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Competency Framework for the Business Coaching Psychologist at this stage is a conceptual model in a cross-disciplinary 

perspective with 3 competency areas, 14 described competencies with a set of related behavioural indicators.   

It’s an initial proposal of a competency framework for coaching psychologists who provide or will provide coaching services in 

organizational and business contexts.   

SCP Italy as the coaching psychology national professional body, needs to invest and to undertake on this critically important issue.  

A competency framework fosters the design, implementation and evaluation of  CPE/CPD paths and supervision for practitioners  

and potential practitioners.  

It also contributes  to the development of the professional standards of practice amongst coaching psychologists and within the 

Italian coaching arena.  

The intention of SCP Italy in the next stage is to design an evidence-based development and validation process of our Competency 

Framework. 

To design an empirical research process integrating from three different coaching roles (coach/coachee/sponsor) and 

differentiating level for rating. 
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Competence area:Business & Organization 
COMPETENCE* OBSERVABLE BEHAVIOURS 
Strategic vision 
 
 
Understanding the logic 
of the business and the 
operating logic of the 
Organization 

 

- Is able to read the contextual variables external to the organization and their interconnections (market 
scenarios, competition, customers and suppliers, products and services); 

- Is able to read the contextual variables within the organization and their interconnections(vision, 
values, mission, strategy, processes, plans); 

- Is able to assess the requirements of the role of the coachee, his/her responsibilities in relation to 
organizational goals, expected outcomes, corporate mission and vision; 

- Is familiar with the policies and processes of Human Resources; 
- Promotes coherent action among all actors involved in the coaching process. 

Attention to 
quality and costs 
 
Ensures  
high professional and 
economically 
sustainable quality 
standards 

- Ensures high standards of professional quality in providing  services to customers; 
- Identifies and promotes the correction of performance below the required standard, or which do not 

achieve expected and shared outcomes; 
- Analyzes and evaluates the costs / benefits related to the service provided and knows how to exploit 

consistently the price of the service; 
- Plans and proposes sustainable solutions for the organization, in line with the needs for return on 

investment (ROI) and customer expectations (ROE); 
- Proposes sustainable solutions for the organization, to safeguard the proper cost/benefit ratio; 
- Monitors the economic performance of the managed assets by detecting and handling critical issues. 

Evaluation of 
results 
 
Assesses the individual 
and organizational 
benefits of Business 
Coaching 

- Suggests, designs, agrees at and implements the results assessment system deemed the most suitable 
for the context and the specifications of the coaching program; 

- Uses process and outcome assessment tools (Development Center, 360°feedback, etc.); 
- Enhances the existing organizational processes and indicators that may help in assessing the outcomes 

of coaching; 
- Supports the Customer Organization in the identification of parameters to be used in evaluating the 

return on investment; 
- Supports the coachee in the exploration of further steps of development (new goals and actions). 
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Partnership 
 
Creating and 
maintaining 
partnerships with all 
stakeholders in the 
process of Business 
Coaching Psychology 

- Recognizes and facilitates the exploration and analysis of the needs of the customer and the critical 
success factors; 

- Explains to the client/coachee/sponsors the peculiarities of a Business Coaching intervention; 
- Verifies with the customer the conditions of feasibility of a coaching program in that specific context; 
- Shares with the customer and with decision makers the guidelines and parameters of the coaching 

contract defining the responsibilities of each party involved (e.g., logistics, fees, the inclusion of other 
participants, etc ...); 

- Designs the coaching program highlighting the distinctive features of the context and the target 
population; 

- Manages with transparency and efficiency the aspects related to the double commissioning (needs of 
the company / sponsor, needs of the coachee); 

- Facilitates the dialogue between the customer / the coachee /  the sponsor, should a discrepancy 
between the goals of one (coachee) and the other (sponsor / customer) arise. 

 
 
 
 
 
 
 
 
 
 
 



 
 

                                                                                                                                                                                            5 
 

Competence area:Psychology 
COMPETENCE* OBSERVABLE BEHAVIOURS 
Valuing self-
knowledge 
 
Promoting and 
endorsing the processes 
of self-knowledge of 
the coachee by 
supporting the 
development of self 

- Accepts and values the coachee's expectations about what it is possible to achieve and what is not in 
respect of his/her potential and margin of discretion; 

- Promotes awareness by the coachee about his strengths and areas for improvement, also through the 
use of processes and assessment tools (assessment/development centers, psychometric tools, KPIs); 

- Encourages the coachee to tell "more" by creating a positive atmosphere to express their perceptions, 
concerns, opinions, beliefs; 

- Values what has been done, learned and developed in terms of self-awareness through the various 
phases of the coaching process; 

- Encourages and supports the coachee in actively seeking feedback from the environment on his 
behaviours and its impacts. 

 

Valuing self-
knowledge 
and continuing 
professional 
development (CPD) 
 
Caring for and 
nurturing the processes 
of self-knowledge of 
the Coaching 
Psychologist and 
investing in personal 
development as a 
factor of professional 

- Regularly seeks the coachee's feedback about his/her performance in order to obtain guidance on how 
to direct his practice with a view to continuous improvement; 

- Invests on supervision activities to continue to grow as a Coaching Psychologist; 
- Activates relationships with colleagues respect to topics related to coaching psychology/coaching 

taking care of his/her own professional development through peer practice groups and exchange of 
experiences; 

- Joins conferences and workshops to develop his skills, experiences and capabilities for coaching 
psychology/coaching; 

- Reads books, magazines and articles to keep him/herself updated on the current development of 
coaching psychology / coaching; 

- Designs and carries out workshops, speeches, papers for conferences regarding coaching 
psychology/coaching. 
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effectiveness 

Recognizing and 
managing critical 
situations 
 
Recognizes and handles 
critical situations and 
the boundaries of the 
coaching relation and 
process.  
 
 

- Accepts the emotional expressions of the coachee maintaining a proper emotional  proximity/distance; 
- Is able to accept the free expression for strong emotions toward him without assuming a defensive , 

aggressive and / or avoidant attitude; 
- Knows and handles the boundaries of the context and process of coaching clearly distinguishing it from 

other types of settings (training, consulting, counseling, psychotherapy); 
- Identifies critical situations (personality disorders, substance abuse, workplace bullying) and handles 

them talking with the coachee to agree together on the most appropriate course of action including 
referral. 

Valuing personal 
development 
strategies 
 
Promoting the 
coachee’s development 
strategies by giving 
value to his/her 
initiatives 

- Works on the process of accountability and awareness of the coachee promoting experimentation of 
new behaviors that generate a new self-perception; 

- Understands and accepts the motivational structure of the coachee in the activation of development 
processes; 

- Facilitates and recognizes the importance of the different ways of learning, feeling, trying and taking 
risks; 

- Recognizes the importance of the individual strategies of the coachee in the construction of his 
development plan; 

- Supports the coachee in his attempts to approach the problem without replacing him in proposing 
solutions. 

- Promotes a multidimensional interpretation (individual, relational, organizational)  of the role of the 
coachee in the organizational context; 

Systemic vision 
 
Offering the potential 

- Promotes a multidimensional interpretation (individual, relational, organizational) of the role of the 
coachee in the organizational context; 

- Focuses on the actors involved, the arrangements made by individual actors, the phenomenology of 
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of the systemic 
perspective for 
interpretation and 
action  

events and information relating to the environment; 
- Facilitates the management of individual, relational and organizational dynamics, in the relationship 

with the primary sponsor in the project (HR, lines etc) and with the coachee; 
- Collects, connects and makes the coachee connect the different elements of the context in which he 

finds himself, in order to help him understand its peculiarity; 
- Supports the coachee in managing  impacts on stakeholders (employees, bosses, peers, internal 

customers, external customers etc). 

Evidence-based 
approach 
 
Adopting the evidence-
based approach and 
promoting the identity 
of the Business 
Coaching Psychologist 
as scientific-
pratictioner 

- Identifies and indicates concrete connections to define the goals and evaluate the coachee's 
improvement; 

- Transfers and shares with the coachee, methods based on indicators for assessing the improvements 
during the coaching; 

- Refers to research and investigations, best practices and lessons learned on their own and from others' 
professional work; 

- Is an active part in designing / creating research projects and publications in specialized journals and / 
or books; 

- Raises new questions and promotes research in order to advance the practice of Coaching Psychology 
through innovation. 
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Competence area:Coaching 
COMPETENCE* OBSERVABLE BEHAVIOURS 
Goal orientation 
 
Activate and redirect 
the energy of the 
coachee on the results 
/ goals she/he set at 
the beginning of the 
process 

- Helps the coachee to focus on explicit, measurable and achievable improvement goals,  that impact 
positively on performance; 

- Fosters the coachee in the definition and implementation of challenging plans than can result in a 
strategic impact on the organization; 

- Supports the coachee in defining action plans that take into account the priority and sustainability 
criteria; 

- Facilitates the coachee in identifying possible obstacles and build strategies to overcome them; 
- Supports the coachee in maintaining his/her energy and activities focused on the key objectives; 
- Monitors the progress of development plans, identifies deviations and urges the development of any 

corrective action. 

Facilitate 
development and 
change 
 
Activating the 
processes of change 
and transformation by 
encouraging the person 
to step outside of 
his/her comfort zone 

- Detects andanticipatesthe opportunities forchange(role related, organizational, process related, etc.) 
and fostersandstimulatesthe coacheeto do likewise; 

- Facilitates experimentation and reflection on behaviours that need changing or which have changed; 
- Stimulates the identification of strategies that have to be changed; 
- Encourages the coachee to think deeply and creatively, promoting the adoption of new or different 

approaches and perspectives; 
- Urges to challenge and question established patterns; 
- Supports the process of turning ideas into action by evaluating alternative options and possible 

consequences; 
- Helps to capitalize on successes but also on failures; 
- Fosters and supports the coachee to experiment, already during the session, new learning or identified 

approaches. 

Develop 
relationship 
 

- Develops a working alliance clarifying the nature (eg roles, boundaries and mutual responsibility) of the 
coach / coachee relationship; 

- Shows a genuine concern for the well-being and the success of the coachee; 
- Shows a strong belief in the potential of the other person oppure the others; 



 
 

                                                                                                                                                                                            9 
 

Accepting the 
uniqueness of the 
coachee in an 
authentic way and 
building up a 
relationship based on 
trust 

- Creates a safe and comfortable setting that facilitates the coachee in dealing with private and/or 
emotionally relevant matters; 

- Works to establish a mutual and honest communication with the coachee; 
- Develops an empathy-based relationship with the coachee; 
- Provides a space for expression through listening so that the coachee can feel understood and 

confident. 

Giving and 
receiving feedback 
 
Describing and giving 
back to the coachee 
the observed and 
perceived behaviors, 
attitudes and 
emotional states 

- Provides evidence in support of feedback, avoiding judgments, interpretations and assessments; 
- Supports the coachee in recognizing and making clear the emotions at stake; 
- Provides feedback by adopting a clear, transparent, authentic style of communication; 
- Favors and respects the coachee's processing time; 
- Makes clear his/her values, beliefs, convictions, and emotions when appropriate; 
- Promotes the search for feedback from the coachee with his/her different interlocutors; 
- Enables the coachee's processes of awareness offering evidence that emerges  here and now in the 

relationship. 

 
* the set of skills, qualities, knowledge and experience in the observable behavior of the Business Coaching Psychologist related to 
his performance effectiveness 
 
 
 
 
 
 
 
English translation by Paolo Cossu, SCP Italy Affiliate member. 
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