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What is the coach observing: seeing, hearing
and sensing? This could be a behaviour linked
to one already identified in the dynamic team
coaching plan, a question from the coachee or
something you spot in even the most
seasoned member of the team.

5. Action .
2. Behaviour
Get the coachee to DY N A M I ur
identify the next action Acknowledge, identify
and gain commitment. Co n C H I N G the behaviour and label it.

1 &

3.Engage

The coach asks coachee:
* What do they think and feel
about the situation?

* What feedback would they
give themselves?

4. Feedback

Deliver your feedback notes. No
more than 3 things and deliverina
positive frame. End on a positive.
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3.Engage

The coach asks coachee:
* What do they think and feel
about the situation?

* What feedback would they
give themselves?

4. Feedback

Deliver your feedback notes. No
more than 3 things and deliverina
positive frame. End on a positive.
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