Mentoring and coaching within the Post Compulsory Education and Training (PCET) environment
This essay looks to critically examine the current theory, policy and workplace trends of coaching and mentoring, with discussion on training issues underlying the professional development of mentors and coaches. Further focus on coaching and its historical, cultural, organisational, social and economic context in PCET will be explored.

Mentoring 
Mentoring is an indeterminate, relationship centred activity with many specific yet broad ranging objectives, with the process not having to be a formal one. The mentor can facilitate a relationship with an individual or with a group of people for an extensive period. Over this time period, the agender varies and can evolve continuously. Mentoring seeks to build on the wisdom and capacity to employ skills, experience and knowledge to new practices and situations. In ‘Coaching and Mentoring: Theory and Practice’ Garvey, Strokes, and Megginson (2010) suggests that mentoring is a two way mutually balanced relationship where both parties learn and benefit from the relationship. This concept is highlighted in the reason’s mentors/mentees undertake the role. For example, mentors may want to confirm value of experience through sharing and to clarify knowledge or for altruistic reasons e.g. to support another person. Mentors may find the ‘challenge’ a reason for taking on the role, more often than not becoming a mentor creates a sense of ‘giving something back’, the mentor being one with experience and knowledge that when imparted to the mentee provides a source of leaning and development. Individuals may want to become mentors to help develop their leadership and managerial skills in line with continual professional development (CPD). 

Mentees can gain support from the mentor to develop their understanding and awareness of a specific area and bridge gaps in knowledge or skills, to help their own professional maturation or to overcome an obstacle or roadblock in their career path. The mentee may simply wish to seek the support of another person (Hopkins-Thompson, 2000).
Mentoring is said to have evolved from the ancient Greek times with the story of ‘Telemachus, son of Odysseus in Homer’s Odyssey’. The story tells how ‘Athene goddess of wisdom’ appears to Telemachus as a mentor to protect the realm of Ithaca. What the story underpins is the idea that Telemachus is young, inexperienced in the ability to rule and protect his subjects and having a more experienced or wise guide would be beneficial for the greater good (Gray, Garvey, and Lane, 2016). However, mentoring can be described in many ways, Clutterbuck (2014) gives the definition "Mentoring involves primarily listening with empathy, sharing experience (usually mutual), creating professional friendships, developing insight through reflection, being a sounding board, encouraging". This definition outlines a more holistic idea of mentoring, compared to the story of Telemachus, mentoring is not seen as one sided where the mentee is seen as the lesser subject rather, the relationship is mutual where both parties are respected and develop profesionally and personally from the outcomes. With differeing definitions of mentoring being apparent, numorous charachterisitics often define formal and informal mentor relationships. Formal relationships often facilitate through workplaces who sponser and organise the relationship based on mentor/mentee outcomes for the aim of career building. This type of mentoring is apperent in PCET, the student is often emplyed on a voluntary placement scheme and an employee within the placement sector is matched as a prospective mentor. However, informal relationships are psychosocial, with characterisitics on building confidence and self esteem. Mentors/mentees have or create emotional bonds and friendships through mutual interests (Brockbank, 2006).

Clutterbuck (2014) suggests that the spectrum of mentoring can be looked at through two key relationship variables in the ‘helping to learn’ model. The first spectrum is based on who is in charge, if it is the mentor then the relationship is of a directive tone, if the mentor stimulates the mentee to take charge then the relationship is a non-directive tone. The second dimension is primarily about learning and the individuals need, are they streched and challenged or nurtured by being encouraged and supported. Clutterbuck (2014) concludes that to be an effective mentor the mentoring has to move through the dimensions in every direction responding to observations of the learner needs throughout the process. 


Coaching 
Coaching can be seen as a form of learning in which an individual ‘a coach’ provides support to ‘a coachee’ to establish self-development and learning that benefits the coachee. The use of coaches are often implemented as a response to the need of individuals wanting to develop their position and reach their goals. A coachee might want to develop new thought processes and methods in situations so that they may improve the results of their efforts. Common objectives may include the need to be more efective at work, better organisational skills, confidence building or having the ability to relate to individuals more successfully (Bartlett II, 2007). Pasloe and Leedham (2009) defines coaching to be “… the enablement of development and learning through processes that improve performance of the coachee”. Further he adds that successful coaches should aquire a thorough understanding of the varying processes, techniques, styles and skills attributed to various coaching scenarios. The term ‘coach’ is said to have originated in the late 1880’s and is associated with a trainer or instructor (Wildflower, 2013). Coaching was later developed as a profession by Leonard (1998) as a way of supporting people further with their personal and professional goals.

There are a number of skills the coach uses in response to a coachees need, they include a muxture of listening and feedback, questioning and observation, to develop a converstion rich in learning and understanding. From this the coachee can experience motivation and recognition that can enable them to build an appreciation and understanding of their own situations. Furthermore, the coachee can learn to develop new ways to achieve results, tackle and resolve issues that arise and reach goals with ease. In a study from Bowles and Picano (2006) coaching was found to have a fundemental effect on the productivity and quality of life amongst participants who were part of the coching program, supporting the benefits for coaching as part of learning and development whether personal or professional. Coaching is often provided through a plan that aligns with the coachees goals and the direction of the sessions are influenced by both parties involved. The resposibility for learning is placed on the coachee with the coach encouraging the coachee to continue learning beyond the sessions. Coaching can be seen as a viable alternative to those who may have issues to resolve but do not require counselling however, it is not therapy and should not be seen as such. However, coaching can support the notion of self awareness and a greater understanding of circumstances and situations which in itself can be theraputic. 
Simple shifts in a coachees perspective can be the catalyst for change, coaching can break down barriers from self-belief doubts of  “can’t do” or “don’t do” through challenging methods from the coach, which can encourage individuals to look at the situation with renewed ideas and approaches (Starr, 2003). There are several models for effective coaching, using a model helps to provide a purpose for the sessions through definition of outcomes at the start, eliminating the onset of sessions becoming informal with no clear objective. The most common model used is the GROW coaching model (Whitmore, 2004). This model puts structure in place that allows the coach to support the coachee in goal setting at the start, exploring and reflection of goals is followed before targets are set and plans of how they will progress, finally concluding on commitments to planned actions. Over time the GROW model has been adapted and evolved in to new models such as TGROW (Downey, 2014) where different approaches to coaching are supported. There is also the OSKAR model which lends its approach to the Solutions-focused style of coaching (Palmer, 2008). 

Coaching and mentoring in organisations
Organisations such as academic instititutions use mentoring and coaching as an essential role in developing an individuals skills and abilities professionaly and personally. Employees or individuals who participate in a coaching/mentoring program increase their commitment and loyalty within the organisation as a result of the effective communication process between both parties which often results in professional development long term. An organisation may use coaching/mentoring programs to promote their commitment as an employer, with intent on securing and retaining a talented workforce. Furthrmore, the programs can offer preventative measures in light of performance issues before it impacts the organisation (Cavanagh and Grant, 2004). The need for coaching and mentoring programs presents itself as a vital resource for development, creating relatonships that promote self awareness and trust between employers/employees is essential. Such programs offer a two way realtionship that benefit the organisation and the individual and provide opportunities for resolving issues that may arise in a amicable way.



Mentoring in Post Compulsory Education and Training (PCET)
Mentoring in PCET is crucial to the professional achievement of individuals as it signifies an essential professional development tool for interllectual growth and career progression (Darwin and Palmer, 2009). Allen (2003) suggests that mentoring creates opportunities for PCET students to engage with those who would provide support and development within their chosen topic. Exposure to a range of helpful individuals within their subject offers a learning opportunity that will in turn support the mentee in their chosen career path. It is paramount therefore that the mentoring realtionship is led by a professional within the field of expertise desired by the mentee, and should be built on respect, trust and mutual agreement of goals for positive outcomes. When the mentoring program is initiatied within PCET, it is crucial that potential barriers are identified and understood, in likelihood of occurance for both participants in the relationship. 

Potential issues that could create barriers include incorrect matching of mentor/mentee. Identifying the purpose for the mentoring will ensure the correct mentor is placed with the mentee, a prospective match within PCET mentoring is usually decided by the student as they are the person to choose the work placement and therefore will subsequently be matched with a mentor who teaches within the learners chosen discipline. The mentor will be competent, experienced and have a substantial educational background to support the mentee throughout the process (Cox, 2005). Other issues that concern mentoring in PCET such as the risk of overdependence of the mentor or mentee, creation of false expectations, or the blurring of role bounderies, can impact the outcome of the relationship, Head, Reiman and Thies-Sprinthall (1992) describes mentoring in acadamia as a “…complex process and function”. The research further postulates that the complexities can be identified in the requirements of both parties, the issues surrounding development that each individual may face, and the multifaceted roles of the mentor. Whilst the discussed issues are possible, they are issues that can be resolved both from an organisational and personal standpoint. One issue that cannot be resolved so easlily is gender inequality in mentoring relationships.  Ragins and McFarlin (1990) suggest that perceptions of a mentors role may be based on career development opportunity which enable a mentees progression, or psychosocial roles, where personal support and nuturance are key for the growth of professional identity. It is considered that these role perceptions may be swayed by the mentor/mentees gender. 
A study from (Sosik and Godshalk, 2000) suggests that in mentoring relationships where females were the role models, the relationship provided less career develoment than that of male mentor relationships, focusing more on psychosocial development. The study concludes that in all instances, the mentors, whether in homogeneous or diverse relationships, the male mentors had greater career development mentoring success than their female counterparts. This success when considering mentoring in the PCET profession could have a significant impact on the career development of mentees with female mentors. Gender equality in mentorship is further affected, through the lack of female role models in high administrative and management positions in academia. Cullen and Luna (1993) suggest that the lack of women in faculty academia stems from male‐orientated organisational opportunities, the majority of senior positions in academia are still held by men. This not only provides less opportunity for female mentors to be selected, the perception of a mentor could be viewed as a male position as they are seen in high positions of academia through learning opportunities, before the mentoring realtionship has even been put in place. 

Conclusion 
To ensure effectiveness and equality within successful mentoring relationships both parties should consider their commitment and interest in the mentoring relationship, understanding the aims and objectives at the start can ensure the development whether it be career, phsycosocial or both, are reflected and meet mentor/mentee need. Adequate resources and organisational support should be in place to ensure the mentoring program can be delivered, as proposed when the mentoring relationship is discussed. As identified, mentoring is a multifaceted relationship where both parties can benefit, and as such a holistic, personal apporach can be favoured for flexibility and ease of change when required. The experience and skill of mentor/mentee is of equal importance to ensure the relationship is matched well and that both the mentor and mentee gain from the experience personally and professionally. The recognition of cross-cultural/gender issues need to be considered particularly when beginning a mentorship program, equality and diversity within mentor/mentee relationships can ensure that all needs and requirements of the individuals are met. Mentoring should avoid being the process of provision on the basis of who is available at the time. As discussed the relationship crosses many paths of responsibility and without effective mentoring matches the relationship can quickly lose its purpose before it even begins.  

Furhtermore, the environment in which the mentoring relationship is developed is crucial, particularly in PCET as mentee’s can gain equally from the setting in which the mentoring takes place, through situations such as observation of the mentor in their practice. Finally, Roofe and Miller (2015) suggest that academics with benificial experience should see mentoring as part of their professional role and responsibility offering to mentor others regardless of a mentoring program or system being in place. Given the circumstances and outcomes of such a role, organisations in particular academic settings where a wealth of knowledge and career development is available to the mentee, the lack of the service would be detrimental to the fututre of student teachers. 
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