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Team Coaching



Session 3: Preparation, scoping and 
diagnostics 



Working with a co-coach



Choosing a co-coach

What skills, knowledge and experience do you bring?

What do they bring?

How will you integrate these?

What most matters to you in such a partnership?



Benefits of coaching in pairs

Sharing the parallel tasks of 
facilitating the group and 

observing the group 
dynamics

Each coach has frequent 
breaks from intense 

engagement with the team, 
so they remain fresh

Being able to step in when a 
colleague is stuck (for 

example, pointing out a 
group dynamic and asking 
the team what they would 

like to do about it)

More effective debriefs than 
when one coach reflects on 

their own



Getting to know each 
other

How did you become you? (Your formative 
narrative)

What are your deepest values as a coach and 
as a person?

What role do you want team coaching to play 
in your professional life and your development 
as a human being?

What scares and what elates you most about 
team coaching?

What do you value about each other?



Learning from your co-coach

Set learning objectives for every team coaching session together

Contract to give each other feedback after the session and during breaks

Have a Team Learning Plan for yourselves

Agree to share one new idea you have gained from reading or elsewhere, each time 
you meet

Agree what you will take to supervision together

Do not confuse peer feedback with supervision



Role modelling being a team

• What are the key behaviours you want to role model?
• What behaviours do you want to avoid as a coach pair?



Build your practice with diverse co-
coaches

Working with the same person builds shared 
trust, appreciation and instinctive responses to 
what is happening in the room

Working with a different co-coach challenges our 
assumptions and introduces us to different 
approaches



What is involved with scoping a team 
coaching assignment?

• Break out in triads
• 10 minutes



The team coaching framework

Preparation Scoping and 
contracting

Process skills 
development

Coaching 
conversations

Process 
review

Process 
transfer

Outcomes 
review



What diagnostics might you use with a 
team, when and why?



Problems with 
generalised 
diagnostics

People typically lack the ability to ground 
responses in rational analysis — most 
replies will be emotional responses. 

Most teams and individuals rate 
themselves higher than outsiders would. 

It also helps to require multiple examples 
— but this is very time consuming!

It also helps to gather 360 feedback to 
include stakeholders



A common error in using diagnostics 
in teams

• The average of multiple individual ratings does not 
equate to a collective team rating

• This is especially so for team personality, team 
emotional intelligence, team cognitive ability


