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What is it?
	▪	World’s best known coaching model, developed in 1980s
	▪	Based on asking questions and a facilitative approach and therefore can be used with many different kinds of problems
	▪	Used by thousands of companies, institutions and individuals
	▪	Coaches need good interpersonal skills to offer effective support


Goal stage
		This part clarifies the desired result from the session and provides longer-term understanding of the aims and aspirations.

	▪	This is where you identify what the trainee/new teacher wants to achieve.  You might ask, “What do you want to achieve as a result of this coaching session?” or “What will make you feel this time has been well spent?”

	▪	The goal should be in a SMART format: Specific, Measurable, Achievable, Relevant and Time specific.  You might ask, “What will this look like in your ideal world?” or “What will it look like when the situation is fixed/mended?”

		The goal for the trainee/new teacher should be challenging but not impossible.  If it is, break it down into sections.  You might ask, “What is important to you right now?”  or “What areas do you want to work on first?”

		

Reality stage
		This part assesses the current situation and identifies what has been done so far

	▪	This is the stage where you work out where the trainee/new teacher is in relation to their goal. It is just where the trainee/teacher is now.  You might ask, “Where are you now in relation to your goal?” or “On a scale of 1 -10 where are you?” or “What progress have you made so far?”

	▪	The reality stage would also determine what the trainee/new teacher might need to achieve in order to reach their goal.  You might ask, “What is required of you?”

	▪	At this stage you can consider the skills, knowledge and resources that the trainee/new teacher has available in reaching their goal. You might ask, “What skills/knowledge/attributes do you have that will help you to achieve your goal?”

	▪	You can also ask the trainee/new teacher to reflect on how s/he has achieved goals before.  You might ask, “What has contributed to your success so far?” or  “What is working well right now?”




Options
		This stage outlines possibilities and strategies for moving forward.

	▪	At this stage, you can help the trainee/new teacher to consider a wide range of creative options.  You could ask, “If anything was possible what would you do?” or say, “Give me 3 options you might consider.”

	▪	You can help the trainee/new teacher to think about how s/he has solved similar problems before.  You could ask, “How have you tackled this/ a similar situation before?” 	

	▪	The trainee / new teacher may need to be challenged to think differently.  You might ask, “What could you do differently?” or “What else?”

	▪	Asking the trainee/new teacher to identify others who may be able to help will often produce options.  You could ask, “Who do you know who has encountered a similar situation?”



Way Forward
		This stage creates a plan of action and agrees the commitment required to reach goals set.
	▪	If the trainee / new teacher is to progress there must be a “commitment to action” to move him/her towards their goal.  You could ask, “Which options work best for you?” or “On a scale of 1 -10 how committed /motivated are you to doing it?”

If the process is quite lengthy, you might break the actions into smallsteps. You might ask, “What one small step are you going to take now?”

	▪	Check what support the trainee / new teacher needs.  You might ask, “Who will help you?”

	▪	Check the trainee / new teacher has thought the consequences of their actions.  You could ask, “How will you know you have been successful?”
	▪	Agree the action list with the client with each action in a SMART format. You could ask, ““What actions will you take first?”  or “When are you going to start?”
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