in the
executive coaching industry.
She can be contacted at
Stephanie.Wyman@prophetprofiling.com
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Do you have a special coaching
interest? Join or start up an AC
Special Interest Group
The Association for Coaching is starting up a new Special
Interest Group (SIG) on Coaching and Healthcare. The Group
is for coaches and supervisors with primary training and
experience in healthcare provision, and non-clinical coaches
and supervisors working within the healthcare sector. The
Group meets to share ideas and experience, undertake
research and to inform AC on future strategy.
AC members, individuals, organisations and corporate
members who are interested in being involved, in the first
instance please contact Jeannette Marshall:
jeannette@associationforcoaching.com

If you are interested in participating in our well-established Global Supervision SIG,
then please contact annecalleja@associationforcoaching.com

AC Group Supervision Experience
Represent your country
on International Coaching Supervision Day
Thursday 18th May 2017
Once again, the Association for Coaching (AC) is pleased
to support International Coaching Supervision Day in a
number of ways, including offering our excellent Group
Supervision Experience calls – an exclusive benefit for
AC members. We have two ambitious goals – to have
more members than ever before attend an AC Group
Supervision Experience call in one day; and to have a
truly multinational attendance representing countries
across the globe on 18th May.
To achieve these we need you to help by joining an AC
Group Supervision Experience call. These calls provide a
great opportunity to connect with other members, share
your coaching experiences and discuss your own coaching
practice in a small group, facilitated by one of our
experienced Hosts. Group Supervision Experience calls
are an AC Member benefit, accessed via a free video call
or a low-cost audio conference line. They last one hour.
Do you know anyone else who could benefit? You can
invite a non-AC-member coach friend to join a call on
this special day for a once-only experience of Group
Supervision and the Association for Coaching. Please
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ask your friend to quote your name and membership
number when booking the call. To give members the
opportunity to book first, booking for non-AC-members
begins on 26 April. (Your friend doesn’t need to be a
member of any professional body.)
Whatever time zone you are in we hope you can take
part, as we have sessions scheduled at the following
times on Thursday 18th May 2016:   
All times are British Summer Time (UTC+01:00)
08:00 | 12:00 | 16:00 | 18:00  
Places are limited, so don’t delay, book your place today
by e-mail to karenb@associationforcoaching.com
We look forward to working with you on International
Coaching Supervision Day!
Kind regards  
Your Hosts on the AC Group Supervision Experience Calls
Association for Coaching

www.associationforcoaching.com

INTEGRATING HEALTH AND
WELLBEING COACHING WITH
EXISTING MODELS
Irene Tubbs describes the evolving discipline of health and wellbeing
coaching, and its connection with current medical, therapeutic and
health training models.

Although huge changes in health provision have occurred
in the last sixty years, there is still an expectation that
anyone who works to encourage the health of a person
should proceed from the ‘Western medical’ model.
Wellbeing is considered as separate, and support is
delivered mainly by therapists, coaches, health educators,
and stress management trainers. This separation of
beliefs and practices is of benefit to the specialists, but
it ignores the truth that any professional working with
another person to assist them in finding ways to deal with
life difficulties will necessarily address their health and
wellbeing as part of this, since both naturally impact on the
individual’s desired goals.

COACHING
Coaching has been applied to both personal and work
domains to help improve performance, manage stress
and achieve work and personal goals. Since a key aspect
of coaching is that it is usually goal- and solution-focused,
emphasising self-selective decision-making, it provides an
ideal learning platform to explore health andand wellbeing
issues alongside constructive resilience tools to change

behaviours and beliefs that may have been the cause or
stimulus for unwellness.

HEALTH AND WELLBEING COACHING
In 2002 Professor Stephen Palmer and I developed the first
UK training in Health and Wellbeing Coaching, based on our
professional experience in counselling and psychotherapy,
stress management, recovery after illness and teacher training.1
The premise for the training is not based on delivering an
alternative medical model but an interlinked model of selfempowerment, which not only supports the orthodox medical
diagnostic processes and treatments an individual may need,
but also engages them in their self-devised primary, secondary
and relapse prevention. The concept of ‘wellness’ becomes
firmly entrenched within the coaching remit.
This is an eclectic programme based on the EMA (educate
– motivate – activate) coaching model* which aims to
generate heightened practitioner skills in: assessment, stress
management, psychological principles, motivational
* In 2008 new, diploma-level courses were designed by the author.
www.optimumwellbeing.org.uk
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Community based: A health and wellbeing coach can act
as a support link for individuals, local hospitals, clinics and
doctors in General Practice within a local borough. This is
especially important for patients who find that travelling
distances to centres of excellence triggers stressors such
as fatigue. In turn, fatigue lowers mood, which generates
health-inhibiting thinking and provokes health-inhibiting
behaviours. Ultimately relationships can become strained
and the individual’s condition can worsen.
Central-based NHS* area: Where teams of health and
wellbeing coaches support centres of excellence and
community-based services which cover a number of
councils. This service is especially important for individuals
with multiple conditions, since many patients express rising
frustration, emotional distress and depression when referred
to several different specialists across different boroughs.
Coaches can act as central supports so that issues from any
patient’s multi-complex conditions can be aired in a session
with the coach, and personal coping skills of adaptability
and communication skills (e.g. questioning, assertion,
listening), can be learnt and practised.
interviewing, self-empowering resilience building,
health awareness, cognitive behavioural skills, life/work/
performance and health and wellbeing coaching strategies.
Thus practitioners are promoted as ‘inspirational health
and wellbeing motivators,’ delivering seeds of motivational
knowledge to inform and strengthen individuals’ resolve to
activate desired life/health changes by becoming their own
‘resilient health and wellbeing coach’.
The programme attracts an eclectic group of professionals
from counselling, coaching, health education, stress
management and orthodox medicine fields who study
together, thereby forging an interactive, self-empowering,
problem-solving remit. Foundational is the importance of
reviewing the whole person, not just their physical illness.
As Hippocrates reminds us ‘it is more important to know
what sort of person has a disease than to know what sort of
disease a person has.’
In this vein one of Health and Wellbeing Coaching’s core
elements is the use of multi-modal practice in order to meet
the multi-faceted health and wellbeing needs of individuals.
This helps lower the likelihood of relapse occurrences.
Multi-modal (systematic eclecticism) was devised by
Professor Arnold Lazarus2 and has its roots in psychological
coaching and Cognitive Behavioural Therapy. Health and
Wellbeing Coaching uses Lazarus’ seven dimensions of
human personality, which recognise humans as biological
beings capable of separately and interactively thinking,
feeling, acting, sensing, imagining and interacting with
others. Therefore any treatment or support programme first
reviews the consequential outcomes of each modality, in
order to ascertain which will affect that individual’s ability
to seek and maintain desired change. Understanding is
generated through guided self-discovery, which enables
individuals to become aware of and modify their thinking
to stimulate their own conclusions and solutions. Personal
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resources are underpinned by psychological coaching skills
to assist the individual in tackling any psychological blocks
to change. Such depth of client understanding provides
client impetus and motivation to explore a wide range of
resilience-enhancing, self-empowering tools to support their
multi-dimensional coping abilities. Thus the client becomes
empowered to anticipate possible stressors and to act in
advance to prevent these.

HOW HEALTH AND WELLBEING
COACHING CAN INTEGRATE INTO
EXISTING HEALTHCARE PROVISION
I suggest four possible areas where health and wellbeing
coaching can be integrated:
Private practice: Many coaches currently work with
businesses to promote a range of self-development
practices for their employees. Adding health and wellbeing
skills provides wider opportunities to deliver a ‘health’ as
well as ‘wellbeing’ focus, either one to one or with groups.
Centres of excellence: Teams of medical practitioners
specialising in one area of health, with resources to focus
on the entirety of a specific illness or disease, would benefit
from the inclusion of a health and wellbeing coach who
is skilled in multi-dimensional assessment, psychological
principles and resilience coaching. The role of the coach
could be to meet with the patient and offer health and
wellbeing coaching aimed at improving awareness and
overall wellness recovery. Additionally, coaches experienced
at working with groups can also provide interactive oneday courses either within the centre or externally in the
community, whilst ensuring the link with the centre of
excellence is maintained.

CASE STUDY EXAMPLE
IN 2014 Amy attended therapy for depression. She explained
that when seeking medical assistance for diverticulitis,
she was happy to discover that it was not cancer and
pleased to receive the detailed coping sheets to read.
She was, however, distressed that her concerns relating
to passing wind and the embarrassment this caused her
were dismissed as unimportant. Yet this symptom had
resulted in heightened stress, raised anxiety and selfisolatory behaviours. She rarely went out, became inactive,
developed poor dietary control and depression. Moreover
Amy’s first counsellor did not review the physical problem,
but solely its consequences, leaving Amy feeling that no-one
fully understood or was effectively dealing with her problem.
Presenting herself for health and wellbeing coaching, Amy
said she felt heard, as she was able to tell all her story fully.
Amy’s profile established a wide range of contributing factors
affecting her illness and depression, alongside a number
of already owned skills used previously and at present. We
created a platform of resilient strengths as well as perceived
weaknesses, which enabled Amy to appreciate how each
element interlinked to stimulate either an enhancement or
a worsening of her health.
Within health and wellbeing coaching Amy practised
assertiveness skills so that she felt more able to work on her
physical condition with the consultant/health awareness
provider. Most importantly, she chose to establish an interlink providing everyone with updates of both difficulties
and improvements from every angle. Self-empowerment
work raised her moods and her determination to deal with
the elements of her problem that she could change, and
her ability to accept and live with those that she was not
able to change. Ultimately Amy developed belief in her own
resilience and her power to recover.

Developing motivational resilience is vital because when a
person finds their motive for undertaking a certain practice,
their resilience and power to recover3, as the ‘ability to turn
adversity into personal triumph,’ is greatly strengthened.

ABOUT THE AUTHOR
Irene Tubbs is a primary course developer and author. She has
worked as a teacher and coach in the areas of psychological and
health and wellbeing for over 30 years. She is a founder member of
the Association of Coaching, senior accredited with BACP, accredited
with BABCP, Honorary Fellow and senior accredited therapist and
accredited coach with AREBT, and organisational member of IHPE.
For more information contact iatubbs@btinternet.com

Lazarus, A. (1993). The practice of Multi-Modal Therapy. Johns Hopkins.
Palmer, S., Tubbs, I. and Whybrow, W. (2003). ‘Health coaching to facilitate
the promotion of healthy behaviour and achievement of health-related
goals.’ International Journal of Health Promotion and Education, 41, 3, 91-93.
3
Neenan, M.(2009). Developing Resilience – A cognitive-behavioural approach.
Routledge.
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boundaries, and to cover a wider area.
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The above facts speak for themselves. How do
organisations, big, medium, small and across all sectors
address this issue, and why would they?

WELLBEING AS A KEY DRIVER OF
BUSINESS PERFORMANCE

WELLBEING:
A COMPETITIVE ADVANTAGE
IN AN ANXIOUS WORLD
Geoff McDonald, former VP HR at Unilever, says that coaching
plays a critical role in enhancing wellbeing as the key driver of
performance in the workplace.

We live in volatile, uncertain, complex and ambiguous times.
In the world of work this is compounded by workplaces
expecting more from their people – doing more with less;
being always ‘on’ through technology; driving efficiencies
through cost-cutting; and facing and dealing with a much
more demanding customer or consumer. These times are
having a profound effect upon the wellbeing of employees
across all sectors. I equate wellbeing to the ‘energy’ of
people, which I believe is the most ‘limiting resource’ in work
today – not money, people or services and products, but
people, who are just tired and worn out!! We see this in the
rising incidence of depression and anxiety in the workplace.
The total cost of staff mental health problems to UK
employers is estimated to be around £26 billion each year,
the equivalent to £1,035 for every employee across the UK.1
Additional costs to UK businesses include:
l £8.4 billion a year in sickness absence.2
l £15.1 billion a year due to reduced productivity at work,3
with the UK being at least 25% less productive than most
of the countries we directly compete against.4
l £2.4 billion a year due to replacing staff who leave their
jobs due to mental ill health.5
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Research into workplace wellbeing interventions suggests
that addressing employee mental health may be the single
most effective tool to reduce absenteeism, presenteeism,
staff replacement and loss of productivity. For example,
the Mental Health Promotion in the Workplace report states
that for every 80p spent on workplace health promotion
and intervention programmes, £4 can be saved in reduced
absenteeism, temporary staff, presenteeism and improved
motivation.6
Support for employees’ wellbeing is increasingly becoming
a required offering by employers. In fact, the 2016 Nutrition
& Health Foundation Survey of nearly 1000 employees
revealed that:7
l 7 in 10 are highly likely to stay with employers who are
interested in their wellbeing
l 1 in 2 would consider leaving employers who don’t
support their personal wellbeing
l 35% considered a company’s workplace wellbeing
programme as an important factor when choosing a new
employer

We need to view wellbeing as a key driver of business
performance. According to 2015 research by Professor Alex
Edmans of London Business School, organisations with
high levels of employee wellbeing have outperformed the
market by 2 -3% over a 25-year period. This should not
be a surprise, as we all know what it is like to work with
people who are highly energised, as opposed to those who
seem to suck all energy from us. Energy should be seen as
important as skills, knowledge, behaviours and experience
in driving the performance of people, and organisations
need to find ways to include this as a key component of their
performance and development programmes. The ability to
have a conversation about an employee’s levels of energy
should be a critical capability of line managers, coaches and
others who support organisations in the development of
their people.
If this seems so obvious, why have we not done it? I suggest
this is because the workplace has lost its sense of humanity.
You cannot talk about ‘the personal’ at work, yet at the same
time organisations are increasingly creating a perceived
expectation of 24/7 connection, and so encroaching on the
personal time of employees. The line between personal and
work is very blurred today, so we need to speak and engage
in conversations about the whole person: their physical,
emotional, mental and sense of purpose and meaning. I
suggest this would begin to bring the humanness back into
organisations during these very anxious and demanding
times. And yes, it has clear benefits to enhancing individual
and organisational performance; but more importantly it
is ‘just the right thing’ to be doing at a time when we need
a north star or moral compass to guide the behaviour of
organisations.
In addition to the above, the stigma surrounding mental
health has prevented line managers, coaches and others
from addressing this aspect of wellbeing. It is therefore
important that organisations address the issue through
educating their employees on the following: depression,
anxiety, and stress; the symptoms to look out for; a line
manager’s role in supporting someone who may be ill
or showing symptoms of depression and anxiety. It is
now time to give attention and investment to the mental
wellbeing of people in an ever-increasing knowledge
economy.
Coaching and the role of coaches become even more
critical. Employees need someone to speak to as they learn
to cope and become more resourceful in the world we
confront today. Coaches need to view wellbeing as a key
driver of performance. They need to develop their skills and
knowledge in order to coach for enhancing the energy of
employees and line managers, and not simply adopt the

traditional approach of addressing skills, knowledge and
behaviours. Your time is NOW, more than ever before, in
supporting people to enhance their own wellbeing so that
they can flourish accordingly.
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In the early 2000’s, there was no specific forum for women in
social enterprises in Europe. We therefore established a space
where women from different sectors could join in a common
conversation and learn from their peers while developing their
business.

MY ECONOMY OF LONELINESS
Then in 2009, that economy of loneliness hit me in the face
personally. I was pregnant with my first child, in a relationship
that had seen better times. Coming back from practising the
job I loved, being in the house was grim and sad. When I was
five months pregnant, my partner and I broke up. The strength
that had been with me all these years, being an activist, a
spokesperson for women in social business, suddenly vanished.
I felt extremely vulnerable.

HACKING INTO THE ECONOMY OF
LONELINESS…MOVING TO THE
ECONOMY OF CONNECTEDNESS
Social entrepreneur and coach Servane Mouazan shares her
personal story, which highlights that there’s nothing self-indulgent
about taking care of the world, since it’s a part of ourselves.

connectedness. I became a better advocate. Was that self-care
the trigger to contribute to a better world?
As coaches we can contribute to this economy of
connectedness, an economy that understands that
ecology, peace, inclusion, education, social businesses, are
interconnected ingredients. They are not ‘nice to haves’ or
negligible. They do not come second after policing, building
borders, army and industry. It almost hurts to get out of our
comfort zones. However, there’s nothing self-indulgent in taking
care of the world, as part of ourselves.

What was most undermining was not so much the loss of
my partner, but the inability to make robust decisions. The
business crumbled, I had no revenue and couldn’t afford to pay
the rent on the house. With a baby on its way, I found myself on
the verge of homelessness. I could help thousands of women
make decisions, but I was incapable of taking care of myself. If
I had been given a ‘break-up’ or a ‘transition’ coach for a year
or two, I would certainly have made great use of them, but I
couldn’t afford coaching. I was experiencing the inability to
make decisions that connected me to my future, the future of
my child and the future of the work I was doing. This was my
big disconnect, my own economy of loneliness.

HOW TO HACK INTO THE
ECONOMY OF LONELINESS
We live in a world that is being driven up the wall by a very
specific type of economy: the economy of loneliness. That
economy is the result of a huge disconnect, articulated at
global, community, and individual level. This is what prevents
us from making, let alone maximising our impact.

activism and my desire to promote meaningful dialogues
among community leaders. These were teachers, musicians,
developers, entrepreneurs, campaigners, and philanthropists,
all united by the knowledge that in order to make change you
need to:

The world is in a poor state. At global level, poor access to
commodities is fuelling wars and an increase of poverty;
disastrous wealth redistribution, white privilege, and fear of
‘the other’ are creating a climate of instability and a growth in
nationalistic votes. At community level, many cities’ high roads
look the same, from Barcelona to Beirut, from London to Rio,
from Johannesburg to Tokyo; we see the same shops pop up.
Gentrification and big global games push indigenous people
away, and more and more millennials are on the street. Local
communities lose their identity. The proceeds of a throwaway
trade are leaking into a fiscal no man’s lands instead of being
reinvested locally. And at the individual level, the economy of
loneliness can hit you personally when you least expect it…

1. Put your head above the parapet

ESTABLISHING A SOCIAL ENTERPRISE
I established Ogunte, a social enterprise, in 2001. It emerged
out of my strong interest in creating social change through
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Working closely with social entrepreneurs, who are activists
tapping into the force of business to solve social and
environmental issues, my daily working purpose is about
creating a space for my clients to mobilise themselves and
their communities, which means aligning resources, energies,
knowledge, awareness, towards a specific aspiration of change.
Our team uses coaching to co-design mechanisms that help
our clients move from mobilisation to organisation.

It was a challenge to figure out how to implement all the
ideas that came out of these conversations, but I felt I had to
create a space in which to experiment and grow a network of
like-minded people. I later realised that the people attending
most of our workshops, events and conversations were
mainly women. They were at the nexus of many worlds, no
longer from Non-Government Organizations (NGOs) and not
just businesswomen, either. These were women in social
enterprises.

A friend with efficient organisational skills at last enabled me
to start hacking into my loneliness. She arranged for her future
ex-husband to co-rent my place. That worry gone, I could
concentrate on getting my sleep back. Just as in my sessions
with women in social enterprises, I started brainstorming, I
challenged my plans, I went out and experimented. I became
bolder and started prototyping change. And importantly, I
connected the outside world to my body and soul. I believe
that to embrace change, we also need to build a new database
of feelings linked to our new attitudes and skills. By doing so we
are also more receptive to the world around us, our champions,
or even people who don’t get what we do!

They certainly didn’t want to be patted on the head for ‘doing
good’, or ‘giving back.’ They were aligning their social purpose
with the need to create sustainable business models, and they
had no intention of creating more poverty by forgetting to pay
themselves.

I deepened my understanding of activism, explored my own
biases, my privileges, my stereotypes. I radically reduced the
impact of my diet. I learnt to say no. I worked with the future
in mind. Within a few months I started to be back on track
and made wiser decisions, all driven by this deep sense of

2. Break silos
3. Act boldly with the future in mind.
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FLOURISHING:
BEYOND WELLBEING
Karen Downes urges us to go beyond wellbeing in our ambition and
aim for the more inclusive, interconnected concept of flourishing

Something is happening that’s worth talking about. As we
confront some of the greatest challenges we’ve ever faced at
the global level, people are talking more about what matters
most to them and about the future. Wellness, wellbeing and
happiness are words we are consistently reading about in
mainstream and social media; our politicians are concerned
about mental health; and corporates are sponsoring
mindfulness programmes.

does not look very different than before we left on holiday.
Short-term fixes, temporary relief from the stresses and strains
on our lives, do not produce transformation. The true discovery
for many is that optimum wellbeing is a continuum not an
interim, a life-long journey not a destination. A continuity of
discipline and practice is needed to retain and continually
regain a deep sense of wellbeing that remains with us even in
the face of adversity.

In the wider business communities mental health and
psychological safety are major concerns. Marginalised groups
are being included; fear-free zones for open dialogue are
being created; diversity and inclusion are headlining corporate
agendas. Whilst progress is being made and these issues are
often highlighted from a genuine concern, or in some instances
when a crisis has occurred, in general we have yet to shift
the business context of wellbeing from a nice-to-have to an
essential foundation for business prosperity.

In his book Outliers1 social commentator Malcolm Gladwell
writes that 10,000 hours is the time it takes to become masterful
at a new task. If we counted the hours each of us have engaged
in the conscious practice of being the best we can be and
living well, what might that be? Living beyond wellbeing is
flourishing. It is living a vibrant and meaningful life, being
the best you can be at any moment. This takes being selfaware, shifting the focus from self to others, a commitment to
something larger than one’s self and an intention to offer the
best of ourselves.

The travel industry has changed to cater to this burgeoning
need: destinations and holidays are now seen as places and
journeys of self-discovery; travellers go to exotic destinations to
‘find themselves,’ visit spas to restore and regenerate. For many,
hobbies have become opportunities for personal development,
and mindfulness and yoga classes are booming. Alas for many
of us, once back at work after just two short weeks’ break, life
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We know change is never easy. We adopt patterns of
behaviour these become ingrained habits as we adapt to our
circumstances. Habits give us efficiency but left unexamined
over time, we can ignore the those that have become
counterproductive. This of course plays out at both the
individual and team levels.

Our unique function as humans is the ability to reason and
rationalise, but these gifts can also prohibit us from making
the changes needed to flourish, when we justify rather than
rectify patterns that no longer serve us. Recently whilst working
with an executive team, I asked each member of the team to
reflect on the area where they’d become complacent about
their wellbeing and where they were less than their best. For
some it was at the physical level, for others the emotional: they
noticed that when they were home with their family they were
physically present but emotionally and mentally disengaged
and preoccupied. Each person saw the cost to the unexamined
pattern playing out. Further examination at the team level
revealed daily rituals and repeated conversations that left the
team depleted and demotivated. In the team constellation
each member recognised how they were contributing to either
the rise or demise of the team with their patterns of speaking,
listening and acting both towards one another and in the story
they continued to tell about the state of business. As a result
of their collective work on creating a new story and purpose
to their work, they identified three team rituals that would
contribute to working as a cohesive group towards a common
goal based on shared values. This provided a new sense of
meaning and left each member with a sense of deep fulfilment.
This is a team that is flourishing.
With the privileges and choices we have in our westernised lives,
combined with the resources available literally at our fingertips,
it’s time to transcend our reasons and excuses for neglecting
our responsibility for personal health and wellbeing and move
to a new level of conscious action and disciplined practices that
would enable us to flourish. Leaders who genuinely care for
their people and value their contribution encourage greatness

in others and create environments where people flourish and
business prospers. Coaches likewise need to embrace this
more ambitious concept and help their clients aim high, to go
beyond wellbeing and performance to human flourishing as
the foundation for business prosperity.
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Karen Downes has worked in the human potential movement for 30
years, developing new paradigms of leadership. She is passionate
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the feminine and the masculine, wellbeing and performance.
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a $8.5 million global enterprise. For the past 16 years Karen has
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our people8. For the UK, wellbeing simply means ‘how we
are doing’, as individuals, as communities and as a nation,
and how sustainable this is for the future. The next step
is to look not just at what countries or individuals can do
to improve wellbeing, but also at what our organisations
– governments, businesses, communities – can do that is
evidence-based, so that we learn from this and develop
interventions and support systematically and systemically.

WELLBEING:
AN INTEGRATED VIEW
Nancy Hey is a coach and the Director of the independent
organisation and think-tank The What Works Centre for Wellbeing.
In this research overview she makes the case for an integrated view
of wellbeing interconnected with the workplace and the community.

If you Google wellbeing, what pictures do you get? You get
smiling people leaping for joy, spas, yoga, happy families,
fruit and veg. This is a vision of wellbeing from the wellness
industry. It’s not that being healthy isn’t good for our
wellbeing, it’s that our wellbeing is about more than health.
In organisations wellbeing is often tagged on to health
and safety1. We know that wellbeing sustains employee
engagement2, yet it falls to other parts of the organisation,
along with other wellbeing-related activities like
learning, environmental accounting and corporate
social responsibility. A model of wellbeing at work that
incorporates safety, health, relationships and a sense
of purpose is more appropriate. What wellbeing has in
common with coaching is that both see all these elements
as part of a whole and essential to sustainable performance.
The What Works Centre for Wellbeing is an independent
collaborative organisation funded, financially and in kind,
initially by over seventeen partners. The establishment of
the Centre was overseen by a development group chaired
by former Cabinet Secretary and cross-bench peer Lord
Gus O’Donnell following the Commission on Wellbeing and
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Policy. The development group appointed Dr. Paul Litchfield
as the Chair. The Centre gathers research into wellbeing and
also builds on the rich and growing data produced by the
Office of National Statistics among others.
We are human and our work and our life are not separate.
Our work is the third most important factor in our adult
wellbeing3, after our partner relationship and our emotional
health. Being unemployed is always bad for our wellbeing.
Being unemployed for more than a year has a permanent
scarring effect on our wellbeing that lasts a lifetime – clearly
going bust is bad for wellbeing. But we also know that, not
surprisingly, our performance at work drops during stressful
life events; that people who are happier are 10-12% more
productive; and business units with higher job satisfaction
have higher performance4. There is a paradox, though: we
know that the midlife crisis is real and our wellbeing dips
to a low in our 40s; however this is also our peak working
period. Additionally research tells us that the place where
we are least happy, after being ill in bed, is at work in the
presence of our line manager. Clearly, we have a job to do on
wellbeing in the workplace5.

Coaching approaches have the potential to increase the
wellbeing of staff by building trust, choice and opportunity,
all key drivers of our wellbeing. But like much practice in
the workplace there is yet to be a good evidence base to
support our understanding of what works. Our forthcoming
evidence reviews show that learning interventions intended
to improve staff wellbeing, and to support staff to improve
their own job quality, do work seemingly regardless of the
type of intervention. For example, both resilience training
and mindfulness have an effect. But there is little evidence
about the impact on wellbeing and performance of many
of the learning routes for managers – for example, skills
development, emotional intelligence and leadership
programmes, or coaching. This is not because evidencebuilding is particularly complicated to do – the techniques
are out there – but we simply do not routinely evaluate our
programmes or workplace changes for impact on wellbeing
and performance. We can, and we should.
Organisations can have a significant impact on the
wellbeing of their staff, with a wider ‘knock-on’ effect also.
By improving employee wellbeing, our research shows,
organisations can also benefit the wellbeing of their families
and community. Larger businesses, through their scale,
can make a difference for all of us, by contributing to our
understanding of what organisations can do to improve
wellbeing by researching, and sharing, what works.

We are seeing significant societal and political changes.
The changing world of work, those marginalised by
globalisation, ageing populations, climate change and
technology are all shifting the balance of politics as usual.
We need to understand what it means to be human and
what matters to us most. We can focus our collective efforts
on creating the conditions to support these. This means:
l Policies that value what matters to people, including
dignity, control, trust and place
l A focus on societal advancement with human beings at
the centre and the purpose of the wellbeing of future
generations.
These problems can’t be solved by government, business or
philanthropy alone. New types of collaboration are needed.
This is what we aim to achieve as a collaborating centre at
the What Works Centre for Wellbeing.
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Another game-changing revelation was delivered in the same
week by a colleague. Whilst discussing creative processes, she
remarked to me ‘You think like a woman,’ then quickly added
‘It’s a compliment!’
It got me thinking about the power of words and the dangers
they hide, the limiting beliefs and self-doubt they harbour
in the deep, dark, undiscovered corners of our selves. As
spiritual writer and teacher Eckhart Tolle puts it, the ‘mindmade concept of me’ is constantly being reinforced by the
stories we tell ourselves.
Psychologists have found that our subconscious mind
interprets what it hears literally. A growing body of evidence
suggests a direct relationship between what we think and the
world we experience. Some claim that what you think creates
your reality.

FRAUENVERSTEHER
– HOW THE LANGUAGE WE USE
SHAPES HOW WE THINK
A couple of chance encounters remind coach Omar Asmar to
be aware of both the pitfalls and the potential for shaping
consciousness through the words we use.

Talking to a friend of mine recently about our experiences
as coaches, the origins of core beliefs, and some speculative
discourse on what humanity really needs the most right now,
he introduced me to Frauenversteher, a seemingly harmless
German word that I had not encountered before.
We’ve all heard about the existence of those fantastically
descriptive German words that we so desperately need in
English if we are ever to express ourselves like the Germans.
The legend is true.
Take Kopfkino, for example; the act of playing out an entire
scenario in one’s mind. Literally, it translates as ‘head cinema’.
Yep, I’ve been there before. I usually prescribe myself a good
dose of daily meditation (sic) and a few days in-bed-withoutthought (that would have been one word in German) as a
foolproof remedy for a nasty case of the Kopfkino’s.
And how about Weltschmerz for a real humdinger that
captures the Zeitgeist? With disturbing world politics taking
on a new momentum; wars, fear and xenophobia growing
not diminishing; gender inequality persisting; and racial and
religious discrimination as prevalent as ever, those of us
capable of compassion may have at one stage or another
experienced this phenomenon of ‘Weltschmerz’: despair
caused by the state of the world. Literally, ‘World-Pain’. Ouch.
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As a Lebanese-Australian living in Europe for the past twenty
years, I feel fortunate to have been exposed to many cultures,
to speak multiple languages, and to have had the luxury of
picking and choosing elements of each culture that resonate
the most with who I am. I am careful about the story I tell
myself, because I know it has the potential to become a selffulfilling prophecy.
One reason (there are many) that I was called to coaching is
that it stays true to an epiphany I had a few years ago: that
I only wanted to lend my energy towards the betterment of
humanity.

Despite the immediate side-effect of that epiphany being
existential questioning and unemployment for the best part
of a year, the opportunity to lend one’s energy towards the
betterment of humanity as a primary purpose in fact presents
itself in our largely unconscious world numerous times each
day. It is a full-time job.
In searching for meaning in a word like ‘Frauenversteher’
(there is none), I thought about the plethora of words we utter
in ignorance that perpetuate a general lack of awareness.
I believe when we can allow space for compassion to arise
in every encounter, even for men who choose to take warm
showers, without feeling inadequate, too feminine, not
masculine or not masculine enough (whatever those words
mean!), then as a civilization we will naturally abstain from
demeaning women, demeaning men, demeaning each other
and, more importantly, demeaning ourselves.
Shifting our attention away from mind-made concepts of
the feminine and the masculine might allow us to begin the
process of healing our collective consciousness as a species
and move us beyond the gender demarcation lines that at
present divide and weaken, rather than unite and strengthen,
us.
This idea gives me great hope and courage to continue my
work and focus on increasing consciousness as a path to inner
and outer fulfilment; vigilant awareness of what we think and
say in the seemingly trivial everyday thoughts, words, and
conversations we have with ourselves and others will be the
key to freeing us from the prison of our minds. And whilst the
internal dialogue continues, I’ll happily go along my way as a
Frauenversteher-Warmduscher who might indeed think like a
woman but is, in fact, a man.

It was precisely this combination of suffering from acute
Kopfkino coupled with a chronic case of Weltschmerz that
gave birth to my journey into coaching, not only as a career
but more importantly as a philosophy, a way of life.
I subscribe to the belief that we all have awesome and
unbounded potential, which our true self is longing to unleash
if only we could take a moment to tune in to the space
between the words and let it arise from the silence. The space
of no-thing.
When my friend introduced me to the concept of
‘Frauenversteher,’ ‘one who is understanding of women’ or
more informally, ‘a woman-sympathiser,’ I was immediately
terrified.
To be called a ‘Frauenversteher’ is an affectionate insult for
a man who is not ‘a man’s man’. The word is synonymous
with other similarly brilliant (and equally dangerous) German
insults to one’s masculinity, such as Warmduscher: one who
takes warm showers (because he is not man enough to
shower cold). These words are exclusively reserved for men,
and only ever delivered by men; you won’t catch a woman
running around in Germany labelling unsuspecting men as
Frauenversteheren.
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REDEFINING WHAT WELLNESS
MEANS IN OUR LIVES
Indian coach Neeraj Tyagi believes redefining the concept of
wellness can help people live a more meaningful life.

Wellness is an intimate and valuable aspect of our lives. It is
a day-to-day, moment-to-moment experience of the self and
everything that surrounds it. Hence the common connecting
question – How are you doing? And the statement
confirming wellness: Hope all is well.

of experts and coaches are now working to add value to and
re-define the concept of wellness, aiding people in living
the most meaningful possible life. It is this revolution that
will see coaching become more central to achieving overall
wellness.

The understanding of wellness has continued to evolve
over time. As much as we are progressing in discovering
the miracles and mantras of wellness, we are also exploring
whether history saw healthier humans with greater vitality,
vision, courage and perseverance.

Some of the good practices that coaches are encouraging
people to incorporate into their lives to increase their
wellness include:
l Taking time for real connections and deep conversations
l Travelling the world and integrating work and leisure
l Developing the habit of writing a journal
l Engaging in simple exercises or sports that resonate most
with their unique style and needs
l Increasing personal power
l Improving listening skills to create healthy relationships
l Living in the present
Coaching a person marks the beginning of a much larger
familial, societal, national and global level change that
helps people improve the quality of their life and can inspire
others to do the same.

An all-new seamless design. Streamlined membership management. More advanced online
directory. New online Accreditation application process. Better networking and community
engagement opportunities. Search and download digital learning resources.

Everything about the new AC Community Platform is huge. Coming Soon.
The new AC Community Platform will be a place where you can feel empowered and connect with other members.
Communicate and collaborate with them online regardless of geographical boundaries.
You will get the very best from your Association of Coaching Membership.

enquiries@associationforcoaching.com

Elon Musk, co-founder of electric car manufacturer Tesla,
who talks about chasing wishful thinking vs. working hard
for something you believe in, works standing for 80 - 100
hours a week. To some people, this may seem like a difficult
task that could affect their health. To others, this is normal
because they derive their well-being from working hard
towards something they truly believe in, so there is no
conflict of priorities. They love what they do and they do it
because they love it so much. Other business tycoons like
Steve Jobs of Apple, Bill Gates of Microsoft and Phil Knight of
Nike exemplify this philosophy.
As in other countries, wellness in India has historically been
viewed within parameters defined by external stakeholders
including governing bodies, industry, and the media. A slew
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Neeraj Tyagi is an Associate Certified Coach (ACC) and co-founder of
Greenlatte, a professional and personal coaching firm, based in India.
She works with several organisations to help them improve business
performance through coaching and consulting in a scalable and
measurable manner. She is a self-published author of five books and
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CONNECTING THE DOTS: OPTIMISING
SELF-ORGANISATION
The neuro-psychiatrist Daniel Siegel2 summarises his
research into complexity theory with what he offers as a
‘core truth’: ‘optimal self-organisation occurs when a system
has two interactive processes - differentiating and linking.’
Our capacities to differentiate and then link, i.e. integrate,
within and between systems, are I believe fundamental
processes for wellbeing and, co-incidentally, for coaching.

WELLBEING
– AN ENERGETIC PERSPECTIVE
Somatic coach Paul King introduces us to Qi Dynamics, the art of
using energy for enhanced wellbeing – for individuals, teams and
whole organisations.

How do we create wellbeing in the midst of a culture that
does not truly support this? How do we manage our energy
and leverage the best of our biology to thrive and flourish?
These are questions that should preoccupy us as coaches.
The helping professions are far from immune to stress. A
recent British Psychological Society survey of its own staff,
‘revealed worrying apparent increases in staff stress since
a similar survey in 2014, with 46 per cent of psychological
professionals surveyed reporting depressed mood and 49 per
cent reporting feeling they are a failure. 70 per cent of the 1348
people surveyed said they were finding their job stressful.’1
We all know that the issue is not a shortage of information;
there is plenty out there. Unfortunately, we humans are
generally not very good at following our own advice,
even when it serves our own wellbeing. Other criteria and
behaviours, typically associated with comfort, energy-saving
habits and survival drives, take precedence.
While survival is a precondition for wellbeing, in order
to meaningfully develop our wellbeing, individually and
collectively, we need to step out beyond our survival
instincts. This is a challenge when the economic and social
systems we have created do not support our desire to create
a broader sense of wellbeing for ourselves and our families,
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especially while also supporting the wellbeing of wider
human and natural systems.
Business as usual keeps us in a double bind. We become
experts at fragmenting the world and are ourselves
fragmented. Our systems and our thinking become siloed.
The consequence is that wellbeing is applied as a remedy,
an antidote for our ills, or a strategy for more profitability,
rather than being a central connecting idea, an enabling
lifestyle choice, a key criterion for success in work and life,
in and of itself. Our work is to engage with the bigger picture
and to connect the dots. This is an urgent issue for society
and for coaching too.

FIVE STEPS TO WELLBEING
The UK Government’s 2006-2008 futures think-tank,
Foresight1, in its review of current knowledge on mental
health and wellbeing, advocated ‘taking five steps*’:
l Connect with others l Be active l Keep learning
l Give to others l Be mindful
Good advice! However it would be counter-productive to
approach these with busy energy as just more scheduled
things on our ‘to do’ lists.

Moshe Feldenkrais, the founder of the Feldenkrais Method,
an approach to movement and bodily re-education said,
‘The aim [of the Feldenkrais Method] is a person that is
organized to move with minimum effort and maximum
efficiency, not through muscular strength, but through
increased consciousness of how movement works.’
Essential to this, as I discovered through my Feldenkrais
training, are the abilities, through attention and awareness,
to differentiate aspects and functions of the body-mind and
then integrate them.
Optimising self-organisation derives from mindfulness,
sensitivity, and the willingness to acknowledge ‘what is’
before engaging in the open flowing exchange of energy and
information towards the realisation of potential.
Differentiation is not the same as division, and integration is
not merging – both of which would create a certain rigidity.
Do we respect difference (differentiation) or do we feel threat
and build walls, internal or external, thereby impacting
movement and energy flow? How well do we bring elements
together, inside or out, in creative emergent conversation, to
become greater than the sum of the parts?

QI DYNAMICS
Wellbeing seems to be defined in a variety of ways, but to my
mind at heart it is an all-embracing concept and attitude.
Wellbeing is as much about the process by which we do
something as it is about what we do. It is both a result and
an enabler of a life well lived. .
As such it is about what I call Qi Dynamics: the qualities of how we
generate, distribute and utilise energy in a system, whether that
system be an individual, team or organisation. Qi (pronounced
‘key’) is the Japanese word for energy, and is applied in martial
arts and other self-cultivation traditions of the East.
Both the Buddha and Aristotle (both from the 4th Century
BC, Nepal and Greece, respectively) taught the middle
way. Aristotle defined virtue as the middle path between
extremes. Both recommended the act of self-cultivation,
which within the Eastern perspective is a patient and loving
nurturing with focused and dedicated practice: we can think
of it as being a good gardener of one’s soul. This is wellbeing:
not a result or endpoint, but an active, ongoing tendering of
Qi and one’s life.
Wellbeing has a certain ease, a certain lightness and quality
of flow even as we strive. Bring to mind the relaxed, focused

effort of an athlete performing at their best. Finding calm
and high performance in the eye of the storm. This is a story
of creating the conditions for success and getting the job
done in a healthy, sustainable way, not through draining
resources and burning out. This applies equally to individual
and society.
It takes training and practice to find ease within a life full of
demands, and we should approach it as something we are
practising – not doing perfectly, but practising. Enabling
wellbeing and flow involves a willingness to pay attention,
to be mindful in an open and honest way to our energy flow
and how things are. It involves positive, active participation
and a certain courage, otherwise we are in stasis, stuck with
no impetus to learn and grow, a recipe for decline in both
individuals and organisations.
Often energy, within which I include information, does
not flow freely or smoothly within a system or between
systems. There can be many reasons for these blockages or
distortions, connected perhaps to a fear, lack of awareness,
poor practice or limited imagination. Defences range from
denial to over-inflated optimism. Our organisations look
for efficiency and effectiveness but so much energy is lost
in survival strategies; in withholding, tension, turning away,
disruption.
What must be true for a system to come out from behind
its defences? How do we shape ourselves for wellbeing?
Energetically the mind, emotions, body and spirit all
have a part to play. In martial arts terms, it is the capacity
to stay centred and open amongst the moving forces
of life, establishing a mind that is clear, a heart open to
compassion, and a gut that holds our confidence. We also
need a vision, an embodying meditation on wellbeing that
primes our system.
Our guiding beliefs, presuppositions and attitudes are
important here and so is the body. Our posture can literally
shape our future. Likewise, our breath is a gateway between
the conscious and unconscious and can both reveal our
energetic state to us and influence that state.
A useful practice connecting breath and posture is as
follows: gently breathe in with a sense of uplift lengthening
the spine, followed by an out breath of twice the length
with a gentle smile and a feeling of softening and openness
down the front of your body. The lengthening connects us
to our integrity and the softening-out breath opens us to
connection and compassion. It is a practice that can help us
towards a centred state of wellbeing.

WELLBEING AND PARADOX
Wellbeing, and we could say life, involves living with
paradox, like saying ‘yes’ to what is, while also seeking to
change what is. Our capacity for wellbeing develops with our
capacity to hold our shadow alongside our light, our fears
along with our love: to be present to the full spectrum. To be
open for example to what the psychotherapist and author
David Richo calls ‘The Five Things We Cannot Change’3:

April 2017 | Issue 13 37

COACHI NG BY CO U NT RY

ONE YEAR ON
– COACHING IN TURKEY
Günay Özarın Öztürk reports on a ‘fantastic first year’ of
activities for the Association for Coaching in Turkey.

l Life is not fair
l Pain is part of life
l People are not loving and loyal all the time
l Life does not always go according to (your) plans
l Change is part of life.
To rail against these with aggression or retreat is to take us
away from our potential. And as the poet David Whyte says,
‘the only choice we have is how to inhabit our vulnerability.’
Wellbeing does not mean everything is perfect, that all our
ducks are perfectly lined up. It is the capacity to say yes to
life as it is and to have the resources to meet and greet what
comes with integrity, to be grateful and generous, interested
and curious, open and engaged.

INTERCONNECTION
We instinctively know that we are part of an interconnected
system but our way of life does not reflect this, despite
this truth being so clearly presented to us today from so
many directions: economically, socially, environmentally,
politically and in all the issues we face in health, social
justice etc. As Paul Ray and Sherry Anderson4 have pointed
out ‘we have no guiding story that places us in a context of
relationship to our planet’ (The Cultural Creatives). What
are the stories our clients are guided by, what are the stories
we are guided by? Can we help shift those stories towards
greater systemic wellbeing?
This is the energetic territory for coaches.
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AC Turkey launched on 17th October 2015 with a group of
volunteer coaches. We had shared our dreams for coaching
with our team and supporters around us at that time.
Together we worked hard to be a dream catcher and now…
AC Turkey is celebrating a fantastic first year. During this
time, we provided a professional platform for coaches and
ran several events. This was the result of the road map that
we created enthusiastically at the beginning of our journey.
What was on the road map? Introducing coaching
professionally on multiple platforms, coaching and training
young people, training coaches in the areas they asked for,
enforcing ethical coaching rules and connecting coaches
with their clients. By January 2017, AC Turkey had reached
over 1200 people across 26 activities and continues to
expand the number of people every day.

INTRODUCING COACHING
PROFESSIONALLY ON MULTIPLE
PLATFORMS
This year, AC Turkey organised and hosted multiple activities
in İstanbul, Ankara, Adana, İzmir and Antalya with leading

coaches. AC Turkey Chairman Umut Ahmet Tarakci visited
these cities to hear about their projects. 380 coaches
came together and shared their coaching experiences with
each other in training sessions and meetings. Besides the
knowledge we gained, enjoying the time we spent together
was the best!

COACHING AND TRAINING
YOUNG PEOPLE
AC Turkey made an agreement with Aiesec Turkey, a
community of young people, in April 2016. We supported
Aiesec with our coaches in İstanbul, Ankara, Antalya, İzmir
and Adana. Training programmes were delivered on
leadership, individual and team coaching with more than
200 students attending these courses.
Events were run in many universities in different cities; the
Economy University in İzmir, Sakarya University in İzmir,
and Yıldız Technical University in İstanbul. We also ran a
mini-summit in Medipol University, attended by around 100
students full of questions about coaching.
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‘COACHES IN TRAINING’
PROGRAMME

SOCIAL RESPONSIBILITY PROJECT
‘HAYATI AYDINLAT’ (BRIGHTEN LIFE)

AC Member Banu Onuk was the lead coach for the coach
training events, and these were great opportunities that
brought together more than 300 coaches.

AC team member Fulya Aldemir Egrioglu was the lead coach
for this special social responsibility project. Bedaş, the
energy company in Turkey, and Kızılay, the humanitarian
organisation, were the sponsors of the project. We designed
special classrooms for disabled students, and AC coaches
are still giving coaching support to families and teachers in
that project.
AC Turkey members actively engage with community or
volunteer organisations for causes that connect with their
values, passionately contributing through the provision of
pro bono professional coaching services.

CO-OPERATING WITH EMCC, ICF AND
KPD (COACHING PLATFORM)
Our members Gökçe Pinar, Meral Dal and Kutsal Köse also
attended training activities with EMCC, ICF and KPD.

AC STANDS IN SUMMITS
Coaches need support while they are building their brands
and their coaching business, so AC Turkey attended
the Pharmaceutical Owners Summit. This was held in
September 2016 and included eighty hours’ face-to-face
coaching and twelve training sessions. Our AC Team
member Ruhan Akin was the lead coach at this enormous
event, where over 40 coaches worked and 400 pharmacies
were reached.
At this summit, and the HR Summit which AC Turkey also
attended, we gave training and coaching to attendees in
return for having the AC stand in the trade fair area. At both
events, our devoted coaches worked hard.
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Thanks to everyone in the AC Turkey Team for their efforts
in this wonderful first year of activities. It would not be the
same without your hard work. After one year... We are
enlarging our dreams..Just wait...

ABOUT THE AUTHOR
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Students and Turkish Novel Teacher for Turkish Students at
Boğaziçi University. She is an Approved Professional Coach (ACC) by
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HOW AND WHY COACHING WORKS AS
A POWERFUL FORCE FOR CHANGE

CLEAN COACHING

Françoise Orlov PhD finds this book a poignant appeal to coaches
to become ‘pragmatic constructivists’.

Margaret Barr has her thinking stretched by this masterful book on
Clean Coaching as a means to minimise unconscious bias.

From the start, Elaine Cox gets right to the point: her ambition
is to explain how and why coaching works as a powerful force
for change by bridging theoretical gaps. Stating that ‘the
problems clients present are rooted in their experience,’ she
proposes a practical and holistic model which she names the
‘Experiential Coaching Cycle.’ Cox argues that the novelty of her
model lies in its dynamic progression through phases which
may occur iteratively or concurrently. She refers to her model
as a ‘wheel’ which comprises phases of different nature and
challenges: three reflective ‘spaces’ – pre-reflective, reflection
on experience, post-reflective – and three transition ‘spokes’–
touching experience, becoming critical, integrating. The latter
are particularly challenging for coach and client because of their
emotional and uncertain characteristics.
The cycle itself and each phase provide the backbone of
Coaching Understood, along with the core coaching skills
involved throughout the process. The book is packed with
references, dense in content, terminology and style. Its
didactic structure facilitates the reading although deep focus
and probably several reads may be necessary to capture all
its richness, particularly for those who are relatively new to
coaching, for example clients (whom Cox wishes to reach as
well).
It is refreshing that Cox views coaching as multidisciplinary. For
some time now, she has been an advocate of moving away from
single-school approaches and from the orthodoxy of particular
theories, whether from psychology or other disciplines. Her
approach resonates with me, but Cox’s strong arguments and
statements may surprise some readers.
Due to my linguistic background, I relate to Cox’s views on Clean
Language: ‘an over-emphasis of the client’s existing perspectives
and world views, which may limit the potential for creative
thinking and transformative learning.’ For Cox, Clean Language
sits on the lower end of her proposed continuum of clarifying
approaches, each serving its own purpose. She states that the
client will greatly benefit from the coach’s own interpretation
through summarising, or better still, paraphrasing content
and emotions. Her views on questioning, ‘the most powerful
element for coaching,’ may challenge some readers, too. For
her, the ‘Socratic Method’ is not appropriate for coaching due
to its conflicting philosophical roots with coaching ethics.
She advocates using the systemic questioning approach and
models which benefit the coaching alliance, emphasising the
differences between coaching and other helping approaches
like therapy and mentoring.
I enjoyed reading Cox’s discussion on the concept of ‘Being
Present’ which will probably appeal to people drawn to
meditation and mindfulness-based techniques and approaches.
Again, she reviews various related concepts – e.g. attention,
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TITLE: Coaching Understood: A
Pragmatic Inquiry into the Coaching
Process
EDITOR: Elaine Cox
PUBLISHER: SAGE Publications Ltd
DATE: 2013
PAPERBACK PRICE: £28.99 RRP
ISBN: 9780857028266

flow, mindfulness, presence, reflection, self-awareness – from
the perspective of diverse fields including neuroscience and
leadership development. She proposes a model to integrate
such concepts in a way which is dynamic and ecological,
by considering the body and the ‘external world’ for greater
benefits to the client, the coach and the coaching alliance.
Coaching Understood is a poignant appeal to coaches to
become ‘pragmatic constructivists’ by contributing to the
coaching body of knowledge. The book contains chapter
summaries as well as concise self-explanatory tables and figures
which capture the quintessence of Cox’s contribution. For easier
navigation and integration of the key concepts, the book would
benefit from an additional glossary. In summary, it is a mustread book.

ABOUT THE REVIEWER
Françoise Orlov PhD is a bilingual executive coach with a strong
experience in industry and academia acquired in global corporates
and universities including the University of Strasbourg for which she
is an Ambassador, an external coach and a specialist trainer. Over
the past couple of years, she has coached individuals up to C-suite
levels using a developmental style of coaching and mindfulnessbased approaches. Françoise’s contribution to the coaching
research field includes reviewing publications for international
academic journals.

Reading Clean Coaching was like having a personal masterclass,
as the author shared her deep knowledge, understanding
and experience of Clean Coaching. Angela Dunbar writes with
clarity and authority in this very well-researched text which
is a pleasure to read. I especially appreciated the ‘clean’
explanations, and the way that the author shared the detail of
her thinking.
The book is well-structured with chapters in four sections,
beginning with the foundations of Clean Coaching. This first
section outlines psychotherapist David Grove’s creation of
Clean Language as a means of communicating with patients
using language that had been cleansed of any words that might
influence, thus minimising the potential for bias. Chapters on
the coaching spectrum, the directive bias and assumptions
provide a well-justified argument that nondirective coaching
is not a soft option for the coachee, and is beneficial for the
organisation. The author contends that if advice-giving is
really what’s needed and wanted, then the service should
be re-contracted as mentoring or training. The section
includes practical applications of Clean, and a list of common
misconceptions.

TITLE: Clean Coaching: The Insider
Guide to Making Change Happen
EDITOR: Angela Dunbar
PUBLISHER: Routledge
DATE: October 2016
PAPERBACK PRICE: £24.99
ISBN: 9781138816374

The second section explores the qualities of a Clean Coach –
coaching styles, the capacities (broader than competencies),
and the use of Clean questions for different purposes. The third
section outlines Clean Coaching strategies, for example using
Clean Language to explore metaphors and symbols; modelling;
systems thinking; and emergent knowledge techniques. It also
includes practical advice about structuring a Clean Coaching
session. The last section covers advanced applications and
transcripts, where the author’s sound knowledge of Clean
Coaching is particularly evident.
It was interesting to read that in the author’s wide experience,
‘most coaches think that they are more facilitative than they
actually are.’ Whether you are skilled in Clean Coaching or not,
you are likely to find that this book provides not only essential
guidance and advice about the approach, but also a wealth of
opportunities to stretch your thinking about your own coaching
practice.

ABOUT THE REVIEWER
After a career in education, Margaret Barr took an MSc in coaching
psychology. She now coaches school leaders, facilitates coaching
training programmes for teachers as Lead Associate (Scotland)
for Growth Coaching UK, and writes about coaching in education.
Voluntary roles include book review editor of Coaching: An
International Journal of Theory, Research and Practice, and provider
of administrative support to the AC’s Coaching Supervision Special
Interest Group.
uk.linkedin.com/in/margaretbarr
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GETTING THE MOST OUT OF
COACHING SUPERVISION

REFLECTING ON
OUR DISCOMFORTS

Lisa Rendell learns how she can be a better supervisee in this
comprehensive handbook on supervision.

Ken Smith enjoys being taken out of his comfort zone by this practical and
enriching read about the themes common throughout coaching.

What a useful book! This is for coaches who are already, or
thinking of, investing in their CPD by way of supervision, for
practising supervisors, and for those considering becoming
a coach supervisor. Before picking up this book I wrote down
the questions I wanted it to answer and by the time I had
finished it, I found that 98% of these were satisfied – that’s a
good success rate for any manual. I have gained new models
to use in coaching my clients, clarity on how I can develop my
supervision with my supervisor using flexible approaches to suit
us both, and have gathered ideas on what future learning I may
explore.

TITLE: Coaching Supervision – a
practical guide for supervisees
EDITOR: David Clutterbuck, Carol
Whitaker and Michelle Lucas
PUBLISHER: Routledge
DATE: 2016
PAPERBACK PRICE: £22.49
ISBN: 1138920428

However I was disappointed by the chapter on cultural
dimensions. Perhaps to be fair this topic can be discovered
in more depth via books such as Riding the Waves of Culture:
Understanding Diversity in Global Business by Fons Trompenaars
and Charles Hampden-Turner (2000), or Erin Meyer’s The Culture
Map (2014). I would also be intrigued to see what the authors
would write on the four levels of a coachee’s maturity to relate
it with their table of a coach’s maturity, as well as the latest
thinking on coaching in multi-cultural environments: what gets
in the way, what are the advantages, and how we can address
and utilise these in coaching and coach supervision.

An unstated theme within the book is the need for balance. In
the chapter on fear, the authors expand on the idea that having
an ‘away-from’ driver is not of itself something to be overcome
but rather something that is most beneficially combined
with a ‘towards’ motivation and compelling aim. Similarly,
perfectionism is not to be condemned, but rather the extent to
which it is adaptive or maladaptive is the key to knowing how
well it serves the client. Distributed and highlighted through the
chapters are aphorisms which encapsulate such key insights
and eloquently get to the heart of the matter. For a book that
seeks to offer practical help to coaches it manages throughout
to avoid banal exhortations, never states the obvious, and is in
sum a masterpiece of tone.

ABOUT THE REVIEWER
Lisa Rendell is an executive coach, facilitator and NLP Practitioner
who works freelance for leadership consultancies. She also runs her
own personal development and horse-assisted learning practice.
In her spare time she is developing material for books she is writing
associated with coaching. Dedicated to lifelong learning, Lisa is
passionate about creatively working with her clients to improve
their self-leadership and enabling them to use their coaching skills
to empower and inspire their teams and colleagues.
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The authors present a selection of cases through which they
give insightful accounts of twelve common themes encountered
in coaching conversations. Each case presents a particular
trait or characteristic, e.g. perfectionism, impostor syndrome,
performance anxiety. Included in the twelve is coping with loss
as, while not a trait, it is a frequently occurring issue in clients’
working lives, whether through redundancy or other unwelcome
changes.
Integrated into each case are extracts from related supervision
sessions, and it’s in these that the wisdom of the book especially
resides; this brilliantly illustrates the fruits of supervision. At the
end of each case a couple of relevant techniques are offered as
possible ways of working with the trait just described. Further
hope is offered through an interview with a person who has
achieved eminence in their field having found a way of working
with the trait, overcoming its negative impact and even making
it serve as a resource for them.

The book is refreshingly written from a supervisee perspective
and arranged in such a way that you can easily dip into
whichever chapter is most relevant for you, since each
makes sense in itself. That said, I read the book from cover
to cover and was totally absorbed. The language is easy to
understand – there was only one word definition I had to look
up. In true coaching fashion, questions to contemplate at the
end of each chapter encourage the reader’s self-reflection.
The supplementary research questions and a list of reference
documents can also be found after each relevant section for
further consideration.
Fulfilling the authors’ hopes, as a result of reading this book I
will certainly prepare for, carry out and review meetings with
my supervisor in a more structured way, as a collaborative
‘active participant, not a passive recipient.’ I hope she will find a
marked and enjoyable difference in our sessions. I know I will be
referring to this invaluable book on a regular basis.

My own preference and aspiration as a coach is to keep my
assumptions about my clients to a minimum, so the title of The
Coach’s Casebook suggested a set of prescriptions unlikely to
appeal. It proved, however, to be one of the most enjoyable and
helpful books I’ve read on coaching in a long while.

There is much here to enlighten the novice coach and to
nourish the more experienced. One could say that in presenting
such a very accessible narrative the book over-simplifies
psychological complexities, but that would be ungenerous.
Rather, it richly supports the development of psychologicalmindedness in coaches who are perhaps more familiar with
working in organisational contexts and grappling with the
politics of management; and less familiar with psychological
perspectives. The straightforwardness with which the authors
deal with the subject matter is commendable, not least through
such reminders as: when a client changes something, they
lose something important to them too; coaching is not always
enough or even the right thing; transactional coaching is
sometimes the best with transformations left to blossom

TITLE: The Coach’s Casebook:
Mastering the twelve traits that trap
us
EDITOR: Geoff Watts and Kim
Morgan
PUBLISHER: Inspect & Adapt Ltd
DATE: February 2015
PAPERBACK PRICE: £17.66
ISBN: 0957587449

later; it can be difficult to keep your ambition for your client in
proportion when you only have their view of the problem.
One of the most appealing characteristics of the book is the
respect and affection with which the clients’ various stories are
related and the authors’ concern to do right by them. The latter
can be a tricky area and as they review the common patterns
found in coaching, the authors at the same time show the value
for the coach of taking care not to get entangled. I realised at
the end, as I was reading about their clients and the functioning
of their discomforts, I was gently but importantly being invited
as a coach to look again at my own.

ABOUT THE REVIEWER
Ken Smith’s first career in the public sector gave him a fascination
with how people learn and flourish within organisations. During his
time in the UK Civil Service he set up an innovative governmentwide coaching community which greatly increased access to
coaching for people employed there and did much to build
the profile and practice of internal coaching. An independent
coach, supervisor and action learning facilitator since 2011, Ken
currently works on supporting individuals to re-engage with their
organisations.
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FOCUS ON
EMPLOYEE WELLBEING
Laura Morrison reviews the launch of the
Workplace Behavioural Health Forum in London.

The first meeting of a new forum bringing together organisations
with an interest in improving employee behavioural health
took place on 1st March at the City Business Library, Guildhall,
London.
There is increasing research on the impact of working practices
in organisations on mental health and wellness. Employers
are being called to make this a priority, to focus on supporting
their people in times of difficulty, and actively take steps to
work on corporate wellness strategies that impact positively on
individual wellbeing.
So what is Workplace Behavioural Health and why does it matter?
Behavioural Health is defined as the impact that our actions
and behaviours have on our body, and how our environment
can impact on our behaviours and overall health and wellbeing.
This is important for employers who have health, safety and
wellbeing obligations to employees in the workplace. The
forum discussed a number of aspects:
1. How the workplace can affect the behavioural health
of individuals, through organisational and job design,
the working environment, and management styles and
behaviours.
2. How the behaviour of the individual, within work, and in
private life, can impact on the organisation, colleagues and
individual performance and contribution.
3. Finally, the forum examined how attitudes and culture
in organisations can support or stifle positive workplace
behavioural health and how behavioural health issues
can contribute positively or negatively to the companies’
profitability and performance.
Behavioural and mental health issues can result in lost
productivity costing business on average £30 billion per annum.
The new forum is sponsored by Salutem Health, a consultancy
specialising in Workplace Behavioural Health. In the first
session, Richard Renson, Behavioural Health and Addictions
Specialist delivered an insightful presentation on smoking and
stress. This covered cultural shifts in attitudes, legislation and
the case for policies to be in place to support harm reduction.
Attendees were introduced to the technique of Motivational
Interviewing to elicit behavioural change. This can be used in
conversations in the workplace, by managers and colleagues,
and the technique has been successfully used in studies and
interventions to reduce smoking and other behaviours that
individuals may wish to change.
Richard Renson also presented the Trans-Theoretical Model of
Change (Prochaska and Di Clemente)which is used in the field of
behavioural change.
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The plenary discussion was concerned with the ethics of
behavioural change interventions in the workplace. Issues of
individual choice, consent and confidentiality were debated.
The need for empathy and sensitivity, and for managers to
be equipped with coaching and listening skills, were popular
suggestions. It was recognised that while most organisations
and leaders would wish workplaces to be happy, healthy and
productive, sometimes the tone from the top needs to be more
clearly and effectively communicated, giving permission for staff
to implement and manage situations compassionately.
If you would like further information and to participate in future
forums, please contact info@salutemhealth.co.uk to express
your interest.
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