Optional Module: Mentoring and Coaching.



Mentoring and Coaching in teaching.



This assignment will analyse and discuss the practice of mentoring and coaching whilst acknowledging any training issues that may be apparent. Additionally, it will examine the professional development of these approaches and analyse the position of mentoring within post compulsory education. The approaches of coaching and mentoring provide an effective psychosocial aid (Roofe G. Carmel, 2015) within the learning space in order to encourage and nurture the development of the protégé being coached/mentored. This process provides access for progress development of the learner and guides them to a further understanding. 

Mentoring can be seen as a long-term process built up steadily over a relationship of mutual trust and respect between the mentor and the mentee. It is a system that is focused on the mentor not only becoming a trusted guide but occasionally an emotional support. A mentor can be seen as a respectable role model for the mentee which aids a bonding period of comfortable development where progress can occur. There are a multitude of mentoring approaches such as one-to-one, which relies on a close communication between the mentee and the mentor, group mentoring which includes discussion amongst peers for a wider perspective and peer mentoring. 

However, depending on the organisational setting or techniques that are used within post compulsory education, these options for mentoring can broaden the comprehension of the mentee experience.

This process provides the ability for progress development and creates a guide for the mentee to understand whilst also relying on the mentee to devise their own solutions. Thus, the use of mentoring provides a reflective space for encouragement whilst also questioning the development of skills over a course of time in order to offer reflection of their growth (Daloz, 1986).

There are various models designed for mentoring such as the apprenticeship model which holds a strong impression in education. This can be seen in apprentice learning and developing trade skills in order to earn a living. There is also the competency model which defines a framework for business or management roles whilst the reflective practice relies on carefully examining and reflection, this is a model used usually in art-based subjects.
This structure allows the learner to explore their critical ideas and work whilst being able to gain a new perspective from a mentor hoping to develop their student’s conceptual awareness and progress. 

By incorporating mentor competencies, it can be key for development of both mentor and mentee to gain a clear rationale. A self- awareness is essential in the growth of the mentee, along with a competence in communication skills between both. This will encourage a comfortable environment for the mentee to seek support. A behavioural awareness and emotional intelligence are crucial for providing psychosocial assistance (Viator, 2001).


from the mentor in order to be empathetic during emotional discourse or development. Also, having goal clarity for both mentor and mentee will help establish the ability and progress of the process development.

By reflecting on mentoring in academia it is clear the approach provides a basis to progress. The direct process criteria for mentoring is that it is intentional with a continuous focus of the mentee and the aided clarity given by the mentor. This approach creates a clear rationale and understanding of the development aspects within the organisation.

However, there can be a multitude of areas that could cause training issues through mentoring. Such as a poor structure or over commitment from the mentor or mentee, causing a feeling of pressure. A poor matching of mentor and mentee could result in failure of development or lack of commitment to further the mentees development.
Additionally, there is the coaching approach which is used as a process of aiding learners to develop their own skills and knowledge through one to one training relationship with a senior or coach. The coach is usually in the position of an experienced elder who can provide assistance and support through performance-based skills and activities. The coaches’ job is to assist and identify the learner’s skills and try to develop them by the direction of target hitting and goals.
Another form of coaching is Psychodynamic coaching which focuses on forming strong work-related relationships whilst also looking out for effective development whilst focuses on clients behaviour and effectiveness as well as their. 

However, there can be training issues found within the coaching experience such as the provision of such a short period of time to develop a skill set in a formal and structured approach. Coaching is intrinsically focused on the accomplishment of a key set of activities, which evidently focuses on the final outcome rather than the entire process of development. Although, this could be perceivable as being positive due to its goal driven nature.

By analysing the position of mentoring within post compulsory education it can be argued that within BA (hons) Photography in the Arts, UWTSD the basis of teaching and learning is broadly relied on mentoring. The role of a mentor is applied throughout the student’s studies, they create a provision and guidance by inadvertently following the three-way structure of exploration, new understanding and action planning. The course structure allows the learner to explore their critical ideas and work whilst being able to gain a new perspective from a mentor hoping to develop their student’s conceptual awareness and progress. Towards the final year of study on the Photography in the Arts course you are provided with a mentor to assist with dissertation provision and to aid with resolving and work related issues.

Although, an issue that can be found through mentoring within higher education is that it is not supported or facilitated depending on the course and its structure and can be difficult to access (Boice, 1992) supports this as it could be lecturers were at time capacity and would be unwilling to provide a mentoring position. This could also be restricted by the responsibilities and circumstances unrelated to education which directly affect the mentor, thus affecting the relationship balance and development. 
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