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We are pleased to 
present another 
bumper issue of our 
journal that offers a 
range of articles, 

papers and reports to share the latest 
insights and news from across the 
International coaching psychology field. 

Inside you will find papers looking at 
Family Life Coaching (p.6), Applying the 
Adjudicated Case Study Method to Coaching 
(p.15), Conscious Leadership Coaching 
(p.20) and Diversity and Coaching: Beyond 
Best Practice (p.26). 

Other topics include articles telling us 
about the newly launched Aalborg 
University Coaching Centre (p.33) and a 
Viewpoint Article on Becoming a Sales 

Performance Coach (p.38). There also 
International updates from Catalonia 
(p.47) and Israel (p.49). Please do take a 
moment to review our Member Benefits 
(p.52) as well as summary information on 
how to become accredited/certified as an 
ISCP coaching psychologist (p.51).

Exciting event news to report upon is 
that on 18 October 2017, the Society will 
be hosting a conference in London (UK) as 
part of the 7th International Congress of 
Coaching Psychology focusing upon 
‘Positive and Coaching Psychology’.  Our 
keynote speaker is Dr Gisele Dias a 
coaching psychologist and neuroscientist. 

Details about registration and 
conference sessions are available at  
http://bit.ly/2ps42GJ 
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by Siobhain O’Riordan FISCPAccred

Welcome to the summer 2017 issue of  
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Please also see the advert inside this 
journal for more information. The ISCP will 
also be supporting a free one-day 
conference at Aalborg University on  
15 September 2017 on ‘Relationships 
Consultation Psychology, Therapy, Coaching 
Psychology’.  

I am particularly pleased to report that 
the Society will be a Conference Partner of 
the Health and Wellbeing at Work Event, 
6-7 March, 2018, Birmingham (UK) – 
further updates will soon follow.

If you have not done so already, I would 
encourage you to visit the website for the 
ISCP International Centre for Coaching 
Psychology Research (the Research Faculty 
of the ISCP), to find out more about the 
latest research activities, events and 
resources (http://www.iscpresearch.org).  

As part of the ongoing development of 
our work in this area, we are pleased to 
introduce our newest ISCP Director  
Sarah Jaggers in this Issue, who has written 
a report on the ISCP Coaching Psychology 
Research Hub Initiative and the Inaugural 
Meeting in May 2017 (p.41).

A further highlight is that the Society  
has become a member of the National 
Council of Voluntary Organisations 
(https://www.ncvo.org.uk) as well as 
being listed in the Yearbook of the  
Union of International Associations 
(http://www.uia.org) and is an 
organisational member of the  
Movement for Global Mental Health.  
See: www.globalmentalhealth.org/
international-society-coaching-
psychology. 

As part of our ongoing commitment to 
social improvement, we wish to continue 
our aim to promote and share information 
about the work of our members in areas 
such as the charitable, not-for-profit, 
voluntary and community coaching 
psychology services. 

Last year the Society announced an 
initiative to include a page on the Society’s 
website about members of the ISCP 
offering pro bono coaching psychology 
services. If this initiative is relevant to your 
work and you would like to share  
details about your pro-bono/voluntary 
coaching psychology activities, please 
email: office@isfcp.net

In other news, the ISCP has also  
become a professional body sponsor of a 
new peer reviewed publication, the 
European Journal of Applied Positive 
Psychology, to find out more please visit: 
http://www.nationalwellbeingservice.
org/about/ 

On a final note, we will be moving into 
our landmark 10 year anniversary in 2018.  
We are aiming to mark this important 
milestone, so please do check our website 
for further announcements and details 
about the work of the Society.  

Do also get in touch if you have any 
suggestions for celebrating our first decade 
as a Society working together to promote 
and establish Coaching Psychology across 
the globe. 

For now, happy reading! 
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Family Life Coaching

Abstract
As coaching psychology grows rapidly 
around the world, many coaches find 
themselves in the position of working 
directly or indirectly with family issues, 
yet have limited (if any) knowledge on 
how to assist.   Rooted in family science, 
positive psychology, and coaching 
psychology theories, family life coaches 
work with parents, couples, teens, and 
entire families in order to help them 
achieve their personal and/or family 
identified goals.  Although certifications 
in parent coaching as well as family 
coaching do exist, the certifications are 
currently offered through individual 
companies or universities.  There are no 
globally recognized credentials for 
programs or training standards for 
individuals. In response to a compelling 
need for those who coach parents and 
families, a new organization called Family 
Life Coaching Association (FLCA) has been 
established; headquartered in Raleigh, 
North Carolina.  This organization’s 

mission is to create research-based, 
globally recognized credentials, training 
standards, and networking opportunities 
for family life coaches.  Its vision is to 
elevate and lend credibility to the practice 
of family life coaching by serving as the 
collaborative center for the field.

Key words: coaching, family systems, family 
science, credentialing

Over the past decade or so, the 
coaching field has exploded.  
It is common to hear of 
executive coaches, personal 
life coaches, health coaches, 

leadership coaches, family coaches, parent 
coaches, and so on. 

Several family theory models suggest 
that no one situation occurs in a vacuum. 
Similarly, the foundations of family life 
coaching have not occurred in a vacuum.  
As Allen (2016) stated, “we can safely say 

Margaret Machara, Debbie Kruenegel-Farr, Kimberly Allen and Tina Feigal
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that Family Life Coaching is a model of 
infusing coaching psychology and family 
life education as an approach to helping 
families create and reach their goals” 
 (p. 60).  However, psychology (in 
particular, positive psychology and 
coaching psychology) as well as lifespan 
development theory have also fed the 
theory and practice of family life coaching.  

Because of this background, family life 
coaching as its own field is now making its 
way onto the coaching stage.  The Family 
Life Coaching Association (FLCA) began in 
2015 to look at the needs of those 
providing family life coaching as well as 
the needs of the families receiving those 
services.  FLCA is committed to viewing 
family life coaching as a profession in its 
own right, requiring rigorous, research-
based, theory-based processes.

Family Science
Family Science has identified its own unique 
niche among disciplines.  Family life is at the 
very heart of the education, research and 
work of the professional (NCFR Task Force, 
1987). In 1983 Burr and Leigh provided 
defense of the establishment of the Family 
Field as unique and cohesive enough to be a 
separate discipline from related areas. 
Although connected to many other 
disciplines, Family Science is unique in the 
training that its professionals receive and 
the lens through which they view family 
issues.

Family Life Education focuses on family 
dynamics from an educational approach; 
grounded in knowledge of family systems 
and development.  NCFR (2017) identifies 
ten content areas for certification in Family 
Life Education; families and individuals in 

societal contexts, internal dynamics of 
families, human growth and development 
across the lifespan, human sexuality, 
interpersonal relationships, family 
resource management, parent education 
and guidance, family law and public policy, 
professional ethics and practice, and 
family life education methodology.   
Although family life coaching has similar 
content areas, coaching skills and 
techniques are critical in assisting positive 
change and healing within families.

Coaching
Coaching has been around many years and 
has found its way into every avenue of daily 
life.  Coaching is distinguished by the 
techniques that are used.  The International 
Coach Federation established eleven core 
competencies for coaches that fall under 
four categories: setting the foundation, 
co-creating the relationship, 
communicating effectively, and facilitating 
learning and results (ICF, 2017). 

Though related to other fields, such as 
therapy, mentoring, or consulting; 
coaching is a partnership of equals that 
helps clients identify present issues and 
holds them accountable for working 
towards more satisfying outcomes (Allen, 
2016).  From a family perspective, rather 
than presenting as experts, family life 
coaches utilize coaching techniques to 
empower families in navigating normative 
life stages as well as unique life processes. 

Coaching has been used with families in 
many diverse fields, purposes and 
approaches. Coaching has been found to be 
effective with families experiencing medical 
issues (Feenstra, Lawson, Harrison, Boland, & 
Stacey, 2015); families in which there has 
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been a mental health diagnosis (Dunsmore, 
Booker, & Ollendick, 2013); families needing 
help remotely, (Hamren & Quigley, 2012), 
and with coaches supporting another 
professional who is with the family (Wacker, 
Lee, Dalmau, Kopelman, Lindgren, Kuhle, and 
Waldron, 2013). Coaching has also been 
found to be a highly effective approach to 
helping clients increase productivity and 
reach goals (Theeboom, Beersma, & Van 
Vianen, 2013). 

Family life coaching
Family life coaching is a collaborative 
relationship between a family or parent and 
coach that works on goals and issues 
identified by the family (FLCA, 2017). Family 
life coaching partner with parents, couples, 
children and/or families to facilitate positive 
change. Using family systems theory as well 
as a variety of psychological tenets as 
foundations, a family stands to make 
positive strides in terms of sense of 
direction, goal-setting, problem-solving, 
and overall family satisfaction.  While the 
research is evolving in this arena, there is 
growing evidence of the use of coaching 
with families (Timmer, Zebell, Culver, & 
Urquiza, 2010). 

The Center on the Developing Child at 
Harvard University identifies coaching as a 
more effective way to build skills in 
families that are receiving help from other 
professionals (Center, 2017). The Wisconsin 
Office of Children’s Mental Health echoes 
those sentiments in a 2014 report to the 
Wisconsin Legislature (Wisconsin, 2014).  
They foresee coaches as a link that connects 
research based findings with real changes 
within the family.

Contemporary research is showing this 
type of coaching is having great benefit for 
those involved.  Research conducted by 
Tina Feigal and Anu Family Services in St. 
Paul, Minnesota, shows parent coaching to 
be successful (see Figure 1, opposite). Pre and 
post questionnaires were given to foster, 
adoptive and kinship parents, 
demonstrating unequivocally that the 
services they received from their certified 
parent coaches were of benefit.

Family life coaching combines the 
strengths of Family Life Education and 
Coaching. Allen (2016) presented a 
framework for understanding family life 
coaching that shows both its relation to, yet 
distinction from, Family Life Education 
(FLE) and Coaching Psychology (CP).  
Although education is the primary focus of 
FLE, and collaboration between equal 
partners is the emphasis for CP, a family life 
coach collaborates equally but may share 
family process information as a secondary 
approach.  Further, although FLE is 
grounded in knowledge of family systems 
and lifespan development, a CP utilizes 
knowledge of psychology and strengths-
based methods.  

A family life coach crosses both of these 
foundations with training in family studies, 
coaching, and psychology, and utilizes a 
strengths-based approach that emphasizes 
family systems and development, as well as 
self-empowerment and efficacy.  A family 
life coach can facilitate an increase in a 
parent’s or family’s knowledge base, but 
also empower their growth through 
coaching techniques.  This essentially moves 
away from an imbalance of roles where one 
is the teacher and one is the student, 

8   
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creating better results, client self-
confidence, and family life satisfaction.

A graphic model being developed by 
Walter (2015) demonstrates how family life 
coaches intersect the fields of educating, 
counseling, and consulting (see Figure 2, 
p.10).  So, an FLC would facilitate a family’s 
knowledge and empower their change 
through coaching techniques.  Moving away 
from the coaching center leads to more 
imbalance of roles, with the educator as  
an expert.  

In practice, family life coaches depend on 
a variety of theoretical foundations and 
techniques to support families as they 
navigate through a variety of life issues. In 

qualitative interviews with fourteen family 
life coaches, several Family Science, 
Psychology, and Coaching Psychology 
theories were referenced (Allen, Baker, & 
Machara, 2017).  

FLCs relied on Adlerian parenting 
theories, systems theories, relationship/
communication theories, humanistic 
theories, developmental theories, positive 
psychology, change theory and strengths 
based approaches.  Techniques FLCs had in 
common included support, listening skills, 
client-centered perspectives, effective help 
giving, and translational skills.  Through 
their theoretical grounding and 
competencies, family life coaches were able 

Figure 1: Benefits of Parent Coaching
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to help families navigate through 
relationship, communication, and 
normative family issues, moving them 
forward on self-identified goals.

Future Challenges
Three immediate and major challenges for 
the field of family life coaching are 
Credentialing/Certification, Networking, 
and Reimbursement, all of which must be 
addressed to establish professional 
credibility.

Credentials and Certifications
There needs to be a unified, consistent 
certification for family life coaches and 
credentialing of programs to ensure quality 

work with families.  Although certifications 
in parent coaching as well as family 
coaching do exist through individual 
companies or universities, there is no 
recognized consistency in the trainings that 
participants receive (Kruenegel-Farr, Allen & 
Machara, 2016).  

When a professional body such as  
FLCA sets standards, families and other 
professionals have a reference point for 
determining which coaches have the 
background and knowledge that is  
most reliable and informed.  While  
this is an issue in progress, there is 
currently no universal credential that 
signifies competence.

Those who work as coaches with families, 

Figure 2: The 
Intersection of 
Family Life 
Coaching
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and those who are looking to change 
careers to coaching or add coaching as a 
skill to their current work, have expressed a 
desire to receive a nationally-recognized 
certificate in parent coaching or family life 
coaching (Kruenegel-Farr, Allen & Machara, 
2016).  Thus the certifying program must be 
credentialed, thereby offering rigorous, 
research-based information.  The Family Life 
Coaching Association is currently 
beginning the process of creating a 
certification for individuals, as well as a 
credential for programs.

Networking
Networking, both within the field and for 
individual family life coaches, is also 
necessary for the field to grow.  Networking 
among family life coaches will help them 
grow professionally, while sharing 
techniques and support.  Networking also 
includes collaboration between fields  
(such as Coaching Psychology, Human 
Development, Positive Psychology, Family 
Science) as well as advertising their services 
to families.  

Families need to be able to find coaches 
that have the theoretical and practical 
foundation best suited to help with family 
issues. A network of certified family life 
coaches would be a resource for families, as 
well as help individual coaches with their 
businesses.

Reimbursement
Finally, reimbursement for services is an 
important goal for family life coaches. There 
is clear literature that shows the impact of 
positive familial relationships on the health 
outcomes of children and families, and 
there is new emphasis on creating billable 

opportunities for family and parent support 
services (Jones, Allen, & Barnes, 2016). Family 
life coaches help families set goals and 
increase family cohesion and satisfaction. 

These familial supports are in line with 
the efforts of family science practitioners 
to receive payment for such services since 
success at home spills over to work, school 
and community, creating more pro-social, 
positive behaviors and attitudes.  Coaches 
collaborate with families by using both 
prevention and mediation.  With such 
profound benefits, the U.S. would do well 
to follow the model of countries that do 
offer insurance reimbursement to families 
for coaching costs.  Every family can benefit 
from family life coaching; but until services 
can be reimbursed at some level through 
insurance, coaching won’t be accessible to 
all families.

In order to grow and develop the level of 
professionalism crucial for meaningful 
work with families, each of the above issues 
must be addressed.  Families must have 
access to competent family life coaches, who 
are supported emotionally and financially 
for the work that they do.

Professionalizing the Field
In 2014, a group of family professionals 
came together with a common interest in 
the field of family life coaching.  The main 
goal for this group was to professionalize 
the field.  The result of initial work by this 
group led to the creation of the Family Life 
Coaching Association (FLCA). FLCA was 
established in 2015 to offer support to 
coaches and move toward a unified 
credential and certification that would 
indicate an evaluated level of competence to 
families looking for coaches.  
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FLCA has created a website 
(flcassociation.org) and established a 
social media presence; Facebook, Twitter, 
Instagram, and LinkedIn.  Although still in 
the beginning stages, these offer a 
platform of support for FLCs.  FLCA has also 
begun to provide webinars on topics that 
members have requested and is in the 
planning stage for a conference in 2018.  
Webinars and conferences not only 
provide continuing education for coaches, 
but also a chance to connect and support 
each other’s work.  

FLCA, headquartered in North Carolina, 
has well over 100 members from all 
professions and fields and is open to 
members world-wide.  Although it is an  
all-volunteer organization at this point, 
FLCA will soon begin seeking grants and 
funding to formalize and professionalize 
the organization.  FLCA is in the process of 
developing standards and a credentialing/
certification process for family life coaches 
and those programs who offer courses  
and/or certification.  

Summary
In response to a compelling need for those 
who coach couples, parents and families, a 
new organization called Family Life 
Coaching Association (FLCA) has been 
established.  As coaching psychology 
grows rapidly around the world, many 
coaches find themselves in the position of 
working directly or indirectly with family 
issues, yet have limited (if any) knowledge 
on how to assist. Rooted in family science, 

positive psychology, lifespan development, 
and coaching psychology theories, family 
life coaches work with parents, couples, 
teens, and entire families in order to help 
them achieve their personal and family-
identified goals.   A family stands to make 
positive strides in terms of sense of 
direction, goal-setting, problem-solving, 
and overall family satisfaction and 
cohesion.  

However, research also shows minimal 
standards exist for those who provide 
family life coaching services.  Although 
certifications in parent coaching as well as 
family coaching do exist, the certifications 
are currently offered through individual 
companies or universities.  There are no 
globally recognized credentials for 
programs or training standards for 
individuals.  The Family Life Coaching 
Association intends to change that.  
Representatives from various states and 
nations are coming together to create an 
overarching credentialing process.  

In order to work with families in a 
respectful, research-based, positive 
manner, it is incumbent on the family life 
coaching field to move quickly and 
diligently to establish solid standards both 
for individual coaches as well as coach 
training programs. With positive research 
results thus far, quality services will most 
surely continue to offer benefits to families 
here in the U.S. as well as across the world.  
The Family Life Coaching Association has 
chosen to answer the challenge of 
providing those quality services.
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Abstract
This is a research protocol for a study 
into the causal processes in coaching, 
applying the Adjudicated Case Study 
Method to coaching using the 
Hermeneutic Single Case Efficacy 
Design (HSCED) developed by  
Robert Elliott.

Keywords: Adjudicated Case Study, research 
protocol, Hermeneutic Single Case Efficacy 
Design, coaching psychology

How to study causal processes in coaching? 
Applying the Adjudicated Case Study Method 
to coaching. A research protocol

Zsófia Anna Utry1, 
Stephen Palmer2, 
Vince Székely1, 
Bálint Mezöffy1 & 
Borbála Johnsen1

It is well established that coaching 
works (eg, Theeboom, Beersma & van 
Vianen, 2013), but less is understood 
how exactly coaching works? 
Although Randomized controlled 

trials (RCT) are considered to be the gold 
standard in research, RCTs may not provide 
all the answers to explain how coaching 
actually works, because: 
l Does not take into account real-life 
complexity; 
l Causally empty: does not explain specific 
nature of causal relationship at individual 
level; 
l Poor Generalizability to Single Cases: does 
not account for other factors responsible for 
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change, or that the change might be illusory 
(Elliott, 2002). 

Single cases can provide rich descriptions of 
the change process, however, it is not 
considered as a reliable source of evidence in 
research because: 
l It can rely on anecdotal evidence; 
l Can be influenced by the sole researcher’s 
confirmatory biases; 
l Narrative soothing can distort the evidence 
(McLeod, 2010). 

A recent development in therapy research 
is to apply a rigours, systematic approach 
in terms of data collection and analysis to 
case studies to understand how therapy 
happens (McLeod & Cooper, 2011). 

Further, to enhance credibility of case 
studies, an adjudicated approach used, 
where a group of researchers analyses the 
case from both affirmatory and sceptic 
perspectives and their conclusions are 
evaluated by a small group of independent 
judges (McLeod, 2010).

 
The aim of the study
To test the suitability of the Adjudicated 
Case Study approach from therapy 
research (eg, McLeod, 2010) to examine 
change processes and effectiveness in 
coaching.

Design 
Currently, the most evolved adjudicated case 
study method is the Hermeneutic Single Case 
Efficacy Design (HSCED) developed by Elliott 
(Elliott, 2001, 2002; Elliott et al., 2009). Based 
on the HSCED the following questions can be 
asked: 
(1) Did the coachee change substantially 

over the course of coaching? 
(2) Is this change substantially due to the 
effect of the coaching? 
(3) What factors (including mediator or 
moderator variables) may be responsible for 
the change? (adapted from Stephen et al., 2011, 
p. 55). 

Requires a rich data set: 
A mix of appropriately detailed qualitative 
and quantitative data must be collected 
depending on the research question (McLeod 
& Cooper, 2011) from before, during, after 
and at follow-ups of coaching. 

Points to establish links between 
process and outcome: 

l Retrospective attribution (coachee
thinks coaching helped to change) 
l Process-outcome mapping (clear links
between coaching events and the post-
coaching changes) 
l Within-coaching process - outcome
correlation (clear links between process
events and subsequent weekly outcomes) 
l Early change in stable problems 
l Event-shift sequences (coaching event
can be clearly linked to a stable shift in
coachee’s problems) 

Points to build competing/alternative 
explanations for change in coaching: 

Points that the change was illusory: 
l Trivial or negative change 
l Statistical artifacts (measurement error,
regression to the mean, and
experimentwise error) 
l Relational artifacts (trying to please the
practitioner or researcher) 
l Expectancy artifacts (e.g. self-persuasion
that change happened) 
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 Points that change happened
because of something else than
coaching: 

l Self-correction (e.g. self-generated return
to baseline functioning) 
l Events outside of coaching (e.g. new job,
change in relationships) 
l Psychobiological causes (e.g. change in
medication) 
l Reactive effects of research (e.g. taking
part in research activities enhances
outcome) (Adapted from Elliott, 2002) 

Methodology
HSCED is a systematic, interpretive, critical-
reflective, legalistic, mixed methods research 
approach using a wide range of research 
methods (Stephen et al., 2011).

Participants
Coachee: 29-year-old male experienced 
career related motivational challenges. The 
outcome of his case was ambiguous.
Coach: career coach with 2 years post-
training experience
Research team (all with background in 
psychology):

 Affirmative case: the coach and an
executive coach with 5 years of 

experience.
Sceptic case: an executive coach with 15
years of experience and a counselling
psychologist with 5 years of experience in
coaching.

Judges: independent coaching professionals.

Materials
Case book:

�l  Coaching personalisation form (adapted 
from www.pluralistictherapy.com)
l Coach’s informal post-session notes
l Coachee post-session feedback forms
(adapted from www.pluralistictherapy
com)
l Goal attainment form (adapted from
www.pluralistictherapy.com)
l Satisfaction with life scale (Diener et al.,
1985)
l Change Interview (as cited in McLeod,
2010)

Procedure
Coaching procedure: 6x1 hour sessions, 
getting informed process consents. 
HSCED analysis procedure: group analysis 
will take place where the affirmative and 
sceptic cases present to each other their 
arguments based on the HSCED points and 
engage in a dialogue.
Adjudication procedure: independent 
judges will evaluate the efficacy of the case.

Results
To be analysed.

Conclusion
The Adjudicated Case Study approach and 
specifically the HSCED method taken from 
therapy research may be suitable to 
examine change processes and 
effectiveness in coaching. 
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Conscious leadership coaching

John Renesch

Abstract 
This article emphasizes the importance 
of consciousness in today’s 
organizational leaders, where coaches 
and coaching psychologists need to 
embody a level of mindfulness and self-
awareness that resonates with the 
aspired consciousness of their clients. 
The author includes an explanation of a 
model that he co-designed with his 
business partner in FutureShapers LLC, 
Tom Eddington, to identify four states of 
consciousness that people live from - as 
people, workers and leaders.

Key words: conscious leadership, 
consciousness coaching, coaching, leadership 
coaching, executive coaching, states of 
consciousness

Bringing greater consciousness to 
leadership fills one of the 
biggest needs of organizations 
of all kinds. Businesses, 
governments, academia, 

healthcare organizations, as well as a 
multitude of professions and trades can all 
benefit from having more conscious 
leadership. 

Coaching leaders in consciousness 
requires a unique approach since the subject 
is ineffable. It requires a non-linear holistic 
approach that defies straight fact-learning or 
skill enhancing. 

As principals and co-founders of 
FutureShapers, LLC, and having developed a 
certification process for executive coaches 
over the past six or seven years, Tom and I 
have observed that the individual needs to 
discover for himself/herself what it means to 
become a more conscious and integrated 
human being. The dictionaries often define 
conscious as merely being aware. We find 
there to be considerably more nuance in the 
use and meaning of the word. Consciousness 
is not only expanding one’s self-awareness 
but being responsible for what one is aware 
of! This is the action component of 
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consciousness. Consciousness is not a thing 
or object to be known. It is knowing itself. 

One of my favourite quotes about 
consciousness and our inability to define it is 
from the Behavioral and Brain Sciences Journal: 
“Consciousness is like the Trinity; if it is 
explained so that you understand it, it hasn’t 
been explained correctly” (Joynt, 1981). 

Naturally, coaches and coaching 
psychologists offering this kind of executive 
support must not only possess the 
knowledge and skills of the profession but 
also embody consciousness themselves. We 
focus on three key subjects when training 
our coaches: 
1. The subject of consciousness and its 
relationship to what we call the “negative ego”; 
2. Paradigm change and 
3. Systems thinking 

We include the latter two since our coaches 
aspire to change the paradigm of leadership 
in the world and one extremely useful tool in 
bringing about that much change is to learn 
to think systemically. 

Models are a time honoured means of 
helping leaders to navigate change, helping 
them identify where they are and where they 
aspire to be. We use a model we developed, 
building upon what several of our colleagues 
have done. 

One model that we have found to be 
particularly effective is based on the work of 
several people, as opposed to having a single 
author. This model shows four levels or states 
and depicts the levels in quadrants, starting 
in the lower left, moving counterclockwise 
and reaching the highest level in the upper 
left quadrant. Helen Attridge (personal 
communication, May 23, 2013) of the 
Academy for Leadership Coaching NLP is one 

who has contributed to this model. Some 
who have added their fingerprints to it along 
the way were influenced by motivational 
theorist Abraham Maslow (e.g. Maslow, 
1943).

The Conscious Leadership Group (CLG) 
have expanded upon the quadrant model 
and labelled their version “The Four Ways of 
Leading in the World” (see Figure 1, page 20). 
The CLG principals – Diana Chapman, Jim 
Dethmer and Kaley Warner   Klemp – 
estimate that most people spend 90% of their 
time in the lower two quadrants (personal 
communication, March 15, 2014). 

CLG have developed the jargon of 
operating from a place “above the line” 
versus “below the line” meaning someone is 
in the lower two quadrants (below the line) 
or the upper two (above the line). Being 
below the line means one is operating out of 
fear or mistrust; being above the line means 
one is operating from a context of love or 
trust. The CLG principals have popularized 
these phrases in their book – The 15 
Commitments of Conscious Leadership 
(Dethmer, Chapman, & Klemp, 2015).

The FutureShapers Model
FutureShapers, LLC has integrated these 
various characteristics and created a pyramid 
model (see Figure 2, page 21):

1. Life happens to me
People in the First State of consciousness 
experience living from the perspective or 
mindset that “life happens to me.” They 
tend to react to external forces and feel a 
lack of control, and also feel like they’re a 
victim and not responsible for what 
happens to them. They often think 
someone else is at fault or someone else is 
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to blame for their circumstances. 
A sense of scarcity greatly influences 

their life and as a result, they tend to limit 
their experiencing things fully or with 
gusto. To them happiness is a fleeting 
moment and there’s never enough time. 
They don’t have much sense of purpose 
and, in a leadership role, they tend to feel 
their followers are incompetent and it’s a 
burden to lead them.

2. Life happens by me
In the Second State people live and lead from 

the point-of-view that “life happens by  me.” 
They believe they are in control, not reacting 
to external forces or past conditioning. They 
live their lives from a feeling of personal 
empowerment, even appreciation and 
curiosity; they have a prevailing belief that 
they create their own reality so problems are 
something to be solved. They seek skill 
mastery and think purpose and happiness 
are theirs to master too. 

Both of the above states are based on 
negative ego – one where the person  

Figure 1: The Four Ways of Leading in the World (from Conscious Leadership Group)
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has no control, the other where they  
have total control.

3. Life happens through me
 In the Third State, the first of the two upper 
states, people experience the world as “life 
happens through me.” People give up the 
fear-based context of the two lower states; 
they let go of a negative ego-driven reality 
and accept a trust-based context for their 
life. They come from a context of love and 
compassion, living and working for the 
best outcome for the most people. 

They lead whenever the opportunity to 
contribute presents itself and someone 
needs to step in. They are generally happy 
most of the time and live life for the 
present moment. They realize they are 
co-creators of their reality and are open to 
and watchful for what they want to occur 
through themselves. Life is abundant.

4. Life happens as me
In the Fourth State of consciousness, 
people experience a “oneness” with 
everything, or a unity consciousness.  They 
feel “life happens as me” so there’s little 
distinction between them and any others 
sentient beings. This state is often 
described as “being one with everything.” 
It is the place of non-dualism, where all 
sentient beings, including Mother Earth, 
are experienced as a part of oneself. 

While there may be preferences, there 
are no attachments. People in this state 
share leadership and are self-directed. They 
are often keenly aware of energetic 
vibration and have fewer moods or 
obsessive thinking states. Serenity prevails.

In creating this model, we modified the 
quadrant graphic, changing it to a pyramid 
and modifying it in a few other places. 

Figure 2 (above)  is the slide FutureShapers 

Figure 2: Four States of Consciousness



now uses in our certification trainings for 
Consciousness Coaches. Transitions or “give-
ups” between levels are marked by the red 
arrows.

In working with the model, it becomes 
clear that to move through the states 
requires shifts in reality (how one sees and 
experiences the world) as well as a 
re-writing of our personal stories (what we 
tell ourselves about the way things are).  
It is only through this process of letting  
go of our stories that we can avoid having 
our states of consciousness driven by 
external forces. 

Navigating From State to State
Once there is a basic understanding of the 
four states of consciousness we might 
wonder where we are at any time and how 
we can navigate from state to state. If you 
are committed to being as conscious as you 
are able, you will likely be doing self-
assessments throughout your life, 
recognizing that you visit different states at 
different times. There is no inherently 
“good” state or “bad” state although we 
may have strong preferences for a 
particular state. 

To transition from State One, the place of 
the victim where “Life happens to me,” 
requires taking responsibility and giving 
up blame to move into State Two, the “Life 
happens by me” state. Blame is the ego’s 
way of dodging personal responsibility, 
taking solace in believing that one’s 
circumstances are someone else’s fault. 

To make the transition from State Two to 
State Three requires giving up the idea of 
being in control. This involves surrendering 
to something greater than oneself. The 
mind wants to think it is always in control 

so the negative ego provides this experience, 
even if it is made up. The value of surrender 
cannot be over-emphasized.

Making these transitions moves us from 
the fear-based and negative ego-based 
States One and Two up to the trust-based 
upper states (States Three and Four). As the 
CLG folks would say, we move from “below 
the line” to “above the line.” We define 
negative ego as the shadow side of ego.  

Many people who feel quite conscious 
and “in the flow” with life spend most of 
their time in State Three. 

If people aspire to further evolve and 
experience oneness, that space of unity 
that mystics write about, represented by 
State Four – “Life happens as me” - they 
need to give up the idea of separateness – 
the belief that they are separate from other 
people and accept oneness or Unity 
Consciousness. This goes beyond feeling 
simply connected, since connected can still 
imply separateness, not unity. In State Four, 
one no longer experiences reality as a 
duality – either/or, right/wrong, questions/
answers. Pure knowingness, freedom and 
peace prevail in this non-dual realm.  

Again, it is important to note that we 
humans move about, from state to state, 
often within minutes or hours, visiting 
several states throughout the day. We 
might be basking in the sense of oneness 
with everything (State Four) when a loved 
one is injured or a precious item falls off a 
shelf and breaks and suddenly we can start 
thinking like a victim (State One). 

Conclusion
To become a conscious leader it becomes 
critical to develop a stable integrated mind 
to ensure that most of life is experienced 
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from the upper states. In doing so, 
leadership effectiveness increases 
dramatically, resulting in reduced stress 
and more openness to change for the 
leader as well as others in the organization.

Whether you envision there are four 
states of consciousness or seven levels or 
three steps, the point is while consciousness 
is difficult to define there are degrees of 
“awakeness.” One can be asleep (and there 
are numerous levels of sleep as we know), 
half-awake, awake or fully alert. Being 
human means we all visit some of those 
states at various times even though we may 
aspire to be fully awake or at least alert most 
of the time. Our goal is to be as conscious as 
we can while we are awake, knowing that 
this state of awareness may not be available 
to us all day long. 

Coaching people to be conscious leaders 
requires more than learning techniques 
and practicing skills. The coach must 
embody the consciousness – the attitude, 
awareness and mindfulness – that he or she 
is attempting to evoke in the “coachee.” 
When the coach embodies this 
consciousness a resonance is created - an 
energetic field – that permeates the 
emotional and psychological space of the 
person being coached. The person being 
coached often reports this resonance as 
being quite palpable. 

Integrated, self-aware, conscious leaders 
will find people more eager to follow them. 
They will be more trusted and respected 
thus people working with them will feel 
more empowered, which leads to 
improved performance. 
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Diversity and coaching: Beyond best practice

Rajvinder Kaur Uppal 

Abstract
The world and its infrastructure are 
continually evolving. Be it the political 
mind-set and leadership we live and 
operate in, technological advances or 
populations diversifying - vis-à-vis 
evolving age, race or gender 
demographics. Change is inevitable. 
Change is continual. Change, therefore, 
has to be considered and equally reflected 
in the products and services markets 
endeavour to supply and demand.

Coaching is built on the premise of 
supporting personal development. A 
client centered and generated service that 
very much relies on the coachee to 
produce emerging solutions and 
strategies (Whitmore, 2005). Whereby the 
coach and the coachee  work together and 
provide a space and opportunity for the 
coachee to be inspired to reach their full 

potential (Rosinski, 2003), whether 
professionally and or personally. The 
coaching profession is still relatively 
young, nonetheless, an industry that is 
continuing to grow. Coaching is 
becoming more readily available and a 
permanent style in leadership and 
management. With a reported 75% (CIPD, 
2015) of corporations providing coaches 
within their organisations. 

The article will consider why and how 
the coaching profession needs to adapt to 
market changes with specific 
consideration to the diversity spectrum, 
specifically focusing on the race/racial 
aspect within the broad stroke term.

Keywords: diversity, race, culture, inclusion, 
best practice, coaching, leadership, 
globalization, unconscious bias, coaching 
psychology, change management.
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Diversity is a reality. 
Globalization, migration 
patterns, improved 
technology and increased 
communications have 

changed the way business is done, who 
business is done with, who we live amongst 
and who we ultimately need to deliver both 
goods and services to. Diversity, in the past, 
often ridiculed as a politically correct 
buzzword can now impact headlines and 
call into question organisation’s mindsets 
and culture.

Despite ‘diversity’ being a term that is 
now synonymous in everyday speak; there 
are very few clear definitions of the term. 
Diversity constitutes difference (Kandola & 
Fullerton, 2003), whether it is gender, racial 
origin, national origin, age or sexual 
preference, heritage, language, faith, 
education and this list could go on, but 
fundamentally, diversity constitutes 
differing perspectives. With the focus of the 
article being around race, I will defer to the 
Equality Act 2010, in which the definition of 
race includes people of ‘colour, nationality 
or ethnic or national origins’. Furthermore, 
‘a racial group is a group of persons defined 
by reference to race; and a reference to a 
person’s racial group is a reference to a 
racial group into which the person falls.’ 
(Equality Act, 2010) .

Over the past few years many unregulated 
industries, ordinarily industries not covered 
under the Equality Act 2010, be it media, 
fashion or advertising, have faced scrutiny 
over their equality duty whilst conducting 
their functions or services. Even Hollywood 
hasn’t been immune. The OscarsTM 2016 
faced protests and scrutiny due to their 
perceived lack of racial diversity when the 

nominations were announced and critiqued 
for not reflecting contemporary Hollywood. 
The viral backlash escalated to the now 
infamous yet shockingly brutal hashtag 
#OscarsSoWhite. 

More recently, Pepsi TM faced accusations 
of being ‘tone deaf’ to the realities of 
diversity and issues pertaining to the Black 
Lives Matter campaign (Jan, 2017). 
Following an almost immediate global 
backlash, Pepsi  TM were swiftly forced to pull 
what ironically was supposedly a peace 
campaign that was slated to run globally. 

Social media backlashes towards global 
organisations and global events are fast 
becoming a norm. Public expectations of 
representation, service provision and 
delivery have become heightened and 
inadvertently, if not met, can easily lead to 
mass public scrutiny and backlashes. Thus, 
raising the stakes for service providers and 
industries to become more accountable, 
and ultimately make changes to factors and 
omissions, which may have led to their 
misguided efforts and or 
misrepresentations. 

Diversity has transitioned from being an 
obligatory politically correct buzzword to a 
reality for the future. It is no coincidence 
that many global organisations and services 
are now introducing diversity and inclusion 
departments to their organisations, in order 
to be reflective and aware of the market 
demographics and required changes 
abound. 

The coaching profession is still a 
relatively young and niche service that 
requires a workplace or individual 
commitment. It remains an unregulated 
industry and somewhat immune from 
public and professional scrutiny. It is, 
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however, a profession and service that 
continues to grow, especially given the 
current turbulent political and economic 
climate we live and work in. There is the 
potential for the coaching profession to 
really prosper and be a vital addition to the 
toolkit for both organisations and 
individuals. 

Given the changing demographics and 
the global and local strives towards diversity 
commitments from leading industries and 
services, it would be mindful for the 
coaching profession to consider how they 
too, acknowledge and facilitate racial 
diversity. Whether this is in areas of 
training, hiring, organisational practice, 
branding, marketing, workplace/s and 
service delivery. 

Diversity, issues of exclusion and 
inclusion are realities, which need to be 
considered moving forward.

The numbers game
The 2010 Census data indicates that 36% of 
the US population are diverse (Burgos & 
Mobolade, 2011). Whereas in the UK, as of 
2011, this was 14% (Census, 2011). Diversity 
numbers will continue to rise and what is 
currently the ‘minority’ will by 2045 
become the ‘new majority’. This ‘new 
normal’ (Burgos & Mobolade, 2011) 
provides an opportunity for industries to 
re-examine their businesses, competencies 
and strategies as to how best to engage, 
target and monetize from these changing 
markets.  

Research to date
Given the unregulated nature of the 
profession, there is no data and or diversity 
metrics as to the diversity reach of either 

coachees or coaches within the coaching 
profession. The limited work that has been 
undertaken around diversity and coaching 
(Passmore, 2013), acknowledged the 
importance of diversity and introduced a 
cross-cultural framework, specifically, the 
Universal Integrated Framework which was 
first used in the UK social care field in the 
1980s’ when working with diversity sectors 
including African, Chinese and Asian 
communities. However, with little to no 
explanation or practical examples as to how 
best integrate this into working practice as a 
coach, I would argue that it is, more so, a 
mindset that the coach should consider as 
opposed to a working model of practice that 
could or should be used verbatim. 

Another framework often quoted 
around diversity and coaching is 
Hofstede’s Cultural Framework (Hofstede, 
2010), which although valid, is rather 
complex and rhetorical. Originally 
designed and more suited to being utilised 
in the global arena; specifically in 
understanding the cultures of global 
corporations. Culture cannot be 
designated to embrace diversity as one and 
the same. 

Within each culture lies diversity, and 
within diversity lies diversity. No one 
member of a racial group or heritage should 
be considered the same. There could be a real 
danger of presumption and stereotyping in 
doing this and thus negating to consider and 
serve the individual unique attributes of the 
coachee. The key to authenticity and 
longevity in meeting diversity needs is 
intercultural competency (Demangeot et al., 
2013).  That would enable the coach the 
ability to understand, adapt to and 
accommodate another’s culture, shifting 
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from an ethno-centric to an ethno-relative 
approach (Cui & Choudhury, 2002). 

It is fundamental that coaches and or 
leaders are aware of differences and 
integrate a cultural dimension to develop 
and maximize the coachee’s potential. This 
would also ensure combating the coach’s 
potential unconscious bias.  

Diversity makes good  
business sense
The key to serving diversity adequately is to 
ensure that due diligence is undertaken. 
(MacDonald, 2011). Diversity, if accurately 
processed, managed and delivered can be 
good for business. A McKinsey report in 
2015, noted that companies that are more 
diverse both racially and gender wise, not 
only outperform their competitors but also 
benefit from gaining a larger market share 
(Hunt et al., 2015).

For diversity to fully benefit the majority 
of stakeholders, diversity has to consider the 
way an organisation culturally thinks and is 
authentically inclusive and committed to 
reflecting and incorporating change. It is 
noted that companies that reflect change as 
part of their process and corporate culture 
can create workplaces and environments, 
which enable diverse talent recruitment 
(Bersin, 2015), but more importantly talent 
retention and promotion. The due diligence 
of diversity being integral to operations and 
service not only benefits the workplace 
morale and interconnectedness but also   
enhances an organisation’s creativity and 
innovation (Hunt et al., 2015).

Coaching and mentoring, has most 
probably aided many leaders within such 
companies to reach their goals and aid such 
directions and mindsets. However, it is 

ironic that the lens of self-reflection and 
revisions in leadership and service provision 
may not be adapting to similar changing 
market trends and flux within the coaching 
profession itself. 

It is no secret for those that have worked 
in and around coaching that it is not an 
industry created, cultivated or marketed 
with a diversity astute agenda. Coaching as a 
concept and specifically traditional 
coaching can be marketed and considered, 
unknowingly, as a western model. 

Traditional coaching and coaching models 
would not necessarily yield the best results if 
diversity were considered. The coaching 
profession very much needs to refresh its 
current stance on diversity to engage and 
attract diversity within its profession. 

Whilst also appealing to a wider and 
more diverse new client base and potential. 
Ensuring coaches are able to have greater 
coachee understandings and be able to 
attract and achieve greater coachee results. 
This would require the profession to turn 
the lens on itself to ensuring due diligence 
to assess and adapt its own cultural and 
racial understandings and expertise, to 
ensure the coaching profession reflects 
society and is systemically moving to reflect 
and work alongside market demands. 

Ethics 
Professional coaching and coaching 
psychology bodies such as the Association 
of Coaching, International Coach 
Federation, International Society for 
Coaching Psychology and European 
Mentoring and Coaching Council have 
some guidance in their code of ethics 
around recognising equality and diversity, 
however, given that the coaching profession 
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remains an unregulated industry, 
guidelines and terms of conduct are hard, if 
not impossible, to monitor or stipulate. 

This then serves the function of ‘self-
regulation’ of the profession. With no 
obligation or repercussions for the coaches 
to follow guidelines or ethics there is a real 
danger that these ethical mentions could 
well be designated to being seen as virtual 
signalling. Where the correct liberal 
terminology is there but little action or 
changes can or will be taken or made. Part of 
this obviously needs to go ‘beyond the 
sheen’ (Holmes, 2015) of the terminology 
and access how this effects conduct and 
service delivery.  

Thoughts for the future
Real progress will be made when diversity 
moves from being an obligatory politically 
correct term, to one, which strives to 
inclusion. Changes that are required for 
the future include diversity being given a 
seat at the table (Hewlett, 2014) – the 
decision making table. Leaders of coaching 
institutions, training bodies and 
accreditation bodies which educate and 
influence coaches need to take the lead and 
consider diversity as both a legal, ethical 
and business obligation. Diversity needs to 
be incorporated as a cultural and practical 
norm as opposed to be segregated and 
considered an ‘issue’ or ‘problem’ to tackle. 

The coaching profession needs to ensure 
that it reflects the needs of the ever-
changing market and growing new client 
base and potential. And that the profession 
and its services are marketed to ensure 
inclusivity and reflect the society we live in. 
Coaches may need to adapt to be more 
culturally and practically appealing; to 

undertake training in and around diversity 
and inclusion initiatives and consider their 
own diversity hiring. This may require the 
coaching profession to be introspective 
and be willing and able to look at diversity 
in their own cultural and racial awareness, 
their own and their coachee’s workplaces, 
both consciously and sub-consciously. 

Coaches also need to have the ability to 
recognise and work within flawed systems. 
The reality is that very few organisations 
and companies have managed to engage a 
company culture that inwardly and 
outwardly is able to incorporate and value 
diversity seamlessly into their operating 
DNA. Inadvertently, this may create 
obstacles and or potential conflict for some 
coachees. It is key that the coach working 
within such organisations is able to 
identify and acknowledge this and tactfully 
ensure the needs of the coachee are 
considered and paramount. There maybe 
occasions where a coach needs to ensure 
they seek supervision from a coach and/or 
supervisor with appropriate training in 
diversity awareness. 

Whilst also being conscious of where, 
when and how a coach could possibly need 
to refer the coachee to a specialist or coach 
with applicable diversity awareness. This in 
turn, viably could be a coach from the same 
racial group as the coachee, who is better 
placed to adapt to the cultural and racial 
understanding, and prospective needs of the 
coachee. Or alternatively, a coach that has 
greater experience and training to discuss 
and work with the cultural and racial barriers 
a coachee maybe facing that may play a large 
part in their potential or perceived lack of 
potential and opportunities.  

Coaching bodies need to ensure that this 
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knowledge base and support system and 
choices are available. 

Conclusion
The reality is that diversity and inclusion 
need to be paramount with a clear value 
proposition (Hunt et al., 2015) for any 
business or profession to both survive and 
thrive in the future. Diversity and the 
changing future, provide the coaching 
profession to effectively analysis, strategize, 
market, innovate and deliver for this new 
normal. Coaching organisations, 
accreditation bodies, sponsors and coaches 
themselves must become proactive leaders 
in this and commit to ensuring the coaching 
profession does not fall through the cracks 
of accountability, adaptability and 
appropriateness in their service provision 
and delivery. 

It will require a robust future thinking 
and thought changing transformation 
programmes that explicitly addresses 
unconscious bias. Dedicated change 
management programmes that set goals 
and that are willing to disrupt old habits 
and routines often engrained in 
organisations cultures and practices and 
processes. There is a need to adapt and a 
commitment to diversifying the way 
coaching is offered, by whom, how the 
coaching profession markets itself and 
whether it is inclusive to all factors of 
society. 

Diversity does not just happen. The true 
value of diversity is beyond just best practice.
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Abstract
This article aims to highlight the initial 
phase of the newly launched Aalborg 
University Coaching Centre (AUCC).  
AUCC is a coaching service for students at 
Aalborg University, Denmark, conducted 
by coaching psychology students 
attending a Psychology Master’s degree 
programme which is led by Dr Ole Michael 
Spaten. In this article, the person-centred 
and solution-focused coaching 
orientation undertaken at the AUCC is 
highlighted. The coaching psychology 
students have developed both personally 
and professionally through this initial 
phase of practice at the AUCC. The 
initiative that has had the greatest impact 
upon their learning and development is 

the peer-supervision process held 
immediately after each coaching session 
with an observer. Based on the experience 
at the AUCC, it is tentatively suggested that 
others in a similar setting may wish to set 
up a coaching centre and to make greater 
use of peer-supervision with an observer, 
in addition to the standard supervision.

Keywords: Aalborg University, Coaching 
Psychology, Aalborg University Coaching Centre 
(AUCC), Educational Centre, Observer,  
Peer-supervision
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In this article, the work that has been 
done in the start-up phase of the 
Aalborg University Coaching Centre 
(AUCC) led by Dr Ole Michael Spaten 
is highlighted. Coaching and 

especially coaching psychology is a field of 
rapid growth (Spaten, 2013, p. 422). 

There is a great demand of coaching 
services in a variety of fields, which is the 
reason why more universities across the 
world are running coaching and coaching 
psychology programs (Grant, 2008a, p. 28). 
AUCC was established as a part of the 
Psychology Master’s degree programme 
Clinic, Counselling, Consultation, 
Coaching (CCCC). In AUCC psychology 
students get the opportunity to grapple 
with the role as a trainee coaching 
psychologist. AUCC was founded in 
January, 2017 and this article aims to shed 
some light on the initial phase of AUCC 
and the discoveries made during this 
phase.

 
Aalborg University Coaching Centre 
(AUCC)
AUCC is an educational centre where 
coaching psychology students offer 
individual coaching to students at Aalborg 
University. A typical coaching programme 
consists of six coaching sessions of 50 
minutes each. In addition to students 
contacting us themselves, the general 
student guidance service at Aalborg 
University refers students who are 
experiencing difficulties that are within 
the boundaries of our competencies.

In AUCC we offer coaching psychology 
programmes so that the coaching provided 
is underpinned by psychological theories 
and models. So what is coaching 

psychology practice?  Palmer and  
Whybrow (2008: 3) state: “Coaching 
psychology is for enhancing well-being 
and performance in personal life and work 
domains underpinned by models of 
coaching grounded in established learning 
theories and psychological approaches”. 
This definition informs the AUCC coaching 
psychology practice therefore the trainee 
coaching psychologists only work with 
students’ everyday difficulties and not 
issues within the clinical domain.

A study undertaken by Palmer and 
Whybrow (2006/7) found that 28 different 
psychological models and approaches are 
used by coaching psychologist (Palmer & 
Whybrow, 2008, p. 9). At AUCC no 
psychological approach or model has been 
excluded from practice, thereby the focus 
is on the coachee and their requirements 
based on their difficulties (within the 
limits of our own training). Additionally, 
this takes into account the coach’s 
individual preference. The orientation is 
person-centred and solution-focused; the 
main emphasis of our practice is to assist 
our coachees deal with their difficulties 
and attain their realistic goals.

 
The coaching process
In this section, the coaching process in 
AUCC is described, from the initial student 
contact to the last session about 2 months 
later. The coachees contact the Centre by 
e-mail, often with a short description of the 
problem or issue they wish to work on. In 
response, they are sent a statement of 
consent and some additional information 
about AUCC. Once they have read and 
understood this material, then they are 
sent screening tool. This consists of 
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Lovibond and Lovibond’s (1995) 42 item 
Depression Anxiety Stress Scale (DASS). 

After having scored the coachee’s DASS, a 
meeting is arranged with Dr Spaten, where 
the trainee coaching psychologist 
discusses the coachee’s scores and shares 
potential concerns, in order to be 
appropriately prepared for the first 
meeting with the coachee. 

In the first session, it is ensured that the 
coachee understands and signs the 
statement of consent and beside that we 
focus on clarifying the problem the 
coachee wishes to work on. The following  
4 to 5 sessions we will be working on the 
problem and towards attaining the 
coachee’s goal. Throughout the process, we 
ask for feedback from the coachees to help 
our learning and development, and at the 
last session, we evaluate the coaching 
process together. The sessions are placed 
with 1-2 weeks in between each session, 
with the exception of the last session, 
which is usually a month later and thereby 
making it a follow-up session on the 
coachee’s progress.

In AUCC new coaches always have an 
observer with them for the first two 
coaching programmes, i.e. 12 sessions all 
together. Besides observing the session, the 
role of the observer is to engage in peer-
supervision after the session, where coach 
and observer reflect upon what went well 
and what did not go too well in the session 
and why. Beside this peer-supervision after 
each session, there is also a group 
supervision meeting approximately once a 
week. Each trainee coaching psychologist 
prepares either a video sequence or a 
dilemma or concern from the coaching 
sessions that they would like supervision 

on. The supervision is usually conducted by 
either Dr Ole Spaten or psychologist  
Lillith Løkken Olesen and is normally done 
face-to-face but occasionally via Skype. In 
addition to the supervision, the trainee 
coaching psychologists also have attended 
relevant workshops and seminars held by 
Dr Stephen Palmer.

 
Personal reflections of the  
trainee coaching psychologists
Having the AUCC (on top of and) as a part 
of our Master’s degree programme has 
given us the opportunity to use our 
knowledge and skills acquired during our 
study in practice. It has made us grow both 
at a professional and personal level. During 
this semester, we have explored our 
professional integrity as a psychologist and 
have come closer to figuring out who we 
are as a psychologist. Having been able to 
work with coachees in this ‘safe space’ at 
the university has given us the chance to 
explore and experiment with different 
coaching approaches, methods and 
models and to learn from this through 
feedback and supervision.

We all agree that peer-supervision 
immediately after the session is one of the 
most profitable learning activities in the 
AUCC. In our experience, the observer (a 
fellow Master’s degree student) and the 
coach are often aware of different things 
and have different perspectives on what 
went well and what could have gone better 
and why this is. You as a coach and a 
psychology student can have some blind 
spots, which the observer might see and 
notice. Having someone to sit in on the 
session it from a different perspective, and 
afterwards sharing that perspective has 
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been especially beneficial for our 
development and has had great impact on 
our learning.

The future of AUCC
The future plans for AUCC is a trial period 
over the next 3 years, with the hope that it 
can be both a permanent part of the 
Psychology Master’s degree programme, 
but also become a centre of science. The 
coaching psychology field still needs 
further research and we see AUCC as a 
centre that in the future can shed light on 
some of the research areas. 

As a new semester is emerging, new 
students will join the Master’s programme 
CCCC, we plan to have the 2nd year 
students coach the ‘new’ students, and for 
the new students to later takeover the 
AUCC practice, i.e. coach students at 

Aalborg University. This setup resembles a 
study by Grant (2008b), and as he 
concludes, this additional element of both 
being the coach and coachee will increase 
future student’s learning and 
development in the field of coaching 
psychology (Grant, 2008b, p. 66-67). As we 
have stated having the observer in the 
‘room’ and the following peer-supervision 
has been of great value to us and will be a 
continuous facilitating element of AUCC’s 
practice. 

Our recommendation to other coaching 
psychology students is that having a fellow 
student sit in on your coaching sessions as 
an observer should be available and 
practiced more often, since it gives you the 
opportunity to learn new skills and 
develop in a way that you were not able to 
on your own.  
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Abstract
The aim of this viewpoint article is to 
show reflections on a personal journey of 
becoming a sales performance / 
psychological coach and to highlight 
some benefits of bringing corporate sales 
expertise into coaching practice.  

Keywords: coaching, coaching psychology, 
sales performance coaching, corporate sales

My amazing adventure of a 
lifetime started on 4th 
January 2016. I was 
enjoying my morning 
coffee at work after two 

weeks off and thought to myself: “This is it 
Anastasia. You have a bigger mission in life. 
It’s time to go big or go home”. So I did. I did 
go big. I opted for freelancing after 12 years 

of a stellar career in corporate sales and 
started the most intensive training I have 
ever been through. 

Here I am a year later. I have successfully 
completed an Advanced Certificate in 
Psychological Coaching and have been 
accepted for the best in class MSc in 
Applied Positive Psychology course at 
Buckingham University (UK). 

I started practising coaching two days 
after I completed my first course and never 
looked back. This training was the best 
thing that has ever happened to me and I 
can’t express how excited and thankful I 
am that I have decided ‘to go big’ on that 
gloomy January morning.

Coaching is aimed at facilitating change 
and bringing out the best in people 
(Neenan & Palmer, 2012). I know first-hand 
this feeling of anxiety, self-doubt and 
sweaty palms mixed with excitement and 
what challenges you are up against when 
you decide to make a big change in your 
life. I have gone through the whole cycle 
myself and have been coached out along 
the way too. 

This life experience was priceless in 
terms of my personal and professional 
development. Combining it with 12 years 
of corporate sales experience and the fact 
that I am a bilingual expat, enables me to 
offer a very unique set of skills and 
expertise to the coachees – sales 

Anastasia Antonova 

From Head of Sales to Head of Success: 
Personal reflections on becoming a  
sales performance coach

Viewpoint Article
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performance coaching as I call it. This is the 
difference that makes the difference. 
Rotenberg (2013) argues that sales 
coaching is the new most effective 
alternative to sales management and I 
would strongly agree with this statement. 
Schultz (2017) outlined that sales coaching 
focuses on sales effectiveness. In my 
opinion, sales performance coaching helps 
a coachee define and set a clear line of sight 
between sales goals and sales actions that 
result in desired business outcomes. 
According to Dixon and Adamson (2011), 
sales coaching is the best productivity 
investment to improve sales executives’ 
performance.

I think that having an expertise is your 
unique selling point potentially gives you a 
competitive edge and allows you to tap 
into niche coaching.

A Coaching Context: 
Pillars of Executive Presence
Three aspects that I bring to coaching can 
nicely be summarised as the 3 Cs – 
courage, communication and 
composure. Professor De Vries (2015) 
described these 3 Cs as three pillars of 
executive presence (EP) or gravitas. The 
Center for Talent Innovation (CTI) also did 
extensive research in 2012 to outline the 
parameters that help to define executive 
presence today even though the term itself 
has been floating around in leadership 
circles for quite some time now  
(Kaufman & Fetters, 1983). CTI identified  
3 characteristics of EP (International Coach 
Federation, 2017) – gravitas, communication 
and appearance – which closely coincide 
with De Vries’ 3Cs:
l Courage – how am I seen in action. Sales 

is a fast paced environment where you 
must be pro-active and deliver results to be 
successful. I learned to think quick on my 
feet, find various solutions even when 
limited on time or other resources. What 
might this mean for a coachee? As a coach, 
I can think creatively during a session, 
integrate various techniques to aim toward 
ensuring the session is most productive

l Communication – how are we seen 
communicating. You also have to possess 
outstanding interpersonal skills and be an 
effective communicator when you work in 
sales or coaching. This should be a part of 
your core coaching competencies, I think. 
Over the years I’ve learnt how to become an 
authentic chameleon and adjust my 
coaching style accordingly. I strongly 
believe that being aware of your own body 
language and the verbal / non-verbal cues 
you send out is equally important as what 
is said in any type of interactions.

l Composure – our appearance. I’ve learnt 
one thing pretty quick when I have just 
started working in sales – you do have only 
once chance to make first impression. If 
you mean business and want to be taken 
seriously, presenting in well-groomed 
manner is key.  This also shows respect for 
your coachees. Being over-dressed or 
under-dressed can be inappropriate and 
impact on the coach image you wish to 
convey.

This is of course just my own personal 
reflection about the possible transferability 
of Sales-based skills and experience to the 
coaching role. However, if you are aware of 
your strengths, capabilities and striving for 
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ongoing personal development and self-
reflection, you are already moving in the 
right direction, in my opinion. As Baron 
and Azizollah (2008) remarked, a coach 
must continuously develop self-awareness 
and reflection to be bias free and effective 
in a coaching relationship.

Conclusion
When it comes to coaching, be it business, 
performance or sales, there is no ‘one fits all’ 
approach. From my experience, sales talent 
is developed in a field mainly through ‘on 
the job’ skills developments, different 
experiences, mentoring and coaching. 
When managers reach a certain level, 
traditional training is not effective as it lacks 
reinforcement and any further professional 
development has to be individual to reflect 
that manager’s challenges and needs 
(Edinger, 2013). So it is no surprise that sales 
coaching is becoming the new flavour of 
sales management.
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Introducing the Cambridge Research Hub: 
Inaugural meeting 2 May 2017

Abstract
This report introduces the ISCP’s coaching 
psychology research hubs and describes 
the inaugural meeting of the Cambridge 
Research Hub on 2nd May 2017. The 
inaugural meeting featured Dr Kristina 
Gyllensten and her early work on stress in 
the workplace and in particular her use of 
a mixed methods research approach. 

Keywords: coaching psychology; research hub; 
inaugural meeting; mixed methods research; 
stress

As a leadership/executive coach 
drawing on over thirty years of 
extensive psychological 
training and qualifications, an 
important part of my practice 

has been the evidence-based approach 
which underpins both my practice and 

professional values. However, that is not 
always an easy path to tread. When we look 
at the pseudo-science and psychobabble 
that abound in coaching (often prefixed 
“neuro-”!) it is perhaps little surprise that 
coaches, coaching buyers and coachees are 
increasingly confused about what ‘good’ 
looks like and potentially disappointed at 
what results from such interventions. Not 
only does this constitute a wasted 
opportunity to deliver benefit but also risks 
reputational harm to the coaching and 
coaching psychology profession.

The need to foster good quality academic 
study and research into coaching 
psychology is essential to the development 
of excellence in this profession, both in 
terms of achievement and reputation. The 
International Society for Coaching 
Psychology (ISCP) is an international 
professional membership body established 
to further the discipline and profession of 
coaching psychology. Its focus on the 
development of research, theory and 
practice provides the reference, guidance 
and support we need.  

[It also provides an expert resource for 
research protocols, methods and tools 
through its dedicated international 
coaching psychology research centre – 
http://www.iscpresearch.org] 

In common with many of my 
practitioner colleagues, I want to know 
what the current thinking and research 

Sarah Jaggers 
ISCP Research Hub Co-ordinator
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reveals on key issues as encountered in 
coaching sessions or from wider reflection. 
Equally, researchers and students want to 
know what is happening in the 
organisations and workspaces in which 
coaching is practised. This meeting point is 
our focus and the reason why the first 
research hub was created.

Our aim
The aim of the research hubs is to bring 
together coaching practitioners with 
researchers and students to share 
information, knowledge and ideas in a 
two-way exchange of thinking and 
exploration. It presents practitioners and 
researchers with an opportunity to learn 
more about research topics and thinking, 
and for researchers and students to know 
more about the topics and issues 
practitioners are encountering. 

In coordination with ISCP President 
Professor Stephen Palmer and ISCP Chair 
Dr Siobhain O’Riordan I have established 
the first Research Hub in Cambridge, UK.

Research hub meetings
We intend to hold regular on-line meetings 
focusing on specific topics throughout the 
year. Meetings will be open to all ISCP 
members wherever you are in the world 
with access to the internet. Prior to the 
meetings reference material and pre-
reading will be forwarded to attendees.

Our inaugural meeting
Our inaugural meeting on 2 May 2017 
featured a discussion on the use of a mixed 
methods approach in a doctoral research 
study with our guest speaker, Dr Kristina 
Gyllensten, who joined us from Sweden. It 

was expected to be of particular interest to 
current and prospective researchers and 
those interested in the application and 
practice of coaching psychology.   
Professor Stephen Palmer and Dr Siobhain 
O’Riordan joined us. 

Following Siobhain’s introduction and 
welcome to the meeting, I began by asking 
Kristina to tell us about her work as a 
coaching psychologist and to set the scene 
for our discussion by describing her 
research which she began in 2005. This is 
summarised in Kristina’s introductory text:

“When I started my Dr. of Psychology (DPsych) 
programme at City University my research 
question was very simple: ‘Can coaching 
reduce workplace stress?’ However, it turned 
out that it was not a simple research question 
to answer. There were many different ways to 
define the term coaching, the same was true 
for stress, and evaluating the effects of 
coaching was not straight forward. 

Realising these issues, it made sense to 
investigate the research question from 
different angles and using a mixed methods 
approach appeared to be a good option. Thus, 
the greatest advantages of using both 
quantitative and qualitative methods was that 
it allowed me to investigate the experiences 
and effects of coaching from different angles. It 
helped to highlight the complexity of the topic 
and it made the research more fun than it 
would have been just using one approach. 

A disadvantage was that planning and 
conducting completely different studies was 
time consuming and it can make the research 
process less coherent. 

A very brief summary of two of the studies is 
now included as it can give an example of how 

42



Coaching Psychology International. © International Society for Coaching Psychology 2017

Volume 10, Issue 1

 43

mixed methods can be used. The first part of 
the research used a quasi-experimental design 
and measured stress before and after coaching 
and the results showed that coaching did not 
significantly reduce stress (Gyllensten & 
Palmer, 2005). A quantitative design was 
suitable as the aim of the study was to 
investigate levels of stress before and after a 
coaching intervention. 

The second part of the research used a 
qualitative methodology and it was concluded 
that coaching could help individuals to reduce 
stress indirectly (Gyllensten & Palmer, 
2006). A qualitative methodology was 
suitable as the aim of the research was to gain 
a deeper insight into the participants’ 
experiences of coaching and their views and 
experiences of coaching and stress”.

We discussed the advantages and 
disadvantages of both the qualitative and 
quantitative approaches in more detail; the 
considerations for the design of the study; 
and the practical considerations and issues 
with implementation. 

In what was a rich hour of learning for us 
all, the following were particularly salient 
themes:
l Kristina’s research was conducted over 
2005 and 2006 and whilst this seems quite 
recent, our discussion highlighted how 
significantly coaching psychology research 
has developed since that time. Kristina’s 
groundbreaking study really was at the 
vanguard for coaching psychology 
research and has provided a solid platform 
for much further work. 

This includes both direct follow-on work 
regarding stress at work, and also from 
more incidental observations. For example, 
it was observed that coaching was regarded 

by organisations and employees as an 
acceptable intervention for stress 
reduction in a way that the more 
traditional counselling was not. 

Also of particular importance was the 
observation that the quality of the 
coaching relationship had a significant 
effect on the outcome, and again this has 
been an area that has since been picked up 
and investigated further by other 
researchers. 

l Our discussion also highlighted the 
intrinsic difficulties which exist in 
conducting rigorous research in this kind 
of organisational setting (particularly as 
contrasted with clinical settings). 

These included difficulties recruiting 
organisations and participants, small 
sample sizes, difficulties with 
randomisation of small populations of 
usually self-selecting participants, creating 
adequate control groups and so on. This is 
aside from the highly complex nature of 
topics such as stress.

l The use of both quantitative and 
qualitative methods was described by 
Stephen as being like doing two PhDs at 
the same time in terms of the workload and 
time involved. Whilst Kristina considered 
that this approach had proved a valuable 
means of exploring this complex area she 
recommended that to do this a lot of time 
should be spent in careful planning at the 
outset. 

As an example, she described the fun and 
enjoyment she had experienced with the 
qualitative study in the interview stage but 
noted that each one hour interview required 
a further 8 hours in transcription time. 
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l Both Kristina and Stephen strongly 
advised prospective researchers to aim to 
publish their work and described the peer 
review process as being an extremely 
valuable, if sometimes painful,  learning 
experience. 

Finally, Stephen shared the following 
resources:

1. To see where research on stress at work 
has developed since Kristina’s studies, look 
at Anthony Grant’s work – http://sydney.
edu.au/science/people/anthony.grant.
php – which provide examples of well 
designed research studies.

2. To find wellbeing questionnaires and 
evaluations, go to the website of the 
Australian Centre for the Quality of Life: 
http://www.acqol.com.au/

Thanks and correspondence
l�My grateful thanks to Kristina for sharing 
her research and experiences and for being 
willing to participate as our guest speaker 
for this inaugural meeting and to Stephen 
and Siobhain for their invaluable support 
and guidance. 

l�To learn more about Kristina’s research 
see: http://bit.ly/2o0k0Yf 

l�Please see the website:  
http://www.iscpresearch.org for  
notices of our next and future research  
hub meetings. If you have topics you would 
like to know more about or speakers you 
would like to hear from, do let  me know.  
Sarah Jaggers
ISCP Cambridge Research Hub Coordinator
email: sarah.jaggers@managingchange.
org.uk
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into organisational development consulting 
and coaching. Sarah has an MBA and M.Sc in 
Occupational Psychology and runs a  
coaching business in Cambridge. She is a 
Director of the ISCP.
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Would you like to become an accredited/certified ISCP 
coaching psychologist?
Then this is what you need to know:

l�There are two routes towards Accreditation/Certification with ISCP: as a full ISCP member via the 

grandparenting route, or as an Associate Member via the portfolio route

l�Straight-forward email application process

l�Responses to applications received in 8 weeks

Route 1: Qualified Psychologist
l�Full member of ISCP for 3 months

l�Evidence of two years post-qualification coaching psychology practice 

l�Demonstrate evidence of continued professional development (CPD) during last 2 year period 

(minimum 40 hours each year)

l�Supervised by qualified psychologist

l�Professional Indemnity Insurance

Route 2: Recognised psychology degree (Graduate Member status) 
l�Associate Member of ISCP for 3 months

l�Evidence of 3 years Initial Professional Development (IPD):

– Two years six months as psychology graduate (100 hours)

– Six months demonstration of IPD learning and competencies as an

– AssocMISCP (20 hours)

l�Achieved MISCP status (Qualified Psychologist) 

l�Fulfilled criteria for Route 1: Qualified Psychologist

Being an ISCP accredited/certified coaching psychologist is beneficial for coaching clients, for you 

the practitioner, client organisations and the profession:

l�Assurance that the practitioner meets quality standards of best practice

l�Promotion of  the practitioner’s ongoing self-evaluation, continuous improvement, and 

supervised practice

So, click on ISCP accreditation webpage www.isfcp.net/accreditation.htm for 
details and to download an application form and application guidelines
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International Updates
The International Society for Coaching Psychology has reciprocal 
agreements with other professional bodies. Currently it has 
Memorandum of Understandings (MOU) with the Society for Industrial 
& Organisational Psychology South Africa (SIOPSA), SIOPSA Interest 
Group in Coaching and Consulting Psychology (IGCCG), Society for 
Coaching Psychology Italy (SCPI), Israel Association for Coaching 
Psychology (IACP), Col·legi Oficial de Psicòlegs de Catalunya (COPC), 
Coachande Psykologer (Sweden), Hungarian Association for Coaching 
Psychology (HACP), Hungarian Psychological Association (HPA), New 
Zealand Psychological Society Coaching Psychology Special Interest 
Group (NZPsS CPSIG, New Zealand), the American Psychological 
Association, Society of Consulting Psychology (Division 13, APA), the 
Society for Evidence Based Coaching of the Danish Psychological Society 
(SEBC DPS).
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2016 was an important year for 
disseminating coaching 
psychology in Spain, largely via 
its Official Psychologists 
Associations. Prominent among 

the activities undertaken are the 
professional accreditations, training, 
lecture cycles, the initial phases of research 
projects, dissemination at national and 
international events as well as the 
accreditation of training programmes 
offered by a university and private 
coaching psychology centres, and  
2017 has started with important  
projects and activities in the same  
line.

At the Official Psychology Society of 
Catalonia (COPC), the 3rd  edition of 
Accreditations for Coaching Psychologists  
is on-going.

In September 2016 a presentation was 
given at the 3rd congresso de la ordem dos 
psicologos portugueses (Portugese 
Psychologist Society) which was held in 
Porto, Portugal,  and we were at a table 

shared with colleagues from Portugal, 
Valencia and Madrid.

In December, we attended the BPS SGCP 
Coaching Psychology Workshops & 
Conference in London, an opportunity to 
introduce Victoria Conesa as a new member 
of the Steering Committee of the 
International Congresses for Coaching 
Psychology, as a representative of the  
COPC – SPAIN.

In April 2017, a lecture was given at the 
1st International Virtual Congress of 
Psychology sponsored by Psiquiatria.com

During 2016 the COPC Section of 
Coaching Psychology has carried out several 
actions. The most relevant are described 
below:

Resolution of the 2nd call for the prizes 
for the best research articles in coaching 
psychology. One of the objectives of the 
section is the promotion of research, study 
and dissemination of knowledge in the field 
of Psychology Coaching. The award 
ceremony was held at the 23rd meeting 
(November 2016).

Update from Spain: Official Psychology 
Society of Catalonia (COPC)

Maite Sánchez-Mora Victòria Conesa
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A total of six Coaching Psychology 
meetings have been organized, in which the 
strategic line of supervision of professional 
practice has been bolstered, namely:
l Monitoring groups and shared 
professional practice.
l Three dialogues of experts with different 
visions, strategies and methodologies, have 
been carried out: Coaching Psychology: 
Ethics and professional deontology (April 
19, 2016), Interdisciplinary work and sports 
(June 16, 2016), Conversations of Team 
Coaching (16 November 2016).
l Supervision of coaching psychology live 
(December 14, 2016)

In parallel, the initiative of the film cycle 
forum on coaching psychology has been 
consolidated with a total of 11 sessions 
held.

An informative cycle of coaching 
psychology has been also organized, 
applications and tools, and 4 sessions have 
been carried out during 2016.

2017 started with clear objectives of 
active presence in national and 
international congresses, promotion of 
virtual spaces to share knowledge and 
continue to promote the knowledge, 
research and professionalization of the 
coaching  psychologist within the lines 
already started. 

This year, the COPC continues to be in 
close contact with other regional societies 
in order to promote coaching psychology. 
We will participate at a round a table about 
Coaching and Psychology with colleagues 
from Valencia and Madrid at the 3rd 
National Congress of Psychology in Oviedo, 
sponsored by the Spanish Psychology 
Council.

Other activities of interest carried out by 
the Official Associations of Psychology in 
Spain are worth mentioning. At the 
International Congress of Psychology of the 
Workplace and Human Resources held in 
Madrid in June 2016, a table of Coaching 
Psychology was presented by prominent 
members of the Official Psychologists´ 
Association of Madrid and Valencia.

The Official Psychologists’ Association of 
Madrid is giving a course about Coaching 
Supervision and lectures at the IV circle of 
Psychology & Coaching. In April 2017, the 
university course for psychologists: “ Expert 
in Psychology and Coaching” was launched.

At the Official Psychologists’ Association 
of Valencia, the new edition of training for 
Accreditation is ongoing:  Fundamental 
basis of coaching, interventions and 
practice of the coaching psychologist.

Most of the other official professional 
associations of the Spanish state joined in 
creating work groups and activities to raise 
awareness of the figure of the coaching 
psychologist and their professionalism.

The COPC will also be focusing their 
attention on further building up 
international relations through the ISCP 
International Centre for Coaching 
Psychology Research. 

 We consider it to good news for the 
coaching psychology community. 

Biographies
Victòria Conesa is spokesperson for the Section 
of Coaching Psychology  of  COPC
Member of the Steering Committee of the ICCP; 
COPC – SPAIN

Maite Sánchez-Mora is secretary of COPC
Hon Vice-President  of ISCP
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Life and business coaching are 
very popular in Israel: there are 
about 70 different schools that 
teach different aspects of 
coaching: some of them are 

agents of renowned international schools 
like CTI (Coaches Training Institute ) and 
ICF (International Coach Federation ) and 
some of them are initiatives of individuals 
who train according to some approaches 
that they have developed. 

 There are training courses in Adlerian 
Coaching, Spiritual Coaching, Health and 
Nutrition Coaching, Anthroposophic 
coaching, Judaism Coaching, Emotional 
Coaching etc. 

Coaching Psychology in Israel began 12 
years ago at the Tel Aviv University Training 
Program that still functions successfully 
today and trains about 35 students every 
year. The authors, who founded and 
directed the program at Tel Aviv University, 
established a few years ago an Existential 
Coaching Psychology program at Bar Illan 
University. The community of Coaching 
Psychology in Israel is composed of 
graduates from these two Universities. The 

two programs are continuing education 
programs and some of the graduates 
continue their academic studies for PhD 
and MA in collaboration with the 
Professional Development Foundation 
(Canterbury and Middlesex Universities), 
in the UK and DBA, in collaboration with 
Monarch School for Business 
Administration in Switzerland (these 
programs are also designate to overseas 
students and not exclusively for Israelis) 

The Israeli Coaching psychology 
community is struggling to express its 
uniqueness between the coaching 
organizations and Israel Psychological 
Association. We are currently performing 
activities that will promote and brand this 
field in relation to the coaching schools. 
Prof. Arnon Levy

The field of coaching in Israel is 
flourishing. Many individuals 
and organizations use the 
services of the graduates of 
coaching schools. Coaching 

Psychology is studied at Bar Ilan University 

Update from Israel

Prof. Arnon Levy Dolly Hotam
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under the direction of Prof Arnon Levy – 
clinical psychologist and coach and at  
Tel Aviv University, founded by Prof.Arnon 
Levy and directed by Dolly Hotam – 
organizational psychologist and coach. 
The programs have been in existence in 
Israel for 14 years and are known for  
their quality.

The strong organizations of coaching 
schools are reluctant to cooperate with the 
Coaching Psychology association. The 
same applies to the Israel Psychological 
Association despite attempts to create a 
dialogue and a connection. In this respect,  
I feel that there is a missed opportunity 
regarding the unique and high quality of 
the Coaching Psychology. 

I hope that in the coming years, 
Coaching Psychology will gain its deserved 
part for the enrichment of the coaching 
profession and the discipline of 
psychology.  Dolly Hotam

Biographies
Prof. Arnon Levy is head Of Bar Illan 
University of Existential Coaching Psychology 
and Chair of Israel Association for Coaching 
Psychology

Dolly Hotam is head of Tel Aviv University 
Program
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Details are provided below of organisations currently entitled to state that they have 
achieved the ‘International Society for Coaching Psychology Approved Centre Status’, 
providing initial and continuing professional development/education for its Members.  
All courses provided by Approved Centres and their Faculties are recognised by the ISCP. 

Details below are of organisations currently entitled to state that a course[s] are ‘Recognised 
by the International Society for Coaching Psychology as providing CPD/CPE for its Members’. 

Approved Centres:
l�Faculty of Coaching Psychology, Centre for Coaching  
l�Centre for Stress Management
l�Centre for Neuroscience 
l�International Academy for Professional Development Ltd
Websites: l�www.iafpd.com l www.managingstress.com 
l�www.centreforcoaching.com l�www.centresofexpertise.com     
l�www.centreforneuroscience.com
Email: peter.ruddell@iafpd.com   
Telephone: UK: 0845 680 2065; 0845 680 2075 or International: +44 (0) 20 8853 4171
Address: 156 Westcombe Hill, London SE3 7DH, UK

ISCP Approved Centres & Recognised Courses

Recognised Courses:
1. Coaching Psychology Academy (CPA) and Bar Illan University
l�Existential Coaching Psychology Training Course and Certificate
2. Leading Change-ICP (Institute for Coaching Psychology)
l�Programa de Certificacion en Coaching Ejecutivo y Corporativo  
(Certification Program in Executive and Corporate Coaching)
3. Faculty of Psychology. Complutense University of Madrid, Spain
l�Programa Superior de Coaching Psychology y Coaching Psicológico  
(Superior Programme of Coaching Psychology and Psychological Coaching)
4. Westminster Business School, London
l�The Psychology of Coaching and Mentoring
5. Koucing Centar, Belgrade, Serbia
l�Advanced Certificate in Coaching Skills
6. Consorzio Universitario Humanitas and SCP Italy
l�Corso di Alta Formazione in Business Coaching Psychology 
7. INSTITUT MENSALUS, S.L. 
l�Postgraduate Course in COACHING PSYCHOLOGY: Integrative training from Neuroscience and 
Relational, Appreciative and Systemic approaches 
8. Coaching Center Synergy 
l Certificate in Cognitive Behavioral Coaching 
9.  It works for you
l�Manager as an emotional coach
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If you are interested in the developing field and profession of coaching psychology do 
explore our website (www.isfcp.net) and consider joining the International Society for 
Coaching Psychology. If you are a graduate psychologist, state or country licensed 
psychologist you will be able to work towards our international ISCP certification or 
accreditation as a coaching psychologist. As a professional body, the Society encourages 
members to undertake Continuing Professional Development or Education and receive 
supervision. This will be an essential part of the accreditation and certification process.  

Current ISCP Membership Benefits include:
l The society’s online publication Coaching Psychology International

l Pathway towards ISCP accreditation/certification as a coaching psychologist

l Code of Ethics and Practice 

l  Dependent upon current membership status, entitlement to make use of classes of 
ISCP membership logo’s

l  Guidance on courses/workshops and training centres approved by the society as 
offering CPD/CPE to ISCP members

l MISCP’s can apply for advertising/sponsorship opportunities

l ISCP members private and public on-line discussion forums

l  All members have the opportunity to be part of an international community of 
coaching psychologists

l  There is currently no joining fee for undergraduate psychology students wishing to 
join ISCP as an affiliate member

l  Delegates attending ISCP Approved Centres or providers of ISCP Recognised Courses/
Workshops can apply for one years free ISCP affiliate membership 

l  Pathway towards ISCP accreditation/certification as a coaching psychology 
supervisor

l Automatic subscription to the Society’s e-newsletter

l Member rates for delegate fees at ISCP events

Member benefits



The ISCP is delighted to invite you to the

Wednesday, 18th October, 2017 
National Council for Voluntary Organisations, 
8 All Saints Street, London, N1 9RL, UK

To register go to: http://bit.ly/2ps42GJ
A light lunch and CPD attendance certificates will be provided.

Topics will include:

P Health and Wellbeing

P Resilience

P Performance

P Education 

P Neuroscience

P Research

P  Ethical Issues in  
Internal Coaching

P The Coaching Alliance 

This event will bring together professionals 
from a wide range of settings, interested in the 
application of positive and coaching 
psychology to enhance performance, resilience 
and wellbeing. The conference will be a superb 
opportunity to extend your professional 
horizon and network with colleagues.

✱ Dr Yi-Ling Lai
✱ Vicki dePraza
✱ Dr Alanna O’Broin
✱ Prof Stephen Palmer
✱ Dr Alison Whybrow
✱ Rachael Skews
✱  Filomila Papakonstantinou 

✱ Dr Ceri Sims 
✱ Dr Vince Székely
✱ Zsofia Anna Utry 
✱ Dr Ole Michael Spaten 
✱ Kevin Ladegaard
✱ Sheila Panchal  
✱ Dr Siobhain O’Riordan

For registration and further details about the event - including guidelines for 
Poster submissions - visit our website: www.isfcp.net/events.htm

7th International Congress of 
Coaching Psychology 2017
Positive and Coaching Psychology:  
Enhancing performance, resilience 
and wellbeing

Speakers
Keynote by Dr Gisele Dias
We are also pleased to welcome to our speaker line up

10% OFF
Early bird delegate fee 

until 31st July  2017 
ISCP Members £120  
Non Members £135

Student £80  
Poster Presenter £45



Established 2001
Courses run in association with 
the International Academy for
Professional Development Ltd

Promoting Evidence Based Cognitive 
Behavioural Coaching since 2001 

Tel: +44 (0) 208 853 4171   Email: admin@iafpd.com 
www.centreforcoaching.com

Cognitive Behavioural Coaching Courses
Diplomas† Advanced Certificates*
Modular programmes in coaching, psychological coaching & coaching psychology up to Level 7.

Certificate Courses*
Coaching† (15 Credits, Level 5)
Coaching Psychology† (20 Credits, Level 7 – psychologists only)
Psychological Coaching† (15 Credits, Level 6)
Stress Management and Performance Coaching† (30 credits, Level 5)
Stress Management and Health Coaching

Two-day Courses
Performance Coaching
Stress Management
Occupational Stress Management
Assertion and Communication Skills Training
Problem Focused Counselling, Coaching and Training
Coaching Supervision

Trainers
Our experienced trainers have published books, chapters or articles on coaching. 
Most have presented at major coaching conferences and include the following:

Professor Stephen Palmer 
Nick Edgerton Dr Siobhain O’Riordan 
Gladeana McMahon Kasia Szymanska
Michael Neenan Irene Tubbs

Distance Learning Courses
Life Coaching: A cognitive behavioural approach
Stress Management

The Centre for Coaching is an ILM Recognised Provider. As a recognised 
provider, the Centre runs a wide range of coaching and management development 
programmes which are suitable for Continuing Professional Development.

Centre Approved by the International Society for Coaching Psychology.

The Director of  the Centre is Professor Stephen Palmer PhD CPsychol.

Centre for Coaching, 156 Westcombe Hill, London SE3 7DH. 
www.centreforcoaching.com. Tel: 0845 680 2065. Course availability: 0845 680 2075
Email: admin@centreforcoaching.com

Part of  the International Academy for Professional Development Ltd. www.iafpd.com

* Courses recognised by the 
Association for Coaching

† Courses accredited by
Middlesex University

Courses held at the British 
Psychological Society, London 
and at Borehamwood or in-house

Centre for Coaching
Established 2001

in association with the Centre for Stress Management 

27-31 Jan; 24-28 Feb; 7-11 Apr; 2-6 Jun
17-21 Feb
17-21 Feb

Modular
Modular

16-17 Jan; 4-5 Mar
4-5 Feb

29-30 Apr
12-13 Mar
26-27 Mar
15-16 Apr

Coaching at Work Jan-Feb 2014_coaching at work  25/11/2013  23:33  Page 1

Trainers
Our experienced trainers have published books, chapters or 
articles on coaching.Most have presented at major coaching 
conferences and include the following:

P Professor Stephen Palmer P  Dr Siobhain O’Riordan
P Nick Edgerton P Kasia Szymanska
P Gladeana McMahon P Michael Neenan 
P Sheila Panchal

Courses held at British Psychological Society and RSPH, London or in-house

Two-day Courses
Performance Coaching
18-19 Jul; 13-14 Sept; 10-11 Oct; 4-5 Dec

Stress Management
11-12 Jul; 27-28 Sept; 30 Nov-1 Dec

Assertion and Communication Skills Training
8-9 Nov
Problem Focused Counselling, Coaching and Training
10-11 Aug; 6-7 Dec

Health and Wellbeing Coaching 
7-8 Sept; 16-17 Nov
Coaching and Coaching Psychology Supervision 
TBA

Cognitive Behavioural Coaching Courses

IAFPD Diplomas
Modular programmes in coaching, psychological coaching & 
coaching psychology.

IAFPD Certifi cate Courses
1 Coaching 24-28 July; 18-22 Sept; 23-27 Oct
2 Stress Management and Performance Coaching  Modular
(6 days)
3 Coaching Psychology  6-10 Nov
(psychologists only)

OR
Psychological Coaching 6-10 Nov
Work-Based Professional Development  Blended Learning
(Specialist Topic)  

Distance Learning Courses
Life Coaching: A cognitive behavioural approach
Stress Management

The Centre for Coaching is an ILM Recognised Provider. As a recognised 
provider, the Centre runs a wide range of coaching and management 
development programmes which are suitable for Continuing Professional 
Development. Centre Approved by the International Society for Coaching 
Psychology which recognises all of our courses. We are an organisational 
member of the Association for Coaching. 
Centre for Coaching, 156 Westcombe Hill, London SE3 7DH.Part of the 
International Academy for Professional Development Ltd. www.iafpd.com

The Centre and its training faculty are leading pioneers of cognitive behavioural coaching. Our 
courses are recognised by the International Society for Coaching Psychology and are British 
Psychological Society Learning Centre Approved. The programme is modular and consists of 2-day 
and 5-day certifi cated courses. The Centre’s Director is Prof Stephen Palmer PhD, Honorary Fellow 
and former President of the Association for Coaching.

Courses 1-3 are the taught work for our 
Association for Coaching Accredited 
Advanced Diploma in Coaching



The next chapter at 
Coaching at Work

We’re going from strength to strength. 
Join us on our journey.

✱  Fully independent

✱   Working closely with the key 
professional coaching and 
coaching psychology bodies to 
bring you a source of up-to-date 
vital information, innovations and 
improvements, news and views, 
in-depth reports  
and research. 

✱  Check out new and exciting 
developments on our website at  
www.coaching-at-work.com

✱   “Coaching at Work provides an 
opportunity for our professional 
community to share and keep 
up-to-date on current issues and 
developments of interest to 
coaches and coaching 
psychologists.”

 Dr Siobhain O’Riordan, Chair,

 International Society for  
 Coaching Psychology’

Exciting date for your diary:

4th July 2018, 
Coaching at Work  
Annual Conference

... more than just a magazine

✱  6 issues a year
✱  a monthly e-newsletter
✱  regular online news updates, discussion 

threads and online polls
✱  new public coaches list
✱  free downloadable material (including 

podcasts and conference materials)
✱  ‘virtual’ online current and back issues to 

‘flick’ through online
✱  discounts on all Coaching at Work 

conferences and events

discount
20%

Quote  
promotion code  
SCP2010 to gain

on subscription for  
members of ISCP 

2017 Masterclasses
Our series of masterclasses this year will include:

5th October 
Patricia Riddell on 
neuroscience
18th October 
Lucy Ryan Positive 
Psychology in Coaching 
Masterclass 

24th October 
Julie Starr Deep impact 
coaching Masterclass
1st November 
Anthony Kasozi on Leading 
and working across 
boundaries

For more information on our masterclass series please visit  
www.coaching-at-work.com/masterclasses/



The International Society for Coaching Psychology (ISCP) was launched in April 2008 and 
is an international professional membership body established to further the discipline 
and profession of coaching psychology.  With the growing interest in coaching 
psychology around the world, the Society hopes to encourage the development of the 
theory, research and practice in coaching psychology and support coaching psychologists 
in their work. The international aspect of the Society is reflected in our Honorary Vice 
Presidents who are based around the world.

COUNCIL MEMBERS
Honorary Officers: 

Dr Siobhain O’Riordan Chair & Hon Editor
 Conference Chair
 International Research Centre Development Team
Rachael Skews Hon Secretary
 International Research Centre Development Team
Dr Ho Law Hon Treasurer
Kasia Szymanska Hon Membership Secretary
Prof Stephen Palmer Hon President, Academic & Research Chair
 International Research Centre Development Team

Ordinary Members: 
Dr Angel Chater 
Indrani Choudhury Accreditation Panel, Chair
Dr Gisele Dias Conference Team
Dr Vicky-Ellam Dyson 
Sarah Jaggers Coordinator, Research Hubs
Dr Lisa Matthewman Coordinator, Approved Centre & Course Recognition
Dr Alanna O’Broin Conference Team
Sheila Panchal Conference Team
Judit Varkonyi-Sepp  Conference & Events Team
Susan Watsham Conference & Events Team
Dr Douglas Young Co-Lead, Website Team
 International Research Centre Development Team

Further information about the Society is available on our website: www.isfcp.net
If you would like to contact us, complete the online form at: www.isfcp.net/contactus.htm

About the ISCP
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