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Course Handbook
The context for the overall programme
The overall context for the training is to enable and support participants to make the transition from
psychosynthesis counsellor to psychosynthesis coach, and from teaching counselling to teaching
coaching. This will involve identifying both similarities and differences when working with Self and
Will, between counselling and coaching. We will clarify how differences in context, contract, capability
and client help distinguish between counselling and coaching. We draw upon the power of
psychosynthesis for enabling available will, in the context of working with coachees who are able to
function more or less successfully in their lives, but are seeking to self-actualise or develop themselves
further. In the workshops, we will therefore be seeking a creative synthesis between the principles of
coaching which we will bring and experiential knowledge of psychosynthesis, that participants will
bring.

Units and workshops
The course involves three units over five weekend workshops:
1. Foundations of Psychosynthesis Coaching – basics of psychosynthesis coaching; context,
method, models and skills
Ø

Workshop 1

2. Coaching Psychology – working at three psychological levels; prepersonal, personal and
transpersonal, in three spaces; coach, client and coaching space
Ø Workshops 2 and 3
3. Coaching Interventions – Heron intervention model, working with subpersonalities and
mindsets, using constellations in coaching
Ø Workshops 4 and 5
Unit 1
This provides the basic professional handrails needed to be able to practice as a leadership coach. It
introduces the theoretical frameworks, models and practical skills of Psychosynthesis Leadership
Coaching – specifically anchoring Trifocal Vision and the 6-session context, as well as the Right
Relations model. We distinguish between (i) the core human skills (such as listening and questioning)
and (ii) process skills (such as contracting and reviewing) that a student must have in order to practice
effectively, and (ii) the meta-skills (such as psycho-spiritual mindedness) that set the psychosynthesis
trained practitioner apart as a coach.
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Unit 2
This provides an exploration of Assagioli’s Egg model at the three levels of lower unconscious (prepersonal), middle unconscious and field of consciousness (personal) and superconscious (transpersonal)
and the relevance and applicability of working at each of these levels in coaching. We also ground all
such exploration in the context of Self: i.e. ‘Self is”, “Self becomes itself” and “Self becomes itself
through the ego”.
Unit 3
Builds upon the core model of Trifocal Vision with different ways of intervening and working in
coaching, which the psychosynthesis practitioner coach can draw upon effectively when and where
applicable. We focus on three approaches; Heron’s six-category intervention model, Mindsets and
Subpersonalities. We approach subpersonalities assuming an existing depth of knowledge of
participants and explore the use of subpersonalities in organisations. We draw together the threads of
the 3 units and agree future actions and support to help students practice and develop their learned
skills.
Coaching practice days will take place in the months between each workshop.

Key overall outcomes of the course
v Solid grounding in the context, principles, method and skills of psychosynthesis
coaching
v Increased ability to work psychologically as a coach with a deeper awareness and
understanding of human behaviour and development
v Increased capacity to work psycho-spiritually as a coach and an experiential
understanding of how to work with Self and Will
v Confidence in using coaching models, interventions and tools that support being an
effective life or leadership coach
v Option to continue to achieve the Post-Graduate Certificate in Psychosynthesis
Leadership Coaching
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Summary of course contents

Unit 1: Foundations of Psychosynthesis Leadership Coaching
Key Topics
v Transition from counselling to coaching (4C’s coaching system)
v Psychosynthesis model of the psyche: Self and Will
v Trifocal Vision and the six-session model
v Right Relations and listening with the Being
v GROW and asking questions
v Coaching competencies model

Unit 2: Psychosynthesis Psychology for Coaching
Key Topics
v Agendas in leadership coaching model, contracting and goal setting skills
v Model of psychospiritual development
v Working at different levels and in different spaces with psychosynthesis
v Working with the pre-personal level
v Working with the personal level
v Working with the transpersonal level

Unit 3: Coaching Interventions
Key Topics
v Heron’s Six Category Interventional Analysis
v Working with subpersonalities in coaching
v Working with mindsets in coaching
v Working with constellations in coaching
v Review of coach development
v Psychosynthesis as an integrative psychology for life and leadership coaching
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First Workshop Outline/Agenda
Workshop One

Day One

Day Two

Day Three

Check-in/review
10:00 Day 1
09:00 Day 2 ands 3

Reflection and check-in.
Personal objectives.
Programme and weekend
overview.

Reflection and check-in.

Reflection and check-in.

Session 1

The coaching context. The
transition from counselling
to coaching.

Coaching demonstration.
Asking questions – open and
closed questions.

PCL’s coaching

Key elements of
psychosynthesis for
coaching. Introduction to
psychosynthesis coaching.

The GROW coaching
process model. Examples of
GROW questions.

Trifocal Vision – coaching
triads practice

Trifocal Vision and the six
session model – introduction

Trifocal Vision and GROW
model – exercise

Trifocal Vision – coaching
triads plenary

Right Relations and
Listening with the Being –
pairs practice

Trifocal Vision and GROW
model – plenary

Homework and practice
(listening and questions)
before the next weekend
workshop.

Session 5

Right Relations and Listening
with the Being – plenary

Trifocal Vision Supervision
Template

Check-out. End
18:00 Day 1, 17:00
Day 2, 16:00 Day 3

Reflection and check-out.

Reflection and check-out.

competencies model –
human, process and meta
skills self assessment

Break
Session 2

Lunch
e.g. 12:30-13:30
Session 3
Break
Session 4

Break
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Overview of leadership coaching
Coaching is a fast growing and increasingly widely accepted professional activity, both within
organisations as executive, leadership or management coaching and within society in general as life
coaching.
Yet coaching is in the early stage of development as a professional practice and discipline, without
well-defined boundaries and with an immature knowledge base. Coaching is currently many different
things to different people, and the scope of what we call leadership coaching is a relatively specialised
part of this. For this reason, it is important to create some distinctions between what we are engaged
in and all coaching.
There is naturally an on-going battle for the high ground in terms of defining, developing and
governing the profession, with different national and international bodies offering accreditation
standards and structures for coaches. Everyone with an interest in the subject will tend give their own
definition of coaching and their view of what constitutes good professional practice.
Rather than creating our own professional code of practice, we have closely aligned ourselves
to APECS and adhere to their Ethical Guidelines. APECS are a natural partner for us, as they represent
the mature and serious minded end of the coaching market, and their philosophy of personal and
professional development is similar to ours.
Rather than attempting to create a water-tight definition which can limit the scope of coaching
unnecessarily, we prefer to highlight some key principles that are also shared by others
So what do we mean by coaching? It is…
Ø a supportive, enabling and empowering relationship and activity that honours the autonomy,
resourcefulness, creativity and responsibility of the client
Ø is goal, future or outcome oriented in purpose, and yet can include working with the client in the
domains of past, present or future
Ø is usually a one-to-one relationship and activity between a coach and a coaching client, which
takes place within a context of confidentiality and trust, although team coaching is becoming more
prevalent
Ø is appropriate for anyone who is what the psychological profession calls a ‘healthy neurotic’ and is
not suffering from serious psychopathological conditions
Ø can encompass the inner and outer dimensions of people’s lives and work; the personal and the
practical aspects of business; psychological and behavioural perspectives; physical, emotional,
mental and spiritual levels of the clients’ experience
and leadership coaching…
Ø takes place within an organisational context involving multiple clients, usually this means a
coaching sponsor as well as individual coaching clients
Ø focuses on leadership as a calling and orientation rather than as a formal role – we can all be
leaders to some extent within our roles in work or life in general
Ø can involve working with individuals and teams as part of an organisational system
Ø can encompass multiple agendas and issues, including those of performance, behaviour, change,
development, purpose, meaning and crisis
IIPE Coaching Course Handbook & Study Guide 1-1/Eng
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There are some key situational principles that are also important to be aware of. The nature and scope
of the work that is possible in leadership coaching is determined by three things; the professional
capability and personal capacity of the coach; the development, openness and availability of the client;
and the nature of the needs and issues they bring. Different coaches can work at a greater or lesser
level of depth, involving emotional, personal and psychological issues and material depending upon
their training, skills and experience.
Attempting to draw an arbitrary line between coaching and therapy in terms of the human content or
territory that can be involved (e.g. ‘therapy deals with emotions and the past’) is unhelpful and muddleheaded – the difference between coaching and therapy is primarily about the context, purpose and
method of the work. However, at the same time, the coach must only work in territory within which
they are competent and confident. This includes being attuned to reading their client and their
openness and availability to working at different levels. Coaching works best when there is some selfawareness to work with and a willingness to learn through the coaching relationship. The agenda that
clients bring is also critical, although the coach must be aware that more fundamental issues may lie
beneath presenting issues and seek to uncover these.
Finally, the match between coach and client is also important. Typically coaches work best with
coachees for whom they are grounded in the stage of development that the coachee is evolving
towards (for example, using the Leadership Development Framework, a coach centred at Achiever is a
good fit with a coachee centred in Expert but who’s goals imply a shift towards Achiever). Obviously
this is tricky territory and assessing someone’s development is a complex art at best, but it is also
relatively easy to sense when a mismatch between coach and client exists.
Key distinctions in coaching
Coaching is a fast growing professional activity that is still relatively immature in terms of its knowledge
base and professional grounding. It has become an increasingly hot topic in the business world over the
last two decades, with Amazon listing 2,214 books (in English) in its Coaching and Mentoring category
at the time of writing.
There are now many forms of coach training and educational programmes on offer to both new and
experienced coaches, with at least a few dozen within the UK alone, as well as many national and
international bodies and associations helping to establish and regulate the profession through
accreditation, certification and standard setting. As we might expect with any emerging profession
which is also a growth industry, there is something of a battle going on for the body and soul of coaching,
for the high ground and the common ground, for the mainstream of practice and the niche positions.
Every author, professional body and training organisation will offer you their own definition of what
coaching is, what it’s for and how it should work, although there does now seem to be convergence and
agreement on several key distinctions.
The primary distinction is between coaching that takes place within an organisational context (variously
called executive, leadership or management coaching) and coaching within a private or individual
context, usually called life coaching. Within the organisational context there is a distinction between
external coaching (by coaches from outside an organisation) and internal coaching (part or full time
coaches working within an organisation), and management coaching (coaching as an activity and skill set
for leaders and managers).
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Unit One: Foundations of Psychosynthesis
Leadership Coaching
Context
This unit provides the basic professional handrails needed to be able to practice as a psychosynthesis
leadership coach, as we introduce the core theoretical frameworks, models and practical skills. We
distinguish between (i) the core human skills (such as listening and questioning) and (ii) process skills
(such as contracting and reviewing) that you must have in order to practice effectively, and (iii) the higher
level or meta-skills that will set you apart as a coach and enable you to work at a deeper level with your
clients, such as self-reflection and psycho-spiritual mindedness.
Our learning approach is to work with what you bring into the room and to draw out learning and
knowledge from your own experience as much as possible. We provide models that help you make
sense of and build upon what you do well and know intuitively. You also quickly start practising as
coaches in triads so that you can build confidence from doing, as well as learn from observing, providing
feedback and reflecting upon practice.

Outcomes and Deliverables
1. Understanding the psychosynthesis context and approach for Leadership Coaching
2. Solid grounding in using Trifocal Vision
3. Understanding of the core human, process and meta skills of coaching, including equivalent of
ICF core competencies
4. Enhanced core human skills of coaching, including active listening, asking powerful questions
and dynamic communication
5. Commitment to develop self–awareness and practice self-reflection during course

Topics
•

Transition from counselling to coaching (4C’s coaching system)

•

Psychosynthesis model of the psyche: Self and Will

•

Trifocal Vision and the six-session model

•

Right Relations and listening with the Being

•

GROW and asking questions

•

Coaching competencies model
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The context of coaching today
The evolution of coaching
v Origins
v Growth and change
v Establishment and professionalisation
v Maturing and developing market
v Key issues and possible future evolution

Extract from: The Roots and Emergence of Coaching
VIKKI BROCK OCTOBER 27, 2011 0
Coaching is an emerging and evolving field, complex and dynamic, integrating the substance of many fields and
the innovative thinking of great pioneers. Over the course of the study, the inquiry shifted from documenting the
roots of coaching for the purpose of reducing confusion of what constitutes coaching to: identifying the influences
each of the relevant root disciplines have on coaching; documenting the impact the backgrounds of influencers
had on the discipline and its practices; looking at what coaching can learn from the evolution of root disciplines
that may be relevant to the evolution of coaching; and what supporting factors contributed to the emergence of
coaching as a distinct discipline in the late 20th century. Factors explored include: the distinction between
practice/tools and theories/models, the multidisciplinary influences on coaching’ root disciplines, the evolutionary
nature of socioeconomic influences, the impact of connections between influencers, the concept of
postmodernism as a backdrop to coaching’s emergence, and what the future holds for coaching.
Five points summarize my observations about the emergence of coaching: 1) coaching sprang from several
independent sources at the same time and spread through relationships; 2) coaching has a broad intellectual
framework that draws on the synergy, cross-fertilization, and practices of many disciplines; 3) modern patterns
and practices of coaching are dynamic and contextual; 4) coaching came into existence to fill an unmet need in
an interactive, fluid world of rapid change and complexity; and 5) coaching came into being in an open integral
social network from a perspective of diversity and inclusion.
Dr. Vikki has long been intrigued by history and genealogy, most recently that of the professional coaching
field. Her Ph.D. dissertation, completed in June 2008, was titled “Grounded Theory of the Roots and Emergence
of Coaching.” Over 170 interviews of key influencers and an extensive literature search culminated in a 693
page document (this includes appendices and references). The main body of the document, and it’s chapters,
can be accessed via the download button below. View the Appendices A-J, and Appendices K-T and
References here.

Download Article

Extract from: History of Coaching, Performance Coaching
International
http://www.performancecoachinginternational.com/resources/articles/historyofcoaching.php
As the idea of coaching developed, organisations started employing psychologists to understand employee
motivation and development needs, as well as for recruitment, selection and assessment. Sport also had a
strong influence on the rise of coaching. Tim Gallwey's book "The Inner Game of Tennis" in 1974 related to a
more psychological approach to peak performance. He stated that the opponent in one's head was greater than
the one on the other side of the net.
In 1992, Sir John Whitmore, a motor racing champion, published "Coaching for Performance" where he
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developed the most influential model of coaching - the GROW model (goal, reality, options, will). For more on
this model, go to the end of the article. Gurus such as Stephen Covey and Antony Robbins also fuelled the
appetite for personal development and awareness.
In the 1990's the US went into recession and corporate downsizing became the rage. It may have seemed good
in theory, but did not take account of human needs. This left managers and leaders in highly stressed
environments without support, which in turn added to the need for individuals and organisations to continuously
develop. This need for performance maximisation has also contributed to the upsurge in coaching.
The industry has also changed from one where coaches were brought in as often for poor performers as for high
performers (often dealing with performance issues where the manager did not want to hassle or conflict) to
today, where the vast majority of coaching is aimed at high level performers rather than remedial cases.
Coaching today is for the high performer, top talent and those leading an organisation.
Many large private, public and voluntary sector organisations (as well as small and medium sized businesses)
use executive coaching as a stand alone development solution or dovetail coaching with other organisational
development programmes.

A Short History of the Coaching Profession for Therapists
http://www.wiley.com/WileyCDA/WileyTitle/productCd-047063023X.html By Patrick Williams, EdD,
MCC, Founder, Institute for Life Coach Training
Excerpted from the book From Therapist to Coach by David Steele (Wiley, 2011)
A coach is a partner who is hired to assist the client in going for greatness in any and all domains of their life.
People may not always need a coach, but I believe they do deserve a coach.
Coaching is an important new profession that developed from the fields of counseling, consulting, adult learning,
and other helping strategies in human development. The coaching relationship is very distinct from just using
coaching skills. Coaching is a co-created conversation to empower the receiver of the coaching in which an
expert/client paradigm is intentionally absent. It is a unique professional relationship in which a client explores
with the coach (over time) how to live life more fully and “on purpose.”
Coaching has a unique paradigm, one focused on growth and empowerment, but much of the foundation of
coach-ing goes back many decades and even centuries. The drive to pursue life improvement, personal
development, and the exploration of meaning began with early Greek society (in the Western tradition). This is
reflected in Socrates’ famous quote, “The unexamined life is not worth living.” Since then, people have
developed many ways of examining their lives. In modern society we no longer need to focus on the pursuit of
basic human needs–such as food and shelter–enabling us to pay attention to higher needs such as selfactualization, fulfillment, and spiritual connec-tion.
Coaching today is seen as a new phenomenon, but as a field it borrows from and builds on theories and research
from related fields such as psychology and philosophy. So coaching is a multidisciplinary, multi-theory synthesis
and application of applied behavioral change. As coaching evolved in the public arena it began to incorporate
accepted theories of behavioral change as the evidence base for this new helping relationship. However, in
recent years, more and more research has been done and evidence-based theories developed to begin creating
a body of knowledge and evidence that coaching can call its own.

Contributions from Psychology
What has the field of psychology brought to coaching and what are the major influences? I would propose that
there have been four major forces in psychological theory since the emergence of psychology in 1879 as a social
science. These four forces are Freudian, behavioral, humanistic, and transpersonal. Both the Freudian and
behavioral models grew out of biology and were focused on pathology and how to “cure” it. The humanistic
approaches of Carl Rogers and Abraham Maslow were a response to the pathological model; they attempted to
make space in psychology for those elements of being human that create health and happiness. Finally, the
transpersonal movement arose in the late 1960s in a further attempt to include more of what allows human
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beings to function at their best. Its focus was on mind, body, and spirit and included studies and experiences of
states of consciousness, transcen-dence, and what Eastern traditions and practices had to teach Western
theorists and practitioners. A more recent approach, the integral model of Ken Wilber and others, is emerging
and may become a fifth force, integrating all that has come before and offering a holistic and even multilevel view
of the various modalities for understanding human development and our desire to evolve mentally, physically,
spiritually, and socially.
In recent years, several other approaches have arisen as adaptations of one or more of the original four and
have been taken up by many coaches. Cognitive-behavioral psychology grew from a mix of the behavioral and
humanistic schools. I say this because much of cogni-tive psychology embodied wisdom and learning from
behaviorism and even operant conditioning. But when the humanistic aspect was included, it became a way to
use those techniques and theories of change to increase choice for the individual. In coaching, then, you can
utilize what we know about shifting the mindset and behaviors by using a process of inquiry and powerful
questions that guide the client to understanding her or his ability to respond rather than react to personal
situations. Responding comes from viewing the multiple choices available in cogni-tion and behavior rather than
just reacting habitually.
Positive Psychology builds on two key principles from humanistic psychology: a non-mechanistic perspective and
a view of possibility as opposed to pathology as the essential approach to the client. Humanistic psychology
arose as a counterpoint to the view of Freudian psychology and behav-iorism that people could be viewed as
products of unconscious and conditioned responses. Humanistic psychology arose to promote the emphasis on
personal growth and the importance of beingness and the phenomenology of the human experience. Along with
each revolution in psychology, a changing image of human nature has evolved along with greater insights into
how to effectively work with people.
Looking back at the psychological theorists of the twentieth century who laid the groundwork for the emergence
and evolution of personal and professional coaching is important for understanding the origins of our
profession. It is important for professional coaches to know that quality coach training and education is based in
a multi-dimensional model of human development and communication that has drawn from the best of
humanistic psychology, positive psychology, integral psychology and others models in this field. Coaching also
draws from fields such as organizational development, adult learning theory, and systems theory.
Many of the same techniques that originated in clinical psychology are useful in assisting clients to reframe their
experience and to discover their strengths. These techniques include powerful questions, guided imagery
(Psychosynthesis), empty chair technique (Gestalt therapy), time lines and future pacing (NLP), and even
techniques and theory from Transactional Analysis (Eric Berne), client-centered counseling (Carl Rogers), and
life-stage awareness (Carl Jung, Frederic Hudson, Carol Gilligan, and Robert Kegan, among others).

The Curse of the Medical Model
Somewhere along the way, the helping professions (spearheaded by clinical psychology) adopted, or were coopted by, the medical model. It’s important to understand how this view is in direct opposition to the coaching
model. The medical model sees the client as being ill, as a patient with a diagnosis in need of treatment or
symptom relief. While there clearly are some serious mental illnesses that benefit from clinical psychology or
skillful psychotherapy, many people in the past were treated and labeled for what were really “problems in
living”–situations or circumstances that did not need a diagnosis or assumption of pathology. In the past, people
seeking personal growth typically had nowhere to turn but to therapists, seminars, or self-help books. Sadly,
many of these seminars and books also were problem-focused rather than looking forward for the powerful
strategies of healthy life design.
Today, many clinicians find themselves on a dead-end street blocked by a corporate managed health care
system where the main concern is financial profit, not mental health delivery. Unfortunately, most diagnoses
pathologized people who weren’t really mentally ill. These diagnoses became part of the clients’ permanent
medical records, leading to embarrassment, insurance rejection, and other unnecessary problems. I believe
society is ready for a life coaching model in which a relationship is sought to create a future–not to get over a
past–and certainly not to get labeled with a diagnosis for their effort.
I believe psychotherapy and counseling can treat diagnosable mental illnesses and are effective (although the
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research on this point is often inconclusive). However, these longer-term treatments (if you expect insurance to
foot the bills) are often viewed as too expensive. Increasingly, the benefits of a relationship in which change and
insight occur over time are not supported in the medical model. The counseling professions, in my opinion, fell
into a trap after adopting the medical model and third-party payment for services. Now, in order to survive,
counselors and therapists are reducing fees and psychologists are even trying to obtain prescription privileges for
psychotropic drugs, moving further into the medical arena. G. W. Albee (1998) says that psychologists (and
therefore other therapists) have “sold their souls to the Devil: the disease model of mental disorders” (p. 247248).
Conclusion
The core of the coaching profession is grounded in sound academic and scholarly theories that preceded
coaching, and it will be strengthened by the validation of theories and evidence-based research as the profession
moves forward. All the amazing tools that have grown out of modern psychology support coaches in assisting
clients to create change as desired by our clients. As the recent emergence of positive psychology
demonstrates, new developments become available all the time.
The hallmarks of coaching are its synthesis of tools from other fields and its proclivity for innovation. With all of
the research going on today, coaching is developing its own evidence-based theories. It has borrowed from what
has gone before, much as psychologists borrowed from philosophers. As coaching grows as a profession, it is
developing its own research base of effective strategies and tools within the unique relationship that is the
coaching alliance. This short survey of the history of coaching is an attempt to glean the practical from the
scientific. How does all the knowledge and theories inform your coaching business? How do you know what
skills work best and also fit your style? Knowing that the skill sets and competencies of coaching are not
invented out of thin air adds credibility to an emerging profession, and finding practical uses for the theories in
coaching relationships makes a difference in people’s lives.
Professional coaches support their clients in walking a new path toward desired change. They do so by bringing
multiple perspectives to their work and appreciating the unique gifts and strengths of each individual client. At
the same time, they can see how the client’s work fits within the context of how human beings generally develop
over the course of a lifespan.
I believe coaching has arisen as a profession because of the shortage of real listening in our society today and
the lack of true connection that many people experience. These factors arise from the socioeconomic conditions
of rapid change, technological advances, and the instant availability of information. Carl Rogers once said that
counseling was like buying a friend; hiring a coach is similar. But, of course, it is much more than that. A coach is
a partner who is hired to assist the client in going for greatness in any and all domains of their life. People may
not always need a coach, but I believe they do deserve a coach.
Excerpted from the book From Therapist to Coach: How to Leverage Your Clinical Expertise to Build a Thriving
Coaching Practice by David Steele (Wiley, 2011) available here
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The transition from counselling to coaching
Therapy and coaching – challenging the orthodoxy
Posted by Aubyn Howard, 10 January 2017
https://www.linkedin.com/pulse/coaching-therapy-challenging-orthodoxy-aubyn-howard/

When running courses on coaching, we are frequently asked questions about the
relationship, boundaries and differences between therapy or counselling and coaching. This
topic is fraught with difficulty and complexity and is prone to trite or superficial treatment, so I
want to have a go at shedding some light on it and set it within the larger context of shifting
sands within the therapy and coaching worlds.
If you google “what is the difference between therapy or counselling and coaching?” or
something similar you will find plenty of mostly superficial answers to the question that seek
to delineate territory in ways that end up limiting the scope of both counselling and coaching
to fit the authors agenda (disclaimer – I too have an agenda for this piece! See later).
Michael Bader in Psychology Today (The difference Between Coaching and Therapy is
Greatly Overstated, April 15, 2009) identifies this problem pretty well from stories he often
hears from coaches, e.g. they work with the future and therapists with the past, coaches
work to make healthy clients better, therapist work with pathology and problems, etc. He
suggests “that this is a mythic narrative that aims to insulate coaching - a profession in its
infancy - from claims that it's therapy without a license. It seeks to protect the egos and
wallets of coaches while appeasing therapists on the same grounds”. He goes on to lay
some of the blame for this at the door of the therapy profession for practicing “a model
of psychotherapy that is so ridiculously narrow and theory-driven”.
A good example of this ‘dodgy’ narrative can be found on Tony Robbins’ website – “life
coach vs therapist, learn the difference”, in which although he acknowledges overlaps, he
then proceeds to define coaching in very narrow terms of client agendas (e.g. working to
improve communication skills or work-life balance) that fit his target market of “ambitious
achievers” (e.g. Laloux’s Achievement paradigm).
Even worse offenders (which I won’t name) of this dodgy narrative make sweeping
distinctions (in addition to the common future and past delineation), along the lines that
coaching deals with the conscious mind, rational behaviours, measurable goals, involves
positive thinking and focusing on solutions (i.e. all the good stuff), whereas therapy or
counselling works with the unconscious mind, with emotions, subjective goals, pathologies
and problems (i.e. all the murky stuff). This narrative is usually espoused by coaching
schools that offer a very prescriptive method for young or inexperienced coaches on the
basis that if they follow the method this will keep them (and their client) safe from straying off
the path and into deep waters. The problem with this very delineated approach (this belongs
to coaching, that belongs to counselling) is that people (i.e. all clients) are whole human
beings who bring the good stuff as well as the murky stuff with them, their light and their
dark, their conscious goals and their unconscious drives, whether to coaching or
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counselling. There is another fundamental problem with any attempt to separate rational
and emotional domains – all the recent neuropsychological research (e.g. Daniel
Kahneman’s Thinking Fast and Thinking Slow) points towards a much greater role of the
unconscious and our emotions in all our behaviour and decision making than previously
acknowledged by the modern western worldview. Particularly in business and organisational
life where the rational and individual agency has been elevated at the expense of the
emotional and the human system, a new awareness is beginning to be established (a topic
for another blog).
Some better approaches (from my google search) tackle the distinction by working through
themes such as; the objectives, agendas or focus (of the activity); education, training and
qualification (required of practitioners); ethics and governance (of the profession);
approaches and methods (e.g. psychologies) used. The most useful commentary along
these lines I found at http://www.sacap.edu.za/blog/coaching/whats-difference-counsellingcoaching/, describes the relationship between professional counsellors and coaches as
comparable to that of stepsiblings. The author goes on, “The emphasis in a coaching
relationship is on goals, action and accountability, although an experienced coach will know
when to look at the past should it inform the present and help pinpoint limiting belief
systems. So, while counselling is geared towards understanding and resolving the past for
healing, coaching works with functional people and uses the past only insofar as it provides
a context in which future goals can be set.” This goes some way to teasing out the subtleties
needed, but is still part of a static approach and as such has limitations.
A Dynamic Practitioner Framework – the Four C’s
I suggest a more dynamic approach for differentiating counselling and coaching that will (i)
help us understand differences within coaching and counselling practice as well as between
coaching and counselling and (ii) also help coaches and counsellors alike think critically
about how they frame the work they do. We have developed an orienting framework called
the Four C’s:
•
•

•

•

Context – what is the context of the relationship? How has it come about? What is
the wider systemic context? Are other parties involved?
Contract – what formal or informal goals or outcomes are the focus of the
work? How is the relationship structured and what agreements are made? What is
the understanding between practitioner and client?
Client – what needs, issues and agendas are they bringing? What is their ego
strength and stability? What is their level and depth of personal development, selfawareness and self-responsibility?
Capability – what is the coach’s level of education and training, professional
and personal development? What is their experience and level of confidence of
working in different domains or dimensions or with different types of client?

This framework further breaks into two parts:
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Part One: Context and Contract determine the nature of the professional relationship or
the ‘container’ – whether counselling or coaching, or what kind of coaching, e.g. life
coaching within an individual or personal context or leadership coaching within an
organisational context, along with a more complex multi-party contract.
Context and contracting are all important in any practitioner relationship. We are not just
saying that coaching and counselling will have different contexts, but that the practitioner (i)
needs to be aware and able to hold the context of the relationship and (ii) needs the skills to
contract with the client (or client system) in a way that is congruent with the context. This
doesn’t mean that everything needs to be written down and formally agreed, but the
practitioner and client relationship does need a level of clarity or problems may
occur. Having established these principles, we can start to distinguish how the context and
contract might differ between coaching and counselling. This is where we will generally
characterise the coaching context as forward looking and outcome oriented in purpose,
although this can involve working across temporal dimensions, past present and future.
I like to hold Sir John Whitmore’s (see the 5th edition of Coaching for Performance!)
principles of awareness and responsibility as part of my coaching context with clients. There
is something of paradox here, in that the coach can take responsibility for holding the
context that the client is responsible for their own process, actions and outcomes. One thing
we stress as a possible difference with counselling is that the coach doesn’t need to
diagnose the client’s issues, rather they are helping the client reach an understanding or
diagnosis for themselves with a view to finding solutions or taking actions. As
psychosynthesis coaches our focus is on Self (who is this being most essentially and what is
emergent for them?) and finding available Will – what small steps or actions will take the
client forwards and release more will? Something we notice with counsellors making the
transition to coaching is the tendency to over psychologise and want to fully diagnose the
client’s issues for themselves (and therefore spend too long in sessions working on their
understanding rather than the coachees). This doesn’t mean the coach shouldn't be curious
or formulate hypotheses, but that they hold these lightly and leave the primary responsibility
for understanding with the client.
Contracting is a major topic in itself and Peter Bluckert’s ‘Psychological dimensions of
Executive Coaching’ is a good place to start. Most coaching contracts involve regular
monthly or bimonthly meetings and work with repeatable contractual cycles (e.g. of six
sessions or three months) but leadership coaching can also allow for ad-hoc meetings or
calls in response to emergent situations or crises. Counselling contracts tend to involve
more frequent meetings (e.g. weekly) at the practitioner’s premises and be open ended in
terms of duration. But again, there are no hard and fast rules, providing there is congruence
across the four C’s.
Part Two: Client and Capability define the scope and nature of the work that can
potentially take place within the professional relationship, the ‘contents’ – as determined by
the openness, development and availability of the client as well as the nature of the needs
and issues they bring, coupled with the professional capability and personal capacity of the
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coach. Different coaches can work at a greater or lesser level of depth, involving emotional,
personal and psychological ground, depending upon their training, skills and experience.
The key boundary concerning the Client that we hold in coaching, is that we only work with
functioning people with sufficient ego strength. Another way of saying this is that we work
with healthy neurotics who are able to function in the world (i.e. get to work, hold down
relationships, pay their bills). However, this doesn’t mean that successful leaders don’t have
psychological problems or pathologies – increasingly our leader clients bring issues of
anxiety, stress, addiction or depression alongside their leadership development and
organisational agendas. This doesn’t mean we shouldn’t work with them or we should pack
them off to a therapist as soon as one of these issues emerges. Nor does it mean that we
will work with them as a therapist would in the area of the past traumas and unresolved
history. The coach can help clients become aware of how past trauma and mirrors of the
past are influencing or impeding their objectives, and help them take responsibility for
healing or resolving these. The key here is that the coach is helping the client find their own
strategy and way forward to dealing with their past at the level of the prepersonal
unconscious (or psychodymanic). Sometimes this can involve referral to a counsellor or
therapist for specific work alongside the coaching, sometimes working with the coach in a
boundaried context (if the coach has the experience and training), as well as engagement
with all manner of other personal development and therapeutic resources or solutions (e.g.
group work, somatic work, systemic work, healing, retreats, etc.).
I draw again (see previous posts) from Julia Vaughan Smith’s 2015 APECS paper (What
has trauma got to do with coaching? Or coaching to do with trauma?) to add insight into how
the coach can work in relationship to past trauma: “coaches with understanding and
experience of this field (trauma and personality splits) can bring something additional to the
coaching work, a greater transitional space between the inner and outer worlds, which
allows for deep transformation without working directly with the traumatised self or with the
past. It needs a slightly different tool kit, perhaps, particularly for those clients who are
clearly under the control of their survival strategies, if they wish to address some underlying
issues within the boundaries of the coaching relationship and contract.”
Mapping the territory
So, how do we describe the nature and the scope of the work that takes place with a coach
or counsellor in an inclusive and expansive way, that then allows for specific emphasis to be
made between counselling and coaching and between different approaches within these?
In psychosynthesis coaching, we make the distinction between the client’s inner and outer
worlds and agendas that they might bring to coaching. Alongside this, we can map the
different temporal domains of past, present and future, with a further distinction between
near and far future.
Below we map out the territory more explicitly using these distinctions:
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Orientation
and domain

Inner world and agendas/
Being

Outer world and agendas/
Doing

Past

Healing
Resolution
Trauma, reflection, understanding Sense making, acceptance,
(prepersonal)
completion

Present

Inner crisis and change
Self, personality, awareness
(personal)

Outer crisis and change
Systems, relationships, solutions

Near future

Personal development
Will, capacity, growth

Performance development
Behaviours, skills, actions

Far future

Self-realisation
Purpose, meaning, values
(transpersonal)

Self-actualisation
Potential, career, leadership

In simple terms, we might expect conventional behavioural coaching to lean to the right hand
side/outer world and counselling/therapy to the left hand side/inner world and focus more on
the past than the future. As psychosynthesis coaches, we seek to hold awareness of all
these domains and are open and free to work across them as needed in response to the
Four C’s; the context we hold, the contract we establish, the client’s needs and issues and
our capability and skills.
However, it is extremely important to add that our capability and effectiveness to work
across these domains is predicated on drawing upon a core coaching psychology (or
combination of psychologies) that is holistic – one that enables practitioners to work with
both the inner and outer lives of their clients, navigating the past present and future. This
translates into prepersonal, personal and transpersonal levels, which are embraced within
psychosynthesis psychology.
Choices and challenges
Let us remind ourselves why this topic (of distinctions between and within coaching and
counselling) is important. It is key for the choices of both people seeking help from these
professions, as well as those seeking to train and develop in these professions, i.e. for both
potential coachees and coaches. With this in mind, I want to end this piece by challenging
two conventional assumptions or orthodoxies:
1. ‘That coaches need to train as therapists if they want to work at depth’ – twenty years
ago it was assumed that any organisational practitioner who was serious about
working at the most meaningful and important levels with their clients would need to
go down the arduous route of therapy training. Besides the time and cost
commitment, the practitioner also then needs to deal with the baggage that comes
with the therapeutic paradigm (more on this another time).
2. ‘That leaders need to go into therapy if they want to heal and resolve their past’ –
rather we need more coaches that are equipped to help clients frame the healing and
resolution of their past within wider context of ongoing personal and leadership
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development, and can support leaders to take responsibility for their own healing
process, whichever resources they might draw upon.
There seems to be a long-term shift taking place from Therapy to Coaching in both the
life/personal as well as the leadership/organisational environment. Many people find
coaching more acceptable, accessible and available that counselling or therapy. The
coaching profession needs to respond to this and find ways to develop and enable coaches
to broaden their spectrum and deepen their reach. This is why we set up the PGC in
Psychosynthesis Leadership Coaching as an accessible first step and foundation for working
in this way. It is also supported by the Institute of Psychosynthesis’ move to offer the twoyear MA in Psychosynthesis Psychology as a more realistic next step or alternative pathway
(to the conventional 3-5 year counselling and therapy tracks). Please get in touch with
myself or Paul Elliott if you would like to find out more about these options.
Let me end with a quote from my supervisor Fiona Adamson, in response to a previous
piece I wrote on a related theme:
What is so fascinating is that some coaches are training to become therapists as they sense
they need more theory and practice of working at depth. Until coaching courses can bring
the methods and practices for coaches to work at depth then this will continue. So great that
your course for coaches is already attending to this focus.
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Key Elements of Psychosynthesis Psychology for coaching
Some key elements:
Ø Assagioli’s Map of the Psyche
Ø Self
Ø Will
Ø Body, Feelings and Mind
Ø Subpersonalities
Ø Identification and disidentification
Ø Self-Realisation and Self-Actualisation
Ø Spiritual Awakening and Crisis
Ø Right Relations
Ø Guided meditation and mindfulness

Introduction to Psychosynthesis Coaching
Here we introduce Trifocal Vision and Right Relations are our core contextual models for
Psychosynthesis Leadership Coaching. We also explore the larger and ever-present context of being
and presence for Psychosynthesis guiding. Guiding can take many forms including that of coaching,
facilitation, counselling or therapy.
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Trifocal Vision
The underlying context for all psychosynthesis coaching work that involves others, whether leaders,
individuals, groups or the whole system, is Trifocal Vision, as developed by Roger Evans for the
Institute of Psychosynthesis.
What we are saying as we hold and use Trifocal Vision is that the person is a Self in potential. So there
is both (hence Bifocal) this self in potential (that which he/she aspires to be) and there is also his/her
personal/work life, as it is today, mediated through his/her personality (which is the sum total of how
this person has learned to function in the world).
This concept of Trifocal Vision enables the coach to hold both the potential of the other person as well
as the reality of how they act and behave now. The gap between the reality and the potential is often
large and is often is experienced as too hard, too difficult or painful.
How coaches manage the process of dealing with (or ‘bridging’) this gap is the core substance of
psychosynthesis coaching.

Trifocal Vision:
Context for all Psychosynthesis Coaching
Self – potential, being

The Gap
Where is the I – Self and
Will most available now?

Current reality - behaviour
5

Adapted from material by Roger Evans, Institute of Psychosynthesis, 2015

Critical to the process of bridging the bifocal gap is to help the coachee get some sense of the next
realistic and realisable step that will move her/him along the continuum from what is now towards
her/his potential. These steps need to be big enough to be challenging and small enough to be
achievable. So we see step 1, step 2, step 3 et al – each step becoming a context for the next level of
work.
The thrust of the work over time is to help the coachee develop his/her own inner skills of personal
mastery and thereby learn to manage the gap.
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We are seeking to help our clients find where their will is most available and start to make the
changes they need to make.

Trifocal Vision:
Context for all Psychosynthesis Coaching
Who is this being most essentially?
What are their aspirations or goals?
What is emerging?

The Gap
Where is the will most available now?
What first steps could activate the will?

What is the behaviour now?
What are the patterns?
What are they trying to do and why?
23

More Tri-focal Context questions
v Where is the Emergent Self? Conscious and unconscious symptoms and signs?
v Where is the coachee now? Where is their sense of self and how well formed is their will?
v What is the gap and how do we work with it? Where is the will available?

Six session structure model
The gap between where the coaching client is and where they want to be is where we are working. But
the gap is usually too wide and it is not possible to get there in one or two sessions. We need to find
where their Will is most available. So the way of working is to identify the overall goal for a series of 6 x
1 or 2 hour sessions. Each session works on a small goal which coach and client agree is important to
achieving the overall goal.
Thus we break down larger goals into smaller goals and steps. We also recommend that these sessions
take place at two weekly intervals, although some organisations prefer to work on a monthly cycle.
Weekly can also be appropriate sometimes for dealing with crisis but at other times will be too intense,
without enough time between sessions for the client to act in the world. You also might initially contract
for a longer period than three months, and you can continue working with a client through a number of
six session cycles according to their needs. Although the way that sessions are packaged within a
contract can obviously vary according to many situational factors, the six-session model is our
recommended starting point.
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Right Relations Model
The psychosynthesis core model of relationship is called the Right Relations
Model. Study and practice of this models enable us as coaches to be in profound
relationship with our clients.
In Psychosynthesis (Harper Collins, 1993), Assagioli stresses the importance
within the psychosynthesis approach of seeing the individual fundamentally as
a relational being, inevitably connected to others not only through the personal
and social dimension, but also through the spiritual dimension in which the
individual is seen as part of a greater whole. Assagioli emphasised that right
relations is a means of giving true expression to the actual reality of relationship
to others or to “other” in a way which recognises and honours this connection.
In the Institute of Psychosynthesis two-year training, right relations training including a series of 2 day
intensives is a core part of the training to develop understanding of how relationships can be approached
and practiced at both interpersonal and intrapersonal levels. In developing the core psychosynthesis
skills for coaching, Psychosynthesis Coaching Limited use the Right Relations model as our foundation
for being in profound relationship with our clients.
The practice of right relations depends partly upon awareness of one’s own history and how this
influences one’s pattern of behaviour in relationship. This awareness is important in the attempt to relate
straightforwardly to this person here and now. The awareness itself can be developed and refined through
the relationship, provided we engage in this with a willingness to pay attention to our own experience
and also to what the other indicates and communicates about their experience, including particularly
their experience of us.
We can therefore begin to develop a more accurate picture of what is through attention to our inner
experience and through getting an accurate mirror from the other.
Psychosynthesis models of the personality including Subpersonalities and Body, Feelings, Mind, show
us that we develop certain ways and patterns of behaviour and relationship as a response to the other
and to the environment. These patterns both serve as we develop (because they carry the Self into the
world, protect it, give it some form of self-expression and help it to survive) and limit (because they
ultimately prevent self-expression because they are to some extent adaptations to the environment
rather than expressions of the true Self)
These patterns of behaviour and relationship developed through history and culture tend to limit the
individual’s perception of himself/herself and of the other and his/her perception of the potential for
relationship with the other. We tend to see the other through our culture and history, so that the other
becomes our object rather than a subject in their own right.
We see them as we expect them to be rather than as they are, and often we see ourselves, in the mirror
of relationship, as we expect to see ourselves rather than as the other actually sees us. We distort the
mirror because we look through history and culture.
Essentially the Right Relations model is about choosing to pay attention to the evidence provided by the
senses and acting congruently in accordance with this rather than in accordance with a range of other
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things which may be motivating us –expectations, mindsets, prejudices, unconscious desires, repressed
feelings.
By trusting the evidence of our senses rather than preconceived expectations, we truly give up control
and predictability. We control our own power and we allow the other to have theirs. In terms of
Transactional Analysis, we move into the “Adult” position relinquishing ulterior motivations and hidden
agendas. We may be resistant to do this both from the pain of giving up treasured patterns of
identification, but also in the fear of facing the personal freedom and responsibility which this implies.
The ultimate reality of true Right Relations is that beyond the limits of personality and the egoic struggle
we are all one. As the individual comes into intrapersonal relationship s/he begins to feel whole again.
As we come into real interpersonal relationships, we may begin to feel whole in the collective sense, to
know ourselves as part of something greater, in which what is known and felt deep within each self is a
resonance and reflection of what is known and felt in others –and what is known and felt at another
level beyond the personal self
What does it mean to be a relational being?
Ø I may start out with the wish to achieve some goal or desire to influence the other in some way,
perhaps to motivate towards some end or maybe simply to communicate something. I am aware of
my needs and interests in doing this.
Ø I am aware that if I act in a way that that takes into account the needs and interests of the other
then they will feel acknowledged and I am more likely to get their cooperation in working towards
my goal.
Ø In this way, through awareness of myself and the other, I am more likely to find the optimum fit
between “I” and “other” whether this means the optimum fit between two people or the optimum
fit between an objective and an outcome.
Ø We are talking about the art of what is possible. However, it is important to make the distinction
between working in a way which acknowledges and genuinely respects the other because this
promotes effectiveness (and optimum fit) and working in a way which tries to control the behaviour
of the other or to manipulate it towards our own ends. Our intention to relate to the other in a way
which takes account of their needs and interests proceeds from an idea of the other as a subject in
their own right , not as an object in our world.
Ø The principle behind this is not just a moral one. There is a direct benefit to overall effectiveness if
we relate in this way. This is because treating people as objects is simply ineffective because they
are not objects and do not respond as such. We cannot apply our culturally traditional causal way
of thinking to relationships. This is because each individual is (consciously or not) motivated by and
called by an innate need to discover and express themselves as a being of initiative, integrity and
creativity. Attempts to control people inevitably cause their connection to the source of inspiration,
willingness and creativity to be cut off.
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Elements and Dynamics of the Right Relations Model

The model intends to provide a means of examining the nature of the influence between ‘I’ and Other
and very simply to explore methods for using that influence in ways which improve the potential for
cooperation and effectiveness. As an indirect consequence, there may also be unveiled and released
powerful forces which can produce unexpected degrees of harmony. Cutting through habitual patterns
of defence, prejudices, expectations, mindsets etc. may open to new levels of communication
The influence that ‘I’ has on the other is at least dependent on the degree to which I estimates Other as
subject and not as object. This is because Other will feel acknowledged and met and certain patterns of
defence and resistance which may otherwise operate more or less unconsciously in the dynamic can be
let go.

History and Culture
A large part of what may determine I’s relationship with to Other is History and Culture which can create
expectations, assumptions, patterns of relationship, defence mechanisms and mindsets. And history
includes not only the history of our relationship to this particular person but also our relationship to
other people in similar situations.
Our tendency is to make the other equal to our mindset rather than to see them as they actually are in the
Here and Now.
In this way we limit not only the other but also ourselves. We may tend to deny our own sensitivity and
our ‘darker’ side. In doing this we are denying a dimension of difference and a level of depth in ourselves
and making this unavailable to ourselves and to the other. Thus we stay relatively safe in the known and
limit relationship and creative possibilities with the other.

Here and now
Being Here and Now means fully experiencing what is actually happening right now at each level in each
vehicle of our awareness and allowing for that what is prior to any interpretation or judgement. By
consciously focusing on our experience, say of breathing, of our body experience of what we are
receiving through the senses, we stay in touch with a kind of information which is less likely to be
corrupted or distorted by culture and history.
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Through awareness of senses and breath, we create a gap between an impulse and action and allow
more presence in the moment with a fuller degree of awareness of what is happening here and now and less dependence on the tendency of the mind to determine through its interpretation of the past
and the ego’s attachment to what it wants in the future.
As we open to the Here and Now and pay attention to this, we train our awareness to include more and
more and we allow the possibility of higher levels of consciousness. Being with ‘what is’ allows sense of
Purpose to emerge as we step beyond our normal compulsion to control; it allows the mystery to unfold.
It calls in a reality that transcends ordinary knowing. It creates awareness of another level by uncovering
the immanence of spirit. As we surrender to what is, we are letting go of the ego’s need to control and
opening a door for spirit to enter. This is the meditational aspect of Right Relations - being ‘fully present’
in the ‘present’, via the breath.
Ultimately, being Here and Now means accepting full responsibility for living life as it is now, neither
limited by a vision of ourselves created in the past nor dependent upon expectations about the future.

Sensory Awareness
To stay fully in the Here and Now we need to make full use of all of our senses. There has been much
research about how much communication between people is limited by relying on the spoken word. In
fact probably less than 30% of what is received of a message is determined by the explicit verbal content.
The rest is determined by what is conveyed through the tone, posture and effect of the message sender
(their ‘expression’) and by other less tangible factors collectively attributed to the sense of ‘relationship’
– the degree to which the sender is seeking connection with the subject of the receiver, talking ‘at’ or
‘to’ him/her, and what can be described as ‘the call’. This is what may be perceived by the receiver as
the inner agenda of the message sender. This might be quite subtle and difficult to attribute to any
particular tangible factor and may be quite unconscious to the sender.
We are more able to hear the call of another when we are truly available to them and can pay attention
to them as a subject.

Congruence
Being more Here and Now and less caught by culture and history allows greater degrees of congruence.
Congruence can be defined as an apparent match between the affect and attitude of the expression and
the content of the expression itself.
Congruence releases communication to take place at a deeper level of honesty and intimacy. The
receiver of a message, experiencing the sender as authentic, feels met and valued as a subject and cam
let go of some defences, feeling freed to respond more openly from within themselves. In the context
of psychosynthesis coaching, congruence allows the possibility of meeting at the level of soul rather
than being caught in a struggle at the level of the personality.

Projection, Reality and Winning
Experience and perception are not the same as reality. My perception of an experience will be tempered
to a greater or lesser extent (dependent on ability to self–reflect and dis-identify) on my assumptions,
prejudices, mindsets and expectations.
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‘I’, if s/he has insufficient awareness may assume that what s/he experiences or thinks is reality and
projects this on to Other. I and Other then may become caught in trying to convince one another of
their own view of reality. This can be fuelled by the desire of the ego to win and the search for truth
becomes lost.
Holding the two ‘realities’ together and managing to suspend the desire to ‘win’ may make it possible for
truth to emerge. Right Relations includes the ability to hold difference.

Seeing the Other
If I force my reality on the other in the form of a projection, then I make the other my object. Crucial to
this model and its psychosynthesis context is acknowledging the other as subject rather than behaving
as if the other is an object within the universe of which I am centre.
Attempting to see the other means attempting to see them within their frame of reference rather than
mine and seeing beyond the personality to the Self which is trying to emerge. This is the ‘I-Thou’
relationship.

Paradoxical Reality
If I ask, ‘how can be in /right relations with this person?’, I run the risk of objectifying him/her or betraying
myself. If I ask, ‘to what degree, given my interests and values and the other’s interest and values, can I
come into relationship?’ then we may ensure right relationship. While there may not by any means be
complete match between interests and values, there may yet be an intimate meeting at the level of soul
because each person is honoured as a subject in their own right.
It is a paradoxical reality that insisting upon a resolution of differences leads to increased conflict,
whereas allowing difference leads ultimately to a greater harmony.

Psychosynthesis Leadership Coaching
All coaching teaching focuses on the need for the coach to develop ways of listening at a deep level to
their client. Under the heading ‘Active Listening’, coaches are taught to mirror and look for congruence
to develop a coaching environment where the client awareness and responsibility may be enhanced.
Right Relations includes all this valuable training and also invites a relationship at a deeper more
profound level. It is not a technique but a way of ‘Being’ with the other that requires from the coach a
willingness to develop greater self-awareness for themselves, a need to practice this way of being and
reflecting on what has worked and what has not worked and an authentic desire to see the client bifocally and love his/her Being.
Paul Elliott, Psychosynthesis Coaching Limited drawing on Institute of Psychosynthesis Foundations of
Psychosynthesis volume 2, Chapter 4 and adapted for Leadership Coaching
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Building Psychosynthesis as a context for coaching
The guiding relationship, being and presence, inner-work and personal development.
We are first and foremost bringing Psychosynthesis Psychology as a contextual model to coaching,
although it also provides a clear methodology and a variety of models, tools and techniques. The context
is about a way of being with the coaching client, a way of perceiving the client (Trifocal Vision), a way of
relating with the client (Right Relations), and a way of guiding the client. The two models of Trifocal
Vision and Right Relations will help you develop this context, but we also need to allow space for being
and develop an awareness of presence. There are many perspectives that can inform this aspect of our
context and we will periodically touch upon these during the course. At the same time, we are holding
being as an ever-present context for our approach to coaching.

Challenging questions
Ø How would you summarise the key elements of Psychosynthesis?
Ø How might you describe Psychosynthesis to someone you were coaching?
Ø In what ways do you find that you resonate with Psychosynthesis Psychology and in what ways
do you not?
Ø In what areas in your life do you experience right relations? Where do you not? To what extent
are you in right relationship with yourself?
Ø What are the challenges of holding Trifocal Vision in relationship to people you are coaching?

Recommended further reading
Assagioli, Roberto (1974), ‘The Act of Will’ - Ideally all of Part 1, or at least chapters 1-3, pp. 3-34
Assagioli, Roberto (1965), ‘Psychosynthesis’ - Introduction and Chapter 1, pp. 3-31
To deepen your understanding of Psychosynthesis, you may want to dip into:
Ferrucci, Piero (1982), “What We May Be: The Vision and Techniques of Psychosynthesis”
Whitmore, D. (2000) ‘Psychosynthesis Counselling in Action’
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The GROW coaching process model and asking questions
GROW model

Principles of GROW
•

Establishing rapport with client/coachee, active listening and mirroring

•

Exploration with client building ‘Awareness and Responsibility’

•

Open Questions to build awareness

•

Dynamic model rather than linear

•

Focus after exploration on ‘what next?’, ‘what will you do?’ – taking responsibility to make change

•

Checking out readiness for responsibility using scaling

•

Exploration of success/failure in subsequent sessions, building awareness and taking responsibility
for next step

GROW Questions
Goal
+ Purpose and outcomes
•

What do you want from coaching? Why do you want coaching? What do you want from me as a
coach?

•

What do you want from this session? What would you like to achieve from today?

•

What overall goal do you have or outcome do you want from our (six) sessions?

•

How do you want to use this session? Where do you want to start?

•

Can you rephrase that as a goal or objective?
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•

What is your overall goal for our work together?

•

Why is this important?

•

Why is it important now?

•

What are the reasons you want to achieve this goal?

•

How does this relate to the overall goal?

•

What else is happening in your life/work that could be relevant?

•

What difference will it make to your life/work?

•

How long has this been important for you

•

By the end of our session today, what would you like to have achieved?

•

What else is present for you?

•

What else may be emerging for you

Reality
+ Unpacking
•

What’s happened since we last met?

•

Tell me the story. Tell me more (about that)

•

What are your reflections on what happened?

•

What else is going on? What’s your part in that?

•

Is there a pattern here?

•

What have you done so far to achieve your goal?

•

What worked well /what has not worked?

•

Tell me more about what worked well /did not work well

•

What did you do to make it work well?

•

How might you have sabotaged it when it didn’t work well

•

Is this familiar to you?/ What patterns can you identify?

•

Who are the important people in your life with regard to where you want to get to

•

What’s really going on here?

•

How much do you resonate with your organisation’s ethics and overall direction?

•

What resources are available to you?

•

What resources have you not considered?

•

How much authority do you have to make change? What are you assuming here?
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Options
+ Exploring
•

What are your possible ways forward?

•

What are some of the options open to you?

•

What are your opportunities here?

•

What resources are available to you? Your own? Your relationships? Inside your and outside
organisation?

•

How feasible are these options? How will you assess them? How will you chose one?

•

What are the different options you have considered?

•

When considering what you did to achieve your goals in the past, what can you learn about a way
forward here?

•

If there were no constraints what could you do?

•

What are you avoiding considering? Why?

•

To what extent are you in a comfort zone?

•

What are the downsides of achieving your goal?

•

If you were advising a friend, what would you suggest?

•

Is there a mindset blocking progress?

Will
+ Action
•

How can you move this forward?

•

What could be your first step?

•

How ready are you?

•

What could get in the way?

•

What will you do? Will you commit to that?

•

What are you going to do between now and next time we meet?

•

What is stopping you from committing to more?

•

How important is this goal to you as we speak?

•

When will you do it?

•

On a scale of 1 to 5 how likely are you to take this action.

•

What could you do to take the likelihood from (for example) 3 to 4

•

Who can you ask to support you?

•

How willing are you to ask for support?
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•

What's the best way to get support?

Reflective questions
Ø Which models of coaching do you use or find useful?
Ø What are your needs in terms of professional coaching practice development
Ø What is your model of coaching? Could you describe it?

Recommended further reading
The core texts for the GROW model of coaching is:
Whitmore, John (2017, 5th Ed), ‘Coaching For Performance: Growing People, Performance and
Purpose – Part 1 The Principles of Coaching
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Coaching competencies: ICF and PCL
We have developed our own coaching competencies model, which acts as a reference for the
programme and for participants continuing personal and professional development as coaches. We
make key distinctions between core human skills (which are transferable from a wide range of
development contexts including leadership development), core process skills (which are transferable
from other organisational practitioner and helping professions) and meta skills (which are largely
transferable from psycho-spiritual practitioner development). This is expanded below:
Human skills
1. Active listening
2. Powerful questioning
3. Dynamic communication
4. Building trust in the coaching alliance
5. Impact and influence
6. Right relationships
Process skills
1. Engagement and contracting
2. Creating awareness
3. Agenda forming and goal setting
4. Planning interventions
5. Coaching cycle delivery
6. Managing and reviewing progress
Meta skills

1. Self-reflection, as the foundation for reflective practice
2. Presence and being authentic
3. Psycho-spiritual mindedness
4. Mastery of the psychological functions, including imagination and intuition
5. Using Self/self as an instrument of change
6. Systemic thinking, holding multiple perspectives, working at different levels
This framework more than adequately covers the coaching competencies identified by the
International Coaching Federation. This may be useful for showing how this programme meets and
exceeds ICF requirements for any Italian coaching association accreditation. The ICF competencies are
outlined below, alongside the corresponding competencies from our framework. We can provide more
detail and definition behind this if required. This topic is also visited on the first weekend workshop.
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ICF Core Competencies summary
A. Setting the Foundation
1. Meeting Ethical Guidelines and Professional
Standards

Self-reflection, as the foundation for reflective
practice

2. Establishing the Coaching Agreement

Engagement and contracting

B. Co-creating the Relationship
3. Establishing Trust and Intimacy with the Client

Building trust in the coaching alliance

4. Coaching Presence

Presence and being authentic

C. Communicating Effectively
5. Active Listening

Active listening

6. Powerful Questioning

Powerful questioning

7. Direct Communication

Dynamic communication

D. Facilitating Learning and Results
8. Creating Awareness

Creating awareness

9. Designing Actions

Planning interventions

10. Planning and Goal Setting

Agenda forming and goal setting

11. Managing Progress and Accountability

Managing and reviewing progress
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PCL Coaching Competencies
Core ‘human’ coaching skills overview
Categories

Self-rating
(1-5)

Developmental needs summary

Core ‘human’ coaching
competencies
ü Active listening

ü Powerful questioning

ü Dynamic communication

ü Building trust in the
coaching alliance
ü Impact and influence

ü Right relationships
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Core ‘process’ coaching skills overview
Categories

Self-rating
(1-5)

Developmental needs summary

Core ‘process’ coaching
competencies
ü Engagement and
contracting

ü Creating awareness

ü Agenda forming and goal
setting
ü Designing interventions
and actions
ü Coaching cycle delivery

ü Managing and reviewing
progress
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Meta-skills for leadership coaching overview
Categories

Self-rating
(1-5)

Developmental needs summary

Coaching metacompetencies
ü Self-reflection, as the
foundation for reflective
practice
ü Presence and being
authentic
ü Psycho-spiritual
mindedness
ü Mastery of the
psychological functions,
including imagination and
intuition
ü Using Self/self as an
instrument of change
ü Systemic thinking, holding
multiple perspectives,
working at different levels
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Reflective questions
v Reflect upon the six human skills, six process skills and six meta skills. And ask yourself:
v What are my strengths?
v What are my developmental needs?
v How can this course help with my developmental needs?
v How would I assess myself against the levels of coach development?

Challenging questions?
Ø How good a listener are you? How do you know?
Ø How good are you at asking questions that get to the core of the client’s issue or need?

Recommended further reading
The core texts for human skills is:
Bushe, Gervase (2010), ‘Clear Leadership’ – chapters 1 - 4
The core texts for process skills is:
Bluckert, Peter (2006), ‘Psychological dimensions of Executive Coaching’ – Part 1
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