
This article was first published in Coaching at Work in 2021. 
 

Not to be reproduced without the express permission of Coaching at Work and of Michelle 
Lucas and Clare Norman. 

 

NAME YOUR PRICE 

In the third in our series on rates for coaching and supervision, Sebastian Fox researches rates 
and practices. 
Part 3: What should we charge for a team coaching engagement? 

  

Following on from Clare Norman and Michelle Lucas’ recent article looking at fees for one-to-
one coaching, in this article I will look at the different rates and practices charged in team 
coaching interventions. 

The aim is to help inform team coaches in thinking about what they should consider when 
discussing a new team coaching engagement. A starting point is to recognise the situation is 
complicated by lack of a standard definition of what constitutes ‘team coaching’ (Lawrence & 
Whyte, 2017). The International Coach Federation (ICF) has recently published team coaching 
competencies which, while it does not give a specific definition, offers a clarification of team 
coaching being “an experience that allows a team to work towards sustainable results and 
ongoing development” (ICF, 2020, p1). This team competency framework distinguishes team 
coaching from other team interventions such as training, consulting or mentoring and sets out 
different ‘team development modalities’. 

This article focuses on team coaching as an intervention that works with the team’s dynamics, 
and is understood to mean “partnering with a team to unleash its power, purpose and potential 
to connect and collaborate” (Woudstra, 2021, p39). While the definition is narrower than some, 
this was a deliberate decision made at the outset of the survey to establish some common 
understanding of the basis of the work being researched. In particular, there’s a distinction 
drawn between one-off interventions such as training and team building, and longer ones 
including mentoring, consulting and facilitation which could be considered similar to team 
coaching in terms of their duration. The ICF explicitly states that it might expect a team coach to 
move along the continuum of different modalities during a team coaching programme (ICF, 
2020). This does nothing to help clarify the distinctiveness of team coaching and further 
complicates matters, as many clients’ reference point for fees might be from team building or 
team training interventions. 

The previous article mentioned a paucity of research for one-to-one coaching. There seems to 
be even less research available for team coaching rates: the ICF, Association for Coaching and 
European Mentoring & Coaching Council all confirmed they have no data at all, nor does any 
independent research appear to have been carried out. Of course, this is partly because team 
coaching is only emerging slowly as a separate discipline to one-to-one coaching and there’s 
limited literature on the whole area (Widdowson et al, 2020). Nonetheless, with an increasing 
number of trained team coaches and a growing interest in how team coaching can help teams 
perform better, now is a good time to address the question of what is an appropriate rate to 
charge for team coaching. Anecdotal evidence suggests that deciding what to charge is one of 
the more taxing questions for newly qualified team coaches. 

To help inform the answers to this challenging question, and in the absence of any literature or 
established sources, research was carried out among team coaches in late 2020. Some 33 
respondents from the UK, Europe, North America, Australia and South Africa completed an 
online survey on how much they charge for their services. To try and ensure consistency in 
comparing different rates charged, only team coaches with some formal team coaching 
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qualification were included, recognising nonetheless that as with one-to-one coaching, there’s 
a wide range of practices depending on coaches’ philosophy, stance and training. However, it 
meant that respondents were principally coaches who operate in the team coaching space 
working with the team’s dynamics. 

  

Survey results 

The results revealed – as might be expected – a wide range of fees and practices. Key findings 
include: 

• A majority of respondents charge by project, rather than daily or hourly rates 

• Major variables are the sector in which the team coach is operating and type of client 
organisation 

• Other than for newly qualified team coaches with less than a year’s experience, most 
respondents’ daily rates ranged from £500 to £3,000 irrespective of years in practice. 

It was evident from the responses that the variables taken into account comprise two different 
types. 

On the one hand are the more objective factors such as the estimated time needed for the 
coaching sessions, preparation time, size of team, frequency and number of sessions, type of 
organisation, sector and daily rate. On the other, the more intangible factors including the 
‘social value’, alignment to the coach’s values, affordability and readiness of the team to be 
coached. 

The length of time practising as a team coach, type of qualification or coaching ‘model’ used 
don’t appear to be strongly linked to the daily fees charged after a year or so of qualification. It’s 
the coach’s choice of sectors or type of client organisation that have a significant impact. Some 
coaches also reported taking into account how ‘socially valuable’ they felt the work to be and 
flexing their rates accordingly. Typically, as expected, the rates charged for work with not-for-
profit/charities and public sector/government were lower – sometimes considerably so – than 
fees charged when working with private enterprises. 

Once these variables are taken into account, the majority of respondents charged by project or 
daily rate (though it’s worth noting that team coaches charging by project usually did so by 
reference to a notional daily rate). 

The amounts charged for a project range from £15,000 upwards (to £50,000 or more in some 
cases). Within the fees charged, there’s typically a range of ‘add-ons’ such as a diagnostic (or 
number of diagnostics) and of particular importance within the project is whether one-to-one 
coaching is included. The fees charged for one-to-one coaching usually form a significant 
element of the overall fees for a programme and thus most team coaches will do both in order 
to make the work viable. Worth noting is that the diagnostics might also constitute a significant 
piece of work, involving not just the diagnostic survey but interviews with both the team 
members and the team’s key stakeholders. A respondent summarised their variables as: 

“Usually, I have a basic day rate in mind but further considerations include length and size of 
assignment, organisational level of the audience, a sense of how ‘ready’ the audience are for 
team coaching and therefore how much resistance I’m likely to face/ how much effort will 
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probably be required to position, the market and how I sell the process and its benefits to the 
target audience.” 

In spite of the overall headline rate for a project appearing attractive, the rates charged for team 
coaching sessions tend to be less in aggregate than what would be charged for an equivalent 
amount of time spent one-to-one coaching. Where project fees are quoted towards the higher 
end of the range, this is likely to be due to a significant element of one-to-one coaching included 
in the scope of work. 

When charging daily rates, practice varies considerably, with the actual rates charged starting at 
£400 (or sometimes less, for long-term contracts) going up to over £4,000. Respondents were 
split equally between those who charge between £400 and £1,200 per day and those charging 
over £2,000. The main determinant is, again, the sector and type of client with £500-£800 per 
hour the norm for public sector and not-for-profit), and £2,000 upwards for small/medium 
enterprises and larger corporates. One coach described their thinking process thus: “I consider 
on- and off-line involvement; the value to the client balanced with the cost of ‘not doing 
anything’ as well as the likely affordability of the client.” 

  

Very few of the survey respondents charge hourly rates. Where these were mentioned, they 
ranged from £60 to £250, but in these cases their notional hourly rates are aggregated to charge 
a daily rate. Although many of the respondents work for themselves, a few reported the rates 
they receive working as associates of larger organisations from £800 to £2,000 per day. 

One perhaps surprising feature arising from the data is that the amount of experience didn’t 
seem to affect the rates greatly. Team coaches with up to three years’ experience charge similar 
daily rates to those with up to ten years, the main variables of the actual rate being the client 
type and sector. This might be because coaches quickly reach what they consider to be a 
natural ‘ceiling’ for the fees they can charge. 

Where experience does play a potential role in the rates appears to be when charging by project. 
More experienced team coaches tend to charge more often on a project basis, perhaps because 
they have a better understanding of what’s involved or what they can charge for within the 
overall project fee. Team coaches with up to three years’ experience report projects starting at 
£10,000 and those with six years or more £50,000 upwards. 

  

Deciding rates 

When deciding what to charge for team coaching, there are some similar variables to one-to-
one coaching: 

• Client demographics – the sector or industry, size and seniority of the team 

• Programme and session variables – what’s included such as a diagnostic, interviews, 
surveys and one to one coaching 

  

Conversely, other factors which are important in determining the rate in one-to-one coaching 
seem less relevant when it comes to team coaching: 
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• Location (particularly where much, or all, of the work is delivered virtually) 

• Type of coaching, ie, the coach’s philosophy and way of team coaching 

• Coach’s experience and time practising, though team coaches may come to a team 
coaching rate by reference to what they charge for one-to-one coaching or training if 
they also do that. 

There may, of course, be other personal factors, which are important to an individual team 
coach in informing their rates. But, from a broad perspective, what should you consider when 
trying to decide what to charge for a team coaching engagement? 

  

What to consider 

• What rate is appropriate for your sector and type of client organisation? 

• What time are you going to factor in and charge for? Are you going to include 
preparation time (and at what rate) for the sessions? What about client management 
time in talking with the sponsor and other required admin? 

• What’s a reasonable commitment for your client to make? What makes most sense? 
To offer an initial tranche of work for, say, a diagnostic and launch plus a couple of 
sessions, the diagnostic and feedback only, or something else? 

• Are you working on your own or with a co-coach, particularly if you’re coaching a 
larger team? What about time for debriefs when working with a co-coach? 

• How much one-to-one coaching will be included? 

• What are the client’s expectations in terms of what’s likely to be involved (or how 
can you manage those to enable you to charge what you aspire to)? How can you 
package the programme to make it acceptable to them? 

• Do you wish to factor in your cost of sale? 

• What benefits will accrue to the client from the coaching? 

  

Summary 

This research has highlighted some of the key variables and questions team coaches could 
consider but doesn’t seek to provide a definitive answer to what they should charge. However, 
by setting out what coaches working across different sectors, locations and with varying 
experience charge, potential guidelines have emerged. All team coaches, whether highly 
experienced or newly qualified, may be able to use the data and questions posed to challenge 
or re-examine their own thinking on what they charge and how that compares with other team 
coaches. As one respondent says: 

“[I decide what to charge] with difficulty and depending if I have worked with the client before 
and they know my reliability. I work out a rough number of workshops (now c. 3 hour zoom 
sessions) and charge for a day, which includes the preparation. I might charge 2 days to do the 
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upfront contracting and initial inquiry with team members (depending on number of team 
members).” 

While it’s difficult to make a straight comparison with one-to-one coaching, broadly speaking, 
the per diem rate for working with a team is likely to be less than could be charged for working 
with the same number of individuals on a one-to-one basis (assuming that were possible). Team 
coaching does offer different opportunities to one-to-one coaching, including as part of a wider 
engagement programme which could include diagnostics, stakeholder interviews, pulse 
surveys as well as one-to-one coaching. Further research comparing team coaching rates with 
other team coaching interventions would be beneficial in helping de-mystify the subject. 

  

• Next issue: how might we encourage our professional communities to step up to the 
challenge of gathering regular and robust research on team coaching rates to provide a 
sound base for future reference? 

  

About the author 
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Team development 

  

  
Longer term, involves many modalities, many topics 

  

  

Team 
building 

  

Team 
training 

  

Team 
consulting 

  

Team 
mentoring 

  

Team 
facilitation 

  

Time frame 

  

Short, 1-5 
days 

  

Short, 1-5 
days 

  

Widely 
available 

  

Staccato, 
hours over 
a long 
period of 
time 

  

Short, 1-5 
days 
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Team development 

  

Process 

  

Exercises 

  

Work with 
the team 
through a 
curriculum 
of material 

  

Consultant 
shares 
expertise 

  

Mentor 
shares 

  

Facilitate 
dialog 

  

Growth 
area 

  

Enhanced 
relationships 

  

New 
knowledge 
or skill 

  

Additional 
insights 

  

New 
knowledge 

  

Clarity 

  

Team 
dynamics; 
Conflict 
resolution 

  

Minimal 

  

Minimal 

  

Minimal, 
advisory 

  

Minimal 

  

Minimal 

  

Expert; 
Ownership 

  

Instructor 

  

Trainer 

  

Consultant 

  

Mentor 

  

Facilitator 
and team 

  

Table 1: Team development modalities Source: ICF Team Coaching Competencies, 2020, 
p.3 
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How do you charge for your work? 
33 responses 

Figure 1: Different methods of charging for team coaching interventions 

  

  

  

  

References 

• ICF, Team Coaching Competencies: Moving beyond one to one coaching, 
2020 https://coachingfederation.org/team-coaching-competencies 

• P Lawrence & A Whyte, ‘What do experienced team coaches do? Current practice in 
Australia and New Zealand’, in International Journal of Evidence Based Coaching & 
Mentoring, 15(1), 94–113, 2017 

•  L Widdowson, L Rochester, P J Barbour, & A M Hullinger, ‘Bridging the team coaching 
competency gap: A review of the literature’, in International Journal of Evidence Based 
Coaching and Mentoring, 18(2), 35-50, 2020.  https://doi.org/10.24384/z9zb-hj74 

• G Woudstra, The Art of Team Coaching: A comprehensive guide to unleashing the power, 
purpose and potential in any team, Team Coaching Studio Press, 2021 

 

https://coachingfederation.org/team-coaching-competencies
https://doi.org/10.24384/z9zb-hj74
https://www.coaching-at-work.com/wp-content/uploads/2021/07/Untitled-1.png

