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i‘Coaching groups, however widespread, remains an underexplored modality of coaching. Erek Ostrowski’s book offers a comprehensive guide to students and practitioners interested in becoming a capable group coach. Written by a thoughtful and insightful educator, this book will surely become a faithful companion to coaches who focus not only on the ‘how’ of this practice but are committed to explore the ‘why’ behind their choices of interventions. Moreover, they will be sensitised to potential issues and pitfalls that are inevitable in this complex practice. A highly important text.’

Tatiana Bachkirova, Professor of Coaching Psychology at Oxford Brookes University, UK

‘Erek has written a stellar book on coaching with groups. His grounded and multidisciplinary approach is refreshing. He blends insights from his own journey, his strong academic foundation, and his practice to offer a rich and robust resource.’

David Drake, Founder of the Moment Institute, Inc.

‘This book is packed with useful information, regardless of whether you’re a practitioner, educator, or procurer of group coaching. Erek’s warm writing style feels like a conversation over coffee, which belies his expertise gained over two decades of work and scholarship. Treat this as your go-to handbook and return to it often as your group coaching understanding evolves.’

Penny Potter, Founder of Productive Interactions and Director of Coach Education, George Mason Universityii is blank. 




iiiThe Capable Group Coach
 
Written with clarity and warmth, this book is a transformative guide for professionals determined to create learning-rich, trust-filled environments where people and organizations not only grow—but thrive together.

As group coaching rises as a leading and cost-effective tool for leadership development, organizational learning, and personal growth, many practitioners remain unsure how to distinguish it from team coaching or facilitation—or how to deploy its full power. Erek Ostrowski, blending original research and two decades of real-world expertise, offers a groundbreaking capabilities-based model that moves beyond checklist competencies and rote interventions. With an emphasis on flexibility, responsiveness, and adaptability, coaches will find practical guidance for working with complex, ever-changing client systems and fostering authentic human connection, learning, and transformation. Practical frameworks, vivid vignettes, and accessible theory anchor the book’s approach for facilitating psychologically safe, reflective, and accountable group experiences. Readers will discover the five key group factors—exchange, vicarious learning, belonging, role flexibility, and peer accountability—that enable deep insight and sustained change.

Whether you are a leadership or executive coach, OD practitioner, educator, or supervisor, this book equips you with a research-informed, real-world toolkit for designing, facilitating, and teaching effective group coaching. Ultimately, Ostrowski’s work invites coaches and organizations to embrace the complexity, relational depth, and unique human potential that only group coaching can unlock.

Erek J. Ostrowski, PhD, PCC is Chair of the Leadership and Organizational Coaching master’s concentration at the University of Pennsylvania, where he leads curriculum design and instruction for one of the field’s premier graduate coaching programs. As a board member of the Graduate School Alliance for Education in Coaching (GSAEC), he plays an active role in advancing standards for coach education globally. He is also a Professional Certified Coach with the International Coaching Federation, a certified coach supervisor (Oxford Brookes), and the owner and principal of Verve Coaching.iv is blank. 
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ixIntroduction

Discovering the Power of Groups

When I first began coaching, my work—like most in the field—focused on individuals. One-on-one coaching offered a powerful space for growth and reflection, yet I found that clients often struggled with isolation or limited perspective. Over time, I noticed recurring themes in their challenges, and realized that these patterns weren’t unique. This led me to experiment with small groups, gathering entrepreneurs and leaders to share experiences. What I witnessed in these group settings changed the course of my practice.

In group settings, clients dove into shared reflection and learning, supporting one another with compassion and curiosity, and risking openly. They shared wisdom, confronted blind spots, and practiced new ways of being—together. Learning became not only individual but social. And it stuck.

Group coaching, as described in this book, is not just dyadic coaching with bystanders—it is a distinct modality, blending personal and social learning. In group spaces, participants contribute their wisdom and stories, challenge assumptions together, and benefit from real-time feedback and accountability.


Why Group Coaching, Why Now?

Today’s organizational and social landscapes are marked by accelerating complexity, widespread disconnection, and relentless pressure to adapt. People hunger for spaces where they can slow down, connect meaningfully, make sense of their experiences, and grow in community with others. Group coaching, when done skillfully, offers exactly that: a space where reflective insight, shared purpose, and human connection fuel real development. In group settings, learning is magnified:


	Individuals are seen, heard, and understood in a trusted community.

	Meaning and insight unfold through dialogue, difference, and exchange.

	Collective accountability supports sustainable change.



xGrounded in sociocultural theories of adult learning, psychological safety, and system-level perspectives, group coaching offers a timely and empirically supported pathway for professional growth and leadership development. As research has shown, it enhances meaning-making, accelerates personal and professional growth through peer experience, and enables both individual and systemic transformation within increasingly complex and adaptive environments.


What To Expect in This Book

This book provides the frameworks, real-life examples, and guidance I wish I had when starting out. It is written for group coaches, educators, leaders, and anyone shaping learning-rich environments. At the heart of this work are two foundational models:


	The Six Capabilities of Group Coaches help practitioners lead transformative group sessions by holding space, facilitating engagement, modeling desired behaviors, linking perspectives, containing emotion, and blocking counterproductive patterns.

	The Five Group Factors summarize core relational and psychological elements—such as safety, vicarious learning, feedback, and accountability—that support powerful change in groups.



The book is organized into two parts:


	Part I: Foundations of Group Coaching explains the modality, key benefits, research base, and practical frameworks.

	Part II: Group Coaching in Context explores how to apply this work in complex, real-world settings—especially in organizations—and offers guidance for program design, evaluation, research, and coach education.



Throughout, my aim is to demystify group coaching—to show how skillful guidance, structured process, and evidence-based models turn group learning into sustainable development. Readers will learn what sets group coaching apart from related fields like team coaching or facilitation, how to create conditions for psychological safety, and how to use group dynamics as a driver for collective growth.

If you are a coach ready to move beyond technique and into deeper presence, or an educator preparing the next generation of group practitioners, or a researcher working to understand how transformation unfolds in group settings, this book is for you. It is also for learning leaders and organizational partners committed to creating cultures of connection, reflection, and continuous development. Through this book, you will gain knowledge, confidence, and clarity to create group coaching experiences that are grounded, impactful, and truly transformational.






1Part 1Foundations of Group Coaching
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When I first started coaching, I supported entrepreneurs and small business owners in the Boston area in a one-on-one (dyadic) capacity, helping them navigate the challenges of leadership, decision-making, and personal growth. Each client came to me with unique struggles, and I approached every session as an individualized journey. As my practice grew, I noticed something striking: Many clients were wrestling with the same issues. Patterns began to emerge both in the obstacles clients faced and in the emotions and self-doubt they carried. One client expressed deep frustration about managing their team, questioning whether they were cut out for leadership. Another sat across from me the next day, struggling with the very same uncertainty. A third confessed their fear of failing and the loneliness of carrying all the responsibility. At first, I responded to these patterns by sharing insights from my broader coaching experience and reassured my clients they weren’t alone, that their struggles were common among business owners, that I had worked with many others who faced similar dilemmas. But my words only went so far. Many clients still felt isolated in their experiences.

For many leaders, the hardest part of leadership wasn’t the challenge itself but the belief that the struggle they faced was unique to them. The underlying assumption was almost always the same: If I were better, smarter, or more capable, I would not be dealing with this.

The higher clients climbed in their careers, the less safe it felt for them to admit uncertainty. They worried about appearing weak, about damaging their credibility, about revealing their insecurities. Even in a coaching setting designed for reflection and growth, they sometimes hesitated to fully open up, a mindset that made it difficult for them to seek support. I needed a way to bring entrepreneurs together so they could experience, firsthand, common leadership struggles.

What if clients could share openly, not just with me or another coach, but with each other? Would they begin to see that their challenges were not personal failures but part of the broader reality of leadership?

I decided to experiment, gathered small groups—five or six entrepreneurs at a time—and facilitated conversations where leaders shared their 2experiences, challenges, and victories. What happened in those groups was more powerful than I had anticipated.

Within minutes, heads began nodding, and I heard things like, I thought I was the only one who struggled with this and I cannot tell you how good it feels to hear someone else say that. The relief in the room was palpable. For the first time, clients were not just hearing a coach tell them they were not alone—they were experiencing it. Even more remarkable was how much they learned from each other.

I had always known people learn through personal reflection, but witnessing vicarious learning in real time shifted my perspective. As one entrepreneur shared how they had handled a difficult client or restructured their workflow, another took notes, gaining insights from someone who had walked the same path. Clients received advice while seeing solutions play out in real-world contexts. Groups also created organic feedback loops that did not exist in dyadic coaching. In an individual session, a client might explore a challenge and walk away with insights, but in a group setting, the same client received immediate, real-world feedback.

When one person shared a challenge, others listened—and responded. They asked questions, offered alternative perspectives, even gently challenged assumptions. Rather than focus on critique; group coaching allowed for expanded possibilities, as clients showed each other new ways of thinking, ones they might not have arrived at on their own, which changed my role as a coach.

Instead of being the sole facilitator of learning, I became the architect of a space where learning emerged organically because that space was designed to foster an environment where trust, openness, and collaboration could flourish. Group coaching set the stage for psychological safety, where clients felt free to admit what they did not know while remaining confident they would not be judged. And I came to understand just how rare these spaces were.

In most professional settings, there’s an expectation to maintain a polished, competent facade. Leaders are supposed to have answers, not questions. Entrepreneurs are supposed to be resilient, not uncertain. The ability to drop that facade, even briefly, was and is a gift. Group coaching allowed people to be real with each other, to say, This is what I do not know. This is where I am struggling. This is what keeps me up at night. And in doing so, clients received the help they needed, while becoming part of a learning community. As I watched this learning unfold, I knew I had tapped into something powerful.

Coaching groups were transformative and fundamentally changed how I saw coaching, leadership development, and adult learning, which led to my doctoral research at Fielding Graduate University, where I formally studied the experiences of entrepreneurs in group coaching. I wanted to understand, in depth, what made this process so effective:


	Why does shared reflection accelerate learning?

	3How does psychological safety impact a leader’s ability to grow?

	What happens when coaching shifts from a dyadic model to a peer-supported approach?



My research reinforced everything I had experienced firsthand: Durable learning does not happen in isolation but in connection with others.

Part I of this book, “Foundations of Group Coaching,” builds on that insight and the research that followed, offering a clear, practice-ready framework for understanding and delivering group coaching that fosters meaningful learning and change. Across the chapters that follow, I will introduce five group factors that support learning, six core capabilities that define the work of a group coach, and a flexible process model adaptable across diverse settings. Together, these frameworks bridge research and practice, helping coaches and organizations create spaces that are both supportive and transformative.

Group coaching is not just for entrepreneurs and business owners, though. The principles that make group coaching effective—psychological safety, connection, vicarious learning, feedback, and the evolving role of the coach—apply broadly to leadership development, human resources (HR), and organizational change.

In a world where complexity is increasing and leadership is more demanding than ever, the ability to foster spaces where people can learn from one another is invaluable. Organizations that create these environments develop better leaders while building cultures of continuous learning, adaptability, and trust.

Whether you are a coach looking to expand your practice, an HR professional developing leadership programs, or a leader seeking to cultivate learning in your organization, the principles of group coaching can help you create deeper, more meaningful change.

And meaningful change starts with one simple but powerful truth: We learn better together.4 is blank. 
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This chapter clarifies what group coaching is and is not. It defines the modality, differentiates group coaching from adjacent practices, and introduces a shared language to support readers throughout the rest of the book. It also draws on research into unaffiliated group coaching, where members do not share a work team or institutional affiliation, to highlight the unique dynamics and developmental potential of this approach.

Done well, group coaching is a practice that fosters learning through dialogue, connection, reflection, and purposeful action. To understand what makes it effective, readers begin by defining its core features and understanding what sets group coaching apart.

Group coaching is gaining momentum in organizations, coach-education programs, and leadership-development initiatives around the world. As complexity increases and the need for collaboration, adaptability, and human connection becomes more urgent, group coaching offers a timely and compelling approach because it supports learning in context, invites diverse perspectives, and creates rare opportunities for reflection and dialogue among peers. In contrast to models that isolate leaders or rely solely on external expertise, group coaching enables participants to learn with and from each other in ways that are dynamic, socially rich, and deeply human.

Group coaching is not entirely new. Its roots extend into decades of work in group dynamics, peer learning, adult development, and systems thinking. Yet, group coaching as a distinct discipline is still emerging and draws from related fields—facilitation, team coaching, and group therapy—while offering a unique promise: To create learning-rich, trust-filled spaces where individuals can grow together in service of meaningful personal and professional change. As interest in group coaching expands, so too does the need for greater clarity, consistency, and shared standards across practice and scholarship.

Despite its potential, group coaching faces persistent challenges that limit its broader adoption and impact, like a lack of shared definitions, skepticism from potential clients, and the absence of widely recognized best practices. Without addressing these challenges, coaches may struggle to articulate the 6value of group coaching, organizations may hesitate to invest in it, and the field itself may lack the coherence needed for long-term sustainability.

The Lack of a Universally Accepted Definition

One of the most significant barriers to the adoption and growth of group coaching is the absence of a shared, widely accepted definition. Unlike one-on-one (dyadic) coaching, which benefits from established methodologies and professional standards, group coaching is still evolving as a subdiscipline. This evolution has led to inconsistencies in how it is defined, structured, and delivered.

Practitioners and organizations often blur the lines between group coaching, team coaching, facilitation, and training, each of which has distinct goals, methods, and underlying assumptions. Without a clear boundary around what constitutes group coaching, several problems emerge:


	Confusion with adjacent fields: Clients and organizations may misidentify group coaching as peer mentoring, facilitated learning, or a structured training session.

	Inconsistency in delivery and expectations: Without a common framework, coaches vary widely in how they approach group work. Some coaches act primarily as facilitators, others act as developmental guides or co-creators of learning.

	Challenges to legitimacy: In the absence of shared language or standards, it becomes harder to make the case for group coaching’s unique value, undermining both adoption and credibility.



Lack of definitional clarity affects not only practitioners, but also human resources (HR) professionals, learning and development (L&D) leaders, and sponsors, who may be unsure when and how to incorporate group coaching into their development strategies.


Skepticism and Misunderstanding from Clients and Organizations

Even when clients are familiar with the term “group coaching,” their understanding is often incomplete or inaccurate. Common misconceptions include:


	Seeing it as a cost-saving version of individual coaching, rather than a fundamentally distinct learning environment.

	Confusing it with workshops or team-building exercises and expecting structured content delivery rather than emergent dialogue and reflection.

	Doubting its depth or confidentiality based on the belief that meaningful coaching requires a private, dyadic setting.



7These misconceptions can lead to misaligned expectations and reluctance to invest in group coaching. For example, sponsors may expect immediate behavioral change, not realizing that the process is more emergent, relational, and developmental. Coaches, in turn, may find themselves needing to educate potential clients, stakeholders, and participants about what group coaching is and is not.

Overcoming skepticism requires a robust case for group coaching that is both research-informed and experientially grounded.


The Absence of Recognized Best Practices and Standardized Protocols

Another major challenge is the lack of widely recognized, knowledge-based frameworks to guide group coaching practice. While dyadic coaching benefits from well-established models and credentialing systems, group coaching remains comparatively underdefined, which results in:


	Uncertainty around session design: Coaches may struggle to balance individual and group needs without a flexible, reliable structure.

	Difficulty measuring success and impact: Outcomes in group coaching are often non-linear, relational, and co-constructed, making them harder to evaluate with traditional metrics.

	Wide variability in quality: Without common frameworks, the effectiveness of group coaching can vary significantly from one practitioner or program to another, complicating training, evaluation, and scaling.



As a result, many practitioners adapt tools from facilitation, therapy, or leadership development—disciplines that offer valuable insights but don’t fully account for the unique dynamics of group coaching.

Group coaching, as a field, needs a more coherent body of practice grounded in research, shaped by real-world application, and capable of supporting both innovation and consistency. As such, The Capable Group Coach offers:


	Clarification of what group coaching is (and is not), including a clear working definition distinct from other types of coaching and facilitation, a practical explanation of its purpose and structure, and acknowledgement of the coach’s role as a developmental guide who supports emergent, peer-driven learning.

	The case for group coaching, including research-based insights into how and why this modality supports leadership development, real-world examples from entrepreneurial and organizational contexts, and clear articulation of the unique benefits of group coaching, especially its ability to support deep learning in relational and systemic contexts.

	8Knowledge-based protocols and best practices, including a flexible but structured process model for group-coaching sessions, the five group factors that support learning and change within groups, the six capabilities of effective group coaches, and guidance on group composition, ethical practice, and program design so that coaching can be delivered consistently and effectively across diverse settings.



Group coaching has the potential to transform how individuals learn, grow, and lead—especially in complex, fast-changing environments. But for this potential to be realized, the field must evolve.

The Capable Group Coach offers clarity where there has been confusion, credibility where there has been skepticism, and structure where there has been uncertainty. It is written for coaches and for the broader ecosystem of HR professionals, educators, and leaders who are building more reflective, connected, and capable organizations.

The following chapters offer both vision and a roadmap for a more coherent, impactful, and sustainable approach to group coaching.


Understanding Group Coaching: Definitions, Scope, and Distinctions

Coaching is a collaborative process designed to foster personal reflection, meaning-making, and the achievement of specific personal or professional goals (Grant, 2006; Stelter, 2012; Stern, 2004). While traditionally practiced in a dyadic format, coaching principles can also be applied in a group context, where participants engage in a shared learning experience shaped by the presence of others. Group coaching extends the essential elements of coaching—active listening, meaningful questioning, designing actions, and managing accountability—into a group format facilitated by a trained coach over a series of sessions.

While individual coaching has been extensively studied and is supported by a growing body of research, group coaching remains an emerging field with a relatively limited academic foundation (O’Connor & Cavanagh, 2017; Passmore & Fillery-Travis, 2011). Definitions and approaches to group coaching vary widely depending on theoretical perspective and practice context, leading to inconsistency in how group coaching is understood, delivered, and evaluated.

Despite these growing pains, group coaching holds significant promise because it leverages the power of peer learning, diverse perspectives, and collective insight to support individual growth. When well-designed, group coaching creates a reflective, socially rich environment in which participants can challenge assumptions, share experiences, and gain clarity about their own goals.

A clear, working definition is essential for advancing shared understanding and professional standards. As such, The Capable Group Coach, 9defines group coaching as the application of coaching principles to a small group of individuals, who do not share responsibility for a common deliverable, in service of their individual learning and goals. This definition differentiates group coaching from adjacent practices such as team coaching, facilitation, and training.

However, to realize the full potential of group coaching, the field must articulate clearer distinctions from adjacent modalities and build greater coherence around its core processes and value propositions.

One ongoing point of confusion in the field concerns whether team coaching is a subset of group coaching or a distinct modality altogether. Since a team is technically a type of group, some scholars argue that team coaching should fall under the broader umbrella of group coaching (Brown & Grant, 2010; Thornton, 2016). However, there are important differences between coaching an intact work team and coaching a group of individuals who do not share collective responsibilities or organizational outcomes.


	Team coaching involves working with an established team that shares a common mission, interdependent roles, and accountability for collective deliverables and results. The coach supports the team in improving alignment, collaboration, and performance in service of shared goals.

	Group coaching, by contrast, brings together individuals who may not have formal affiliation outside the coaching setting into groups composed of people pursuing their own developmental goals. The coach supports individual learning within a shared group context, where members benefit from mutual reflection, vicarious learning, and peer accountability.



Recognizing these differences, professional organizations such as the International Coaching Federation (ICF) have formally distinguished group coaching from team coaching in their definitions and credentialing pathways, which affects how coaching engagements are designed, delivered, and evaluated.

While group coaching also shares core principles with individual coaching, the dynamics, processes, and outcomes of group coaching are uniquely shaped by the group format. Coaches must learn to work skillfully with relational complexity, emergent learning, and group dynamics while maintaining a coaching stance oriented toward individual growth.

The Capable Group Coach offers structured frameworks, research-backed insights, and practical guidance contributing to the field’s ongoing evolution by helping coaches, human resources (HR) professionals, and organizational leaders understand what group coaching is and how to use it to foster meaningful learning, reflection, and change in diverse group settings.

10What Group Coaching is NOT: Distinguishing Group Coaching from Related Modalities

Group coaching is often confused with other group-based interventions, many of which share surface similarities but differ significantly in purpose, structure, and underlying assumptions. Clarifying these distinctions is essential to understanding what makes group coaching unique.


	Group psychotherapy and group counseling

	These modalities are led by licensed mental health professionals and focus on diagnosis, emotional healing, or therapeutic change. While psychological safety and emotional expression may emerge in group coaching, the coach does not diagnose, treat, or intervene in clinical issues.

	Facilitation

	A facilitator helps a group achieve specific outcomes, such as generating ideas, making decisions, or completing a task. Unlike a coach, the facilitator is not focused on individual development or learning goals. Facilitation tends to be more content- or outcome-driven and does not typically include personal inquiry or action planning.

	Training

	Training programs are structured to deliver content and build skills, often with a predefined curriculum. While coaching may include some psychoeducational elements, the learning in group coaching is emergent and centered on the needs and insights of the participants, not on content delivery.

	Team coaching

	Team coaching involves working with an intact team that shares responsibility for a common goal or deliverable. In contrast, group coaching brings together individuals who do not collaborate or perform as a single unit. The focus is on individual development within a shared, reflective space.

	Peer coaching

	Peer coaching emphasizes reciprocal coaching relationships between group members, often without a professional coach present, whereas in group coaching, a trained coach holds the group container and facilitates the coaching process, guiding learning while also encouraging peer contributions.



Together, these distinctions underscore that group coaching is not simply coaching in a group. It is a distinct modality with its own structure, purpose, and outcomes. The following section traces how early research often blurred these boundaries and explores how a clearer definition of group coaching has emerged over time.

11The Evolution of Group Coaching Research

As the previous section highlighted, group coaching has long been an emerging practice shaped more by field-based experimentation than by formal research. While team coaching has been the focus of more extensive academic study, research on group coaching with unaffiliated individuals is gaining traction among both scholars and practitioners (Britton, 2013; Sutton and Crobach, 2022), the growing interest of which underscores the need for consistent definitions that distinguish group coaching from adjacent interventions. As the field matures, clarity about what constitutes group coaching—and what does not—becomes increasingly essential.

However, many early studies labeled as “group coaching” do not fully align with the structured, small-group model outlined in this book. This discrepancy is understandable: The discipline has largely evolved through practice first, with research trailing behind to validate and refine emerging methods.

Some of the earliest research into group coaching explored its potential benefits but did not fully adhere to the modern definition of group coaching as the application of coaching principles to a small group of individuals, who do not share responsibility for a common deliverable, in service of their individual learning and goals. These early studies often blended elements of facilitation, training, or peer coaching, highlighting the need for clearer distinctions.

Cognitive-Behavioral Life Coaching

A widely cited study (Green, Oades, & Grant, 2006) examined a 10-week cognitive-behavioral life coaching program with 28 adults. While the study reported gains in well-being, goal striving, and hope, the intervention combined large-group workshops with dyadic peer coaching and lacked a consistent group coaching structure or facilitator. The group size exceeded the typical parameters for effective group coaching, and the format emphasized content delivery over emergent, coach-led dialogue. While informative, the study does not reflect the group coaching model presented in this book.

Group Coaching for Executive Teams

One study (Barrett, 2006) investigated the effects of a group coaching intervention on 42 executive team members. Though the study showed reductions in burnout, the study format included a single-day large-group session with individual follow-up via phone and email without sustained, small-group coaching over time, a format that falls short of the criteria for structured group coaching as defined within this book.

12Psychodynamic Approaches to Group Coaching

Several researchers, including Kets de Vries (2005, 2011, 2014), Ward (2008), and Florent-Treacy (2009), have contributed rich psychodynamic perspectives on group coaching, particularly in executive education contexts. Their models, such as Kets de Vries’ Leadership Group Coaching and Ward’s Psychodynamic Group Leadership Coaching, offer valuable insights but often relied on intensive workshops rather than sustained, small-group coaching engagements.


	Kets de Vries (2005) detailed the impact of a three-day intensive group coaching process founded in trust, commitment, and accountability.

	Ward (2008) emphasized change within a single-session format, limiting opportunities for deeper group processes to unfold over time through a group’s development and maturation.

	Florent-Treacy (2009) described peer-led coaching structures and 360° feedback-based sessions, some of which occurred in a single day without an ongoing group container or dedicated coach facilitator.



While these approaches offer rich perspectives on leadership and group dynamics, they demonstrate how early interpretations of group coaching varied widely in duration, structure, and facilitation model.

Among available studies, the work that most closely aligns with the emerging definition of group coaching presented in this book comes from Fusco, O’Riordan, and Palmer (2016). Their study involved small peer groups who participated in three facilitated sessions, representing a shift toward more structured, sustained group work. However, the model still blended training and peer-led elements, rather than employing a fully developed, coach-led methodology aligned with current standards.

These early explorations highlight the evolution of group coaching primarily through practitioner innovation; formal research to interpret, evaluate, and clarify often arrived later. As researchers build on early studies and adopt clearer criteria for what constitutes group coaching, the field is gaining legitimacy and depth. What is now emerging is a more coherent understanding of group coaching that balances real-world flexibility with theoretical and methodological rigor.

As organizations and individuals grapple with rising complexity, chronic disconnection, and a loss of shared meaning, group coaching offers a powerful and timely response that helps meet essential human needs for connection, clarity, and purpose, needs that are often unmet in modern professional life. Chapter 2 makes the case for group coaching as both a developmental tool and a cultural intervention uniquely suited to this moment using a Daoist parable and real-world examples to make the case 13for group coaching as a timely and transformative response to the complexity, disconnection, and pace of contemporary organizational life. Chapter 2 explores why group coaching matters now.


Key Takeaways


	Group coaching is a distinct modality that uses coaching principles within small groups, is distinctly separate from team coaching, facilitation, and group therapy, and leverages relational dynamics for personal and professional development.

	The group-coaching field faces persistent challenges, notably a lack of universally accepted definitions, which leads to confusion with adjacent practices and inconsistent delivery across organizations and practitioners.

	Skepticism and misunderstanding from clients and organizations are common, including the misconception that group coaching is merely a cost-effective substitute for individual coaching rather than a unique learning method.

	Unlike training or facilitation, group coaching emphasizes emergent learning, peer dialogue, and shared reflection, with the coach acting as a developmental guide rather than a directive facilitator.

	To advance its potential, group coaching needs clearer frameworks, evidence-based best practices, and consistent professional standards to support credibility, effective delivery, and broader adoption.
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