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The OSCAR coaching model was originally described by Karen Whittleworth and Andrew Gilbert in 2002. The aim of the authors was to develop a model that built upon and enhanced the existing GROW model (1990s), with the intention to provide those in managerial positions with the ability to adopt a developmental coaching style, to the benefit of
their company and team.The acronym stands for:O utcomeS ituationC hoicesA ctionsR reviewsThe model is built around five contributing factors or sections: The model operates under the notion that if these factors are satisfied, understood and applied by the coach then the long-term result of their interaction with the employee will be achieving the
“outcome ’, whereby demonstrating effective coaching.How Can You Apply the OSCAR Model?The OSCAR model can be applied in almost any personal development scenario, however, it is argued that it is most effective when used when working towards long term ‘outcomes,’ as the framework provides an impetus for the implementation of
attainable milestones through the ‘actions’ aspect. For example, an employee may approach the coach for advice on becoming a stronger team leader when taking part in team-based tasks.1. OutcomeFirstly, the coach and the employee should discuss the issue at hand (the primary topic of the meeting) and work together to identify the desired
outcome of the session, and the long-term goals of the individual. In the case of the example above, this would likely be to develop the ability to take charge and be heard in team-based scenarios. In a less specific scenario, here are a few sample questions that the manager or coach may ask the individual to encourage discussion: What is it you would
like to achieve from this session? What is your long-term goal? Once you have reached your goal - what does it look like? What does it feel like? 2.

SituationThe second step would be to ascertain the current skill/ability/knowledge level of the team member and encourage discussion as to why they are at that level. The aim of questioning and discussion here is to raise the mentee’s understanding and awareness of their own situation. Also discussed during this section of the process are the
feelings of the individual, and how they feel their current situation is impacting their lives and those of their peers: How do you currently feel about your situation?

Where are you at now in terms of your goals? What has been happening in your work and life recently? How do you think others feel about your current situation? 3. Choices (and Consequences)Following this, the coach will help the team member to identify all the potential avenues for attaining the ‘outcome’. For example, perhaps undertaking a
training course of some sort. For all the brainstormed choices discussed, the consequences and ramifications of each will be considered, allowing the individual to discard less-practical or excessively difficult avenues and work towards a single viable route to their long-term goals. What current options for action are available to you?
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What is your long-term goal? Once you have reached your goal - what does it look like? What does it feel like? 2.

The OSKAR Coaching Model In A Nutshell

Thie OSKAR coaching model was devieloped in the early 2000s by organizational thecrists and duthors Paul Z lackson
and Mark McKergow. The O5XAR coaching model is a solution-driven method used for managerial coaching in the
wodkplace: In thedr book titled The Solutions Fecus: Making Coaching and Change Simple, the. pair lay out a framework
0 help coaches imalement traimning sestions that ane focused on solutions and not on problems.
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The aim of the authors was to develop a model that built upon and enhanced the existing GROW model (1990s), with the intention to provide those in managerial positions with the ability to adopt a developmental coaching style, to the benefit of their company and team.The acronym stands for:O utcomesS ituationC hoicesA ctionsR reviewsThe model is
built around five contributing factors or sections: The model operates under the notion that if these factors are satisfied, understood and applied by the coach then the long-term result of their interaction with the employee will be achieving the ‘ outcome ’, whereby demonstrating effective coaching.How Can You Apply the OSCAR Model?The OSCAR
model can be applied in almost any personal development scenario, however, it is argued that it is most effective when used when working towards long term ‘outcomes,’ as the framework provides an impetus for the implementation of attainable milestones through the ‘actions’ aspect. For example, an employee may approach the coach for advice on
becoming a stronger team leader when taking part in team-based tasks.1. OutcomeFirstly, the coach and the employee should discuss the issue at hand (the primary topic of the meeting) and work together to identify the desired outcome of the session, and the long-term goals of the individual. In the case of the example above, this would likely be to
develop the ability to take charge and be heard in team-based scenarios. In a less specific scenario, here are a few sample questions that the manager or coach may ask the individual to encourage discussion: What is it you would like to achieve from this session? What is your long-term goal? Once you have reached your goal - what does it look like?
What does it feel like? 2. SituationThe second step would be to ascertain the current skill/ability/knowledge level of the team member and encourage discussion as to why they are at that level. The aim of questioning and discussion here is to raise the mentee’s understanding and awareness of their own situation. Also discussed during this section of
the process are the feelings of the individual, and how they feel their current situation is impacting their lives and those of their peers: How do you currently feel about your situation? Where are you at now in terms of your goals? What has been happening in your work and life recently?
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What does it feel like? 2. SituationThe second step would be to ascertain the current skill/ability/knowledge level of the team member and encourage discussion as to why they are at that level. The aim of questioning and discussion here is to raise the mentee’s understanding and awareness of their own situation. Also discussed during this section of
the process are the feelings of the individual, and how they feel their current situation is impacting their lives and those of their peers: How do you currently feel about your situation? Where are you at now in terms of your goals? What has been happening in your work and life recently? How do you think others feel about your current situation?
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Choices (and Consequences)Following this, the coach will help the team member to identify all the potential avenues for attaining the ‘outcome’. For example, perhaps undertaking a training course of some sort. For all the brainstormed choices discussed, the consequences and ramifications of each will be considered, allowing the individual to
discard less-practical or excessively difficult avenues and work towards a single viable route to their long-term goals. What current options for action are available to you? What are the consequences of any potential choices? What would be the impacts on other people? Which of your options has the best consequences for you, and for others? 4.
ActionsThe next step is to identify where improvements can be made and how to make them. The focus of actions s the immediate and attainable targets that the mentee can work towards. SMART (specific, measurable, accurate, realistic d timely) can serve as a checklist for any of the actions designed during this period of the session. All actions
should be motivational enough that the individual will strive and work towards them, but not so far from their current situation that they will find the task impossible and therefore lose motivation. All actions should have distinct - though realistic - deadlines so that the individual is motivated to work, and has points at which they can measure
progress. An example of action could be signing up for a training course or identifying a course that would most suit the team member. In addition to this, any support that may be required during the process should be identified. What immediate actions will you take? When are you going to take those actions? Who is going to provide the support for

you throughout the process?

How motivated are you to take these actions? 5.
ReviewFinally, in the review stage the coach and coachee will arrange to hold regular meetings to ensure that the team member is on track and to offer any assistance, should it be required. These meetings and review checkpoints can be based upon the deadlines for tasks set in the action section of the process. If it is found that the individual is no
longer on track for sections of their action plan, perhaps the long-term and short-term goals should be re-assessed using the OSCAR process once more. How do you plan to review your progress? When is it suitable for us to review progress? Have your actions been moving you towards your goal? Are you still motivated to take said actions? How it
OSCAR Model useful?The OSCAR model is useful for coaches that choose to adopt less autocratic approaches to leading and coaching, as it allows them to provide support whilst giving the employee space to take charge of their own action plan. By integrating the model, the coach or manager can regularly check that their team member is on track
and working towards achieving their goals, whilst providing a safety net should the team member become overwhelmed or unable to complete certain tasks. As a result, the primary use of OSCAR is to encourage employee development over both the short and long-term.

OSCAR Coaching Model

In a less specific scenario, here are a few sample questions that the manager or coach may ask the individual to encourage discussion: What is it you would like to achieve from this session? What is your long-term goal? Once you have reached your goal - what does it look like? What does it feel like? 2. SituationThe second step would be to ascertain
the current skill/ability/knowledge level of the team member and encourage discussion as to why they are at that level. The aim of questioning and discussion here is to raise the mentee’s understanding and awareness of their own situation. Also discussed during this section of the process are the feelings of the individual, and how they feel their
current situation is impacting their lives and those of their peers: How do you currently feel about your situation? Where are you at now in terms of your goals? What has been happening in your work and life recently? How do you think others feel about your current situation? 3. Choices (and Consequences)Following this, the coach will help the team
member to identify all the potential avenues for attaining the ‘outcome’. For example, perhaps undertaking a training course of some sort. For all the brainstormed choices discussed, the consequences and ramifications of each will be considered, allowing the individual to discard less-practical or excessively difficult avenues and work towards a

single viable route to their long-term goals.
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The OSCAR coaching model was originally described by Karen Whittleworth and Andrew Gilbert in 2002. The aim of the authors was to develop a model that built upon and enhanced the existing GROW model (1990s), with the intention to provide those in managerial positions with the ability to adopt a developmental coaching style, to the benefit of
their company and team.The acronym stands for:O utcomeS ituationC hoicesA ctionsR reviewsThe model is built around five contributing factors or sections: The model operates under the notion that if these factors are satisfied, understood and applied by the coach then the long-term result of their interaction with the employee will be achieving the
“ outcome ’, whereby demonstrating effective coaching.How Can You Apply the OSCAR Model?The OSCAR model can be applied in almost any personal development scenario, however, it is argued that it is most effective when used when working towards long term ‘outcomes,’ as the framework provides an impetus for the implementation of
attainable milestones through the ‘actions’ aspect. For example, an employee may approach the coach for advice on becoming a stronger team leader when taking part in team-based tasks.1. OutcomeFirstly, the coach and the employee should discuss the issue at hand (the primary topic of the meeting) and work together to identify the desired
outcome of the session, and the long-term goals of the individual. In the case of the example above, this would likely be to develop the ability to take charge and be heard in team-based scenarios. In a less specific scenario, here are a few sample questions that the manager or coach may ask the individual to encourage discussion: What is it you would
like to achieve from this session? What is your long-term goal? Once you have reached your goal - what does it look like? What does it feel like? 2. SituationThe second step would be to ascertain the current skill/ability/knowledge level of the team member and encourage discussion as to why they are at that level. The aim of questioning and discussion
here is to raise the mentee’s understanding and awareness of their own situation. Also discussed during this section of the process are the feelings of the individual, and how they feel their current situation is impacting their lives and those of their peers: How do you currently feel about your situation? Where are you at now in terms of your goals?
What has been happening in your work and life recently? How do you think others feel about your current situation? 3. Choices (and Consequences)Following this, the coach will help the team member to identify all the potential avenues for attaining the ‘outcome’. For example, perhaps undertaking a training course of some sort. For all the
brainstormed choices discussed, the consequences and ramifications of each will be considered, allowing the individual to discard less-practical or excessively difficult avenues and work towards a single viable route to their long-term goals. What current options for action are available to you? What are the consequences of any potential choices?
What would be the impacts on other people? Which of your options has the best consequences for you, and for others? 4. ActionsThe next step is to identify where improvements can be made and how to make them. The focus of actions s the immediate and attainable targets that the mentee can work towards.

SMART (specific, measurable, accurate, realistic d timely) can serve as a checklist for any of the actions designed during this period of the session. All actions should be motivational enough that the individual will strive and work towards them, but not so far from their current situation that they will find the task impossible and therefore lose
motivation. All actions should have distinct - though realistic - deadlines so that the individual is motivated to work, and has points at which they can measure progress. An example of action could be signing up for a training course or identifying a course that would most suit the team member. In addition to this, any support that may be required
during the process should be identified. What immediate actions will you take? When are you going to take those actions? Who is going to provide the support for you throughout the process? How motivated are you to take these actions? 5. ReviewFinally, in the review stage the coach and coachee will arrange to hold regular meetings to ensure that
the team member is on track and to offer any assistance, should it be required. These meetings and review checkpoints can be based upon the deadlines for tasks set in the action section of the process. If it is found that the individual is no longer on track for sections of their action plan, perhaps the long-term and short-term goals should be re-
assessed using the OSCAR process once more. How do you plan to review your progress? When is it suitable for us to review progress? Have your actions been moving you towards your goal? Are you still motivated to take said actions? How it OSCAR Model useful?The OSCAR model is useful for coaches that choose to adopt less autocratic
approaches to leading and coaching, as it allows them to provide support whilst giving the employee space to take charge of their own action plan.

By integrating the model, the coach or manager can regularly check that their team member is on track and working towards achieving their goals, whilst providing a safety net should the team member become overwhelmed or unable to complete certain tasks. As a result, the primary use of OSCAR is to encourage employee development over both
the short and long-term. It is particularly useful for coaches that do not have large amounts of time to personally supervise and guide each employee to their outcome, as it allows the coach to provide support whilst encouraging the employee to take the lead on their own development. TWOWP2021-08-02T10:11:024+00:00
FacebookTwitterRedditLinkedInWhatsAppTumblrPinterestVkXingEmail OSKAR coaching model is different from other coaching models like the GROW coaching model. Some of such differences are mentioned below.1.It specifically uses the solution-focused approach. This allows coaches and managers to experience the power of a solution-focused
approach in actions.2.It specifically allows the sharing of know-how from other people. Even the coach is asked to share the knowledge in addition to the normal coaching questions. de Shazer, S. (1991). Putting differences to work.
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the coachee past the problem and to turn their focus to working out solutions.Coaching is unlocking a person’s potential to maximize their own performance. It is helping them to learn rather than teaching them.Timothy GallweyCoaching is a process targeted at improving performance, strengthening skills and behaviors. Coaching is helping the
coachee learn how to perform through sharing best practices and repetition.With this in mind, coaching is not a skill we are born with. It is something that’s learned and developed over time. Therefore, coaching models have been designed as a framework or strategy to help guide the coach and coachee through the coaching process to the result.It
can be confusing to decide which model fits your coaching situation. Because not all coaching models are the same, we will take time to review the particulars of a solution focused coaching model, the OSKAR coaching model, and how it works.The OSKAR coaching model was developed by Mark McKergow and Paul Z. Jackson. The model was
published in the 2002 book The Solutions Focus: Making Coaching and Change Simple and makes a great read if you want to understand more.The OSCAR coaching model is a solution focused coaching model rather than focusing solely on the problem. This requires the coach to ask open-ended questions. The objective of these questions is to focus
the coachees attention away from the problems and towards the desired outcomes.Instead of discussing issues and their causes, the coaching session explores:The desired goals and end state.Behaviors that have led to success in the past.Potential solutions and the resources available. OSKAR Coaching ModelSince the OSKAR coaching model is a
solution focused model, it is ideal for the coachee to focus on an outcome, not the problem. Coachees tend to center their attention on the issue. The OSKAR model will help the coach focus on actionable solutions.The first step is to concentrate the coachee on the outcome. The outcome is the objective, goal, or solution needed for the situation you are
addressing.However, the result is not simply the responsibility of the coachee. The coach should help the coachee define the desired outcome.Do they go one step more and understand why the coachee wants this outcome? Yes. You know the why to engage the coachee. Then agree on short and long-term objectives.What is the objective that the
learner wants to achieve?Can you help me understand what you would like to accomplish today?What do you want to achieve in the long term?Have you determined what the long-term solution looks like?In the Scaling phase of the OSKAR model, the coach asks the coachee to assess their proficiency in the behavior or skill. It is a subjective method to
uncover where the coachee believes they rate now on the scale of 0-10.In the first coaching session, have the coachee assess where they are on the scale about the behavior or skill in question.Identify what’s going well that has them at that rating. This will allow the coach to leverage that into more outstanding performance.At the end of the session,
have the coachee gauge where they rate. You want to see an increase in ranking after session one.Then identify where they want to scale or rank by the next session.On a scale of 1 to 10, with ten representing the ideal state and zero the worst it has ever been, where are you on that scale now?You are at X now; what behaviors/skills did you use to get
to this point?How will you know when you reach the ideal state of a ten?If it ain’t broke, don’t fix it.Once you know what works, do more of it.If it’s not working, do something different.de Shazer and Berg, 1995During the Know-How step of the OSKAR coaching technique, tap into the coachees’ resources, existing knowledge, skillset, and
successes.How have they demonstrated this skill in the past? How can their network and the coach leverage their experiences to advise the coachee? The goal is to leverage existing best practices.What behaviors or skills help you perform at X on a scale rather than one?When does the outcome already happen for you?How did you make that happen?
What did you do differently when you experienced success?If asked, what would other people say you are doing well?Affirm is where the coach focuses on what behaviors and skills work well for the coachee. Additionally, it centers your attention on the issues to be solved. What skills or behaviors need to change, and how to make that change or
enhancement?Action is about finding the following steps to build on what is working. It is also about focusing on efforts to solve the identified issues.The coach will use statements and questions to affirm positive behaviors and then questions for actions or next steps.We have identified X as a strength. How can we leverage X to move forward?What is
the next step?What would you like to do today and then the following sessions?You are at X today; what would it take to get you to X tomorrow?During the review step, identify what has improved, and look at what needs to happen next to improve even further. Use scaling to understand how the rating of the skill/behavior has changed since the last
coaching session.This process should emphasize the positives or successful outcomes as these are leveraged skills. The coach wants to see and build on whatever is working.Can you tell me what’s better?What did you do more of or differently that made the change happen?Since the transformation, what has been the impact?What do you think will
change next?The OSKAR coaching model focuses on solutions by way of collaboration and focusing on what is going well. Executed well, the framework garners rewards. Notwithstanding, the model is not without its weaknesses.BenefitsWeaknessesPositive focus leads to increased motivation for the coachee Can spend too much time on affirmations
and lose sight of the solutionBest practice encouragement and repetition leads to sustained resultsThe outcome can get lost in the dialogue and the continuous rating (scaling, affirmation, and reviews)Focus on the know-how of success creates motivation Solutions focus empowers the coachee As we’ve discussed, the OSKAR coaching model allows
the coach to focus on solutions rather than problems. Overall, it is a collaborative, engaging coaching process that can be the right approach in many situations.Check out some of the other coaching models to find the right one for your situation. GROW Coaching ModelFUEL Coaching ModelIGROW Coaching Model



