Hannah Maund – 1302953.                                            Module M6X02275

1. Research and critically analyse current thinking and practice in organisational mentoring and coaching in general, including consideration of training issues and professional development. (1250 words)

According to Bawany (2015), ‘Coaching is about creating the capacity for appreciative and supportive interaction that leads to the achievement of business results. Effective conversation sets the stage for significant discussion about issues of leadership development, personal and organizational change and creating capability through high functioning people with enhanced emotional competence.' Coaching helps encourage and facilitates the coachee in finding the answer and reaching a conclusion themselves and this is more often than not achieved through the use of various open questions. For example, can you tell me about….? what went well? what would you have liked to have done differently given the chance again? It is through this effective questioning technique that the coachee reaches a conclusion and it is also the coachee who sets the agenda for the coaching session. 	
In contrast to this, you would see that during a mentoring session it would predominantly be the mentor sharing their own knowledge, information and skill based on their own experience and expertise with the mentee. 

In giving consideration to the training issues and professional development, it is believed by the writer that there are various barriers to coaching and mentoring that can derive from various elements within an organisation. Such as individual barriers, operational barriers and organisational barriers. Arguably some of these barriers are more easily overcome than others. Some of the barriers that an individual can initially face include both lack of time and ability to commit to the learning, coaching and more generally their personal development. According to Stern (2004), ‘Performance coaching requires more effort from all parties involved, as it “focuses on an employee’s specific performance potential, job requirements, deficiencies, or derailer’s and on how to fill performance gaps and shape the job to optimize the individual’s performance”. If the coach is tasked to support an individual who is already juggling various tasks/responsibilities, it can be difficult to get the buy in from them to invest their time and commitment to the coach and the objectives that will be set. Furthermore, from an operational perspective, based on one’s own experiences, time can often become more of a difficulty to overcome. Past experience has shown that the workplace operational demands will often take priority over that of the coaches. For example, a coaching session could have been scheduled well in advance however due to operational issues or demands there are times when it would need to be re-scheduled or delayed.  Another potential operational barrier could be the customer. Almost every organisation has internal or external customers with needs that must be met. The fact that this duty can on times interrupt or rush a coaching session can possibly have a negative impact on reaching the SMARTA objectives set. When considering issues faced by that of the organisation itself, it can be argued that in fact many issues are more deep-rooted and difficult to overcome that the barriers faced by the individual or in the day to day operational challenges. The workplace culture could be an enormous barrier as it something that is the ‘norm’, the day to day behaviour within the organisation. It is also something that can be quite difficult to change so therefore could be a barrier that is not as easily overcome. Management with an organisation can also play a significant part in the success or lack of it within coaching. Not getting the buy from the managers whether it be departmental managers or senior managers, their buy in is crucial to the success of any coaching initiative. Hofstede (2002) proports that ‘’ Culture is the collective programming of the human mind and distinguishes the members of one human group from another. Culture in this sense is a system of collectively held values.’’ Whereas Schein (2010) sees culture as having a deeper level of basic assumptions and beliefs that are shared by members of an organisation that operate unconsciously and define in a basic ‘taken for granted’ fashion and organisations view of itself and its environment. In simple terms, organisational culture can be seen as ‘how things are done around here’. This in itself is a significant contributory feature that can be a deep-rooted barrier around which any coaching and mentoring initiatives need to be overcome if any personal development is to take place. It is often difficult for an external coach to initially see and then understand the barriers around through which they have to guide their coachee or mentee. 

Having highlighted the above issues that may present themselves, thought has been given to various strategies that can be used to help minimise or potentially overcome some of the barriers to coaching and mentoring. Almost all can require the organisation itself, management and the employee to work collaboratively. Contel (2012) states “most people come to work intending to do a good job. However, the more employees bang their heads against organisational and process barriers, the more the desire to excel recedes, and the less energy there is to fight the good fight day after day”.  He concludes that the managers, coach and or organisation should help facilitate the learning, coaching and encouraging the coachee to write down tasks they plan to do, this will allow the coachee or mentee to prioritise, as well as set goals which can be achieved by possibly using the SMART goal setting model. In addition, another approach to minimising the barriers could be for the coach and coachee to schedule and commit to regular meetings or conference calls. This could help ensure the coachee remains on track and is empowered by the coach to make the learning happen. By encouraging the coachee to engage with the coach will help enhance their relationship which can make the coachee more committed to the coach as well as give the coachee the opportunity to ask questions and bring any other barriers or issues they have faced to the attention of the coach. 

 It is believed that “coaching is an attitude and a behaviour” (Whitmore 2002). By helping improve and build on an individual’s attributes can not only inspire others, increase motivation levels, increase creativity, aid an individual to become more adaptable to change, become more innovative and creative but can also positively influence their ability to be flexible and learn quickly to apply their knowledge to a range of skills. Garvey etal (2014) Conclude that ‘Coaching and mentoring activity do seem to have the capability to make a useful contribution to the abilities, but this requires a shift from the rational pragmatic towards a more holistic and complexity-informed perspective of the workplace. The writer is able to liken the theory that ‘A focus on goals only, without consideration of attitudes and behaviours required to achieve them, simply invites negative collusion and distortion.  to He states through the evolution of coaching as it becomes more widely known it may be termed differently or coined “empowering “to name a few, “the underlying principles of awareness, responsibility and self-belief are common to all.  

The primary purpose of coaching individuals in the workplace is to ultimately improve the “bottom line” Hill (2012). This achievement is contributed to by effective coaching which if delivered appropriately and effectively has the potential to improve the efficiency, motivation and retention of the individual by developing them through a planned and structured coaching intervention.  


2. Focusing on either mentoring or coaching, develop your research above to analyse and evaluate its position within post compulsory education and training, including consideration of the historical, social and cultural contexts. (1250 words)

In order to evaluate the position of coaching within post compulsory education and training (PCET) the writer has first chosen to analyse its position, giving consideration to historical, social and cultural context. It would appear that historically professional development within PCET has not been assessed or successfully implemented to a consistent or acceptable standard. There is a need to align professional/personal development within PCET to ensure that there is consistency in the expectations of a teacher’s performance and what is delivered. With the philosophy that education allows an individual to be a lifelong learner, suggests that the teacher themselves require the opportunity, the desire and ability to upskill themselves, in order to become more competent and confident in their teaching role and should be something that is an on-going process, annually evaluated throughout their teaching career. 

The role that coaching would play in the context of teaching is that it would facilitate the professional development of the teacher in terms of their teaching performance. According to Palcic (2018) ‘Knowledge of coaching skills can help achieve the desired results in pedagogical practice faster and more efficiently. When coaching skills are known by a team of teachers, these can offer each other support in personal and professional growth (collegial coaching).’ Additionally, it would further enhance their current skill set which are already similar to that of a coach themselves. Some of the skills, attributes and behaviours of a coach are self-awareness, honesty, reliability, effective challenge and effective questioning. In addition to this, good listening skills and the ability to communicate effectively are all essential attributes and behaviours that can be likened to those attributes and behaviours of an effective teacher. Whitmore (2002) states ‘The first key element of coaching is awareness, which is the product of focused attention, concentration and clarity’. He explains that “while awareness includes seeing and hearing in the workplace, it encompasses much more than that. It is the gathering of the relevant facts and information, and the ability to determine what is relevant’’. Hill (2012) writes how reflective listening skills can have a key advantage in becoming an effective coach. He proports that through having this skill will help the “listener” in this instance, the coach to gain information, develop the relationship between the parties involved as well as actively arouse and channel motivational energy. That being said, Hill (2012) also talks of the dangers that can be faced when using reflective listening. For example, “stereotyped reaction – constantly repeating a phrase like ‘you feel that…’or ‘you’re saying that…’. This could be perceived by the coachee that the coach is just using sweeping generic statements and that being supported or developed on an individual basis. Again, the notion that honesty and reliability are in addition to the similar attributes already mentioned and in one’s opinion are needed to develop and sustain a professional relationship with the coachee or student and ultimately achieve the goal upskilling the teacher to enhance the learners experience or positively influence their personal development. 

Effective communication skills are a vital quality to any individual and successful organisation. Armstrong (2001) says ‘Good communications are required to achieve co-ordinated results’ and that, ‘above all good two-way communications are required so that management can keep employees informed of the policies and plans effecting them.’ It could be argued that this theory is the same in coaching. In order for the coach to get the right message or intention across to the coachee, it is imperative that it is communicated effectively. It is said by Tarwiyah et.al (2018) that ‘Coaching is mainly purposed to build teacher capacity to enhance the success of learning and the quality of education in general. However, Cote and Gilbert (2009) conclude that ‘Coaching is a complex, reciprocally-influential process based upon systems of social interactions.’ Effective communication in the context of coaching also allows the coach to understand the goals and objectives set by the coachee as well as manage their habits and expectations. That being said, failing to listen and understanding the gaols and expectations of the coachee could result in a negative impact on the relationship between the coach and coachee. As an organisation that has invested time and money in allowing the coaching to take place, weather the style chosen to be formal or informal, the organisations motive is improved performance and need the buy in from the coachee in order to begin to achieve this. 

There are many responsibilities a coach has in order to successfully manage the relationship between themselves and coachee. Hill (2004) makes various references to Covey (2004) seven habits in his book “concepts of coaching “where he speaks of ethics, trust and relationships going hand in hand. In order for the relationship to develop it is key that the same level of commitment is made by both parties. If an individual does not trust their coach or questions their ethics is it less likely that the interaction will be successful or that the end goal will be achieved. Therefore, for the teacher and the coach relationship to be effective, it is essential that the coach builds up a relationship with the teacher based on trust, understanding and emotional intelligence. The coach’s ability to ask effective, open questions based on the identified development areas is a significant contributory fact to the professional development of the teacher and the goals and aspirations which helps to motivate the teacher to be effective in their professional practice. This notion is supported by 
Beevers and Rea (2010) who suggest something along the same lines in that one of the responsibilities of the coach is “preparing for the coaching relationship and contracting with the coachee”. They go on to explain that “ A coach will assist and motivate a coachee to determine and set goals, identify courses of action, identify and fulfil specific learning needs, review progress towards goals, explore obstacles and setbacks and review, clarify re-fine and reset goals.” In order for the coach to be able to carry out these responsibilities, it is often necessary to let go of power and be non-judgemental regardless of their own personal values. 


In conclusion, not only is coaching a beneficial tool for teachers and their professional development but also challenges them to think for themselves and to solve their own teaching problems in a safe and trusting atmosphere which stretches them and at the same time supports them when trying new ways of thinking about and delivering the learning experience to their students. ‘Education is only as good as its teachers’ and teachers must always be adaptable to change. In order to do so they must continually engage in and be a proactive participant in their own personal professional development.  With the support and encouragement of a dedicated coach, the teacher is able to achieve regular and focused feedback on both their performance as a teacher and their professional development. 
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