Troubleshooting ALOBA - common issues for trainers

Trainers sometimes find it difficult to put ALOBA into practise.  In this document, we’ll look at some of the common areas of difficulty.  We’ll also be examining the skills required for overcoming these.  As with all skills, the more you practise them, the more unconsciously competent you will become.
AGENDA SETTING
ALOBA breaks down if you don’t tease out the agenda enough.
a) You need to drill down until the agenda is as specific and descriptive as possible.
b) Do not follow the ALOBA framework until each agenda item is specific, descriptive and clear enough to all.  Spend as much time there as is needed.  Do not be bullied into moving on.
c) After setting the agenda, it is good practise to summarise to ensure clarity and enable refinement. 
d) Revisit the agenda after watching the video/simulation in case it needs refining.  This is also the point where the facilitator and/or other learners might want to introduce (negotiate) their own agenda.
Skills needed for good agenda setting
Actively determine and appropriately explore the: 

· Trainee’s ideas - the difficulties they want help with.
· Trainee’s concerns - and acknowledge them (eg ‘how are you feeling at this point’) 

· Trainee’s expectations: - clarify goals: ‘so, what are you hoping to get out of this session today?’
· Impact on their life: how big a problem each agenda item is in the trainee’s working life                     
· Encourage the trainee to tell the story of the problem(s) in their own words.  Don’t rush them.
· Start with open questions to encourage dialogue and then closed questions to clarify or specify.

· Listen attentively: allow the trainee to complete statements without interruption and leaving space for him/her to think before answering.
· Encourage the trainee’s contribution through gestures, silence, repetition, paraphrasing and interpretation.
· Pick up and respond to verbal and non–verbal cues (body language, speech, facial expression, affect).  Encourage them to express their feelings (and acknowledge them).
· Clarify statements that are unclear or need amplification e.g. ‘Could you explain what you mean by ……’ 
· Periodically summarise to verify your own understanding of what the trainee wants; invite the trainee to correct interpretation or provide further information.

Skills to help negotiate and introduce the trainer’s agenda
· Offer suggestions rather than directives: ‘Shall we….’; ‘Can I suggest…..’; ‘I wonder if it might be helpful to ……’
· Offer perceived benefits to ‘hook’ them
· Ask for their views and acceptability:  
· The trainee’s ideas: ‘What do you think?’
· The trainee’s concerns: ‘Do you have any worries over what I am suggesting?’ or ‘How would it feel to discuss...’
· Impact on their life: ‘I wonder whether it would be helpful to look at xxx.  Is that a difficulty you’re experiencing?’                                                 

GENERATING A GOOD DISCUSSION
An educator who is good at generating a discussion does so by:
· Facilitating responses through the use of encouragement, silence, repetition, paraphrasing and interpretation.
· Providing opportunities that encourages learner(s) to contribute: to ask questions, seek clarification or express doubts. 
· Clarifying statements that are unclear or need amplification:  ‘Could you explain what you mean by light headed?’                   
· Eliciting beliefs, reactions and feelings 
· Picking up and responding to verbal and non–verbal cues (body language, speech, facial expression, affect).  
· Periodically summarising to verify own understanding of what the learner(s) has said and inviting them to correct interpretation or provide further information.

· Using concise, easily understood questions and comments. 

· Establishing with others on how to proceed:  ‘Okay, so we’ve identified a problem.  A number of you share the same problem.  Mmmm… how shall we take this forward?’   
ADDING STRUCTURE TO A SESSION
Some trainers say that their session appears unstructured, feels higgledy piggledy and seems opportunistic (i.e. they keep their fingers crossed in the hope it goes well).

This lack of structure usually means 

a) They haven’t teased out the agenda well enough.  It’s still too broad and that’s why the session also feels broad and unfocussed.
b) They haven’t made effective use of the flip chart (which can help with structure).  Try this: scribe each agenda item clearly and concisely (without losing meaning).  Make sure there is enough space between agenda items.   That space will allow you to make a framework around each agenda item as the discussions ensue and learning points are derived.  
A mistake many trainers make is to do a write up and summary ALL at the end – and they struggle then to remember anything!  What hope then does the learners have?
c) A lack of ‘packaging’ moments - stopping the session at occasional moments to ‘check where we have got to’ and summarise the discussions so far will add structure.
d) They’re not ‘generalising away from the specific’ often enough.  ‘Generalising away from the specific’ means making inferences from a specific case that can be applied more generally to other cases.  

Take, for example, a case where say a trainee and patient got into a bit of an argument and from the discussion it seems that the patient came in with trivial symptoms but was really worried about MS because her mother had it. This is how you might ‘generalise away from the specific’:  ‘So, from our discussions, it appears that what were saying is that if we really step into the patient’s shoes and find out what it is that concerns them so much, we might end up with a more collaborative and respectful partnership between the doctor and patient thus preventing consultations from going wrong.   And that people can have big concerns even if their symptoms are small?‘ 
Skills which help add structure (or make it overt)
· Assess the learner’s starting point and work upwards from there.

· Tackle one agenda item at a time
· Attend to flow: structure the line of inquiry in logical sequence. Keep an eye on timing and keep discussions on task.   
· Aid accurate recall and understanding: 
· Organise explanation: divide into discrete sections, develop a logical sequence.  Relate explanations/conclusions to learner’s perspective: to previously elicited ideas, concerns and expectations
· Use explicit categorisation or signposting (e.g. ‘So, what we’re saying is that there are three important things we need to remember when….’)
· Use repetition to reinforce information
· Use visual methods of conveying information: diagrams, models, written information and instructions, flip chart etc
· Summarise at the end of a specific line of inquiry to confirm conclusions before moving on to the next item.  
· Checks learner’s understanding of information given (or plans made): e.g. restate in own words; clarify as necessary 
· Signpost using transitional statements when moving from one issue to the next.  Where possible, state the rational for moving onto the next item.  
LEARNERS WHO DON’T GIVE PRECISE FEEDBACK TO OTHERS
This is common with whatever learning group you have.   If the feedback is crap, then the learning points will be too and thus the session valueless.  
If one is feeding back on an observed skill (e.g. role play; simulation or looking at videos), try the following:
1. Tell them to be specific and descriptive: 

Facilitator: Okay, so we’re going to be watching the tape and John has already said he’d like some specific feedback on how his rapport with the patient.  Remember, to be specific and descriptive.  Can anyone tell me what I mean by this?
Learner: Isn’t it where blah blah blah?
Facilitator: Yeah, so by specific we mean being very clear and detailed about the behaviour we are commenting.  Something like ‘I wonder if you hadn’t spent so much time on the computer at the start that it might have helped with building rapport’.
And by descriptive, we mean focusing on behaviour and not on personality i.e. not being judgemental.  So, we might say ‘I noticed that she rolled her eyes up when you said it wasn’t serious.   Do you think it might have helped to have explored her ideas, concerns and expectations before saying this?’
Okay,  so are we all clear?
Good, let’s play…  
2. Feedback on what they ‘see’ and/or what they ‘hear’
Sometimes, it can be difficult for group members to remain objective without infecting their comments with judgemental views.  These ‘judgements’ can emotionally hurt and lead to learners becoming defensive and rejecting comments and suggestions.  It can then result in a bad educational climate where the safety is compromised and no one wants to participate any more.   Finally, the learner and other group members then become apprehensive about future learning sessions and any social learning thereafter might be stifled too.
So, one way to get people to remain objective when looking at ‘observed’ behaviour (like videos and role play simulations) is to stick to my ‘see-hear’ method. 

Facilitator: ‘In order to help John as best as we can, can I suggest that when you are giving feedback you consider giving it in a way that is not judgemental but is based on behaviour.   One way of doing this is to only talk about what you see and hear and not about what your judgements.   

For instance, you might say: ‘I noticed that you were still on the computer typing up the previous consultation when the patient walked in and sat down’ rather than ‘I thought it was a bit rude that you didn’t even have the courtesy to say hello and greet the patient’.

With the ‘see-hear’ method, it is the learner who makes the final conclusion/judgement from the feedback statement.  And because that conclusion is generated from within, they are more likely to accept and work on it: mission completed!
An example of how the flipchart might look at the end of the session:
(In this example, the learner’s agenda is to a) be able to tease out an agenda, b) to structure a teaching session and c) to push the knowledgeable trainee)
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NOTE: The ‘skills’ sections in this document have been derived from the Calgary-Cambridge Model of the consultation.  It’s interesting how skills for consulting with patients can be adapted to a host of other situations.
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eg ‘show me how you would say that’
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