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CoachME Team Coach Reflective Journal
Overview
This CoachME Team Coach Reflective Journal has been designed to enable you to critically reflect upon 
your team coaching projects to support your personal and professional growth. This in turn will act as 
a ripple effect improving team coach practice and impact, whilst promoting positive transformation 
in the many systems that we work in as team coaches.

The CoachME Philosophy advocates reflective practice. By passionately committing to  free flowing as 
well as focused reflection, on your own, with your Co-Coach, and with your Coach Super-visor, before, 
during and after team coaching you will continue to develop your signature presence, skills, knowledge 
and behaviours. A reflective approach enables you to gather hard data, ephemeral evidence and return 
on investment measures, for the team coaching project, as well as supporting you to tap into your 
signature presence, deepening your understanding of the purpose, dynamics and process of team 
coaching.
This journal acts as a stimulus and consolidation, over time, of your reflections. We begin by looking 
at why team coaching and why team coaching now. We then look at the CoachME Model in relation to 
team coaching as well as the CoachME Competency Framework for team coaching as well as the 7Cs 
of Critical Learning. We then take a deep dive into the what, why, how and when of reflective journaling, 
and finally, you are provided with pages that provide a stimulus for your reflective writing and sketching.
We would love to hear about shifts in your practice, light bulb moments, and how you have consciously 
chosen to improve the team coaching experiences for the teams you partner with.
Wishing you lots of light and learning.

The CoachME Team
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Why team coaching? Why now? 

We have all either been in  meetings, or led team coaching sessions, where debates have taken place 
about whether they should spend their time discussing strategy or focus on organising immediate 
action. This kind of debate is likely to become more and more frequent. 

So much has been documented on how Volatile, Uncertain, Complex and Ambiguous (VUCA) the world 
has become. In 2020, the Covid 19 pandemic and financial crisis shook our fundamentals, and many 
even agree that things will never be the same again. Its impact on global health systems, economy 
and private lives is significant. The price of oil is constantly exposed to technical, geopolitical and 
regulatory changes, causing unexpected effects with impacts beyond individual economies. The 
environment became centre stage when Greta Thunberg, aged 17, a Swedish environmental activist 
gained international recognition for promoting the view that humanity is facing an existential crisis 
arising from climate change. There are numerous other events confirming that we live within nested 
systems, family systems, community systems, organizational systems, and systems within systems. 
A shift in one place, has an impact across the whole system. 

A shift in one place, has an impact across the whole system. 

Countries, organisations and teams leaders need to be extra conscious of their surroundings, be with 
uncertainty and vulnerability, whilst also managing their personal resilience and that of their people. 
They need to lead with high emotional intelligence, show compassion and consideration for the impact 
this virus is having on the physical, mental and emotional states of the people around them. We then 
need leaders to keep learning (skills, knowledge and behaviours), to keep reflecting and using diagnostics 
and other data, to ask for help and to support transition, working iteratively whilst taking affirmative 
action to give us hope when possible and to be clear and honest by sharing what can be shared, for the 
short term. 

What’s also important is balancing working with the ‘new’ normal, whilst also keeping an eye on the 
emerging future. 

In crisis leaders can ‘suck up’ power, choosing to ‘go it alone’ instead of leveraging team strengths. Re-
calibrating team purpose, sharing objectives, discussing ways of working together more effectively, 
producing results that stakeholders want and need, whilst aligning on plans and priorities, are all 
important. What’s also important in transition, is contingencies, ‘what ifs’ and ways to manage setbacks. 
Scenario planning supports this. Celebrating both the small steps and the major wins is crucial too.  
Remember to keep team values alive, commit to team ‘check-ins’ to understand at a human level what 
team members are experiencing helps ensure everyone taps into emotional intelligence at individual 
and team level. 

Be flexible, be adaptive, and be willing to make difficult choices. 

Not all leaders have the soft skills to cope with our volatile, uncertain, complex and ambiguous (VUCA) 
world, however, there is an abundance of good coaches, team facilitators, organisational consultants, 
counsellors and psychotherapists in the world. However, what is desperately needed are professionals 
who can draw on all these skills to enable deep and sustainable systemic change in the long-term, 
who can support teams to tap into their collective knowledge and the knowledge of the system(s). As 
Professor Peter Hawkins explains “This means change within and between the nested systemic levels of 
the Individuals, Team, Business Function, Organisational Stakeholders and Wider Eco-system…”(2014). 

For the seven billion human beings on our planet, for us to ‘be’ together ‘plan’ together, and ‘act’ 
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together to address systemic needs, we require new human levels of empathy, systemic thinking, 
collaboration and teamwork. Global organisations can break negative cycles with awareness by 
deepening understanding, and catapulting learning into the future. There is often a magnetic pull to 
focus on short-term planning, quarterly profits, immediate issues, and the overwhelming deluge of 
daily important but not urgent issues. When we use a soft focus, and tap into what the system needs, 
we have a powerful capacity to lead innovative positive transformation in the world. What does this 
produce? Well, generative solutions to the innumerable challenges that we face so that teams function 
at more than the sum of their parts. 

Leading teams 

Leadership teams have an enormous responsibility because they can act as a catalyst for positive 
transformation through the use of vulnerability, calculated and brave decision-making, an ethical focus, 
and adaptability, therefore, impacting organisational sustainability and growth, as well as the wider 
field, the broader business eco-system. Leaders need to be realistic but be positive. With our working 
world shifting constantly, as experience through the vast amounts of remote working and dispersed 
teams of late, newer, and more effective ways of staying connected – deep connection – is needed. 

Leaders need to pay attention to communication style and tactics, be deliberate, and be ‘visible’. This 
concerns both the right type and frequency of creative communication whilst focusing on what they 
can control linked to stoic leadership.. 

Teams need to create learning environments, where members are jointly and individually developing 
and adapting to the ever-increasing rapidity of change.
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Team members must also take responsibility for their individual part as well as for the functioning of the 
whole team, honouring the collective purpose and objectives to the countless external stakeholders. 
Teams need to be learning teams, where members are jointly and individually developing and adapting 
to the ever-increasing rapidity of change. We have entered a world of hyper-velocity change across 
sectors, in technology, globalisation, climate change, economic turmoil, and organisational change. This 
world cannot be held by ‘heroic leaders’ or even nation states. Collective leadership and co-creation of 
solutions in terms of ways of developing and working, has never been of greater importance. We call 
your way of ‘doing’ and ‘being’ a team coach your ‘signature presence’. 

We call your way of ‘doing’ and ‘being’ as a team coach your ‘signature presence’. 

Why team coaching? Why now? 

Coaching has achieved such growth and impact over the last 30 years. One particular thing that stands 
out is a move to the emphasis of leadership development from gaining knowledge to developing 
behaviours (to EQ - Emotional Intelligence). The is more needed. The 21st Century is a time to support 
leaders in developing interdependence or as Professor Peter Hawkins calls it “…‘We Q’ or collaborative 
intelligence, which is essential if teams are going to step up to challenge and be more than the sum 
of theirs parts…” (2018), of course, this cannot be learnt in isolation, or alone, as it resides in the 
relationships between team members, between the team and its stakeholders, and in the knowledge 
the system(s) hold. 

Working upon processes is important. Supporting relationships is also essential. However, teams need 
to know, understand, apply, evaluate and then improve their ways of working together to ensure they 
are functioning as a team as opposed to being called a team, when they are actually a group. Teams need 
to add value and to provide solutions for their stakeholders. What supports this is team coaching by 
team leaders or internal/external team coaches, where, what CoachME Team Coaches call ‘pure’ team 
coaching, working with the team and its individual members, by seeking data and listening to the needs 
of the system, clarifying purpose and desired results, aligning on ways of working together, partnering 
with the team, co-creating psychological safety, recalibrating as needed and staying resilient. 

We have found that coaching CEOs, board members, and other senior leaders, one systemic theme 
is how to coach their teams to accept more responsibility. This is a place for team leaders to receive 
super-vision on their skills, knowledge and behaviours around team coaching and this inclusive, breadth 
and depth is addressed in all the CoachME Team Coaching solutions. If you are a coach with initial 
coach training and you coach one-on-one, our experience has shown that these topics will appear in 
your coaching conversations. Therefore, we fully advocate developing team coaching competencies to 
support your coachees. This involves coaching around team dynamics whilst addressing organizational 
values, culture and climate within the wider eco-systems they dwell. 

Teams need to create learning environments, where members are jointly and individually developing 
and adapting to the ever-increasing rapidity of change.

What is CoachME Team Coaching? 

CoachME Team Coaching is a process of coaching the whole team together and separately over a 
suitable length of time to: 

1. Align on the rationale of the team. 
2. Establish desired results for the team in terms of process and ways of being together, to meet     
    stakeholder requirements most efficiently and effectively. 
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3. Bring similarities and differences, strengths and development areas to the surface for optimum  
    value creation. 
4. Enable commitment to and develop shared ownership and leadership. 
5. Achieve shared performance objectives. 
6. Engage effectively with their key stakeholder groups. 
7. Co-create to positively transform the wider business and beyond. 
8. Capture, capitalise upon, and catapult team learning and development to gain positive future impact. 

There is a clear and compelling rationale for team coach training for all coaches. 

CoachME Model

Results

Action Skills

Reflection Behaviours

KnowledgeTransition Planning

'Belief, Momentum, Celebration' CoachME Model

CoachME©

S  Y  S  T  E  M  S

F  I  E  L  D

The CoachME Model for Team Coaching with a Systemic Lens, has been translated into over 20 
languages. 
Link: https://beckett-mcinroy.com/coachme-model-program-available-in-more-than-20-languages/
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Relationships
1. Commissions and contracts clearly 
and confidently.
2. Ensures psychological safety and 
trust.
3. Partners with the team and the layers 
of dynamics that exist within it.
4. Models effective relationship skills 
and behaviours.
5. Leverages individual (and own) 
strengths in service of the team.
6. Skillfully handles bespoke team 
coaching needs, promoting high ethical 
professional standards.

Learning, Development and Results
7. Enables the team to improve their 
performance by creating awareness 
in the moment, from data and from 
reflections.
8. Enables the team to actively 
experiment in a supportive environment 
whilst managing space, time, energy 
and other resources.
9. Partners with the team at all stages 
of team coaching projects.
10. Confidently challenges the team 
to optimize their learning and its 
application.
11. Ensures that learning of skills, 
knowledge and behaviours is at the 
heart of the team coaching.
12. Encourages transition planning 
through iterations whilst applying new 
learning.

Systemic Dynamics
20. Works with relationships in the 
system, including their power and 
influence.
19. Engages with the wider context and 
stakeholder expectations by examining 
different perspectives.
18. Works with authority, presence and 
impact to ensure the team’s focus is on 
shared deliverables and other results.
17. Raises awareness of systems 
dynamics, parallel processes and 
dependencies.

Capacities
13. Demonstrates effective team 
coaching skills including active listening, 
powerful questioning, championing, 
fierce courage, humour and direct 
communication.
14. Confidently manages the process of 
team coaching.
15. Consciously uses and develops 
‘self’ in service of the team coaching 
relationship, process and learning.
16. Displays signature presence whilst 
ensuring team reflection, learning and 
development takes place.

CoachME Team Coaching Competency Framework
The CoachME team Coaching Competency Framework has been created to:
- support team coaches in training
- promote exemplary professional practice 
- support benchmarking, drawing on strengths, and development planning
- use as a tool in team coach supervision one-on-one and in groups.

Co-creates the contract with all stakeholders to include results, roles, expectations, responsibilities, 
accountabilities and boundaries. Recontracts as required throughout the project.



CoachME Team Coaching Reflective Journal - Beckett McInroy Consultancy SPC CR: 79249 © 2020 11

Relationships
1. Commissions and contracts clearly and confidently.
2. Ensures psychological safety and trust.
3. Partners with the team and the layers of dynamics that exist within it.
4. Models effective relationship skills and behaviours.
5. Leverages individual (and own) strengths in service of the team.
6. Skillfully handles bespoke team coaching needs, promoting high ethical 
professional  standards.

Applies coaching ethics and standards clearly with authority, and shares 
them appropriately, in all team coaching situations.
Clearly communicate the distinction between coaching, consulting, 
facilitation, counselling, training and other interventions.
Co-creates the contract with all stakeholders to include results, roles, 
expectations, responsibilities, accountabilities and boundaries. Recontracts 
as required throughout the project.
Establishes and maintains the coaching commission professionally working 
with team leaders, executive sponsors, human capital professionals and 
other stakeholders. 
Describes personal unique team coaching philosophy and approach, what is 
and is not being offered, and roles of all stakeholders.
Suggests and refers coachees to another supportive professional or teach 
coach as needed, knowing when this is needed and being aware of the 
available resources.
Consistently uses deep listening, clean language and powerful questioning in 
all interactions.
Creates a safe and supportive environment of mutual respect, integrity, and 
compassion for impactful learning, development and action to take place.
Trusts in the coaching process and holds a creative, positive space whilst 
being fully present and partnering with the team.
Provides clean, data driven feedback, being vulnerable and ‘not knowing’ as 
required.
Works effectively with individual and collective team strengths in terms of 
skills, knowledge and behaviours.
Creatively dances in the moment, holds the space for relationships to grow, 
works with intuition and is open to not knowing.
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Learning, Development and Results
7.   Enables the team to improve their performance by creating awareness in 
the moment, from data and from reflections.
8.   Enables the team to actively experiment in a supportive environment 
whilst managing space, time, energy and other resources.
9.   Partners with the team at all stages of team coaching projects.
10. Confidently challenges the team to optimize their learning and its 
application.
11. Ensures that learning of skills, knowledge and behaviours, is at the heart 
of the team coaching.
12. Encourages transition planning through iterations whilst applying new 
learning.

• Partners with the team to co-creates action to enable them to learn 
(skills, knowledge and behaviours), capturing, cultivating, capitalizing and 
catapulting critical learning, as a way of ‘being’.

• Commissions for, administers, collates, carefully selects, clarifies, 
accurately evaluate and integrates multiple sources of data.

• Shares data to support the team in deepening understanding and 
forwarding more effective action to achieve co-created results.

• Works beyond what is said and uses self-as-instrument for own and 
team learning.

• Effectively uses assessments to raise awareness and ensure team 
coaching is data driven.

• Curiously evokes inquiry with empathy and courage, for greater 
understanding, awareness, and clarity. 

• Confidently challenges limiting beliefs, negative interactions, incongruity 
and works to uncover mindsets and behaviours.

• Addresses team and organizational values, behaviours and norms in real 
time.

• Invites the wider contextual and stakeholder perspective into the 
dialogue.

• Holds the need to explore, develop relationships, increase impact, and the 
need to gain results as all important.

• Works iteratively with emerging needs.
• Ensures that all ‘voices’ are heard and that diversity is valued.
• Engages in team coach super-vision to work ‘at best’.
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Capacities
13. Demonstrates effective team coaching skills including active listening, 
powerful questioning, championing, fierce courage, humour and direct 
communication.
14. Confidently manages the process of team coaching.
15. Consciously uses and develops ‘self’ in service of the team coaching 
relationship, process and learning.
16. Displays signature presence whilst ensuring team reflection, learning and 
development takes place.

• Challenges the team and makes requests.
• Works to create a safe, supportive learning environment of mutual 

respect and trust.
• Establishes agreements and keeps promises. 
• Trusts in the coaching process and is willing to be vulnerable and not 

knowing.
• Holds the space for the coaching work to take place. 
• Is flexible and co-creative and able to dance in the moment.
• Sees many ways to work with the team and chooses in the moment 

what is most effective.
• Uses humour effectively to create lightness and energy.
• Works with strong emotions and can self-manage/maintains own 

presence under pressure.
• Confidently and constructively handles conflict, creating a safe space for 

the unsaid to be surfaced.
• Openly works in exchange; giving and receiving with the team and co-

coaches.
• Invites curiosity, openness and sharing of interests and concerns behind 

individual positions.
• Maintains a safe space in which tensions and differences can be explored.
• Encourages the teams to reflect on what is occurring between team 

members in the moment, rather than deflecting or talking about ‘back 
then or ‘out there’.

• Consciously uses a range of interventions and chooses intervention 
appropriately (working with the leader vs. working with the whole team).

• Clarifies the leadership authority structure on decision-making, setting 
direction, monitoring and managing processes and executing team tasks.

• Works with this structure rather than imposing the coach’s own.
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System Dynamic

17. Works with relationships in the system, including their power and influence.
18. Engages with the wider context and stakeholder expectations by 
examining   different perspectives.
19. Works with authority, presence and impact to ensure the team’s focus is 
on shared deliverables and other results.
20. Raises awareness of systems dynamics, parallel processes and 
dependencies.

Serves the whole team as a collective in a system, whilst acknowledging the 
interests, strengths, values and needs of the individual.
Leverages individual strengths in service of the team’s effectiveness (such as 
relationships, processes, results), whilst respecting and working with cultural 
nuances.
Notices data and discovers ways to re-connect what has become 
disconnected in the wider system.
Enables the team to become aware of systemic dependencies and ways of 
working with nested systems, as well as silent ‘voices’, power relations and 
‘ghosts’ in the system.
Recognises that the coach will always be invited to engage in the team’s 
dynamics and ‘plays with’ the dynamics through their own ‘here and now’ 
experiences.
Surfaces barriers to collaboration and supports the team in moving into 
alignment with the system.
Identifies and shares parallel processes, transference, counter transference, 
and their impact on the system.
Understands the wider context within which the team is located, including 
the strategic and commercial drivers, values and culture.
Coaches the team to map stakeholders and gives voice, as well as deep dives 
into understand their diverse expectations.
Ensures that there is space for the team to deeply explore strengths, flow, 
complexity and challenges before moving to action.
Confidently works with what is changing and emerging to support the team 
in achieving collective deliverables.
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7Cs of Critical Learning 

CoachME developed the 7Cs of Critical Learning to enable learning captured, reflected upon and then 
used in future situations. Following the 7Cs is a way of ensuring that your learning is known, understood 
and then applied. This will include learning about you at a personal and professional level, learning 
about the teams you coach, learning about team coaching, learning about organisational dynamics 
and learning about the systems organisations work in. The 7Cs do not necessarily work in a linear 
fashion, instead, play with all the elements as they arise and dive into those that you tend not to use 
as frequently. 

Why journal?

‘Would you tell me, please, which way I ought to go from here?’             

‘That depends a good deal on where you want to get to,’ said Cheshire Cat.  

‘I don’t much care where,’ said Alice.                                                                          

‘Then it doesn’t matter which way you go,’ said the Cat.                                       

‘So long as I get somewhere,’ Alice added as an explanation.                            

‘Oh, you’re sure to do that,’ said the Cat, ‘if you only walk along enough.’ (Carroll, 1865)      

The most effective way to learn from reflective practice is to do it, trusting the journey will be interesting 
and useful, having faith in yourself and your abilities to reflect as well as to practice. Be noble. Have 
positive regard for fellow travelers like clients and colleagues.  Openness to knowing when elements 
are faulty is the only suitable attitude (Barthes, 1977), even the meaning of language slides offering no 
safe hold in an unsafe world.
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Your destination may be a plan, and yet your journey may change; perhaps we never reach a definite 
somewhere anyway - just as Alice got to the Mad Hatter’s Tea Party – an illuminating experience – but 
moved along all the same.  What if she had chosen to ‘stay’ just that bit longer?  She later met the Mock 
Turtle who helped her realize that the most productive journeys are undertaken without set purpose 
(Carroll, 1865).  It is always interesting to reflect upon the significant others and their purpose. Writers 
may make surprising discoveries which spiral from seemingly less relevant, rather than from perceived 
as critical, incidents.

Moon (2006) calls learning journals a vehicle for reflection, saying there are many different words used to 
describe them including terms such as diaries, logs or learning logs. She differentiates them by saying a 
learning journal is likely to include some factual recording (e.g. the time and place of the coaching) but not 
necessarily limited to these details.

Rather than holding previously determined goals, undertaking reflective practice with an open questioning 
mind, can lead to fresh, dynamic domains, which at the time is ‘to arrive where we started/And to know 
the place for the first time’ (Elliot, 1974).  Reflective practice does not travel distances; it makes meaning 
and sense of where we are.  On the journey we come across what seem to be stumbling blocks.  An 
oriental saying states: ‘the boulder in your path IS your path’.  Through-the-mirror methods can transform 
stumbling blocks into stepping-stones - albeit inconvenient and seemingly treacherous ones.

On revisiting a start point, everything can seem ‘as different as possible’ although superficially the same, 
because you have gained new perspective from a critical process which has enabled you to find your 
own imperative voice. You will have an awareness of your power to make changes. For example, you 
recognize how you have unconsciously been taking a role that reinforced situations which silenced or 
ignored the legitimate voices of various others. Or you contently supported principles only of profitable 
efficiency, ignoring the human aspects of individuals because they are viewed as costs, effects and 
benefits (Cunliffe, 2009; MacIntyre, 1985).  You may be the leader of many, or of few: whichever it is, 
you have learned that leadership is an ethical act (Pellicer, 2008).  Practitioners have moral obligations.

As 1:1 and Team Coaches, Coach Super-visors and Leader-as-coach, you can have a positive 
transformational impact upon the world.  All your actions and utterances are your responsibility.  
Your life and work are priceless, you have the authority to lead and live them ethically and wisely.  
Through reflective writing Susan Bradley Smith’s Australian professional students (2008) found they 
rediscovered the profession they had hoped to enter at the beginning of their careers.

The enquiry needs to step into an unthinkable space - as Eeyore begged Piglet: ‘I think – ’ began Piglet 
nervously.  ‘Don’t,’ said Eeyore’ (Milne, 1928).  Reflective practice can be hindered by too much self-
consciousness and self-awareness.

Letting go of hard and fast notions of ‘self’ and assumptions, allows responsibility for a greater range 
of actions, thoughts and feelings, even those we were previously unaware of.  An outward consistent 
sense of self cannot be repeatedly relied upon.  Instead, we change and evolve self-perspectives all the 
time by telling and writing stories about self – making sense and giving insight.

We see and examine and grow ourselves within a community of others - through discussions and 
hearing their stories, and in the wider world through reading and learning. ‘I doesn’t exist, one constructs 
oneself’ (Simone de Beauvoir, quoted in Guppy, 2000). ‘The unfinishedness of the human person [in] a 
permanent process of searching’ (Freire, 1998).  And ‘The illiterate of the 21st century will not be those 
who cannot read and write, but those who cannot learn, unlearn and relearn.’  (Alvin Toffler, quoted 
Osterman and Kottkamp, 2004).  Is me a noun or a verb, a process: to me, rather like the word being.
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This can only be undertaken by the whole practitioner in a holistic aesthetic creative process, not 
flinching from the range of human experience. ‘The states of mind or feelings that art can excite have 
been helpfully distinguished in Sancrit aesthetics, where they are called rasas, from a word meaning 
‘ juice’ or ‘essence’. A fully achieved work of art should flow with all nine of them:  their names might be 
transposed in English as wonder, joy… pity, anguish, anger, terror, disgust and laughter.’  (Warner, 1998)

Positive Reflective practice enlightens provisional answers.  If solutions are sought, and seemingly 
found, they can prove hollow, just as the meaning of life being 42 is meaningless (Adams, 1984).

The Ekoi people of Nigeria (Gersie, 1992), have a tradition of story children from long ago.  Each story 
has to be told and heard for both child and hearers to be nourished and run free.  Once heard and 
known, however, the wisdom in each story can never be unheard or unknown: therein lies its power. 
Listening to and telling such stories changes teller and listener irreversibly.  Life changes us, pulling and 
pushing, as Adams points out here.  Reflective practice can enable us to be authorities over our own 
lives, over ‘the continual wrenching of experience’:

‘They were not the same eyes with which he had last looked out at this particular scene, and the brain 
which interpreted the images the eyes resolved was not the same brain. There had been no surgery 
involved, just the continual wrenching of experience.’ (Adams, 1984)

Chi et al (1994) describe making sense of something through journaling as a place for self-explanations, 
which aligns with the coaches surveyed: 

• It’s for me. It’s my self-coaching journey. 

• … it’s my learning journal. This is personal to me and my way of learning,    as well as a philosophical 
benefit, journals also appear to have a practical one too with coaches reporting: 

• It’s a professional tool 
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• Part of [my] toolkit 

• Keep on track and key things.

“The point of reflection is to enhance capability, so time spent reflecting on how to behave in future 
situations allows you to identify more options and to plan for increased flexibility, with specific clients 
and more generally.” (Hay, 2007, p.8).

We journal to explore, to give space to our thoughts and feelings, to really hear and experience them. 

We journal to see learning in the space between the dancers, theory, policy, research, our practice and 
‘best’ practice. 

We journal to reflect in and on action. 

We journal for fun, for learning and for inspiring ways to create solutions to apply that learning. 

We journal because we can.

Reflection on and in action
Reflection In-Action

When you are thinking about or reflecting while you are in an activity, you are using reflection in-action. 
Some reflection include:

• Experiencing

• Thinking on your feet

• Thinking about what to do next

• Acting straight away

Reflection On-Action

In Action v On Action & Levels of Reflection

Schon’s (1991) work on reflective practice has led to the idea that there are two differing types of 
reflection, In Action reflection and on action reflection. “In Action” is a form of reflection that takes 
place during the moment, i.e. during a session where the coach has a 2v2 practice, but the pitch is 
maybe too long for the outcome they want, so they bring the pitch length in. This is an example of the 
coach recognising they are not getting the outcome they want from the practice and reflecting in the 
moment to alter the practice.

“On Action reflection” is described as any kind of reflection that occurs after the practice has finished, 
whether this is formal reflection or informal reflection. Hopefully reading this you will recognise how 
often you are reacting to the stimulus in your sessions and reflecting in action, like I said, easy!

Cassidy, Jones and Potrac (2004) believe that there are three differing levels to which a coach should 
reflect to. I found this information very useful, because sometimes if we are already reflective 
practitioners we sometimes only scratch the surface in terms of reflection and these levels of reflection 
allow us as coaches to take our reflections to a deeper level of understanding. The three levels are 
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outlined as –

Technical Reflection: The first stage of reflection that looks at the achieving of objectives and if 
knowledge was used effectively. This is the most common form of reflection where the coach will 
assess if the session was a success against pre-set objectives.

Practical Reflection: A deeper stage of reflection where the coach will examine the objectives of the 
session and look at what the athletes brought to the environment. At this point the coach will be 
individualising the objectives for each athlete and what value they added to each participant, as well as 
a thorough examination of how/why the objectives of the session where met.

Critical Reflection: The deepest stage of reflection where the coach will reflect on the meanings of the 
knowledge and their understanding and how this is used in the session and how/why this ultimately 
affects the practice.

By using all three stages of reflection the coach will no longer be scratching the surface of reflection, but 
delving deep into the how’s and why’s of their practice, cementing their understanding. Often coaches 
will simply assess the session if it was a success or failure if the objective for the session was met or 
not, we as coaches must reflect deeper to then on the “technical” level to really begin to improve our 
practice.

You can do reflect-on-action once the activity has finished based on what you can remember about 
it. Step back into the experience, explore your memory and retrieve what you can recall. Reflect and 
understand what has happened and draw lessons from the experience.

• Thinking about something that has happened



CoachME Team Coaching Reflective Journal - Beckett McInroy Consultancy SPC CR: 79249 © 202020

• Thinking what you would do differently next time

• Taking your time

Driscoll’s (2000) Reflective Model

What?

 » What happened as fact?

 » What are the facts of the situation?

• So, What?

 » What’s important to reflect upon?

 » What does it suggest?

 » What if my practice stays the same?

 » What if I try something different?

• Now What?

 » What would you do differently?

 » What ways this affects your future practice?

 » What’s the systemic impact at play?

 » Now what’s the action I need to take?

Structure of a Reflective Journal 

Basically, there are two standard forms of reflective journals: 

1. Structured journals: you are given a specific question, target, or set of guidelines 

2. Unstructured journals/free-form journals: you record thoughts and feelings with minimal direction. 

However, both structured journal and unstructured journal writing have the following aspects: 

•  To discuss or argue a journal paper/a report/an issue from a private standpoint or from various     
    perspectives 

•  To synthesise or analyse some materials or resources for building up an argument 

What?

So, What?Now What?
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•  To compare and contrast a particular issue with prior or new knowledge 

•  To generate questions and think deeply as a result of perception of the resources 

•  To describe personal experiences and integrate them into the issues of concern 

•  To express freely for or against the specific questions given by teachers 

•  To develop the ability and critical attitude to integrate learning into real-world experiences 

Although reflective journals are often presented in a written format, they are not necessarily written. 
Reflective journals can be audio, video or pictures.

Active learning - The process of reflection encourages you to take the initiative to be active and self-
driven; it allows you to explore concepts and ideas in relation to your thoughts and feelings from 
different perspectives. You can become independent thinkers through the practice and it enables you 
to solve various problems on your own.

Understanding the progress - Reflective journals provide good opportunities for teachers to gain better 
understanding about how you think and feel about the course, and your learning progress throughout 
the course, which will eventually enhance your learning process.

Improving writing skills - Writing reflective journals can involve you in a new form of writing, which you 
may not have had a chance to experience in the past. This exposure can bring out improvement in your 
writing skills.

Freely expressing personal views and criticising of one-self - Reflective journal assignments provide 
the platform for you to freely express what you think and feel about the course and your learning 
process, and also promote your expression of ideas, personal experiences and opinions. This is an 
ideal place for those who are generally not willing to speak up in the classes and tutorials to express 
themselves.

Enhance critical thinking and creativity - The process of self-reflection enhances the development of 
critical thinking skills when you relate your knowledge to real world issues. It can help you develop your 
creativity and a questioning attitude towards different issues and problems.

Hinett (2003) and Mackintosh (1998) recognised a trigger for learning was sometimes from recognized 
error or ineffectiveness in practice. Hackman and Wageman (2007) extended this view believing errors 
and failure provide more opportunities for learning than do success and achievement, because failure 
provides data that can be explored for insights into the selected approaches and how these might be 
improved. If true, a key challenge for coaches seems to be overcoming a natural defensive reaction and 
not overly-rationalising their approach to coaching. Hay (2007) recognised this response in herself when 
she described her development through tape recording her work and reviewing this with a supervisor: “I 
persevered and gradually learned to accept these insights and improve my competence for the future 
instead of beating myself up over my perceived inadequacies.” (p.7) and “… once you get beyond the 
natural tendency to punish yourself for being so unaware at the time, you begin to learn a great deal 
more about how you function.” (p. 25). Recognition, time and timing are also important too. 

Adult learning theories (e.g. Knowles, 1985) suggest that managers learn most when they are ready to 
learn - that is when they recognize in themselves that their past experience is no longer proving useful 
in the current situation. It may take a particular event to trigger this awareness and being conscious of 
areas for development in their practice. However, while a coach may realise they are ready to learn, they 
may be less aware that their prior experiences might affect their openness to reflecting and learning. 
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While a not so effective coaching intervention or outcome might cause a coach to stop and ‘reflect’, 
they still need to be open minded enough to evaluate the situation and take in different viewpoints 
and consider fresh possibilities. This may prove uncomfortable for many coaches and require courage 
to do so and a willingness to accept the unknown for a time. Given the above, establishing a safe 
environment seems an important element to encouraging effective reflective learning.

One experience that may lead to a reflection is a feeling of discomfort arising from a coaching 
experience where thoughts marinate, and you begin recognising that your response to a situation was 
insufficient. A reflection may look like this:

“There seemed to be confusion in terms of the commitment needed from the team and our partnership 
in co-creating results. Somatically I was feeling a little tight in my stomach. I was also noticing I was 
cognitively working through the contracting we completed together. I noticed that this meant that I 
had to ‘catch up’ with the team in the session as my mind had drifted. Cleaner contracting would help 
here, and I will revisit our contracting and alliance in the next session. In future I need to check-in with 
the team so that it is clear we are all on the same page regarding who checks in on accountability 
measures. My in the moment response was insufficient (Atkins and Murphy, 1993) and I should have 
stepped further into authority to address the confusion at that time or at the end of the session.”

And it could look like this: 
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The below quality rubric for reflective journaling is a useful way to benchmark your reflections.

Quality Rubrics Excellent Proficient Average Limited

Reflections: Ability to Showing Includes Only includes

Ability to integrate proficiently satisfactory ability description of mere descriptions

learning into real world demonstrate to relate acquired events, and a of theoretical

experiences and analyse reflection and knowledge little further knowledge; no

issues with a critical deep thinking to previous consideration reflection is

attitude of acquired experiences; behind the events demonstrated

knowledge and demonstrating using a relatively beyond the

 concepts, and attempt to descriptive style descriptions

 integrate them analyse the issues of language;  

 into different from a number no evidence of  

 issues from of different using multiple  

 wide range of perspectives perspectives in  

 perspectives  analysing the  

 (e.g. different  issues  

 contexts, cultures,    

 disciplines etc.);    

 creative solutions    

 and critical    

 thinking skills    

 demonstrated in    

 the writing    

Presentation: Writing and sketches Arguments or Arguments or Do not show any

Articulation in well-focused; perspectives are perspectives original thinking

organisation of ideas and arguments or clearly stated; are vaguely or perspectives;

perspectives perspectives are organized flow mentioned; the chaotic in

precisely defined in writing but not writing lacked an organisation and

 and explained; deep enough to organised flow presentation of

 coherent flow in be very insightful and the ideas ideas

 developing an  were hard to  

 insightful idea  follow  

 demonstrated    

Completeness: Concrete Journal entries Weak connections No connections

Incorporation of the connections can be generally between between journal

journal entries into a between connected; still journal entries; entries; the

whole, demonstration journal entries able to observe development entries are mere

of the learning process into a whole; how you develop gained from the descriptions of

demonstrating during the learning learning process is events rather

clear steps in the process hardly observed than showing

 developmental   a sequence of

 learning process   learning steps

(Using Journals to Promote Reflective Thought, Center for Excellence in Teaching and Learning, Park University)

Reviewing the data
The next step after having gathered material is to review it and start the process of making sense of 
it. There are various options open to the coach. As well as reviewing a specific coaching session, much
can be learned by reviewing material from across a range of sessions whether with the same client or
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across several different clients. You can, for example, reflect on the same stage across different 
coachees and identify patterns and themes or on the transition between stages with either the same, 
or different, coachees. Reviewing material from across sessions has proven particularly enlightening 
and developmental in identifying patterns of habitual practices over different coachees. Taking a 
focussed approach to managing large volumes of notes and journal material seems sensible and Hay 
(2007) suggests prioritising areas to target for development to help this. One approach is to review 
data from across different stages of the coaching process alliance, and another is to review reflections 
against the CoachME Team Coaching Competencies.

Summary so far… 
Now the rationale for reflective practice is clear, let’s have a quick recap of the compelling evidence for 
a much-needed shift to team coaching.
There is a clear business case for team coaching as high performing teams make around 20% more 
money for their organisations (Training Journal, 2017). Furthermore, International Coaching Federation 
(ICF) research shows that although the strong team cohesion needed to deliver high performance can 
be an issue at all levels, it is least likely to be found right at the top of organisations.
More specifically, the ICF research showed that teams in more directly customer facing roles are less 
likely to be coasting and most likely to be moving upwards in their performance whilst 37% of teams 
in customer facing roles were moving in an upwards direction, compared with 25% in non-customer 
facing roles, 33% of whom were classified as coasting. People in customer facing roles tend not to 
be the ones setting the organisational strategy and they tend to be lower down in an organisation. 
This was confirmed in our own research conducted on over 100 global teams where less than 27% 
of teams rated themselves as high performing. It was also found that less than 25 of the 38 global 
companies did not tactically or strategically use cross-functional or cross-department team coaching 
to create a team coaching culture which is a fabulous opportunity for organisational knowledge-share 
and learning. That said, although individual leadership remains as important as ever, it prioritises 
working in a ‘vertical’, hierarchical way, whereas more and more organisations today are horizontal. 
Senior management and C-suite teams need the skills to lead not just from the top, but across their 
organisations.  
We also found that most of the team coaching focuses exclusively on a given team’s internal ways of 
working and their inter-relationships as a distinct unit. CoachME Coaching does this yet also looks more 
broadly at the influences and impact outside of the team group that may be impacting and should be 
influencing performance. The result is that teams develop skills and self-awareness to work at depth 
across the whole organisation, with a more collaborative, stakeholder-orientated focus.
By bringing the whole organisation into the framework when coaching systemically, teams also 
develop a much greater understanding of their overriding purpose. The more teams can be encouraged 
to broaden their immediate vision, the more effective they can be in delivering whatever it is they 
are expected to achieve. The ability to reflect on team purpose and to map out stakeholders then 
articulate what they need is an important aspect of coaching and makes perfect business sense. It 
involves looking from the outside in understanding how effectively they are connecting with important 
stakeholders to serve a collective purpose.
According to ICF research, team coaching is currently the fastest growing area within coaching as a 
whole. 70% of leading organisations say they intend to invest in team coaching over the next two years 
and at all levels.
As Patrick Lencioni famously said, “…if you can get everyone in the organisation going in the same 
direction, you can potentially dominate any industry and market, against any company and at any 
time....” (Training Journal, 2017).
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Let the Reflections Begin...
When co-delivering, it is useful to complete your reflection on your own and then compare your 
thoughts with your co-coach. In this way you are both freely reflecting and you may well find that you 
both focus on different things and initially experience the coaching from different angles. When you 
then compare, reflections can work on a different comparative level.
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Team Name:                                                                                                     Date:

Before the session I (we):
knew… felt… thought… remembered… was curious about… was nervous about… was excited about… 
wanted to create… am committed to…

During the session I (we):
was happy about… was curious about… was surprised about… was uncomfortable about… was 
brave about… (some more here…)

After the session I (we) learnt:

A systemic focus was applied by:

I balanced structure and emergence when:
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The core competencies I (we) wish to further develop are:

Ways I (we) will develop them are:

Evidence of this will be:

Space to sketch.....
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The core competencies I (we) wish to further develop are:

Ways I (we) will develop them are:

Evidence of this will be:

Space to sketch.....
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NEED PHOTO HERE

What ways did I keep the team’s desired results for the session at the heart of the session?

What ways did I consciously partner with the team at a team level?

Boud (1998) suggests peer-feedback is valuable and closely related to self-assessment. 
What ways do I consciously and systematically gather peer feedback?

?

?

?

“Journals can be used in monitoring relationships and can contain reflections on personal 
objectives set in association with mentor or supervisor…” (Gray, 2007)Q

What caused my mind to wonder??

Facilitate … “help forward”  (Oxford English Dictionary).Q

What’s my biggest learning around trusting in the team coaching process??
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What stopped me from doing what my intuition was leading me to do in the moment?

What am I saying ‘yes’ to and ‘no’ to as a team coach?

“We spend our lives minding gaps to protect ourselves from being hit by trains, eaten by bears…” 
(Milne, 1924), falling into vulnerable and interesting situations where we discover answers.Q

?

?

“Rowing is a precise art. You must have confidence in your boat and oars, but also 
confidence in your ability to let go and trust your natural instincts.

I will let you into a secret. The best way of introducing this feeling is to take away for a 
moment the crew’s vision. To get them to shut their eyes. This lifts outside interference 
and pushes back those constraints of how it ought to be to how it is.

Shutting your eyes and letting those natural instincts take over can be daunting but liberating.

SEE HOW IT CAN BE DONE IF YOU JUST LET GO…” (Jo Turner)

?

A valuable mode of expressing, sharing assessing and developing professional experience, 
writing is excellent solo, and with colleagues (Rowland 1993), and as a research tool 
(Winter 1991).

?
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The core competencies I (we) wish to further develop are:

Ways I (we) will develop them are:

Evidence of this will be:

Space to sketch.....
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The core competencies I (we) wish to further develop are:

Ways I (we) will develop them are:

Evidence of this will be:

Space to sketch.....
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What beliefs were challenged today?

What was I experiencing somatically at the end of the team coaching session?

“You understand how to act from knowledge, but you have not yet seen how to act from 
not-knowing.”(Chuang Tsu 1974, p.68)

“I’m no longer uncertain about being uncertain: uncertainty is one way of being…” 
(Clare Beckett-McInroy)

“We do not ‘store’ experience as data, like a computer: we story it.”(Winter 1988, p. 235)

Q

Q

Q

?

?

What ways can psychological safety be further addressed??

What ethical dilemmas are showing up during my team coaching? What ways am I working 
through them??
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“I keep six honest serving men
(They taught me all I knew);
There names are What and Why and When
And How and Where and Who.” (Kipling 1902, p. 83)

Q

Which of my beliefs and values around team coaching here being honoured?

What ways will I develop the areas I have identified as grow edges?

What’s one thing I commit to acting upon to grow my signature presence as a team coach?

?

?

?

“We live in deeds not years; in thoughts, not breaths;
In feelings, not in figures on a dial.
We should count time by heart throbs. He most lives
Who thinks most – feels the noblest – acts the best.” (P.J. Bailey (1816-1902) Festus)

What data was I working with as facts as opposed to assumptions?

Q

?
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“Stories do social and political work. A story is never just a story – it is a statement of 
belief, of morality, it speaks about value.”(Goodson 1998, p.12)Q

What will I consider doing next time to deepen the team’s awareness and understanding?

A valuable mode of expressing, sharing assessing and developing professional experience, 
writing is excellent solo, and with colleagues (Rowland 1993), and as a research tool 
(Winter 1991).

?

Q

What ways can I ensure that stakeholder voices are even more present during team 
coaching??

“Might we not say that every child at play behaves like a creative writer, in that he creates 
a word of his own, or, rearranges the things of his world in a new way which pleases him?” 
(Freud 1995, p. 54)

Q

“I learned the science of letters … and this opened before me a wide field for wonder and 
delight.” (Shelley [1820] 1994, p. 119)Q
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“We don’t see things as they are, we see them as we are…” (Nin, quoted in Epstein 1999, 
p.834).

“How can we know the dancer from the dance?” (Yeats 1962, p. 128) p.834).

Q

Q

What was I experiencing cognitively at the end of the team coaching session?

Who am I being as I step further into team coaching?

?

?

“By three methods we may learn wisdom: first, by reflection, which is noblest; second, 
by imitation, which is easiest; and third by experience, which is the bitterest. (Confucius, 
quoted in Hinnet 2002, p. v)

There are in our existence spots of time / where …whence …our minds
Are nourished by and invisibly repaired; / … Such moments
Are scattered everywhere.” (Wordsworth [1880] 2004, p. 208)

Q

Q
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What ways can I step further into fierce courage in team coaching??

“We are all culture bound – physically, socially, psychologically and spiritually. We might 
change that culture, but can never make ourselves culture free. Nor can we be fully 
uncertain, playful or questioning – our lives would fall apart. But we can do a great deal in 
that direction: in a game of what if…The captain unlocked his [her] word hoard.” (Beowulf 
and Grendel 1973, p.12)

What ways were actions co-created? What ways were accountabilities addressed?

What would a wasp at the window say about me in the session today?

“I learned the science of letters … and this opened before me a wide field for wonder and 
delight.” (Shelley [1820] 1994, p. 119)

Q

Q

?

?
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What’s my growth edge as a team coach?Q

What data was I working with as facts as opposed to assumptions??

“Stories do social and political work. A story is never just a story – it is a statement of 
belief, of morality, it speaks about value.”(Goodson 1998, p.12)Q

““Reflection upon action is considering events afterwards…” (Shon 1983). Self-respect is 
needed, while opening up to close observation, uncertainty and questioning previously 
taken for granted areas:

actions: what you and others did
ideas: what you though; what others might have thought
feelings: what you felt; what others might have felt.

“We live in deeds not years; in thoughts, not breaths;
In feelings, not in figures on a dial.
We should count time by heart throbs. He most lives
Who thinks most – feels the noblest – acts the best.” (P.J. Bailey (1816-1902) Festus)

?

Q
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What would a wasp at the window say about me in the session today?

What ways were actions co-created? What ways were accountability addressed?

What ethical dilemmas are showing up during my team coaching? What ways am I working 
through them?

?

?

?
“We are all culture bound – physically, socially, psychologically and spiritually. We might 
change that culture, but can never make ourselves culture free. Nor can we be fully 
uncertain, playful or questioning – our lives would fall apart. But we can do a great deal in 
that direction: in a game of what if…The captain unlocked his [her] word hoard.” (Beowulf 
and Grendel 1973, p.12)

Q

“I learned the science of letters … and this opened before me a wide field for wonder and 
delight.” (Shelley [1820] 1994, p. 119)Q

What’s my biggest learning around trusting in the team coaching process??
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Team Name:                                                                                                     Date:

Before the session I (we):
knew… felt… thought… remembered… was curious about… was nervous about… was excited about… 
wanted to create… am committed to…

During the session I (we):
was happy about… was curious about… was surprised about… was uncomfortable about… was 
brave about… (some more here…)

After the session I (we) learnt:

A systemic focus was applied by:

I balanced structure and emergence when:
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The core competencies I (we) wish to further develop are:

Ways I (we) will develop them are:

Evidence of this will be:

Space to sketch.....
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Team Name:                                                                                                     Date:

Before the session I (we):
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wanted to create… am committed to…

During the session I (we):
was happy about… was curious about… was surprised about… was uncomfortable about… was 
brave about… (some more here…)
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A systemic focus was applied by:

I balanced structure and emergence when:
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The core competencies I (we) wish to further develop are:

Ways I (we) will develop them are:

Evidence of this will be:

Space to sketch.....
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The core competencies I (we) wish to further develop are:

Ways I (we) will develop them are:

Evidence of this will be:

Space to sketch.....
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DR CLARE BECKETT-MCINROY 
EdD MCC CPCC

Dr Clare is a published author and global speaker on coaching, one 
of only 7 ICF Master Certified Coaches in the Middle East and North 
Africa (MENA), ICF Mentor Coach, EMCC Master Practitioner and 
Accredited Coach Supervisor, member of Forbes Coaches Council, 
President and Co-founder of ICF Doha, Qatar, past Co-founder and VP 
of ICF Bahrain, internal Executive and Systemic Team Coach at Qatar 
Financial Centre Authority, Instructional Designer and experiential 
trainer for leadership development, coaching and soft skills.

Clare has worked in OD, HRD and L&D combining coaching with bespoke experiential learning, 
psychometrics and consultancy across sectors globally including oil and gas, medical, education, 
financial sector, family businesses, family offices and for ultra-high net worth entrepreneurs. Clare is 
passionate about enabling the potential of people and organisations, talent and leadership development, 
competency frameworks, succession planning, values clarification and ‘activation’, high performance 
team/board development, and culture transformation. 

She began her career as a business and economics Teacher, Head of Sixth Form and Guidance Counsellor 
in London, then began lecturing on BA and MBA programmes (University of Strathclyde, Northumbria 
University). She was the youngest Dean of Students at Royal University for Women, has proficiently 
coached boards, and conducted long-term projects for organisational agility and culture shift. 

Clare is registered as Level A (ability) and B (personality traits) with the British Psychological Society 
and uses Saville WAVE suite of psychometrics as well as profiling tools she has developed for innovation 
(Innovation Index) and team level strengths and development analysis (TAP360 ‘Team Advance Profile’). 
Clare has a Research Doctorate from the University of Bath, UK. Her Master’s degree included equality 
and diversity, careers educational and leadership development, with Post graduate qualifications in 
careers education and guidance as well as action learning, systemic team coaching and coaching super-
vision. She has spoken at Harvard University US, University of Manchester UK, Mansoura University 
Egypt and conferences globally including for ultra-high net worth individuals at OPEL, Campden and 
Loedstar, on succession planning, organisational development, leadership and coaching. 

Clare has over 50 published articles, 2 book chapters (Routledge), 4 published books as well as a suite 
of learning and development tools. She is also the founder of SuperME Supervision Chain supporting 
the growth of coach supervisors in the Middle east and Europe.

Clients have included EY, LEGO, American Express, Citi, CFA, DHL, QFBA, BNP Paribas, Crown Prince’s 
Count Bahrain, British Embassy, Saudi Aramco, Morrisons, Porsche, Sadara, Dulwich College Seoul, 
Yokogawa, BisB, Bank Al Jaseera, Rawabi, VIVA, Kempinski Hotels, Saudi Investment Bank… as well as 
ultra-high net worth families.

Her passions for coaching is evident in the CSR she provides for female entrepreneurs and for teenagers 
to develop coaching competencies.

Clare loves family time, traveling, playing her drums, swimming, singing, learning and adrenaline 
junkie stuff! 
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SAMEERA 
BABA

Sameera is an ambitious entrepreneur who has developed her 
career in training, especially in projects aiming to empower youth 
development, leadership skills, and self development; she has 
managed major projects on national and regional levels in the last 5 
years with targeted number of beneficiaries  exceeding 8500 trainees 
and 1000 training days in total.

Sameera has accumulated over 22 years of experience in 
Management, Training and Development, Marketing, Sales, Business 
Development & Customer Service Field, today she is the owner and the “Chief Initiatives Officer” in her 
own company (Mubadara for Business Consultancy).

She is recognised locally as one of the aspiring thinkers in the field of training and development, 
coaching, and marketing and sales. She has been featured regionally in multiple programs to empower 
leaders, entrepreneurs, young professionals and other fields executives & professionals.

Sameera holds a BSc in Marketing & Management from the University of Bahrain and she is also a 
Professional Certified Coach by International Coach Federation- PCC-ICF (USA).

She is a Board Member in Bahrain Society for Training and Development, her role is Director of 
Professional Development Youth Leadership Programmes, and President of International Coach 
Federation (ICF-Bahrain Chapter – May 2018-May 2020 term). Sameera facilitates over 180 workshops 
targeting over 1500 participants every year.

She created and applies the concept of (Play Think Learn) strategy in facilitating her training, where 
trainees are required to perform 80% of the concepts learned during the sessions via highly interactive 
activities and role plays then reflect their learning, such model enables trainees to better learn and 
have an in-depth understanding of the learning outcomes.

She is also a creator for (i_reflect) product line which include facilitation and coaching tools and reflective 
journals.

Sameera was named one of the top 100 women influencers in Bahrain in years 2017-2018-2019 by 
Business in Gulf and The Start Up magazines for her contribution in the training field.
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Training on using TAP360
We provide complementary training on administering and feeding back TAP360 data on our Certificate 
in Team Coaching (ICF approved, up to 40 CCEs) and we also provide one-on-one or group 2 hours 
TAP360 Professional User license certificate in the tool live on-line (1.5 ICF CCE). The latter one-on-one 
is a one-off cost of $345.
 
If you already have experience of feeding back 360 psychometrics, performance management data, 
and coaching teams, you may be exempt from this short programme. Email office@beckett-mcinroy.
com if you wish to share your experience.
 
This training includes:
 
• Initial conversations with the executive sponsor/team leader
• Gaining buy-in/’selling’ TAP360 with a compelling rationale
• Setting up the profile online
• Coaching around the data – powerful questioning
• Choosing what to share when, and with whom
• Action planning to design a road map to act upon the data to deliver exemplary results

 
TAP360 Team Advance Profile 
TAP into the high performing potential of your team!

To establish and sustain high-performing teams, ongoing 360 assessment is a requirement. TAP360 
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provides clear data on how different stakeholders perceive the team is performing in relation to a 
powerful, extensively researched model of team effectiveness.

The 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 boards, new teams, teams that perform well and want to become an even higher 
performing team, and also teams who are struggling or unsure about how their work is perceived by 
others in their system(s).
  
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 the organisation had a recent merger or takeover, is it rapidly 
expanding, is it recovering from under performance, is its purpose clear, what is happening systemically 
in the field/the sector it operates in? 

Why TAP360?
 
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.
Key points: 

• Questionnaires are circulated and populated online for ease of distribution and consolidation 
• All questionnaire responses are captured and saved instantly on our secure online database to 

ensure that confidential feedback will not be compromised
• The collection of written comments ensure absolute clarity around areas where specific feedback 

is required
• Supporting development workshops from our global team support the development of action plans
• Strict 360° feedback ethical guidelines are upheld
 
Insight
 
TAP360 provides invaluable insights in terms of ratings, and also narrative. The themes have been 
carefully selected and aligned to substantiated research on high performing teams, whilst also being 
mapped to the CoachME Team Coaching Model ™. It addresses both internal dynamics and processes, 
as well as external relationship and impact for stakeholders.
 
Respondents 
 
The profile allows for a range of respondents to input data (certain categories can be omitted as 
required):

• Team Leader 
• Team Members 
• Key Stakeholder 
• Internal stakeholder(s) 
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• External stakeholder(s) 
• Other(s)
 
The respondents confidentially rate statements and the results show how all raters perceive the 
team’s strengths and development areas in terms of the 8 facets of the CoachME Team Coaching 
Model™ being:

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) 
 
Systemic Focus (ensuring that the needs of internal and external stakeholders are addressed). 
 
Ratings Data Analysis
Each graphed bar of data represents the average response 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. 
 
This Profile section provides you with detailed data in terms of the categories being rated and the 
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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. 

Link to full report:
https://beckett-mcinroy.com/product/tap360-team-advance-profile/

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.

Sample Narrative:

1. Stop changing decisions every couple of days; it is getting impossible; people are frustrated.  
2. We need to stop working on individual agendas and solo strategies. Alignment is required with the 
new management and HQ, with clear communication and strategy from the top.  
3. We have 5 staff, all are effective and work well together. So don’t need to Stop anything. 
4. Mixed messages and politics from other departments.  
5. Worrying about job security and complaining about the archaic computer system used by ZBrand.  
6. Wasting time, communicate better and deliver results.  

What if… 

This final section provides an interactive roadmap to adhere to what the report is revealing. It supports 
you in 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.

The Team Performance Profile is a rich multi-rater instrument providing feedback to the whole team 
from its own members and those it works with. It has been used successfully across sectors with 
team coaching, problem solving, change management and project management. It stands as an ideal 
coaching and consultancy tool to enable real insight into areas the team can focus upon to shift and 
positively transform what it does and how it does it.
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Training on using TAP360
 
We provide complementary training on administering and feeding back TAP360 data on our Certificate 
in Team Coaching (ICF approved, up to 40 CCEs) and we also provide one-on-one or group 2 hours 
TAP360 Professional User license certificate in the tool live on-line (1.5 ICF CCE). The latter one-on-one 
is a one-off cost of $345.
 
If you already have experience of feeding back 360 psychometrics, performance management data, 
and coaching teams, you may be exempt from this short programme. Email office@beckett-mcinroy.
com if you wish to share your experience.
 
This training includes:
 
Initial conversations with the executive sponsor/team leader
Gaining buy-in/’selling’ TAP360 with a compelling rationale
Setting up the profile online
Coaching around the data – deciding what to share when, and with whom
Action planning to design a road map to act upon the data to deliver exemplary results
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CoachME Coaching Cards & Model Mat
CoachME coaching cards are packed with questions for 
everyday use in an array of coaching situations including 
career, business, life, executive, health and team coaching. 
They enable Coachees to address issues such as work-life 
balance, career aspirations, emotional well-being, business 
strategy and growth, relationships and decision-making. 
They help you to get the most out of your future and fully 
enable your potential by identifying what you really want 
and ways to achieve it. You can use them on your own, 
with your Coach or when coaching as a way of starting 
more meaningful conversations with your teams, partner, 
friends or children.

You can use questions from the different facets of the 
CoachME model, dive into random questions, which we 
find Coachees love, or structure coaching around what the 
Coachee feels they need to focus on by ‘playing with’ all the 
facets of the model. CoachME Coaching Cards are a unique 
companion on your coaching journey. This published and 
researched model, is proven to achieve results. The model 
is activated through the cards, which provide an easily 
accessible way of using the CoachME coaching model as a 
framework for success. With icons and each of the facets 
being colour-coded for easy reference, each card has its 
own question.

Feedback confirms that having the questions on cards 
means no more need to have books and notes; the 
cards free you to enjoy and experience questioning and 
the powerful tool that coaching is. Witness real, positive 
reaction to the questions and see Coachees experiencing 
clarity of intention and impact, realisation of beliefs and 
values as well as life purposes. So versatile and portable, this tool fits easily into your pocket, handbag 
or briefcase. The cards include a clear explanation and justification for this effective model, supported 
by global sales in Fortune 500s, schools and government offices. Thousands of people are benefiting 
from developing their coaching skills with CoachME.

The CoachME Floor Mat enables you to work kinesthetically with the CoachME model and your 
coachees, teams and boards. You can literally step into RESULTS to connect with what you really want 
whilst playing with different perspectives on the journey you should take. The CoachME Model Mat is 
now available in over 20 languages.
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CoachME Certification - ICF Accredited and Continued Coach Education Hours

Led by ICF MCCs and PCC, with a range of experiences in team coaching, this certificate programme 
provides access to the same high-quality content and practice sessions as our in-person delivery mode. 
You will have ample opportunities to interact with faculty and other students in your clan. This module 
forms the foundation of our CoachME Team Coaching Diploma and also stands as an ICF 25 CCE hour 
Certificate (21 hours core competency and 4 hours resource development). It includes establishing 
scope, gathering data, building relationships, group supervision of your team coaching, team coaching 
process, ‘how to’ team coach, 4 Cs of key learning, and ethics. 

Key learning outcomes:

This programme will enable you to:

• Explore the difference between a group and a team

• Investigate team effectiveness, the conditions that support it and how it can be measured

• Understand the process of team coaching and how this defines the partnership of a team coach

• Gain a grounding in contemporary team coaching skills, models and concepts, as well as the know-
how to apply them

• Experiment with contracting and establishing clear objectives for team coaching engagements

• Discover the need for bringing a systems lens into team coaching

• Consider team coaching readiness and how to prepare a team for coaching

• Work with diagnostics, and their use and application in team coaching data

• Practice team coaching within a safe learning environment

• Interpret and use data from individual team preference and the CoachME TAP360 profile

Why choose to study virtually rather than in a live session?

• Easier to schedule 2 x 2 hour sessions a week rather than 3 consecutive days

• Study and practice without the need to travel

• Practice and reflect at your own pace through delivery of smaller bite sized learning to absorb the 
learnings over a longer period of time

• Experience super-vision on team coaching following practice on your teams

• Be fully prepared to coach virtual teams

• Practice in small groups or pairs using virtual breakout rooms

• Live sessions are recorded for review in your own time
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• Weekly feedback means the course leader stays connected to your learning needs and works 
iteratively to meet them.

The CoachME Team have been successfully coaching teams globally across sectors moving them to 
higher performance in terms of processes, communication, critical learning and results, using the unique 
CoachME Model. We also ensure that this programme shares the many psychometrics and other tools 
that can be used for team type and team level diagnosis of strengths and development areas. Our 
TAP360 ‘Team Advance Profile’ enables teams to TAP into their full high-performance potential, and 
one complementary report for a team you are working with is provided with this programme.

We know that team coaching can transform people, teams and organisations and now with this virtual 
inclusive programme available fully on-line, you can ensure you are providing best quality, thorough, 
‘pure’ team coaching.

Our unique team coach competency frame work enables you to reflect upon where you are at as a 
team coaching practitioner, and we support you through coaching super-vision, and sharing of our 
experiences, on your journey to mastery. This certificate programme is the compulsory foundation 
level of our 6-month diploma that provides the full ICF ACTP 127.5 hours.

This programme can also be delivered in Arabic upon request and with 8-15 participants attending.
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Starting with a pre-programme diagnostic psychometric, this workshop can be delivered over 1, 2 or 3 
days and will provide you with a range of techniques to enable creativity and innovation.

Key Benefits
You will leave with knowledge, skills and practical understanding of the process to bring these ideas to 
fruition. Contextualised case studies and experiential activities bring your creativity to life.

The programme culminates in SMARTER actionable tasks for you to apply in your workplace and a 
transition plan, through coaching engagements, to support your action, reflection and accountability.
Includes:
• Introduction to Creativity and Innovation
• The Psychology of Creativity
• Applying the Human Centered Design Process
• Critiquing Case Studies in Relation to the Banking Sector
• Challenging Existing Assumptions
• Breaking Down Barriers
• Linking Unrelated Concepts
• Problem Framing and Reverse Thinking
• Disrupting Industries
• Establishing a Creative Culture

Innovation Competency Mat
This dynamic floor mat enables you and your teams to map 360 data ‘live’ by using our complementary 
Innovation Profile. This unique model on innovation has been created after extensive research into 
essential and desirable competencies to ignite and foster innovation as an individual, team, and 
organisation. Please note that this product measures 1.5 square meters.
Link to complementary use of the model:  https://beckett-mcinroy.com/start/
Link to purchase the mat:  https://beckett-mcinroy.com/product/innovation-competency-mat/

Igniting Innovation and Creativity
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