
Because all business is psychology.

Coaching Solutions



We have a core team of experienced, business focused psychologists who offer a variety of 
coaching services within the corporate environment and have vast experience within both private 
and public sector businesses. The coaching team are all highly qualified in psychometric testing and 
have had extensive training and experience.  

We know that managers and leaders at all levels in organisations gain significant advantage  
through coaching. Our coaching service provides a valuable source of immediate, practical  
support to individuals who are making career choices, beginning new roles, taking on new 
challenges and working to increase mastery of their current roles. The key areas of behaviour  
that we focus on include:

	enhancing self-awareness  	enhancing creativity 

	confidence building  	managing pressure 

	personal leadership  	resource management 

	 improving personal impact  	achieving work/life balance

	high quality decision-making 

The tools we use are based on a variety of proven approaches and models, including cognitive 
behavioural coaching, solution-focused coaching, motivational interviewing and positive psychology. 

Our approach 
As a firm of business psychologists, Pearn Kandola coaches have extensive expertise in 
understanding personality, motivation, values and performance, as well as understanding 
and developing organisational behaviour.
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The benefits 
Our coaching provides individuals with opportunities to address a range of working challenges. 
The immediate, tangible benefits of our approach include: 

 a sounding board for addressing specific 
performance challenges that can be tackled 
over the short and longer-term;

 a source of immediate, practical support in 
identifying and implementing personal goals; 

We provide a clear and pragmatic structure throughout the coaching relationship, focused on 
achieving immediate change and on-going development. The typical outputs of the coaching 
relationship include:

 a number of tangible models and options for 
addressing the areas that are important and 
necessary to focus on;

 personal reports from psychometric data 
and/or 360-degree feedback;

 a clear and structured plan of action, 
dealing with areas that will enable any 
employee to be at their most productive;

 a clear means of reviewing progress against 
plan – a vehicle for regular discussion with 
a line manager or sponsor.

Our framework for coaching 
The framework outlined below represents the key stages for the Pearn Kandola LEADER 
coaching process. Each phase is a natural transition showing the steps forward from the 
initial foundation of the coaching relationship to the continuous delivery of results and 
re-focusing on new priorities.
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Pearn Kandola LEADER framework

 a clearer insight into the links between 
performance, personality, business 
relationships and motivation;

 an opportunity to address any specific 
factors that could, over time, prevent 
employees from performing at their 
absolute best.
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PhaSE 1 – Laying foundations
Key activities

 Initial contracting meeting with coach (approximately 2 hours)

 Completion of on-line self-diagnostic questionnaires (1-2 hours)

 Understanding of the personal and business context for development

 Clarification of aims of coaching and the coachee’s aspirations

 Developing the coaching relationship – developing shared expectations, 
understanding and ways of working

 Introduction to the leadership framework 

Key outputs

 Summary development report based on self-development questionnaires and 
output of initial meeting 

PhaSE 2 – Exploring
Key activities

 Feedback discussion based on key issues raised in the summary development reports

 Further understanding of the personal and business context for development

 Exploration of all themes, including motivations, strengths and potential areas for 
development against the leadership framework

 Identifying and agreeing clear opportunities for change and development

 Exploring opportunities for self-coaching 

Key outputs

 First draft of development plan (containing key priorities for action and initial 
thoughts on how to achieve change)

PhaSE 3 – affirming actions
Key activities

 Discussion of the key strengths and development areas identified in the 
development plan with relevant stakeholders e.g. line manager

 Exploration of any additional areas/ideas for change and how to achieve 
development plan

 Buy-in from line manager for content of development plan

 Agreement on areas of support required 

Key outputs

 Finalised development plan

 Agreed support of line manager
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PhaSE 4 – Delivering results
Key activities

 Further coaching meeting(s) to focus on how to make changes and deliver results 
in the role

 Sharing further ideas for delivering change

 Regular reviews of progress

 Problem-solving to resolve any barriers encountered

 Ensuring/fostering commitment to change and enthusiasm for change

 Review of progress and discussion of ideas and challenges for self-coaching 

Key outputs

 Update of development plan to capture changes and delivered results 

PhaSE 5 – Evaluating results
Key activities

 Collection of feedback from line and/or colleagues (between Phases 4 and 5)

 Exploration of personal view of progress against plan

 Review of feedback from colleagues against plan

 Discussion of, and decision on, next steps 

Key outputs

 Summary of key achievements against plan (copy to line manager)

 Update of development plan 

PhaSE 6 – Re-focusing priorities
Key activities 

 Coaching meeting(s) to explore new or changing priority areas for development

 Adjustment of the personal plan in line with changing priorities

 Exploration of tools and structures for self-coaching to support further development

Key outputs

 Summary of key achievements against plan (copy to line manager)

 Updated development plan

 Future commitment for change and practical ideas for personal self-coaching 
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The structure of the plan encourages the individual to ask several important questions about 
how they will address their development needs. We appreciate that different individuals will have 
different development needs and, more importantly, different learning styles, but all individuals will 
be encouraged to agree on the key steps of the following plan: 

Step
Plan 
stages Typical questions explored

Step	1 What? What is it that I want to achieve?

What do I want to do differently?

How do I want to make a difference in meetings/with my team/
with my line manager etc? 

Step	2 How? How exactly am I going to make a difference?

What can I do at work to demonstrate this difference  
in approach?

What are the short and long-term opportunities to practice? 

Step	3 Solutions? What is likely to stop me achieving this?

What am I likely to do that could get in the way?

What are the barriers within the organisation? 

Step	4 Support? Who will sponsor my development?

Who will be a useful source of support in helping me  
to deliver my plan?

Who is a useful role model for me in addressing my  
specific goals? 

Step	5 Measures? What will be different as a result of this development activity?

Who will see a difference in the way that I operate?

What are my milestones on the way to success?

Development planning process 
This section outlines a standardised development planning structure that would be used 
to assist all individuals in focusing on their development priorities. 
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Because all business is psychology.

We have considerable experience of providing coaching services within the corporate 
environment, including organisations such as Diageo, PwC, BP, Novartis, Ernst and Young, 
Hillshire Brands (Sara Lee) and Hays. This enables our coaches to practice within some of  
the most demanding and diverse business environments. 

On a broader note, as a firm of business psychologists, we have extensive expertise 
in understanding individual personality, motivation, values and performance as well as 
understanding and developing organisational behaviour. 

In terms of formal qualifications, as a minimum all of our coaches:

 hold a Masters Degree in Occupational and Organisational Psychology 

 are members of the British Psychological Society (BPS) division of 
Occupational Psychology 

 are full members of the Special group for Coaching Psychology within the Division 

 hold full Chartered practitioner status as an Occupational Psychologist with the BPS.

In addition, our coaches regularly review their own expertise and development with the support 
of external professional coaching bodies. For example, our coaches regularly attend and present 
at key CIPD and BPS conferences and we have hosted a range of coaching development 
events at Pearn Kandola, including training workshops led by Professor Michael Cavanagh of 
Sydney University. Activities such as these enable us to maintain an edge in our profession and 
keep in touch with the best tools and techniques in practice.

Pearn Kandola coaches 
All of our coaches have a detailed individual CV that lists their personal background and 
experience, their qualifications and their interests.  
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Pearn Kandola LLP 
9400 garsington Rd  
Oxford Business Park 
Oxford OX4 2hn

Tel: +44 (0)1865 399060 
Fax: +44 (0)1865 399090 
Email: info@pearnkandola.com 

pearnkandola.com
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