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Introduction

This is a brief outline of coaching in the context of medical careers.  It is designed to complement the presentation on Career Coaching: a Guide for Trainers and to offer some additional background information.  The whole package has been prepared to support medical educators, whether they are clinical supervisors, educational supervisors, specialty tutors, programme directors or mentors, when they discuss a trainee’s career with them.  The specific context used to demonstrate career coaching is the second recruitment round for specialty training in 2007, though, clearly, the principles apply to other contexts as well.   While we hope you will find this resource pack useful and use it to develop your skills to support the careers of trainees, this is only one of a range of career resources available.  Details of where to find out about others can be found at the end of this document.

Coaching
Coaching means different things to different people.  Here are some definitions:
“Coaching delivers results in a large measure because of the supportive relationship between the coach and coachee, and the means and style of communication used.  The coachee does acquire facts, not from the coach but from within himself, stimulated by the coach.  Of course the objective of improving performance is paramount,”  
J Whitmore, Coaching for Performance 3rd edition, 2002, Nicholas Brealey, London, p7

“Coaching is the art of facilitating the performance, learning and development of another” 
J Whitmore, Coaching for Performance 3rd edition, 2002, Nicholas Brealey, London, p21
“Effective coaching in the workplace delivers achievement, fulfilment and joy from which both the individual and the organisation benefit” 
M Downey, Effective Coaching, 2003 2nd Edition, p17

There is general agreement that coaching emphasises performance.  That one outcome of coaching is a measurable improvement in the individual’s performance, either overall or a specific aspect of it.  It is this emphasis on performance that distinguishes coaching from other processes such as mentoring and counselling.  
In the context of medical careers, coaching is close to careers advice or guidance.  Again, the emphasis of career coaching is on performance.  However, not just a trainee’s performance in their career, for instance their clinical performance, but also their career performance, how they manage their career and deal with the consequences of their decisions.  Advice and guidance for medical careers is widely available and has been mostly informal.  Modernising medical careers has led to this guidance being formalised to some extent.  Because of the input of career advisors into medical careers, approaches and tools have been developed to support career exploration and decision-making.  I see the benefit of career coaching as being able to take the tools developed for careers and using them to focus on an area of career performance.  This will be a particularly useful approach to some of the issues faced by trainees during and after the 2nd round of applications to specialty training.
The differences between processes such as coaching, mentoring and guidance are largely academic, all aim to develop the individual.  Whatever their differences, they share a set of skills; many of which will be outlined later. 

Pre-requisites for Coaching
Both Miles Downey and John Whitmore describe areas that need to be considered before entering into a coaching relationship.  These are essentially issues that underpin any coaching process. 

Awareness

A key component of coaching is awareness.  This refers to the level of attention focused by both the trainer and the trainee on the coaching process.  At its most basic, awareness is about sensing; seeing, hearing, feeling, smelling and tasting what is around us.  In this context, it is extended to include our ability to gather information in a way that is clear and focussed.  The quality of the attention we pay to something, whether this is the trainee if we are a trainer, or a particular issue if a trainee, increases our awareness of it and allows us to understand it better.  

This focussed attention, allows us to perceive the person differently and particularly to see what is relevant at that moment.  To do this the trainer should be as open minded as possible, prejudices and judgements block our ability to discriminate what is important from the rest.  Because of this, awareness also includes self-awareness and recognition of our own blocks and resistances to seeing clearly in that moment what is important.
Responsibility

Another key concept behind coaching is responsibility.  If a person really takes responsibility for their actions, their commitment to them increases and as a result, their performance improves.  Somebody doing something because they are told to do it will be less committed to the activity, and probably do it less well, than somebody doing it of their own volition.  Similarly a trainee given unsolicited advice may do what is suggested but have little commitment to the activity or to the solution of their problem.  Furthermore, the trainee may end up blaming their trainer if the advice they received does not solve their problem.  Blame is a feature of lack of control over decisions.
True responsibility involves an element of choice.  So, one way to ensure that the trainee retains responsibility for their issues is to explore their choices without prejudice so that their decision is theirs.  In this way, the trainee takes responsibility for their decisions and is more committed to implementing them.  

Relationship
A further crucial element of coaching is the relationship in which it occurs.  Building a relationship is a key skill of a trainer acting as coach and the purpose of this is to create an environment in which the trainee feels safe and is able to trust their trainer.  
Trust is important for both trainer and trainee.  The trainee needs to trust that whatever they say will not be judged nor repeated without their consent and that their trainer is there to support them.  The trainer needs to trust that the trainee intends to improve their performance and learn from the coaching process.  They also need to trust that the trainee will be open and honest with them.
Preparation for Coaching
To make the most of a coaching conversation, the trainee can be invited to do some preparation beforehand.  This could be to:

· establish their aims for the conversation

· use one or more of the career resources available

· encourage reflection on their career to date 
· encourage reflection on their decision making strategy

· review their portfolio
· promote self awareness

· obtain information on specific issues

· explore career options

· evaluate career options

· draft an action plan

Preparing for the coaching conversation has several benefits.  From the point of view of the trainee, it underlines the fact that the trainee must take responsibility for their decisions and it focuses the trainee on the issue to address.  From the trainer’s viewpoint, preparation saves time by clarifying the goal of the conversation and paying some attention to the issue in advance.  The conversation can then move more quickly to what is important to the trainee.

The nature of the preparation for the coaching conversation is likely to depend on the trainee’s issue.  My approach to this is to ask the trainee to email me with a summary of their issue and what they want to get from our conversation.  Having identified their issue, I suggest a related resource, a number of which are available to support this process and most are web based and easily accessible.  However, preparation may be as simple as inviting the trainee to answer some questions, for example, “how do you make decisions?”, “what factors do you take into account?” and “what are the advantages and disadvantages of this strategy?”  I generally ask trainees to write their answers and reflections down.  It is useful if the trainer has explored some of these resources so that they know which to suggest.  However, some of the more general resources can be used in most circumstances and the trainee encouraged to see which element they find most useful.  Another approach is to produce an algorithm like the one in figure 1.  This is taken from the North Western Deanery and suggests a proforma for using the resources available through postgraduate centres and on their website.  These exercises and time to reflect on them, can help trainees to understand their issue more deeply.  While these resources are clearly useful, they are not solutions in and of themselves and if at all possible should be taken in conjunction with a discussion with a trainer or educational supervisor. 

Figure 1: Deciding which resource/s to suggest in preparation for your interview with your trainee during specialty training application round 2.  Here is a strategy you may find useful.  More information on these resources can be found through your Postgraduate Centre.

















Career Coaching Skills

A range of skills are needed for effective career coaching.  Miles Downey, 2003, suggests a spectrum of coaching skills that is illustrated in Figure 2.

Figure 2: A spectrum of coaching skills described by M Downey, 2003.
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Those skills at the bottom left corner of the spectrum are more directive, more involved with offering a solution, while those towards the top right aim to encourage the trainee to develop their own solution.  All these skill can have a place in career coaching, however, use of the less directive, more facilitative skills will allow the trainee to take responsibility for their issue and its resolution.
Some of these skills are demonstrated in the accompanying presentation; this is an outline of several important skills.

Contracting

It is important to know what a trainee wants to get from a particular session and what the trainer can offer.  This can be regarded as a contract for the session itself and at least some elements will need to be explicitly negotiated.  For instance, it is important to negotiate a suitable environment in which to meet, one that is quiet without a risk of being overheard, one where neither trainer nor trainee feels vulnerable and one where others can be contacted easily if additional support is required.  Other elements may include: how long the session will last, the confidentiality boundaries, particularly if the trainer involved has roles, such as specialty tutor in addition to that in which they are offering career coaching, what records will be kept of the conversation and who else might need to know of any decisions.  Some of these areas may not be known at the start of the meeting and may need to be renegotiated as the meeting progresses.  

Goal Setting

This differs from contracting in a number of ways.  First of all contracting is a negotiated agreement between two people, while goal setting is the result of a conversation and is usually the responsibility of one member.  A structure familiar to many people in goal setting is the SMART model.  This suggests that goals should be specific, measurable, achievable, realistic and in a clear timeframe.

Specific
Goals should be stated as specifically as possible.   For instance, if a goal is being set around a trainee’s application, it would be important to clarify exactly where they are going to apply and what for.  “I want to apply for medicine” would be more specifically stated “I want to apply for core medical training at ST2 level in the North Western Deanery”.  These specific goals are more powerful if they are stated in the positive.  For instance, “I don’t want to end up unemployed” could be developed into “I want to apply for FTSTAs in a variety of specialties so that I am appointed to a post.”  

Measurable

The outcome of the specific goal should be measurable.  This can be explored by asking questions that explore the achievement of the goal, such as “what will you see / hear / feel when you have this?”  This encourages people to really understand what it is they are trying to achieve.  For instance, “I will know I am successful when I have received two job offers within two days of each other.  I can see the emails and feel the freedom of the choice I have.” 

Achievable

It is important that the goal is achievable by the trainee and that they have all the resources necessary to do this.  For instance, “How will you attend that job interview?  I know you are away on holiday next week.”
Realistic

Having got this far with establishing a goal, it is important to do a reality check.  Is this a realistic goal or is it a dream or a fantasy?  Questions that may clarify the reality of the goal are “could this really happen?” or “if you could have your goal now, would you take it?”  Exploring any resistance to a resounding “yes!” will help to establish a more realistic goal.  
Timely

A goal may be achievable and realistic within an open timescale but is it still achievable and realistic within the given timeframe.  A challenge at this point is not an invitation to project plan the whole goal; it may be a simple invitation to consider the time frame.  For instance “this seems like a lot of work are you sure you can get it done in three weeks?”
Having been through this process, the goal should be defined and achievable with measurable success criteria established, so that an external observer would also know that this goal has been achieved. 

Giving advice

In giving advice, the trainer should intend to make available to the trainee, their knowledge, experience, insight and wisdom.  While this may seem like a good intention, and is, it does suggest that the trainer and trainee are coming from different viewpoints and that the trainers viewpoint is somehow better.  The trainer can offer to give advice in a way that allows the trainee to say no.  The trainee may want to hear advice; they may even ask for it, however, this should be treated with some caution as advice may erode the trainee’s sense of responsibility for their issue. 
Making suggestions

Like advice, suggestions are ideas that the trainer has that they believe maybe useful for the trainee to consider.  While a suggestion can be offered, “I have a suggestion.  Would you like to hear it?” it is important to offer it as simply one more option that is no better or worse than the other suggestions.  

Giving feedback

Feedback is essential to function effectively, without knowing the present reality as fully as possible, implementing a plan and achieving a goal will be much more difficult.  To be most useful, feedback should be high quality, non-judgemental information and delivered in a way that the trainee can accept it.  As far as possible, feedback should be personally observed; second hand information is more difficult to challenge or authenticate.  
The trainer must be clear about why they are giving this particular feedback.  If it is because they wish to demonstrate their authority or prove that they are wiser or more knowledgeable, the feedback will be difficult to accept because it is accompanied by a judgement which must also be accepted.  Giving feedback simply as information that may raise the trainee’s awareness is easier to take because it is not accompanied by the same baggage.  Similarly, feedback received, or given, with an emotional charge will be difficult as emotions can get in the way of both giving and receiving feedback.  
A three stage approach to giving feedback is, contract, data and action.  The contract can involve simply asking whether or not the trainee would like to have feedback.  The decision is the trainee’s and must be respected.  The data fed back should be of the highest quality, non-judgmental and owned by the trainer.  The final element of this model, action, describes the formation of an agreed plan after exploring options for next time.  

Clarifying
Some words can mean different things to different people and it can be valuable to invite the trainee to explain their meaning so that the trainer really understands what the issue.  Clarifying can also help the trainee to understand their meaning more specifically and perhaps correct particular misunderstandings.  The example I use in the presentation, is a clarification of what was meant by the word “concreting”.  The response opened up an area where an action plan was needed, one the may have been missed or non-specific without that intervention.
Challenging

A true challenge comes from a belief that the trainee is somehow not aware of their potential or is not meeting it. Too much challenge in a conversation can seem harassing or invasive to the trainee, however a conversation with little challenge can seem bland and cosy.  While this may be comfortable, less learning takes place because the trainee is not encouraged to step outside their comfort zone.  A balance between supporting and challenging the trainee promotes the most learning for them.
Asking questions to raise awareness

A natural way to deepening understanding is to ask questions.  This differs from clarification, though, in that the intent is to raise the trainee’s awareness and understanding rather than the trainers.  So these questions keep responsibility with the trainee and encourage them to explore their issues.
Questions starting with what? who? where? when? and how? all aim to clarify the situation and make the issue seem more approachable.  How? questions are particularly useful when the word is used in connection with a verb, while what? questions work best with a noun.  For instance, in response to the statement “I need to review my application”, “how will you do that?” will produce a different response from “what review would be most useful?”  Questions are also useful to identify the specifics of a plan so that the trainee is quite definite about what it is they are about to do.  

Why? questions have been excluded from this list for good reasons.  Why? questions usually elicit justifications, reasons even excuses.  These are generally less useful in raising awareness since the trainee will know their excuses and justifications and repeating them may entrench them further.  Why? questions are also somewhat non-specific and more can be gained by asking something such as “what is your purpose in that?” or “what are your reasons behind that decision?”  The important thing is to remember that the reason behind asking these questions is to increase the understanding and raise the awareness of the trainee, not the trainer.
Promoting creativity

Using a trainee’s creativity can help them to find a way out of a difficult situation or unblock a line of thought where they have been stuck.  This can be done in many ways, for example, by encouraging them to create a new future, by exploring different possibilities and options or by conceiving of new ways of doing things.  Freeing a trainee’s creativity may be something as simple as asking them to create a vision “how do you see yourself in five years time?” “What is the rhythm of your life over the next five years?” or “what do you want to be doing in five years time?” and allowing them to respond in a way that accesses their creativity, whether this involves drawing, writing, painting, singing or modelling.  
Brainstorming is another way of encouraging creativity.  Simply ask the trainee to come up with as many options as possible, even ones that they might consider impossible.  The key thing about encouraging creativity is to be non-judgemental.  Responding to their idea in a way that suggests that it is not valuable, will inhibit their creativity, while keeping an open mind and remembering that the exploration is for the trainee will promote it.  
Summarising, paraphrasing and repeating 
These are powerful tools to encourage a trainee to understand themselves and their situation better.  Somehow hearing their issue reflected back can change their perception of it.
Repetition is simply repeating back to the trainee exactly what they have just said.  Here repetition does not to signal a lack of understanding, but aims to reflect back important words or phrases used by the trainee.  For instance, “You said earlier ‘I want to do surgery because it really matters to me to be hands-on and directly involved in making patients better’, is that right?” 

Summarising is reflecting back a shortened form of what has been said.  It may be used by the trainer to sum up a particular aspect of the conversation or to clarify their understanding.  Similarly the trainer may invite the trainee to summarise a particular element to maintain their sense of responsibility for the issue so they are both clear what has happened.  A summary can also mark a turning point in the conversation so that it moves on to a different area.  

Paraphrasing differs from repetition in that the trainer’s words substitute for the trainees and from summarising in that the trainer may use another metaphor or explanation to convey meaning.  By putting the issue into another context, a new perspective is offered to the trainee to deepen their understanding.
Silence
Silence can be difficult to tolerate and many people will jump in with a question or comment rather then tolerate more than a brief period of silence.  However, during reflection or thinking through an issue the trainee will be silent and interrupting this process may terminate it prematurely.  A trainee thinking something through will generally have a lot of eye movements and not be in eye contact with the trainer; silence with eye contact may be an indication to move on.  The meaning of silence can usually be interpreted by other non verbal cues.  

Listening to understand
Listening to understand is more than simply hearing the trainee, it involves being totally attentive to them without listening to your own inner dialogue or thinking about something else.  These are almost always associated with judgements and non-judgmental listening is one of the most powerful tools in the armoury of a career coach.  Listening to understand involves being present with the trainee and attending only to them.  This encourages them to understand their issues more deeply.  A simple, but not necessarily easy way of improving listening skills, is to notice when you are not listening and to gently, and without creating excuses or judgements, return your attention to the trainee.  
Dividing these skills in this way is largely artificial and, of course, they are all used together.  Exploring them in this way, however, does encourage development of coaching skills.  Next is a way of putting these skills together to form a career coaching process.
Career Coaching Process
Having identified some skills used in coaching, let’s look at a way of putting these skills together to produce a career coaching process.  One of the best known and widely used structures for coaching is the Grow Model devised by John Whitmore.  Grow stands for Goals, Reality, Options and Will and these will now be explored in more detail.  I have not suggested that particular skills are used at particular stages, apart from goal setting and contracting which naturally fall in the goal setting stage.  The other skills can all be use throughout the process when appropriate.  At the end of each section, I have included a list of useful questions.  These are taken from: J Whitmore, Coaching for Performance.  GROWing people, performance and purpose 3rd edition, 2002, Nicholas Brealey, London.
Goal

This refers to setting both the goals for the session and short and long term goals.  It is important to start a session by determining goal for the session itself and making this explicit.  Even if a goal has been set during the preparation phase, it is important to revisit this and check whether or not it is still relevant.  
Further goals can be set as necessary, bearing in mind that an end goal may not be possible to set at this stage and that goals may need to be revisited later in the process.  Putting goals first may seem to be an odd place to start.  However, looking at goals before exploring how things actually are may avoid limiting options to those based on a current understanding of the situation and promote a more creative exploration of the issue.  The skills in particular use during this stage of the process are goal setting and contracting.
Question suggestions

What do you want to get out of this?

How would you like it to be?

What outcome would you like?

What do you want to focus on?

What would be an ideal situation?

What would you ultimately like to see?

What do you want to achieve?

What result do you expect?

What do you want to talk about?

What would you like it to be like?

How would you like it to change?

What do you want to think through?

What is more important for you?

What is your goal?

What concerns you most?

Imagine the ideal situation?

What are you looking for?

What is the problem?

What exactly do you want? 

Where would you like this session to lead? 

What do you expect from this session? 

What would be a positive outcome for you?

Where would you like to see yourself in the next week/month/year ….

Where are you heading. 

What might this look like if you are successful? 

What type of assistance are you looking for from me? 

What changes would you like to see? 

 Reality 

Objectivity is a major issue for examining reality.  This is where awareness comes into its own.  It is about perceiving things as they really are without distortions caused by judgements, opinions, prejudices, expectations, hopes, fears etc.  In order to really see things as they are, the potential distortions of both trainer and trainee must be put to one side.  This demands careful questioning and a degree of detachment.  The trainer should encourage the trainee to respond with a description rather than trying to evaluate or interpret the information as this helps to maintain detachment and reduce the likelihood of judgement.  By thoroughly exploring reality, options and solutions may be uncovered that the trainee was previously unaware of.

Question suggestions  

When you do . . . what happens?

What actually happens?

What is the effect when you . . . ?

How do you do . . .? 

What did you do then?

How do you feel?

Do you agree?

What do you usually do?

Do you have any idea why you received that feed back?

Has anyone told you . . .?

How directly have you aired this issue?

How much of a surprise do you think this will be to . . . ?

How often does this happen?

Are there any other examples?

What is your reason for that?

Is that what you feel?

What support did you get to do that?

When does it happen?

What’s the reason for doing that?

How much has that affected you?

Can you explain a bit more about it?

What’s the situation like now?

Fill me in on the details?

I don’t quite understand. Can you explain a bit more?

What exactly happened? How do you feel about it?

How do you think that ….. may feel about the situation? 

What has happened so far? 

Who is involved? 

When did it begin? 

How has this happened? 

Has it always been like this? 

Why do you feel it is a big issue? 

How does it affect you?

What is the impact? 

How are you feeling? 

What are your concerns? 

Please tell me more about …..

How do you feel about ….?
What makes you worry about this? 

How long has this been going on? 

How does this impact on you? 

What are the actions you’ve taken so far? 

Has this always been a problem? 

Options

The purpose of the options stage is not to find a solution but to create as many alternatives as possible.  It is a case of quantity rather than quality at this stage, being creative without editing options however unreasonable they may seem at the time.  During this stage, the trainer is creating a non-judgmental environment in which the trainee feels safe to express their thoughts, ideas and creative solutions.  In order to avoid premature judgements, a trainer can use “what if?” scenarios or other ways of enhancing the trainee’s creativity.  Simply continuing to ask “what else?” may open up others options.

Question suggestions 
Are there other ways you can do that?

What other possibilities are there?

What can change, not necessarily you

What alternative are there?

What about the other people?

Is this really what you want to do?

Do you think that’s enough?

What sort of options do you think you might have?

How do you think you could solve the problem?

Are there any more things you could do about it?

Which do you think is better?

How do you think you could achieve ….?

What do you think you can do?

What would you do? 

Would you be able to do this?

How could you ….?

Who could help you? 

Describe a different way of seeing the problem

How else might you look at this problem?

If you were talking to a friend or a colleague in your situation how would you advise them?

How could you motivate … to improve?
Have you got any clear ideas about how to solve the problem?
Can you think of other ways?
How do you think you can share that with the other?
Do you think it is possible for you to do this?

Are there other ways you could go about it ?
How can you change this?

If . . . , what will you do?

What could you do to make that happen?

Is it possible? 

What can you do now? 

What would you like to do? 

Looking back, how have you dealt with this kind of thing before? 

What do you think you could do? 

You’ve talked about several opts. Which one would work best for you? 

What do you think is your best option? 

What are the advantages/disadvantages of each option? 

How do you think you can achieve …?

Is there anyone who can help you? 

What would you need to get there? 

What do you think the next step would be? 

Will

This final element of the process aims to convert the previous discussion into a series of decisions.  In this stage a plan is constructed so that the conversation leads to action.  At this stage, the trainer may be more challenging, so that a specific outcome is set and achieved.  However, it is important that the trainee maintains ownership of the process.  One way to remind the trainee of their responsibility to implement their plan is to invite them to rate their commitment to doing it a scale of one to ten.  A follow up question could then be “what stops it from being X?” where X is perhaps half a unit up from whatever the trainee indicates.  If the trainee rates their commitment as less than eight on this scale, the chance of them implementing their plan is poor.  In this situation, asking the criteria that would produce an 8 may increase commitment.  The aim is to identify a goal that the trainee considers worth achieving.
Question suggestions
Will doing this actually fulfil your goal?
So would that achieve what you want?

So you believe that is the right thing to do?

What actually will you do?

What are you planning to do?

How do you plan to go about it?

What do you think you can do more?
Do you believe that you can do it?
How will you know when you’ve achieved …?

Are there any problems or barriers that might prevent this?

What would make it easy?

On a scale of 1-10 how much are you likely to do this?

How will you deal with things which get in the way of you doing this?

When will you do . . .?

How will you do ….?

Where will you do . . .?

How will you know you’ve been successful in doing . . .?

What else wouldn’t you do?

Will you be able to do it? 

How would you know that you’re dong what you’ve planned to do? 

What would you need to do it? 

What are you plans?

How will you do it?

What support do you need? 

When will you do it by? 

What will you do by the end of next week/month/year/deadline? 

What are you going to do? 

What help do you need from me? 

How would you like to action plan? 

What success will follow on from your actions? 

How can you build on the support you have? 

Who else do you need to involve? 

When do you intend to start? 

Conclusion
While this structure is a useful one to follow, much coaching is achieved in a less formal or less structured way and is often equally helpful.  After the coaching conversation is over, it may be useful to consider how it went from your perspective and how to develop your coaching skills even further for the next time.

Having read this document, you may want to re-visit the presentation “Career Coaching: a Guide for Trainers” or the career coaching interview in this resource to see coaching in action.  Other resources that you may find useful are included in this website and there is a short list at the end of this document.  
Happy career coaching!
Resources

Further reading
C Elton J Reid.  The Roads to success.  A practical approach to career planning for medical students, foundation trainees (and their supervisors).  Postgraduate Deanery for Kent, Surrey & Sussex, 2006

M Downey, Effective Coaching Lessons from the coach’s coach. 2nd Edition, Thomson, USA, 2003
J Whitmore, Coaching for Performance. GROWing people, performance and purpose 3rd edition, Nicholas Brealey, London, 2002
W T Gallwey, The Inner Game of Work: Focus, Learning, Pleasure, and Mobility in the Workplace. Random House Trade, London, 2001
J Rogers, Coaching Skills: a Handbook.  Open University Press, Oxford, 2007 

Useful websites

www.businessballs.com
(internal search on career advice)

www.windmillsprogramme.com
www.medicalforum.com
www.agcas.org.uk
www.bmjcareers.com
www.nhscareers.nhs.uk/medical.shtml
The following encourage career reflection:


Sci 45


Windmills website


Medical Forum Career Guidance Essentials – Personal workbook


Medical Forum careers portfolio pages





Does the trainee know which specialty to apply for?





No





Yes





Explore options available:
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Windmills website


Medical Forum Career Guidance Essentials – Personal workbook


Deanery website


MMC / NHS Careers website





Is the Trainee planning to apply through Round 2?





No





Yes





Reviewing their application for Round 1 would be useful even though the process for round 2 is different:


The workbook on the Deanery website


Information and tips on completing application forms on the Deanery website


Information on the post they are applying for, eg person specification, job descriptions etc


Information on job options, eg the posts available, competition ratios, etc





Were they shortlisted in round 1





No





Yes





Reviewing their interview performance at interview would be useful:


Information on the Deanery website on 


		Interview skills


		Confidence boosting


		Producing a portfolio


Remember there are a number of Consultants and SpRs  who have been trained to deliver sessions on interview skills.











