
 

 

Anthony Grant’s Evidence-Based Coaching 
Evidence-based coaching is a professional practice that integrates the best available research 
evidence with practitioner expertise and client context to enhance coaching effectiveness. 
Pioneered by Professor Anthony Grant, who established the world’s first Coaching Psychology 
Unit at the University of Sydney in 2000, this approach seeks to elevate coaching from 
anecdotal practice to a rigorous, research-informed discipline. 

Grant’s work positioned coaching within the broader field of applied psychology, advocating for 
a scientific foundation that draws on empirical research, psychological theory, and reflective 
practice. His model is particularly relevant in organisational contexts where coaching is 
expected to deliver measurable outcomes aligned with strategic goals. 

 

Core Principles of Evidence-Based Coaching 
Grant’s framework is underpinned by several key principles: 

1. Integration of Research and Practice 

• Coaching interventions should be informed by peer-reviewed research, not just intuition 
or tradition. 

• This mirrors the evidence-based management movement (Rousseau, 2006), which calls 
for decisions grounded in data and tested theory. 

2. Goal-Focused Coaching 

• Grant emphasised goal attainment as a central mechanism of coaching effectiveness. 

• His studies demonstrated that coaching enhances self-regulation, resilience, and well-
being when it is structured around clear, measurable goals. 

3. Solution-Focused Approach 

• Influenced by positive psychology and solution-focused therapy, Grant advocated for 
coaching that builds on strengths and future possibilities rather than dwelling on 
problems. 

• This aligns with Fredrickson’s Broaden-and-Build Theory, which posits that positive 
emotions expand cognitive and behavioural repertoires. 
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4. Reflective Practice and Self-Insight 

• Coaches are encouraged to engage in critical self-reflection, mirroring the process they 
facilitate in clients. 

• This is consistent with Mezirow’s Transformative Learning Theory, where reflection leads 
to shifts in meaning-making. 

5. Rigorous Evaluation 

• Coaching outcomes should be assessed using validated instruments and pre/post 
measures. 

• Grant’s own research included randomised controlled trials (RCTs), a rarity in coaching 
literature, demonstrating statistically significant improvements in goal attainment and 
psychological well-being. 

 

Theoretical Foundations and Linkages 
Grant’s model draws from and contributes to several theoretical domains: 

Theory Relevance to Evidence-Based Coaching 

Self-Determination Theory 
(Deci & Ryan) 

Emphasises autonomy, competence, and relatedness, 
core to effective coaching relationships. 

Cognitive-Behavioural Theory Informs the structured questioning and reframing 
techniques used in coaching conversations. 

Adult Learning Theory 
(Knowles) 

Coaching is positioned as a self-directed, experiential 
learning process. 

Systems Theory Coaching is contextualised within organisational systems, 
recognising interdependencies and feedback loops. 

Positive Psychology (Seligman 
& Csikszentmihalyi) 

Provides the foundation for strengths-based, future-
oriented coaching. 

Grant also proposed a two-by-two framework for evaluating coaching literature, distinguishing 
between coaching-specific vs. coaching-relevant research, and strong vs. weak evidence. This 
model helps practitioners critically assess the quality and applicability of research to their 
practice. 
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Business Application: Case Example – FirstRand Group 
Context: FirstRand, one of South Africa’s largest financial services groups, has invested in 
leadership development and cultural transformation across its portfolio (including FNB, RMB, 
and WesBank). 

Application of Evidence-Based Coaching: 

• Goal-Focused Coaching: Senior leaders engage in structured coaching aligned with 
strategic KPIs, such as digital transformation and customer-centricity. 

• Solution-Focused Techniques: Coaches use appreciative inquiry and future-oriented 
questioning to foster innovation and resilience. 

• Measurement and Evaluation: Coaching outcomes are tracked using pre/post 
assessments of leadership effectiveness, engagement, and team performance. 

• Integration with Talent Strategy: Coaching is embedded in succession planning and 
high-potential programmes, ensuring alignment with organisational capability 
frameworks. 

This approach has supported FirstRand’s ability to navigate complexity, retain top talent, and 
foster a culture of accountability and adaptability. 

 

Conclusion 
Anthony Grant’s evidence-based coaching model offers a rigorous, ethical, and results-
oriented approach to leadership development and organisational change. It provides a 
framework that bridges academic research and practical application, ensuring that coaching is 
not only impactful but also credible and sustainable. 

 

 


