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National Preceptorship Project
Preceptor Development 
Coaching Skills Workshop
Resource Pack for Educators

This resource pack is designed to assist educators in delivering the Preceptor Development workshop to learners in a virtual or face-to-face environment.  

It includes:
· Slide deck of all presentation slides with notes on each slide in the notes area
· Lesson plan – including suggested timings
· Programme overview for learners
· Trainer’s guide – this includes the notes from the slides with additional information including the activities for learners
· Delegate workbook – a short workbook which may be used for learners to complete the group work during the session and record their own notes
· Templates for the documents referred to and used in the activities
· Standard evaluation form
· Additional activities including role play scenarios for giving feedback and coaching

The resources may be tailored for each organisation as required.



Lesson Plan
	Timing
	Topic
	Activity

	9.30
	Introductions
Agenda and topics
	Trainer: Introduction to the workshop and trainer
Learner introductions
Go through topics, aims and objectives

	9.40
	Different skills used in preceptorship with examples
	Trainer and Learners: ask learners to work in small groups to consider definitions for each of the skills.    
Trainer: go through the definitions explaining the differences

	9.55  
	What is Coaching?
	Trainer: Go through coaching – what it is and what it isn’t
Trainer and Learners: ask learners for examples for each of the skills in practice.

	10.15  
	Coaching Skills
	Trainer and learners:
Ask learners what skills they think they need to be effective as a coach
Trainer: go through the skills and why they are important

	10.30
	Setting boundaries and managing expectation
	Trainer and learners:
Ask learners why we need boundaries. Go through why we have boundaries, give examples

	10.45
	Break
	

	11.00
	Structuring a conversation
Coaching models
	Trainer: go through purpose of coaching frameworks  


	11.10  
	GROW and SOAR
	Trainer: go through each of the two different models, highlighting need for questions and flexibility
Learners: in small groups, consider questions they could ask at each stage of either GROW or SOAR

	11.30  
	Coaching in Practice
	Learners: in pairs or threes, using questions prepared, have coaching conversations and give feedback
Trainer: debrief learners

	12.15
	Tips in Coaching
	Trainer: go through the tips

	12.20 
	Questions, review and close
	Trainer: summarise session, ask for questions





Trainers’ Guide

This training guide refers to the half day programme for coaching skills as part of the preceptor development suite of resources for the National Framework for Nursing.  
This guide provides detail on the workshop with approximate timings, content and activity to accompany the PowerPoint presentation.  Each slide has additional notes to assist the trainer, where required.  These are also provided in this guide.
Other documents which may be useful for the trainer to have to hand include the National Preceptorship Framework for Nursing (role descriptors in the Appendix) and the National Preceptorship Model.

	Timings
	Slide
	Activity
	Trainer Notes

	5 mins
	1
	Introduction
Trainer
	Housekeeping
Introduce trainer/s
Learner introductions


	5 mins
	2 and 3
	Introduction
Trainer 
	Introduce workshop and learning outcomes
Go through topics that will be covered


	15 mins
	4 and 5
	Learning activity
	Slide 4 - In supervising, managing and developing people there are a number of different techniques that we use – coaching, instructing, advising, teaching, counselling and mentoring.  Each of these is distinct with a defined purpose and although one of the most useful techniques, coaching is frequently mis-understood. 
Ask delegates to work in pairs or small groups to consider definitions of the different terms.  You may also want to consider asking them for examples of different situations when each is most appropriate


Ask delegates why preceptorship is important / valuable and who benefits

Show Slide 5 – quotes taken from recent case studies which demonstrates the value of preceptorship for newly registered staff

	10 mins
	6, 7, 8
	What is coaching 
And what is it not
	Slide 6 - Advising is giving opinions or information which may or may not be taken.  Guiding or giving advice based on your own experience
Instructing is teaching others or giving instruction on how something should be done.  This includes demonstrating practical skills
Teaching is about passing on knowledge or skill to another person and facilitating their learning
Counselling is encouraging others to take responsibility for a problem.  It focuses on past experience
Mentoring has different meanings in different contexts.  It is typically less formal, combines elements of all the above and is aimed at helping people to realise their potential.  Within healthcare, mentors are responsible for developing and assessing students and learners
 

The key to successful management or supervision is to understand when each of these core skills is required.  When is coaching the better option and when is it more effective to provide answers, advice or instruction.

Slide 7 - Coaching is improving performance through a range of learning experiences to identify areas for improvement.  This may involve helping someone to solve a problem, learn a new skill, address a difficult area or achieve a goal
The premise of coaching is that the answers lie within the individual and it is through careful questioning and follow-through from a coach that the individual will reach decisions on how to move forward.  This may be done within a short session or over several sessions.  
As it is the individual who comes up with the solutions (not the coach), they are more likely to be committed to following through and achieving.  A coach is therefore a facilitator who encourages the thought process without giving advice or instruction. It is a facilitative approach in which the coach provides encouragement, support and guidance. 
 
Where an individual is coached over a period of time they begin to internalise the coaching idea and become able to think through the process themselves, becoming more independent.
In addition to the professional and clinical skills, the preceptorship programme should include wellbeing initiatives, reflection, pastoral care and clinical supervision

Slide 8 - There is a lot of confusion over coaching.  Whilst coaching is part of the toolkit for a manager, it is not the same as managing or supervising as this requires different approaches in addition to coaching.
Coaching is facilitative and is therefore not about providing advice, giving instruction or teaching someone how to do something.  It is about encouraging the other person to come up with ideas of how they are going to approach a situation or task.
Coaching is not therapy – it is designed to empower and enable people, not to fix them
Coaching is not mentoring – probably the most common misconception.  It is part of mentoring, however mentoring involves someone who is an experienced professional within the same field and can provide advice, guidance as well as coaching



	10 mins
	9 and 10
	Learning Activity
	Slide 9 - Ask learners to work in small groups and identify opportunities for using the different skills in different situations within their settings

Debrief

Slide 10 - Some examples are given above although it is a good idea to come up with specific examples for your setting where possible.
Refer to counselling as another skill.  This is a therapeutic intervention which is best undertaken by a specialist counsellor



	15 mins
	11, 12
	Skills used in Coaching
	Ask learners what skills they believe are needed and put on flipchart

Slide 11 - Developing rapport with an individual is essential from the outset and can be helped by using icebreaker questions, showing active listening skills and effective non-verbal cues.
Different questions have different purposes:
· Closed questions elicit facts
· Open questions encourage more information and are used effectively with probing questions
· Probing questions, also known as the funnel technique, help to probe further to explore different aspects
· Reflective questions encourage the other person to think at a deeper level about what they are doing / talking about
Remember as a preceptor, you are coaching as well as guiding, advising, mentoring and instructing.  Recognising when to use each skill helps to facilitate the process and develop the relationship effectively

Slide 12 - Active listening requires focussing on the other person and listening to what is being said through verbal and non-verbal cues.  This means tuning into the other person, observing body language, eye contact, tone of voice, emphasis on certain words and phrases
Often we listen with the intent to respond so we listen to the first part and then begin to formulate our response, so we are not listening and can miss vital information.
Empathetic listening helps to enhance and develop a relationship and uses phrases like: “thank you for sharing”, “I understand this must be difficult for you”,  “I feel for you” and “I’ve had a similar experience and I understand”


	15 mins
	13
	Trainer
	Ask group to consider reasons for boundaries and what sort of boundaries they may want to set

Slide 13 - Setting boundaries and expectations is important to avoid potential problems later. It is best discussed informally at the outset.  In a formal coaching relationship, a contract is recommended which sets out the boundaries in a formal way.  However with preceptorship, it is really about looking at the expectations of each, the roles, responsibilities and clarifying these. This includes confidentiality.  Whilst you would expect complete confidentiality, there are situations in which escalation may be required and these include:
· Breach of NMC code of conduct
· Breach of ethics
· Illegal or criminal activity
· Unprofessional / unsafe practice


	15 mins
	Break

	10 mins
	14
	Trainer
	Ask group if they are familiar with any coaching models / frameworks, ie GROW

Slide 14 - A coaching model is a framework to structure a conversation and has a number of different stages, usually four or five.  They should be used flexibly to guide a conversation rather than rigidly which would impede the flow of conversation.
At each stage of the process, the coach asks questions which emphasise the stage and facilitate the discussion and thought process of the coachee
There are lots of different models available and probably the best known is GROW developed by John Whitmore.  Other well known models include OSCAR / OSKAR, CLEAR and CIGAR


	10 mins
	15, 16, 17 
	Trainer
	Focus on two different models – both for different purposes:

Slide 15 - Probably the most popular method is GROW – attributed to John Whitmore (1980s) which identifies a four-stage process beginning with identifying the Goal for the individual, then considering the Reality or current situation, then clarifying the Objective before determining the Will or Way forward.  For each stage, the coach will ask a number of questions. Whilst each coach will have their own preferred questions, the following provide examples of the types of question that can be asked at each stage:
A variation is TGROW and the T stands for Topic so may involve questions around the topic or subject for the conversation.
Different models suit different people and different situations and it is important that each coach considers the questions that they feel comfortable asking for each stage.  Each model also takes practice for familiarity.

Slide 16 - The four stage process begins with identifying what the Goal is for the individual and clarifying this.
The second stage looks at where the individual is now in terms of the Reality – assessing current skills, knowledge, experience and what they may have done so far towards the goal
The third stage is looking at different options or alternatives to take forward.  For each identifying positives and negatives
The fourth stage is deciding on which option to take forward, considering level of support required and the level of motivation of the individual

Slide 17 - Each stage is facilitated by questions, for example:
Goal
What is the subject matter or issue you would like to discuss?
What outcome are you seeking by the end of this session?
What is your time frame for reaching that goal?
 Reality
What is the present situation in more detail?
What and how great is your concern about it?
How much control do you personally have over the outcome?
What is really the issue here, the heart of the problem or the bottom line?
Options
What are all the different ways you could approach this issue?
Make a list of all the alternatives, complete and partial solutions?
What else could you do?
Which would give you most satisfaction?
Will
Which options do you choose?
To what extent does this meet your objectives?
What are your criteria and measurements for success?
When precisely are you going to start and finish each step?



	10 mins
	18, 19, 20
	Trainer
	Focus on SOAR as a different model, particularly useful for an initial conversation

Slide 18 - SOAR is a four stage model developed specifically for use in healthcare to mentor and coach individuals.  Originally designed for educational supervisors to coach junior doctors, it is now used in all areas of healthcare.
An alternative model, also with four stages, focuses on considering the Situation initially before identifying the Outcome, looking at potential Actions and completing the cycle with Review and Reflect. 
Designed to complete the coaching cycle with the opportunity to review and reflect which fits well with Nursing and encourages reflection and review of what has gone well

Slide 19 - The four stages are:
Situation – identifying what is happening currently, where the individual is in terms of experience, skills, knowledge, attitude and levels of confidence.  Finding out about the individual and their role
Outcome – the second stage is looking at what the individual wants to achieve or where they want / need to be with consideration for timeframes
Actions – what actions are available to reach the goal, evaluating each option and considering which is best for the individual
Review/ Reflect – looking at what the result may be, how to review and encouraging reflection on the process and outcome.  This final stage is often the first stage of the next coaching conversation

Slide 20 - At each stage different questions should be asked:
Situation
Tell me about your current situation
What skills / knowledge / competences do you have?
What are your main responsibilities?
What would you like to develop?
Outcome
So what is you would like to achieve?
How realistic is that in terms of your current commitments?
What are your longer term objectives?
What about short-term objectives?
How would it feel for you when you achieve this?
How may this impact on other areas?
Action
What alternatives / options do you have? Which option appeals to you most? Why?
What are the barriers you may encounter for this option?
What is your commitment on a scale of 1 to 10?  What stops you reaching 10?
What is your timeframe?
How are you going to measure your progress?
How can I support you with this?
Review and Reflect
Have you encountered any problems?  And if so, how have you overcome these?
What has gone / is going well?
What you have learned from the process?
How satisfied are you with the outcome?


	15 mins
	21
	Learner activity
	Emphasise need to adapt questions to own style.

Slide 21 - Key to coaching is having questions that you feel comfortable asking.  These need to be in your sort of language / terminology.  It is helpful to have a few questions for each stage, some of which will stand alone and some which will lead on from another
Ask learners to work in small groups or pairs to come up with questions for each stage that they feel comfortable asking.

Allow ten minutes then review and put different questions up on flipchart


	30 mins
	22
	Learner activity
	Ask learners to work in pairs or threes and do either a role play or real play to use the questions they have just developed and a coaching framework to structure a mini-session

Slide 22 - Role play scenarios can be used or learners can choose their own situation or a hypothetical situation for coaching.
Allow around 10-15 minutes for each coaching session (depending on time available) and allow time for feedback for each

Review afterwards and ask learners how they found the coaching model 

	5 mins
	23
	Trainer
	Slide 23 - Go through the different tips and encourage learners to share any other advice they may have from experience



	
	
	
	

	10 mins
	24
	Trainer with learners
	Slide 24 - Summarise the workshop and ask a few questions to check that learners understand and feel confident in using coaching skills in their role as a preceptor
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