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Introduction
This report will critically examine and research current theory, policy and workplace trends with respect to mentoring and coaching. The report will also look at training issues fundamental to the professional development of coaches and mentors while critically examining current thinking and practice in organisational mentoring and coaching.  It will then focus in more detail on the mentoring aspect, and demonstrate how the historical, social and cultural, contexts can influence the development of mentoring within post-compulsory education and training.

Coaching can be described as a way of guiding and developing an individual or a team to improve their ability to achieve a desired goal. The Chartered Management Institute defines it as ‘a method of helping people to develop their skills and knowledge through a one to one relationship with a coach, (often a more senior or experienced colleague).’  (CMI, 2013).

Mentoring on the other hand has a slightly different meaning; this is the relationship between the coach, or mentor in this case, and an individual with usually less knowledge and experience, over a period of time. The mentor communicates and guides the individual and offers support throughout their time together. People become mentors for a number of reasons; some people enjoy sharing their knowledge and experience to guide someone who is on a similar journey to themselves. Mentors feel encouraged and gain self-satisfaction from being able to support another individual, and a real sense of ‘giving something back’ and finally, the mentor may be looking to gain experience and knowledge to help develop their own qualities such as managerial and leadership skills. 

Wai-Packard researched the definition of mentoring: Donaldson, Ensher, & Grant-Vallone, (2000) defines mentoring as ‘a relationship between a less experienced individual, called a mentee or protégé́, and a more experienced individual known as a mentor. Traditionally, mentoring is viewed as a dyadic, face-to-face, long-term relationship between a supervisory adult and a novice student that fosters the mentee’s professional, academic, or personal development’ (Wai-Packard, n.d.). 


Professional Development

Mentoring and Coaching is used for personal development in many different organisations and is becoming a more common strategy to improve the performance of employees or students. Organisations want to develop their students or employees in areas such as leadership, and give additional support to those who may need it, or to those who are new to a position. It is also a great way to develop individuals, who may be able to progress further to reach a higher position or job role. Organisations will place great emphasis on in-house coaching, mentoring and training via team meetings or tutorials, one-to-one or face to face tutorials and specific training to improve personal development. It is important for the coaches or mentors to build strong trusting relationships with the mentees, ensure they are working in line with the objectives set and review the process regularly.

Some training issues that could occur during a coaching and mentoring process include the following: some individuals or students may not show very strong commitment to their goal, their attendance record may be low, or they may fail to understand what is being taught. The issue could be with the team and there might be conflicts within the group. The individual may lack motivation. It is important with the guidance of the different models to work with the individual to get the most out of the relationship. It is important to manage any conflicts or stress, ensuring the students are working in line with purposes or objectives. Clear expectations should be set, and regular meetings scheduled, to help motivate the student, by frequently telling them how they are doing and giving both positive and constructive feedback. It is very important that the student knows exactly what is expected of them, so they are aware of the process needed to achieve their objectives. If the student is high performing, more challenging tasks should be delegated, in order to keep the student engaged and motivated but also to drive the individual to achieve their own potential.

When coaching an individual it is important to consider the following: what the aims and objectives are; what criteria is needed to achieve success; what kind of theoretical approach will be used to best suit the individual and in what context it will be used. Some key principles for effective coaching include: a strong learning relationship based around the individual; the framework of the work or planned aims and objectives; skills; ethical practice; and good mentor or coaching qualities. (Connor and Pokora, 2017).

There are different approaches to coaching; one approach which has been researched is transformational coaching. This style looks at the different changes in thinking, feeling and behaving with regards to the student. It involves using the “CLEAR process”: contracting; looking at the facts and patterns of behaviour; listening to the students' feelings; stories and context; exploring the different dynamics of the relationships and challenging them; action, experimenting and practicing what has been planned; and finally reviewing the whole process and being able to plan the next step. It works on changing the mindset of the student and allows them to re-evaluate their own perspective. (TLC, 2020).

Another theory of coaching is the developmental model; this is seen as a more natural progression of skills and performance coaching. The individuals' goals are the main focus, and it involves reflection, and is more person-centred with a humanistic approach.  Hayes describes developmental coaching as being ‘brought about by modifying actions and behaviours through a heavy focus on the client’s inner game. The inner game goes beyond the external actions and behaviours to look at mindset, emotions, beliefs, and the framework of personality governing those things. Developmental coaching affects change from the inside, compared to performance coaching which primarily changes the outside only.’ (Hayes, 2017).

Another model is the GROW theory which stands for: Goal, Reality, Opportunities and Will.
This model is one of the most commonly used tools for coaching. The easy to follow four phase theory makes it easy to learn from experience, reflection and also insight, by making choices and pursing them. The first step evaluates the goal, whether it is a long term or shot term objective, they will need to be specific, measurable, achievable, realistic and timely. (SMART). By setting out what you want to achieve and what success looks like; figuring out what is required to achieve your goal and finding a way to measure it. The second stage is looking at the reality of what is actually happening now. What actions have been taken to reach the goal? What has been learnt? The next stage is opportunities: what could we do next to achieve the goal? What else can be done? As well as really exploring all the different options available to the individual, such as time, cost and benefits. The final stage is Will; what will you do? What are the criteria for success, when will you start the first action and what will the individual use for support in achieving the goal? 

As discussed above, there are similarities between mentoring and coaching; mentoring enables the individual to follow a path guided by a more experienced person who can pass on their knowledge to create opportunities  while on the other hand, coaching in general has a more direct experience, based around coaching a specific skill or focused on improving the person.  

Mentoring within Post Compulsory Education

From the research above focusing on mentoring, it is interesting to analyse and evaluate its role within post compulsory education and training. Higher education use mentors in variety of ways, from induction mentoring, to peer and developmental mentoring. For example, during induction, a mentor may be assigned to a new member of staff; to help introduce them to their new surroundings, to ensure they settle in and understand the general running of the establishment, the policies and procedures; and be available to help until the individual is familiar with all that’s going on within the organisation.

Peer mentoring is another form that is commonly used, in education, where colleagues or students will review or observe each other and give feedback on a particular project or session, this might be commonly used during education, where a student may receive feedback or observation from their peers on a micro-teach session.

Higher education uses mentors in variety of ways; from induction mentoring, to peer and developmental mentoring. For example, an academic mentor is a teacher or lecturer who is in a position to be a positive role model or a student, who can give academic advice, share resources and guide the student mentee to success. During induction, a mentor may be assigned to a new member of staff to help introduce them to their new surroundings. The mentor will ensure the staff members settle in and understand the general running of the establishment, the policies and procedures, and they will be available to help until the individual is familiar with everything within the organisation. Peer mentoring is a form that is commonly used in education, where colleagues or students will review or observe each other and give feedback on a particular project or session, for example, where a student may receive feedback or observation from their peers on a micro-teach session. ‘Peer mentors’ function in ways that were reflective of other mentors, for example, by serving as role models and offering psychosocial and academic subject knowledge support’ (Lunsford, Crisp, Dolan and Wuetherick, 2017). 

Goran Fransson compares the impact of Finnish and Swedish educational culture on national approaches to post compulsory educational mentoring. In Finland, at the beginning of the 21st century early mentoring projects were established using a ‘classical one-to-one mentoring’, but by 2006 mentoring had developed from one-to-one into a group mentoring system. This was the result of many research projects, which ‘led to the development of the model that became to be conceptualized as peer group mentoring.’ (Heikkinen, Jokinen, & Tynjala, 2012). In one of the research projects, ‘The Werme Program’ the mentoring groups were comprised of both newly qualified and experienced teachers. While the ‘Osaava Worme program’, which came into prominence in 2010, as part of a funded scheme by the Finnish Ministry of Education and Culture, included newly qualified teachers (NQTs) from a variety of subject backgrounds and schools. 

In Sweden, the mentoring of newly qualified teachers was established following a decision by the Swedish Parliament in 2011. This was part of a new requirement for a mandatory probationary year following qualification as new teachers, in order to ensure their competence. This was developed from an agreement between, the Swedish Association of Local Authorities, and the two teachers’ unions, in 1995, which declared that NQTs have the right to mentor support ‘to participate in an induction program’. The different approaches to the organisation of mentoring could be seen as a result of educational approaches, rooted in different historical, cultural and political conditions. This example which looks at the system in place in Finland and Sweden, shows how the mentoring system has developed over time, due to historical, social and cultural influences. Both countries are ‘well-developed welfare states’ which influences the social development of the mentoring models. The historical background is also important, for example, Finland only achieved independence in 1917, and living under the constant threat of invasion from the former Soviet Union during the 'Cold War', has had a huge impact politically and culturally. This demonstrates how social, historical and cultural contexts influence and shape the formation of educational models, including mentoring. (Kochan, Kent and Green, 2015). 

At the University of Wales Trinity Saint David Swansea, mentoring is an important aspect of the development of future teaching professionals. As part of the course students are assigned mentors to guide them during completion of their placement hours on a one-to-one basis, where the mentee will observe a variety of sessions over the course of the year. The mentee will also benefit from the course tutor, who is there to observe and teach group sessions on various different topics to improve the mentees' teaching experience and knowledge.

This report has researched and examined current theory, policy and workplace trends with respect to mentoring and coaching. It has discussed training issues fundamental to the professional development of coaches and mentors, while critically examining current thinking and practice in organisational mentoring and coaching in general. The report has then focused on the mentoring aspect in more detail, exploring how historical, social and cultural contexts can help to shape the mentoring models within post compulsory education and training. 












References

CMI, 2013. Managing Others. [Place of publication not identified]: Profile Books ltd.
Connor, M. and Pokora, J., 2017. Coaching And Mentory At Work. Maidenhead: Open University Press.
Donaldson, S., Ensher, E. and Grant-Vallone, E., 2000. Longitudinal Examination of Mentoring Relationships on Organizational Commitment and Citizenship Behavior. Journal of Career Development, 26(4), pp.233-249.
Hayes, J., 2017. Developmental Coaching For Sustainable Change. [online] Thecoachingroom.com.au. Available at: <https://www.thecoachingroom.com.au/blog/developmental-coaching-for-sustainable-change> [Accessed 12 March 2020].
Kochan, F., Kent, A. and Green, A., 2015. Uncovering The Cultural Dynamics In Mentoring Programs And Relationships.
Lunsford, L., Crisp, G., Dolan, E. and Wuetherick, B., 2017. Mentoring in Higher Education.
TLC, 2020. Transformational Coaching – The CLEAR Model | Art Of Change Making. [online] Leadershipcentre.org.uk. Available at: <https://www.leadershipcentre.org.uk/artofchangemaking/theory/transformational-coaching-the-clear-model/> [Accessed 11 March 2020].
Tynjälä, P. and Heikkinen, H., 2011. Beginning teachers’ transition from pre-service education to working life. Zeitschrift für Erziehungswissenschaft, 14(1), pp.11-33.
Wai-Packard, B., n.d. Definition of Mentoring. Mount Holyoke College, [online] Available at: <http://ehrweb.aaas.org/sciMentoring/Mentor_Definitions_Packard.pdf> [Accessed 10 March 2020].



image1.jpeg




image2.jpeg
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David





