1) Research and critically analyse current thinking and practice in organisational mentoring and coaching in general, including consideration of training issues and professional development.
Mentoring: 
Mentoring is an intentional process between a mentor and a mentee, which will help the mentee grow and develop until they reach their aim. The mentor in this relationship, act as a role model and will protect the interests and well-being of the mentee by encouraging, counselling and monitoring them.
"Mentoring is a supportive learning relationship between a caring individual who shares knowledge, experience and wisdom with another individual who is ready and willing to benefit from this exchange, to enrich their professional journey” (Suzanne Faure).
"The purpose of mentoring is always to help the mentee to change something -to improve their performance, to develop their leadership qualities, to develop their partnership skills, to realise their vision, or whatever. This movement from where they are, ('here'), to where they want to be ('there')” (Mike Turner).
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In this Diagram made by David Clutterbuck, he displays four different styles of helping, you can’t however, find mention of mentoring on it. The reason behind its apparent omission is that mentoring may or will englobe all the styles presented above depending on the needs of the mentee and the expectations/goals established with the mentor prior to the beginning of the mentorship.
The traditional stages of mentoring as defined by Brockelbank (Borckelbank, 2006) are: Initiation (lasts approximately 6 months, used to establish expectations and create interaction), cultivation (lasts between 2 and 5 years, when the trust and bond are increasing), separation (between 6 and 24 months, the mentee is becoming more and more autonomous, change in the relationship) and redefinition ( indefinite period during which the ex-mentee is getting used to be independent and becomes a peer to his mentor).
Why would someone want to be a mentor? A person might to become a mentor for multiple reasons, some of them might include the will to support another person in their development, share their knowledge and experience.
Why would someone want a mentor? Someone will look out for the support the help of a mentor for various reasons which might include a need to develop their understanding of a specific area, to fill a gap in skills or knowledge, or seek help  to extend their professional development and overcome an obstacle in their career.
Mentoring should allow the mentee to become independent at the end of the relationship by helping them to develop their own solutions through the use of effective questioning skills in order to enable the mentee to reflect on the issue or challenge.
Organisation will use mentoring to supports employees develop their skills and knowledge in specific subject areas, help them after a challenging situation or simply forming someone for succession. Whether they are new employee or transitioning from a different position, mentoring aims to facilitate and support the professional development and well-being of the employees. In most case, the mentor will be someone older and possessing more experience and who has been working within the organisation longer than the mentee.
Types of mentoring approaches: One-to-one, Group, Peer, Non-peer, Face-to-face, Electronic/online, Volunteer or paid, Reverse mentoring.
What research says about what works: Clear rationale and purpose, A good understanding of the developmental climate within the organisation, establish a formal structure to administer the programme where possible, Effective participant selection, Effective measurement and review.
Mentor competencies must include: Self –awareness (understanding self), Communication competence, Sense of proportion/good humour, Interest in developing others, Business/professional savvy, Conceptual modelling, Behavioural awareness (understanding others), Goal clarity, Commitment to own learning, Relationship management, Emotional Intelligence.
Important factors when engaging with mentoring are: Building trust, Showing empathy, Active listening, Using influence tactics, Helping others set goals, Monitoring performance, Giving feedback.
[bookmark: _Hlk35033109]The mentoring process traditionally goes through three stages: exploration, new understanding, action planning. There are two types of mentoring: formal and informal. Formal mentoring usually last under a year and focus on small developmental goals, whereas informal mentoring take place during an important amount of time in order to focus on current developmental issues that the mentee is going through.
Mentoring requires that the mentee must have: congruence and self – disclosure as long as it is appropriate; managing emotions and taking responsibility,  as well as being able to receive feedbacks.
The current training provided to future teachers can “be described as pragmatic in that its focus remains on the practicalities of the role” (article magic) and provide little to no attention “to the soft skills” (article magic) such as active listening or empathy. Which might lead to people who are experts in their field of work but not very good mentors.
Coaching: 
In the 19th century, a coach was a term used to designate an instructor or a trainer. However, in the 20th century the meaning of the word was also used in a working environment to designate a more experienced employee supervising and support a junior colleague.
There are two types of coaching, performance based which “focuses on specific practices and/or the attainment of a benchmark” and in-depth coaching “that focuses on a client’s deeper cognitive or psychoanalysis issues” (W. Paul, G.Carmel, 2015).
Since the apparition of this role/word, coaching has evolved and changed in the last few years. Before, undertaking a coaching program meant that the coachee must follow the coach’s agenda based on the coachee performances and skills acquisition whilst trying to hit targets set by others. Whereas nowadays, the agenda is driven by the coachee in order for them to reach self-actualisation through capability development and aim to reach targets set by the coachee.
There are different types of coaching such as: skills and performance coaching which main focus involves meeting goals established by others), developmental coaching in which the coachee’s agenda is prevailing as it is a person-centred approach, transformational coaching.
Key features: use of a non-pathological interpretive framework, client based experience, coaching is about facilitating the construction of a solution, a focus on client resources, specific and clear goal setting, action orientation, doing what works and stopping doing what doesn’t, change can happen in a short period of time, coaching process should be designed to be engaging for the coachee.
Techniques: Changing the viewing – if you’re looking at the problem, you’re not looking for the solution. Changing the doing by exploring different possibilities, how and why and experimentation.
Person approach developed by Carl Rogers in the 1940’s/1950’s: The individual is their own best expert, Facilitation of self-determination and full functioning of the coachee.
Underneath are listed some models of skills and performances used in coaching to plan the approach to use with the coachee: 
GROW – Goals, Reality, Options, What You Will Do
IMPACT – Identify Life Chapters, Make sense of Transitions, Plan, Act, Consider, Track
OSKAR – Outcome, Scaling, Know-How, Affirm and Action, Review
CLEAR – Contracting, Listening, Exploring, Action, Review
Conclusion:
[bookmark: _Hlk35035736]Mentoring is a long process based on trust and respect between a mentor and a mentee. Coaching, on the other hand, takes place over a short period of time. Mentoring is more focused on creating an informal association between the mentor and mentee, whereas coaching follows a more structured and formal approach. Coaching focuses slightly more on the outcome through tailored activities and goals to reach with a certain amount of time whilst mentoring focuses on building a process and a relationship between two individuals to help the mentee reach maturity. These two can be exclusive but are often inclusive, particularly in a teacher training work frame, as “Pask an Joy (2007), the processes of coaching and mentoring are inextricably linked” (C. Thompson, 2016).
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.
In this part of the author’s critical reflection on mentoring and coaching, we will be analysing the position of mentoring within compulsory education focusing on the author’s placement working within a Photography Degree and Photography Master.
Within the author’s placement, the relationship which can be formed between students and lecturers are mentorships. They are formed during the 3 years (sometimes more) during which the student/mentee will be studying his degree. It will not be called mentorships because of the nature of the mentor’s job; the lecturers are supposed to be impartial and assist students equally. However, within the context of the photography BA(Hons) and photography MA, the work made by the students and lecturers are very personal, tied to the interest of the students, as the work develop through the year, so will the person itself. The lecturer(s) helping/overseeing that person’s work will get to know them personally and if they have a similar view on art, photography, or multiple subjects encompassed within the work, they will unconsciously develop a mentor/mentee relationship.  The format of the curriculum and learning theory used for the construction of the photography course is similar to the mentoring process (exploration, new understanding, action planning) and lends itself to create mentorships between learners and lecturers unconsciously but naturally.
Within the context of the photography course, the reason why it not called mentorship because the contract, expectations of the “mentee”, limits and length of the relationship are not officially discussed but are implied when the learners start the course: the aim is to develop their work/ artistic practice in order to obtain certain grades, the time limit for the mentorship is when the learners leave finish the course or leave university and the relationship occurs whilst both mentor and mentee are within the university facilities. The length of the course usually provides enough time for the mentorship to fully develop and end based on Brockelbank’s model. 
It is very likely that if the students do their teacher training in compulsory education in the same university in which they learned their speciality subject, they will choose/ ask a former lecturer to be their mentor that they already considered unconsciously to be their mentor during their degree. The reason for this is that being their former art student, they already have an idea and appreciation of how certain lecturer, which style they use, what subject are do they teach, what interest and connection they had with the student and their work during their BA; they know that it is how they want to teach. So, in this case even though the PCET course taking place at UWTSD full time is only a year long (which is too short for a mentoring process as discussed previously), the mentorship might have started before the student started the teacher in compulsory education course.
The mentoring relationship is meant to be a “balanced relationship” in order to create “the right environment for changes” for the mentee. However, the struggle once the relationship between the student and lecturer becomes a mentorship which is to put them on the same level than their mentor, is that the student might find it difficult through lack of confidence or by looking up to the mentor too much. It can also be caused by a cultural difference. In France, where the author was born, there is a language distinction between students and teachers, signified by the use of the word “vous” which is formal and how they would address the teachers. Whereas the students would talk to each other using the word “tu” which is more informal and friendly. It creates a barrier between the two different statuses within language and growing up with these separations it was engraved deeply into the behaviour of the author. The author struggled a lot at first considering herself equal to her mentor instead of a step under  because in her head even though she uses “you” in English, in her head the automatism is still here to think “vous” instead of “tu” which are both translated by “you”.
Collaboration between the mentor and mentee is I believe essential to help built the mentee’s confidence and self-esteem especially in an art context because if they are willing to collaborate on a lecture with mentee for example, it will help them gain confidence in talking in front of the students, but it also shows recognition of the mentee’s capacities and knowledge, and an appreciation of their work and interests by the person who’s opinion they value the most, if they are willing to collaborate with you then they do indeed consider you as an equal. As Carl Roger would have advocated, the “mentors and mentees [need] to work together” C. Thompson, 2016 () in order to remove the “mentors from their from the pedestal that labels them as ‘expert’” (C. Thompson, 2016) and therefore, facilitate the transition for the learners from students to equal.
Case study:
The author has studied his BA(Hons) Photography and a Master within the same university and has developed a mentor/mentee relationship with certain lecturers. She asked some of them if they would be willing to be her mentor but due to circumstances none of them could. She therefore asked some she knew to be an expert in their field but with who she had no personal bond with to be her mentor. We also need to remember that an expert is not necessarily a good mentor as well as taking into consideration, that mentors and the quality of their mentoring can be restricted or affected by the frame of work within the university or by outside circumstances unrelated to education.
The mentor mentioned previously, lacked soft-skills and time to spare for her mentee, which did not allow the mentee to form a bond with her and did not have enough time to discuss with said mentor about tasks and development. The mentor ended up leaving her position due to outside circumstances which meant that the mentee was taken on by another mentor who she already knew and bonded with during her degree and master. This mentor already had knowledge on the points to improve for the mentee because she already taught her before. She allowed time for regular meetings, discussions for development and collaborated during lectures with the mentee to enable her confidence. 
This case study is not a critique of the first mentor but is rather trying to showcase that a mentoring relationship within the PCET course is more efficient if the mentor and mentee already know each other and have a bond.

Conclusion:
The term mentor is used a lot in post-compulsory education teacher training, however, the course being only a year long does not allow all mentor and mentees to form a proper relationship. It is as well very goal orientated and does not leave a lot of time to the mentee to develop themselves and their teaching. In this sense, it feels like the term mentoring is used rather than coaching because even to this day it sounds better/ more prestigious whereas coaching is more “mundane”, everyone can pay a coach, but a mentor is put on a pedestal and seen as wiser and rarer in a way. From our perspective, if the mentee does not have a previous relationship with the mentor, it will be harder to form a personal relationship desired for the mentoring and it will not follow the traditional stages of mentoring. Therefore, it might be less effective for the mentee because for it to be an effective “developmental process, then time and space should be provided […] to reflect on, analyse and de-construct” (C. Thompson, 2016) the work and experiences of the mentor and mentee outside of the framework. Because of the short amount of time given and the multiple requirements that the mentor and mentee have to fulfil, the process is more related to performance coaching and the GROW model rather than mentoring. We believe it is important for the educational framework to allow more time for the mentor and mentee development in order for them to fully appreciate and benefit from the mentoring relationship and leave the relationship at the end to become confident and efficient lecturers. Coaching people who will be teaching in post-compulsory education is not a bad thing, but there needs to be more consideration for the soft-skills and the fact that you are helping a person and lecturer grow, the better it is done the better that person will be able to teach to the next generation of students.
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