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Coaching is not a specialist occupation reserved for the few, but a vital way of operating for those who
are trying to get the best out of their people. It is a key skill which will help you to develop others.

While the idea of coaching is relatively new in commercial or business organisations, it’s been around
for a long time. Both sporting teams and top sports people like golfers and tennis players have coaches
to help them improve as they strive to be the best. Coaches are even used in the arts, to help build
skills in areas such as singing, dance or drama.

No matter what field coaches operate in, their role is to provide feedback about performance and help
others plan their development, in order to improve and be the best they can be. To be a good coach,
you don’t have to be an expert in a particular profession or field, but you do need the desire and skills
to help another person achieve more. In sport, many of the top coaches were only ever average
performers and top sports people often don’t make it as coaches.

In businesses or in any other organisation, in the same way as in sport, coaching is fundamentally
concerned with helping people to learn to develop themselves. The process usually involves identifying
areas for improvement, and then helping the person to develop skills or competencies on the job,
undertake informal or formal training sessions or even take on higher education.

Research has shown that there are seven categories that contribute to good (or ineffective) coaching.
These are the main factors that will impact on your efforts as a coach:

• Empathising ability
• Listening skills
• Capacity to confront and challenge
• Problem-solving ability
• Feedback-giving skills
• Capacity to empower
• Mentoring skills

This competency-based questionnaire has been designed to help you understand more about your
relative skills or abilities in each of these critical areas, and give you a picture of your overall ability to
coach others. This will help you determine where to target your development activities in order to
improve your skills. 

Although primarily intended as a self-assessment, the questions have been worded so this tool can also
be used for 180 or 360-degree feedback (by purchasing extra copies of this booklet – one for each
respondent). An online version is also available which provides automated scoring and a
comprehensive output report. Please contact us for more information.

Introduction 
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Instructions

On the following pages there are seven mini-questionnaires (one to each page). Follow Steps 1 to 4 of
these instructions for each of these questionnaires. When all the mini-questionnaires have been
completed, continue on to Step 5 to calculate your overall Coaching Effectiveness score.

STEP 1 Read the introduction at the top of the mini-questionnaire to help you understand the
category. 

STEP 2 Respond to each statement by selecting a score of 1, 2, 3, 4 or 5. A score of 1 means ‘almost
never’, and a score of 5 means ‘almost always’. 

To help you quickly see an overview of your scores, we recommend that you shade in the
boxes that represent the number you have chosen. For example, if your answer to a question
is 1, you would shade in the first box only for that question. If your score was 3, you would
shade in the first three boxes. Alternatively, you could draw a thick line through the boxes
to represent your score. 

STEP 3 Add up your responses to every statement in the mini-questionnaire and then divide the
total by 12. 

Shade in the boxes to represent this number in the Aggregate Score box. It is highly likely
that your score will not be a whole number (for example, it could be 3.7 or something
similar), so just estimate the point you need to shade to.

STEP 4 Once you have completed all seven mini-questionnaires, plot the Aggregate Score from
each onto the spider diagram on page 12. For example, if your score in Mentoring Skills is
2.7, make a mark between 2 and 3 (closer to the 3), on the axis with that name. When you
have plotted all seven scores, draw lines to join them together into a roughly circular shape. 

STEP 5 Add all the seven category scores together and then divide them by 7 to calculate your
overall Coaching Effectiveness score. Enter this number in the box at the bottom of page 12.

STEP 6 Read the interpretative notes underneath each mini-questionnaire and the Improvement
Strategies on page 13, and then use this information to help you complete the Personal
Action Plan on page 14. Keep in mind that you will see the greatest improvement if you
begin by focusing on those areas where your scores are lowest and determining some
simple steps you can take to develop your skills. 

STEP 7 You might like to give a copy of your completed Personal Action Plan to a friend, or
colleague, asking them to check in three months if you are on track with your plan. 

Please note – there are no right or wrong answers. It is important to select the score
that reflects how you currently think and/or behave, not how you would like to in the
future. This will help you build an accurate picture of your current ability to coach
others effectively, and discover what actions you can take to improve your skills. 

Example: Score = 3
1 2 3 4 5



Empathising Ability
Empathising Ability looks at the extent to which you create a positive climate for a
coaching communication and demonstrate an understanding of the other person’s
viewpoint and feelings. This category asks the question, “How well do you build a
spirit of trust and sincerity in order for people to feel that you identify with them and
their feelings and issues?”

Please complete this questionnaire segment as honestly as possible as it may help you to improve your ability to 
coach more effectively (if you feel this represents an accurate picture). The choice scales are as follows: 
1 = almost never, 2 = occasionally, 3 = frequently, 4 = very frequently, 5 = almost always. 
Fill in all the boxes up to the score you select to create a shaded bar.

Almost Almost
Never Always

1 2 3 4 5

1. Is fully available and accessible for people to talk to him/her

2. Avoids sarcastic or critical comments about people’s performance

3. Is sensitive to people’s feelings

4. Believes in operating an “open door” policy to encourage feedback

5. Puts him/herself in the other person’s shoes

6. Shows actions that match his/her words

7. Watches carefully what people say and do 

8. Will follow through if he/she commits to do something

9. Works hard to understand where people may be coming from

10. Believes people’s feelings and emotions communicate more than their words

11. Is good at spotting when people need help or support

12. Can be fully trusted to keep a secret

(Add up all the column scores and divide by 12) AGGREGATE SCORE

INTERPRETATION
Scales predominantly in the fours and fives (‘very frequently’
and ‘almost always’) are likely to mean that this person
typically likes people and enjoys building strong and
rewarding relationships through conversation with them. He
or she is also likely to look to sincerely understand other
people’s issues and challenges and to therefore quickly “tune
in” to their underlying feelings about a subject or issue.

Scales predominantly in the ones and twos (‘almost never’
and ‘occasionally’) are likely to mean that this person is
more ‘cool’ or aloof about other people’s issues (and may
even be deliberately distant). This individual may not easily
appreciate when people need sincere advice or support. Even
when in a deeper conversation, he or she may be oblivious
to the depth of people’s feelings or emotions about an issue.

IMPACT
A high score person will be likely to gain a reputation as
someone to whom people can freely talk, trust their
confidences and get helpful and patient guidance. High

scorers are likely to be seen as good listeners, balanced,
non-critical and highly reliable in terms of any commitment
that they make.

Low score people will be likely to find that people will not
naturally seek them out as a useful ‘sounding board’ for their
problems or concerns, preferring to go to others whom they
see as ‘warmer’ and more accommodating. Low scorers may
also send mixed or confused signals arising from differences
in what they say and what they do, causing their
relationships to remain relatively shallow or restricted to
mainly analytical issues.

ACTION FOR LOW SCORERS
Low scorers need to develop their attentive listening skills
and try not to judge what people say only in terms of what it
would mean if they said or did this themselves. Although it
is extremely difficult to do in the short term, low scorers
need to think more deeply about how other people may be
feeling and to reflect upon why this might be the case, before
offering any comment or response.
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Listening Skills looks at the ability to both hear and understand other people, and to
quickly discover their full communication or overall message. This category asks the
question, “How attentively do you listen to understand other people and help them to
successfully transfer their true meaning to you?”

Please complete this questionnaire segment as honestly as possible as it may help you to improve your ability to 
coach more effectively (if you feel this represents an accurate picture). The choice scales are as follows: 
1 = almost never, 2 = occasionally, 3 = frequently, 4 = very frequently, 5 = almost always. 
Fill in all the boxes up to the score you select to create a shaded bar.

Almost Almost
Never Always

1 2 3 4 5

1. Gives people full attention when they are talking to him/her

2. Creates a positive climate for people to be candid with him/her

3. Lets people give their views and opinions before offering his/her own

4. Creates a warm and relaxed atmosphere for people to talk openly

5. Avoids jumping into a conversation to take control

6. Likes to act as a good ‘sounding board’ for people’s ideas or concerns

7. Listens to understand rather than to reply

8. Watches body language as well as listening to the words

9. Paraphrases what is said to him/her in conversations

10. Is focused and patient when people talk to him/her

11. Avoids interrupting or finishing other people’s sentences

12. Aims to listen to the overall message or key theme being expressed

(Add up all the column scores and divide by 12) AGGREGATE SCORE

Listening Skills

INTERPRETATION
Scales predominantly in the fours and fives (‘very frequently’
and ‘almost always’) are likely to mean that this person
recognises when looking to provide appropriate coaching,
the value of highly attentive focus and concentration on
what people are communicating. He or she usually tends to
look for the best possible climate for communication, lets
others speak without interruption and looks to assess
carefully what people are saying.

Scales predominantly in the ones and twos (‘almost never’
and ‘occasionally’) are likely to mean that this person may
not give full attention to people when they express their
ideas or concerns, and may listen to reply rather than to
understand. He or she may also choose to live with an
inappropriate listening climate, interrupt people before they
finish speaking and let his or her mind wander off track.

IMPACT
High score people will be likely to demonstrate that they
value what others have to say and that they have the
patience and temperament to offer people the guidance that

they may be seeking when they share their ideas or
concerns. By also looking to create a quiet, warm and easy
atmosphere for conversation, high scorers create a
reputation as being an excellent first ‘port of call’ for
coaching.

A low score person will be likely to find that people rarely
seek him or her out for coaching directly because they do
not believe that what they have to say will be fully valued by
this person or given sufficient attention to offer the best
coaching advice. Low scorers also often indicate that they
are impatient and distracted and therefore have only limited
time to offer careful coaching or support.

ACTION FOR LOW SCORERS
Low scorers need to become more empathetic listeners by
giving much more of their time and attention to people when
they are talking to them in all but the shortest conversations.
They can start to do this by maintaining good eye contact,
avoiding interruption, paraphrasing and summarising what
they hear, and looking to discover the full meaning of what
people are seeking to convey. 
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Capacity to Confront and Challenge looks at the extent to which you help people to
“face up” to their personal issues and problems as a means of starting their journey to
dealing with them successfully. This category asks the question, “How successfully do
you work with people to create an honest appraisal of their potential shortfalls and
encourage new thinking and strategies to overcome them?”

Please complete this questionnaire segment as honestly as possible as it may help you to improve your ability to 
coach more effectively (if you feel this represents an accurate picture). The choice scales are as follows: 
1 = almost never, 2 = occasionally, 3 = frequently, 4 = very frequently, 5 = almost always. 
Fill in all the boxes up to the score you select to create a shaded bar.

Almost Almost
Never Always

1 2 3 4 5

1. Encourages people to think ‘laterally’

2. Helps people acknowledge that they may lack some knowledge or information 

3. Guides others towards a deeper knowledge about their own feelings and emotions

4. Finds opportunities for people to apply any new knowledge or skills

5. Challenges people to take on difficult or stretching tasks

6. Helps people to identify the ‘root’ causes of problems or issues they face

7. Points out performance shortfalls directly and without undue hesitation

8. Encourages people to solicit feedback on themselves from their peers

9. Works with others to set targets that are not easy to reach without hard work & effort

10. Helps people to break down their problems into manageable parts

11. Encourages people to regard every personal criticism as an opportunity to improve

12. Invites individuals to become intolerant of mediocrity in themselves or others

(Add up all the column scores and divide by 12) AGGREGATE SCORE

Capacity to Confront & Challenge

INTERPRETATION
Scales predominantly in the fours and fives (‘very frequently’
and ‘almost always’) are likely to mean that this person is
effective at playing ‘devil’s advocate’ in a balanced and
constructive way. He or she may cause individuals to
become less willing to accept that their difficulties and
concerns should be tolerated or seen as insoluble, and thus
create a healthy intolerance of average or mediocre
performance or outcomes.

Scales predominantly in the ones and twos (‘almost never’
and ‘occasionally’) are likely to mean this person rarely
challenges others to think about issues they face in new or
different ways, or to reflect more deeply about performance
shortfalls. He or she is also likely to be prone to tolerate
mediocrity and allow others not to confront their ‘average’
performance or outcomes, when they occur.

IMPACT
A high score person will be likely to use a variety of different
ways and means to help people to focus on their
performance more critically, as a basic platform upon which

they can set their own targets to improve. This person is
likely to be seen as firm but fair in dealing with people and
solution-focused in looking at future possible courses of
action when coaching others. 

A low score person will be likely to find performance
coaching more difficult because of a lack of willingness to
get people to reflect on their poor or average performances
really critically and to strive to reach higher goals. This
person may therefore hesitate in offering full and candid
feedback, or even fear the negative impact that criticism may
have on individuals, when it is offered.

ACTION FOR LOW SCORERS
Low scorers need to become personally comfortable in
giving people more direct and candid feedback about
performance in ways that help individuals to want to stretch
themselves to overcome poor or average performance. To do
this, they should practise asking probing questions and
challenge individuals to think deeply and creatively to look
for new or different approaches they can take, as an
alternative to accepting their current situation.
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Problem-Solving Ability looks at your skills in finding appropriate ways to analyse
people’s concerns or situations, and to suggest potential avenues to explore for a
solution. This category asks the question, “How well do you provide people with a
useful contextual framework to think about their problems and issues, and guide
them towards possible answers?”

Please complete this questionnaire segment as honestly as possible as it may help you to improve your ability to 
coach more effectively (if you feel this represents an accurate picture). The choice scales are as follows: 
1 = almost never, 2 = occasionally, 3 = frequently, 4 = very frequently, 5 = almost always. 
Fill in all the boxes up to the score you select to create a shaded bar.

Almost Almost
Never Always

1 2 3 4 5

1. Points out that there is a new or different way to tackle most things

2. Helps people understand the facts and data before finding a solution

3. Encourages people to challenge ‘conventional’ wisdom

4. Continually demonstrates a range of problem-solving methods and tools

5. Quickly assists individuals to separate assumptions from hard evidence

6. Ensures that we are comparing ‘apples with apples’ when solving problems

7. Gets people to challenge paradigms or ‘sacred cows’

8. Helps others to identify several possible answers or options, not just one

9. Looks to help people to discover the consequences of different courses of action

10. Encourages people to look for the context of the issue or problem they face

11. Invites others to think deeply to find potential solutions as often as possible

12. Asks probing and incisive questions to help individuals to discover potential causes

(Add up all the column scores and divide by 12) AGGREGATE SCORE

Problem-Solving Ability

INTERPRETATION
Scales predominantly in the fours and fives (‘very frequently’
and ‘almost always’) are likely to mean that this person
encourages individuals to use different ways of looking at
problems or issues and a range of different tools of analysis.
He or she will encourage them to generate several possible
solutions and carefully to evaluate the best one, based on
the evidence, to provide the best possible course of future
action.

Scales predominantly in the ones and twos (‘almost never’
and ‘occasionally’) are likely to mean that this person rarely
offers creative problem-solving or problem-analysis tools,
techniques and methods, when coaching individuals. He or
she may also let individuals tolerate constraining rules or
boundaries that inhibit their capacity to find a better solution
or positive way forward.

IMPACT
A high score person will be likely to be seen as appropriately
knowledgeable and understanding of a range of problem-

solving approaches and capable of suggesting the most
appropriate of these when the circumstances are right to do
so. 

A low score person will be likely to have limited means to
help people to look rigorously at the situations or
circumstances that they face and, through careful sifting and
analysis, to come up with possible future solutions. He or
she may also be seen to lack knowledge or appropriate
understanding to suggest the application of useful problem-
solving tools or approaches that may give new insights, or
create a different contextual framework for a problem to be
dealt with.

ACTION FOR LOW SCORERS
Low scorers need to research a range of problem-solving
methods that can be usefully suggested when seeking to
coach others. They can also adopt a more incisive
questioning approach and get people to look at their
problems in new contexts or from different angles as often as
possible.
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Feedback-Giving Skills looks at the extent to which you offer useful and constructive
feedback on performance that is happily accepted and acted upon. This category asks
the question, “How well do you utilise a range of guidance counselling, coaching and
instructional methods to help people to perform at their best?”

Please complete this questionnaire segment as honestly as possible as it may help you to improve your ability to 
coach more effectively (if you feel this represents an accurate picture). The choice scales are as follows: 
1 = almost never, 2 = occasionally, 3 = frequently, 4 = very frequently, 5 = almost always. 
Fill in all the boxes up to the score you select to create a shaded bar.

Almost Almost
Never Always

1 2 3 4 5

1. Provides concrete and specific examples to help people understand

2. Actively demonstrates how things could be done in alternative ways

3. Is known for his/her ‘straight-talk’ approach

4. Openly shows support and offers congratulations when people do things differently

5. Recognises and celebrates people’s successes when they occur

6. Offers people new insights into old problems or issues

7. Uses analogies and metaphors to explain what he/she means

8. Aims to give people a context in which to think about situations

9. Follows up with people to see how well they are progressing

10. Helps people focus and build upon their successes

11. Guides people to seek feedback from a wide variety of different sources

12. Avoids giving destructive feedback or comments

(Add up all the column scores and divide by 12) AGGREGATE SCORE

Feedback-Giving Skills

INTERPRETATION
Scales predominantly in the fours and fives (‘very frequently’
and ‘almost always’) are likely to mean that this person uses
positive two-way feedback as a primary means by which to
offer instruction, training, support or general coaching. He
or she therefore adopts an open and flexible communication
and listening style that allows him or her to watch what
people do and to describe ways in which they might
improve or be more successful.

Scales predominantly in the ones and twos (‘almost never’
and ‘occasionally’) are likely to mean that this person is less
communicative in looking to provide coaching to others, or
uses feedback in a limited and less interesting way. He or she
may occasionally offer inappropriate feedback or criticise
performance or individuals without sufficient evidence and
without suggesting an approach that the individual may
take.

IMPACT
A high score person will be likely to offer people ‘positive
strokes’ for their successes and at the same time, offer

insights into how they may build upon or improve their
efforts still further. To do this, he or she will point to specific
areas that could be addressed and help individuals to
identify strategies by which to do so.

A low score person will be likely to fail to offer feedback
frequently enough, or to find that individuals do not accept
his or her counselling or instructional approach. This arises
because feedback is not offered in a variety of creative and
different ways. In addition, even good performance is not
recognised or congratulated sufficiently.

ACTION FOR LOW SCORERS
Low scorers need to watch people carefully before offering
a range of practical communication and feedback methods
that give people praise for their achievements, where
appropriate, and opportunities and insights on where they
might improve when identified.
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Capacity to Empower looks at whether you give people the freedom to determine 
how they could achieve a personal goal or challenge. This category asks the question,
“How well do you create a climate of trust in which people feel they can take risks,
make mistakes and learn to do things in a better or a different way?”

Please complete this questionnaire segment as honestly as possible as it may help you to improve your ability to 
coach more effectively (if you feel this represents an accurate picture). The choice scales are as follows: 
1 = almost never, 2 = occasionally, 3 = frequently, 4 = very frequently, 5 = almost always. 
Fill in all the boxes up to the score you select to create a shaded bar.

Almost Almost
Never Always

1 2 3 4 5

1. Encourages people to look for new learning opportunities

2. Avoids specifying exactly how something should be done

3. Gently guides people without imposing his/her views

4. Looks for specific projects that can provide new challenges for people

5. Does not feel threatened when delegating authority to others

6. Supports people who make minor mistakes when trying something different

7. Avoids any kind of criticism or punishment when people try their best

8. Avoids ‘jumping in’ too quickly even when people make mistakes

9. Invites others to take as much responsibility as they think they can handle

10. Offers broad direction on a task and lets people design their own approach

11. Asks people to make suggestions and generate ideas of their own

12. Rewards individuals when they stretch their own personal boundaries or limitations

(Add up all the column scores and divide by 12) AGGREGATE SCORE

Capacity to Empower

INTERPRETATION
Scales predominantly in the fours and fives (‘very frequently’
and ‘almost always’) are likely to mean that this person
enjoys seeing people take on new and stretching tasks and
personally grow by being given the room to take reasonable
risks and different approaches by themselves. He or she
delegates a lot of responsibility to people whom he or she
believes are capable and encourages others to take on
personal challenges and goals.

Scales predominantly in the ones and twos (‘almost never’
and ‘occasionally’) are likely to mean that this person rarely
gives people sufficient room or authority to take on tasks or
projects that are at the ‘edge’ of their capability or skills. He
or she may also over-specify how things are to be done and
even intervene personally when an individual has made a
mistake or is going to fail.

IMPACT
A high score person will be likely to look for ways to
empower individuals to take on responsibility and even to

move the limits of their ‘comfort zone’ in handling new or
different tasks. He or she will rarely feel uncomfortable about
giving authority to others and give people as much support
as they need, even when less than optimal paths are chosen.

Low score people will be likely to take on too much by
themselves or only offer low level or ‘safe’ tasks to others
that can be supervised or have low levels of risk or
consequence if things go wrong. They will also impose
opinions too regularly, and even take tasks and projects back
from people who are not performing to their exacting
standards.

ACTION FOR LOW SCORERS
Low scorers need to become less structured and distrusting
of those around them to achieve results to at least the same
standard that they could achieve themselves. As such, they
should offer only broad directional guidance when
delegating (or assigning a task) and look to avoid making any
intervention unless it is absolutely critical or it is invited by
the individual.
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Mentoring Skills looks at the extent to which you provide coaching and assistance to
people who may benefit from long-term guidance from those with the skills and
experience to assist them. This category asks the question, “How well do you identify
people who would benefit from mentoring and match them with the right person to
establish a strong and mutually beneficial relationship?”

Please complete this questionnaire segment as honestly as possible as it may help you to improve your ability to 
coach more effectively (if you feel this represents an accurate picture). The choice scales are as follows: 
1 = almost never, 2 = occasionally, 3 = frequently, 4 = very frequently, 5 = almost always. 
Fill in all the boxes up to the score you select to create a shaded bar.

Almost Almost
Never Always

1 2 3 4 5

1. Helps people to discover their important values and beliefs

2. Encourages people to set improvement targets and assists them in reaching them

3. Looks for ways to match individuals to people who can help or support them

4. Finds ways to guide people in language and ways that they will understand

5. Discovers ways to assist people in improving their performance

6. Is freely available for counselling or coaching support when it is needed

7. Enjoys encouraging people’s development and growth

8. Takes a long-term interest in the development or career of several individuals

9. Is known by others to be a good mentoring ‘match-maker’

10. Openly shares personal organisational experience with anyone who values it

11. Helps individuals to build mentoring relationships and network with helpful people

12. Mentally notes situations in which a mentoring approach would be beneficial 

(Add up all the column scores and divide by 12) AGGREGATE SCORE

Mentoring Skills

INTERPRETATION
Scales predominantly in the fours and fives (‘very frequently’
and ‘almost always’) are likely to mean that this person is
naturally aware of those who would benefit from mentoring
and is able to identify individuals who would be highly
effective mentors to others. He or she will therefore be adept
at matching individuals to their most useful and helpful
mentors, taking account of individual styles and personality.

Scales predominantly in the ones and twos (‘almost never’
and ‘occasionally’) are likely to mean that this person misses
opportunities to mentor others personally or to engage
suitable people to mentor individuals who would benefit
from a long-term one-to-one relationship. At the most
extreme end of the scale, he or she may offer little or no
counselling support to people and leave them entirely to
their own devices.

IMPACT
High score people will be likely to seek out inexperienced
individuals or people who could benefit from some longer

term one-to-one coaching or guidance and intervene
directly in trying to find the most appropriate match,
including putting themselves forward, if appropriate. 

Low score people will be likely only to offer or promote
mentoring (if it is available) as part of a structured program.
They may also fail to identify people who would value a
mentor and trust too much to good fortune in matching up
people with needs and people with the skills or experience
to help.

ACTION FOR LOW SCORERS
Low scorers need to take a serious interest in people who are
new to a team or organisation, people in new jobs or people
who seem to be facing special or difficult challenges, and
engage themselves in finding out what needs they may have
and who in the organisation may be able to provide long-
term assistance or guidance.
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Each of the 7 categories on the previous pages is a self-contained mini-questionnaire in its own right.
By transferring your AGGREGATE SCORES from those pages and plotting them on to each
corresponding axis of the ‘spider’ diagram below, then connecting the scores, you create a quick
diagrammatic view of your overall Coaching Effectiveness Profile. Scores of 4 or better in each category
are ‘good’, scores of 2 to 4 would benefit from further thought and reflection and scores of 2 or less
are in need of attention. For general interpretative information on each of the categories, please refer
to the table on the following page.

Scoring
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YOUR TOTAL COACHING
EFFECTIVENESS SCORE

(Add all seven aggregate scores together
and then divide the total by seven)

5

1

2

3

4

5

1 2 3 4 5

4

5

4

3

2

15 4 3 2 1

5
4

3
3

1
3

2
1

4

5

3

2

1

Empathising Ability

Feedback-Giving Skills
Problem-Solving Ability

Mentoring
Skills

Listening
Skills

Capacity
to Empower

Capacity to
Control and
Challenge



There is no single strategy that will suit everyone, therefore you need to develop your own personal
action plan (a format for this is provided on page 14). However, general actions relevant to each
category are provided here. You should start by focusing your attention on the particular category
where you have the lowest score.

Improvement Strategies

Empathising Aim to be as positive and sincere as possible in all your conversations with people 
Ability and be sensitive to people’s feelings or emotions as well as their words. Try to

develop as much trust as you can, make sure that your deeds match your words
and that you meet any commitments you make.

Listening Give people whom you are seeking to coach your full and sincere time and 
Skills attention, focusing on their needs, and listening for as long as possible with

minimal interruption. Play back what you hear from time to time to demonstrate
that you have heard properly and have not let your mind wander.

Capacity to Develop a set of useful general questions that you can ask of people to help them 
Confront & reflect upon whether their current approach or actions represent the best they can 
Challenge achieve. Use your questions to encourage people to solicit feedback on

themselves from others and to see this as a healthy part of personal growth and
learning.

Problem- Find ways to focus people you seek to coach on facts that they might have missed, 
Solving and suggest tools and methods that might help their problem or issue analysis 
Ability process. Guide people towards challenging their assumptions and even the

supposed inevitability of some of the outcomes they foresee.

Feedback- Progressively build logical, clear and concise appraisals of people’s performance 
Giving Skills and find suitable times and places to feed it back to them genuinely and without

unduly ‘softening’ it. Use analogies, metaphors and examples to illustrate what
you mean and follow up to make sure your message has been understood.

Capacity to Look for a variety of new learning opportunities for people around you and 
Empower describe them without specifying the exact approach and outcomes that could be

taken. Support people when they make minor or understandable mistakes and
reward hard work, innovation and effort to stretch personal boundaries.

Mentoring Learn as much as you can about individuals, including their beliefs and values, 
Skills and gently discover whether mentoring might assist them. Look to create well-

matched mentoring relationships by drawing on your own experience or the
experience of others who would provide good guidance and support for the
individual in question.
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Personal Action Plan

My aggregate scores most in need of attention (in priority order) are:
SCORE CATEGORY

1.
2.
3.

My specific plans to be more effective in category 1 are:
IMMEDIATELY BY

(TICK) WHEN

Step 1:
Step 2:
Step 3:

My specific plans to be more effective in category 2 are:
IMMEDIATELY BY

(TICK) WHEN

Step 1:
Step 2:
Step 3:

My specific plans to be more effective in category 3 are:
IMMEDIATELY BY

(TICK) WHEN

Step 1:
Step 2:
Step 3:

In overall terms I will cease to do, or reduce my involvement in:

1.
2.
3.

Signed Dated

My overall
score is

At the following date:
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Action Notes
Now that you have plotted your score and read the associated category descriptions, you may like to use the
page below to make a number of action notes for yourself. Ideally you should look to focus on areas where
the scores are weakest. 



Action Notes
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Effective coaches bring out the best in other people and inspire them
to move forward – whether in their career or personal life. Coaching
should provide positive results for individuals, teams and entire
organisations.

This competency-based assessment helps determine your strengths and
development needs in seven key areas that will help you become a more effective
coach. It includes interpretative information, tips on how you can further develop
your coaching ability and a Personal Action Plan to help you move forward.

Although this booklet is primarily designed as a self-assessment, by purchasing
extra copies (one for each respondent) it can be used for 180 or 360-degree
feedback. 

This title is also available in the following products: 
• Web based self, 180 or 360-degree assessment
• Instrument Facilitator Guide 
• Detailed Coaching Guide 
• Short Course Training Kit & Workbooks
• Skill Builder Series booklet 
• Desk Pad (Skill Builder templates)
• Storyboards & Posters

For more information regarding our products and services, please visit our secure
web store at www.teampublications.com or contact major distributors of our
product line.


