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‘TAP into the full 
potential of your team’



Overview
Background Information

This TAP360 profile has been designed to enable teams to obtain, analyse, learn from, and then act upon data from the team leader, team
members and a variety of other stakeholders to support a positive way of working more effectively together in partnership with their systems. 

It is suitable for new teams, teams that perform well and want to become high performing teams, and also teams who are struggling or unsure
about how their work is perceived by others.  The data needs to be interpreted with contextual awareness, this being what the current
situation is, for example, is the team a start-up, has it just been taken over, is it rapidly expanding or recovering from underperformance, is its
purpose clear, what is happening systemically in the field/the sector it operates in?  Each graphed bar of data represents the average of the
responses for that group of respondents. The maximum range of each graph is from -2 to 2. The actual range on each graph represents the
minimum and maximum values of the data presented.   TAP360 provides invaluable insights into your team. The themes have been carefully
aligned with research on high performing teams and mapped to the CoachME Team Coaching Model ™. It addresses both your internal dynamics
and your external relationship with stakeholders.

Profile Summary

Consider the following questions when exploring this data: 

List of Respondents

TAP360 provides rated data as well as narrative, with options of data being provided from:

/  Team Leader
/  Team Members
/  Key Stakeholder
/  Internal stakeholder(s)
/  External stakeholder(s)
/  Other(s).

This section provides you with an overview of the report, comparing data from the Team Leader AND the Team Members with the data from all
other stakeholders. 

As with the statements that the respondents rated, the results of the profile are aligned with the CoachME™ Team Coaching Model to show
how the team, and the stakeholders, perceive the team’s strengths and development areas in terms of the 8 facets of the model: 

 Skills (drawing upon the team level skills, working to close skills gaps, adapting and using new skills that are required) 
 Knowledge (thoroughly drawing upon the knowledge of the team and researching to close knowledge gaps) 
 Behaviours (the team’s attitude, values and mindset, acting as a real team, team leadership) 
 Action (the way results are delivered, responsiveness and how effective communication is) 
 Results (the creativity, quality, quantity, speed and cost) 
 Transition Planning (including coping with setback, working iteratively, managing dependencies, celebrating milestones) 
 Reflection (reflecting upon processes, systems, relationships, and applying the learning, then reflecting again to improve incrementally) 

Ř Systemic Focus (ensuring that the needs of internal and external stakeholders and addressed). 

Deep Dive Data

This section of the profile provides you with detailed data in terms of the categories being rated and the specific collated data from the various
stakeholders. This analysis ensures that the team is made aware of, not only specific areas of strengths and development areas, but also what
the stakeholders are unsure of in terms of the competencies of the team. This helps the team to identify key areas to sustain and grow, and
others to develop to increase effectiveness.

Narrative

This section of the report provides you with narrative data from the various stakeholders in terms of what they believe the team needs to stop,
start and continue doing, as well as the potential impact of working upon the suggestions provided.

What if...

This final section provides a roadmap to moving further on the journey of being a high performing team, to enhance the value the team is
providing, and ways to partner with a CoachME Team Coach on the journey.



What are the benefits of the CoachME Team Coaching Model?
The profile indicates areas where your team need to grow to be more effective in delivering the best results for the various stakeholders. It
provides a sound framework that can be used to drill into needs by team leaders, external consultants or team coaches so that such
partnerships can be most effective.

TAP360 has been created from a substantial global research base across sectors and cultures. The feedback is reported across 8 key facets of
the CoachME team Coaching Model.

Deep Dive data

This section allows you to explore through deep dives into specifics of high performing team indicators. It provides a breakdown of what the
team and stakeholders have rated on all the areas in the model. This data will identify particular strengths and issues which are helping or
hindering team synergy and effectiveness.

Ways to work with the data

In this section you will see a series of graphs showing the ratings given for each statement across the questionnaire, summarised by the
different feedback groups.



 Section (1) - Skills

(Mean Responses)

Respondent Numbers 

. &

(Mean Responses)

Respondent Numbers 

. &

(Mean Responses)

Respondent Numbers 

. &

(Mean

Responses)

Respondent Numbers 

. &



(Mean Responses)

Respondent Numbers 

. &

(Mean Responses)

Respondent Numbers 

. &

 Section (1) - Skills Summary - 6 Questions
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 Section (2) - Knowledge
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 Section (2) - Knowledge Summary - 6 Questions
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 Section (3) - Behaviours
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 Section (3) - Behaviours Summary - 8 Questions
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 Section (4) - Reflection
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 Section (4) - Reflection Summary - 5 Questions
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 Section (5) - Action

(Mean Responses)

Respondent Numbers 

. &

(Mean Responses)

Respondent Numbers 

. &

(Mean Responses)

Respondent Numbers 

. &

(Mean Responses)

Respondent Numbers 

. &



(Mean Responses)

Respondent Numbers 

. &

(Mean Responses)

Respondent Numbers 

. &

 Section (5) - Action Summary - 6 Questions
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 Section (6) - Results
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 Section (6) - Results Summary - 6 Questions
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 Section (7) - Transition Planning
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 Section (7) - Transition Planning Summary - 4 Questions
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 Section (8) - Belief, Momentum and Celebration
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 Section (8) - Belief, Momentum and Celebration Summary - 3 Questions
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 Section (9) - System - Field
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 Section (9) - System - Field Summary - 4 Questions
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� Section (10) - Narrative

This section is an open space for the respondents to share what they would like the team to stop, start and continue. The narrative can
often bring the scores to life and help the team further understand the ways that stakeholder needs can be met more effectively.  

1. What does the team need to stop? What if this doesn’t stop? 
Team Leader  

1. Possibly stop creating new programmes and products and instead start consolidating and further enhancing the ones that are there.
That needs to be balanced with staying ahead of competitors in terms of producing new products and programmes. As a leader do I need
to stop micro managing sometimes?  

Key Stakeholder  
1. Attempting too much at the same time then everything being done at the last minute. 

Internal Stakeholder  
1. Nothing. You are amazing  
2. The team should not stop anything that it is doing as it continues to make an impact globally. 
3. Nothing at the moment. 
4. Not sure at this moment. 

External Stakeholder  
1. Redundancies  

Team Member  
1. Doubling work. Consequences being higher cost 
2. wasting time, not having a record of work done, debating  

Other  
1. negative competition  
2. Avoidance and sugar coating 
3. The team works well and in synergy, learning from them is fantastic  
4. Hard selling 
5. Can't think of anything 
6. Controlling  
7. Working in silos, distrusting other teams 
8. Nil 
9. working on individual results 
10. the team needs to stop working in silo. Everyone claims to have done their job but timelines, deliverables, processes are not
coordinated and aligned among the team 









What if...

This section will help you, as a team, work upon ways to channel the data to identifying specific, measurable, attainable, realistic, resonant, time
bound ways that it can be acted upon. 

Questions to consider include: 







Being a high performing team is not an endpoint, it is a journey. It is not only about utilising the right processes, it is about fostering strong, 
supportive relationships where challenge is accepted. 

Highly effective teams provide added value for all stakeholders. Highly effective teams are strategic, transparent, ‘live’ integrity, take risks and 
share successes. 

As a team, by completing the TAP360, reading the feedback, having coaching around your data, and implementing the action plan above, you 
have taken some great strides on your journey towards ensuring a sustained high performing team culture.

Congratulations!


