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	TASK 1 - Assessment Component Written assignment (3000 words)

	Evaluate a range of coaching or mentoring theories and models and identification of a model(s) appropriate for the needs and culture of own organisation including a clear rationale for the choice of model(s).
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[bookmark: _Toc137652647]TASK 1
Evaluate a range of coaching or mentoring theories and models and identification of a model(s) appropriate for the needs and culture of own organisation including a clear rationale for the choice of model(s).

[bookmark: _Toc137652648]INTRODUCTION
Since April 2022 I have been working at the University of Wales as a Professional Tutor for Yr Athrofa Professional Learning Partnership (APLP). I am responsible for not only  guiding  trainee teachers through the one year PGCE course or the three year BA Primary course, but also with dealing with Schools, teachers and it’s mentos. In order to make the most of the opportunity to make a significant impact on the future of education my understanding of coaching and mentoring, along with the ability of being able to deliver them effectively is essential to my success in helping everyone reach their full potential.  
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Cordingly and  Buckler (2012,  p. 221)  make the  point that for those studies showing a  “positive impact on both teacher and learner outcomes” of mentoring and coaching, the most important messages are the processes involved: collaboration, sustained,  embedded  in  real-life  learning  contexts  supported by specialists. With this in mind I was excited to be able to study this module as it would only enhance my understanding of all these important aspects of coaching and mentoring, upskilling both my knowledge of the subject and the process I follow when using it. 
Cordingly and 
Buckler (2012,  221)  make the  point that  for those  studies  showing a  “positive impact  on both 
teacher and learner outcomes” of mentoring and coaching, the most important messages are the 
processes  involved:  collaboration,  sustained,  embedded  in  real-life  learning  contexts,  and 
supported by specialists.

Coaching and Mentoring share a number of key features as stated in the book "Coaching and Mentoring: Theory and Practice" edited by Garvey, Stokes, and Megginson and "Mentoring in Action: A Practical Guide for Managers" by Megginson, Clutterbuck, and Garvey (2016 ). Both explores the similarities between coaching and mentoring, discussing their theoretical foundations, practical applications, and the similarities and overlaps between the two approaches. They emphasise that there are similarities in terms of the developmental nature of the relationship, goal setting, feedback provision, and the importance of trust and confidentiality.
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Coaching is a collaborative and goal-oriented process aimed at enhancing performance, personal development, and achieving specific outcomes. Coaches work with individuals to identify their goals, uncover potential obstacles, and develop strategies for growth. Coaching involves powerful questioning, active listening, and feedback techniques to facilitate self-reflection and learning (Grant, 2003). Focus is often on short-term objectives and performance improvement. Coaching is commonly used in professional settings, such as in the workplace, sports, or personal development. 

Cordingly and 
Buckler (2012,  221)  make the  point that  for those  studies  showing a  “positive impact  on both 
teacher and learner outcomes” of mentoring and coaching, the most important messages are the 
processes  involved:  collaboration,  sustained,  embedded  in  real-life  learning  contexts,  and 
supported by specialists.
Some key aspects of Coaching can be listed as follow :-
· Coaching is characterized by a goal-oriented approach where coaches work with clients to identify and clarify their goals. The focus is on specific and measurable outcomes that the client wants to achieve (Grant, 2003; Theeboom et al., 2014).
· Coaching involves a collaborative partnership between the coach and the client. Coaches provide support, guidance, and tools, while clients actively participate in the coaching process (Grant, 2003; Passmore & Fillery-Travis, 2011).
· Coaches provide feedback to clients to help them gain insights into their performance and behavior. They offer constructive feedback and support to encourage continuous learning and improvement (Grant, 2003; Passmore & Fillery-Travis, 2011).

These key features contribute to its effectiveness in facilitating personal and professional growth. By focusing on goal attainment, collaboration, client-centeredness and feedback  along with questioning, action, self-awareness, and trust, coaching provides a structured and supportive framework for individuals to achieve their desired outcomes.
In contract to Coaching, Mentoring, involves a more experienced individual, known as the mentor, providing guidance, advice, and support to a less experienced person, known as the mentee. Mentoring relationships are often long-term and focus on the mentee's overall personal and professional growth. Mentors draw upon their own experiences and expertise to help the mentee navigate challenges, make informed decisions, and develop their potential.


Some key areas of Mentoring are:
· a supportive and nurturing relationship between a more experienced mentor and a less experienced mentee. The relationship is built on trust, respect, and mutual understanding (Kram, 1985; Ragins & Kram, 2007).
· relationships typically span a longer duration, often extending beyond specific goals or projects. Mentoring is seen as a developmental process aimed at the overall growth and progress of the mentee (Kram, 1985; Eby et al., 2008).
· focuses on career-related aspects, including guidance in career choices, development of professional skills, and navigation of organizational politics. Mentors offer advice, direction, and support in the mentee's career advancement (Eby et al., 2008; Ragins & Kram, 2007).
· the transfer of knowledge, skills, and expertise from the mentor to the mentee. Mentors share their experiences, insights, and wisdom to help mentees develop their capabilities (Allen et al., 2004; Eby et al., 2008).

These key features highlight the unique aspects of mentoring, including the relationship-based nature, knowledge transfer, career guidance, role modelling, personal support, sponsorship, developmental focus, and voluntary participation. Mentoring offers a holistic approach to support an individual's personal and professional development.

In summary, coaching and mentoring both involve providing support and guidance, Coaching is a collaborative process that helps individuals set and achieve goals, enhance performance, and develop 
personally and professionally through powerful questioning and guidance. Mentoring is a supportive relationship where a more experienced mentor provides guidance, knowledge transfer, and career support to a less experienced mentee, fostering their growth and development.





CRITICAL EXAMINATION INTO COACHING AND MENTORING

Determining the best coaching model to use depends on various factors such as the goals of the coaching, the needs and preferences of the individual being coached, the organizational culture, and the specific context in which coaching will take place. Different coaching models have different strengths and areas of focus, so it's essential to select a model that aligns with the specific requirements of the situation

Coaching and mentoring are valuable approaches for personal and professional development, but they also have their limitations and potential challenges. 

The effectiveness of coaching and mentoring depends on various factors, including the skills and expertise of the coach or mentor, the compatibility between the coach/mentor and the coachee/mentee, and the commitment and openness of the individual receiving guidance. Not all coaching and mentoring relationships yield desired results, and outcomes can vary widely.

The quality and competency of coaches and mentors can significantly impact the effectiveness of the process. Not all coaches and mentors possess the necessary qualifications, experience, and skills to effectively guide and support individuals. The lack of regulation or standardized qualifications in these fields can lead to inconsistency in the quality of coaching and mentoring available.

Coaches and mentors bring their own perspectives, biases, and experiences to the process. While their insights and guidance can be valuable, it's essential to be aware that their advice may be influenced by personal biases, limiting the objectivity of the support provided. It is crucial for coaches and mentors to remain aware of their own biases and to ensure they do not impose their views on the coachee or mentee.
In some cases, coaching and mentoring relationships may lack a structured approach or well-defined methodology. Without a clear framework or process, the effectiveness of the coaching or mentoring can be compromised. It is important to establish goals, define expectations, and set a plan of action to ensure a focused and purposeful engagement.

Coaches and mentors may have limitations in terms of their expertise and knowledge. he International Coach Federation (ICF), one of the leading professional coaching organizations, has a Code of Ethics that provides guidelines for coaches. According to the ICF, coaches should work within the boundaries of their expertise and be transparent about their qualifications and limitations. They should continuously develop their professional skills and seek appropriate support and supervision when needed (ICF, 2021).  While coaches are expected to have a certain level of expertise in their field, there may be situations where clients require specialized knowledge beyond the coach's expertise. In such cases, it is generally considered ethical for coaches to either acquire the necessary knowledge or refer the client to a more appropriate professional or resource (International Coach Federation, 2020).

Coaching and mentoring relationships can sometimes lead to power imbalances or dependency, particularly in hierarchical environments like a University. In such situations, a power imbalance may occur between the wise knowledge holder and the uneducated knowledge recipients, resulting in disempowered coaches who experience disconnected, irrelevant learning (Cope, Cushion, Harvey, & Partington, 2021; Zehntner & McMahon, 2019). Cameron and Quinn's book "Diagnosing and Changing Organizational Culture: Based on the Competing Values Framework" explores how power dynamics within an organization can shape its culture. They emphasize that power imbalances can lead to a culture of dominance, control, and fear, where employees may feel dependent on those in power for their career advancement or job security. This can result in a stifling culture that discourages open communication, collaboration, and innovation.

According to Farrell, T. S. C., & Ives, J. (2015), Freeman, D. (2015)  and Johnson, K. E., & Golombek, P. R. (Eds.). (2011) power imbalances within teacher training programs can arise from various factors and dynamics. Here are some common examples from their research. 

Trainer-Trainee Power Imbalance: The trainers or instructors in a teacher training program often hold positions of authority and possess specialized knowledge and expertise. This power dynamic can create an imbalance where trainees may feel less empowered to challenge or question the trainers' ideas or methods.

· Trainers have the authority to assess and evaluate trainees' performance and progress during the training program. This power dynamic can create a sense of dependency on trainers' feedback and evaluation, which may influence trainees' behaviours and limit their autonomy.

· Teacher training programs are typically part of educational institutions that have hierarchies and administrative structures. Trainees may perceive a power imbalance due to the organizational structure, where trainers or program administrators hold decision-making authority and have control over the program's structure and content.

· Trainers often have more experience and expertise in the teaching profession, which can contribute to a power imbalance. Trainees may feel that their own knowledge and perspectives are less valued or less valid in comparison.

· Power imbalances can restrict trainees' opportunities to contribute to decision-making processes, curriculum development, or program improvements. Trainees may feel their voices are not heard or that they have limited influence over the training program's direction.

Addressing power imbalances in teacher training is crucial for creating a more equitable and empowering learning environment. Promoting open communication, encouraging trainee participation and feedback, fostering a culture of shared learning, and providing opportunities for trainees to contribute to decision-making processes can help mitigate power imbalances and promote a more inclusive training experience.

Please note that the presence and impact of power imbalances can vary in different teacher training programs and contexts. It is essential to consider specific circumstances and dynamics within a particular training program when addressing power imbalances.

The article by Grant, A. M. (2012) An integrated model of goal-focused coaching: emphasises the importance of clear goals, measurement, and accountability. It highlights the need for rigorous assessment methods to evaluate the impact of coaching interventions on individual and organizational outcomes. Without clear accountability mechanisms and ways to measure progress, it can be challenging to assess the impact of coaching and mentoring. It is essential to establish metrics, regular check-ins, or feedback mechanisms to track the effectiveness and adjust the approach if necessary. 

Despite these critical aspects, coaching and mentoring, when implemented effectively, can provide individuals with valuable guidance, support, and development opportunities. It is important to address these limitations and be mindful of the potential challenges to maximize the benefits of coaching and mentoring relationships.

In order to ensure that I provide the best possible support to the people I coach, I intend to undertake a critical evaluation of a range of coaching models. By engaging in this critical evaluation process, I aim to make an informed decision about which coaching models are most suitable for my coaching practice and the workplace culture it will be undertaken in. I believe that this evaluation will enable me to enhance the effectiveness and impact of my coaching, ultimately benefiting my coachee’s and their journey of growth and development.
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GROW Model: 
The GROW model is one of the most widely recognized coaching models. Mukherjee  (2014) stressed  that the  GROW  model  is  a proven  performance coaching instrument that is employed by most companies whenever they dealt with performance issues. GROW stands for Goal, Reality, Options, and Way Forward. It provides a structured framework for goal setting and problem-solving. Coaches help coachees clarify their goals, explore their current reality, generate options, and define a concrete action plan for moving forward. The GROW model encourages a systematic and goal-oriented approach to coaching conversations.

The GROW model for coaching was not created by a single individual, but rather developed collaboratively by Sir John Whitmore, Graham Alexander, and Alan Fine in the late 1980s. Sir John Whitmore, a prominent figure in the coaching industry, popularized the GROW model in his book "Coaching for Performance," which was first published in 1992. Since then, the GROW model has become widely recognized and utilized as a framework for coaching conversations and goal setting. 

Strengths:
1. is simple and easy to understand, making it accessible to both coaches and coachees. 
2. emphasizes setting specific, measurable, attainable, relevant, and time-bound (SMART) goals., and ennables progress tracking.
3. versatile and can be applied to various coaching contexts, including personal development, career coaching, and leadership coaching. 
Weaknesses:
1. tends to focus more on goal setting and action planning, which means that the exploration of underlying issues or emotions may receive less attention. 
2. goal orientation can place too much emphasis on outcome-based objectives. 
3. does not explicitly address emotional aspects or provide specific techniques for emotional support.
[image: infographic of the 4 part cycle showing the GROW coaching skills model from MBM]

























Figure 1 -
GROW coaching model by MBM gives you clear action steps to achieve success
https://www.makingbusinessmatter.co.uk/grow-coaching-model
2022
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CLEAR Model: 
[image: Clear model diagram for coaching]CLEAR coaching is a question-driven framework designed to help individuals achieve transformational change rather than just helping them achieve a specific goal. The CLEAR is an acronym for Contracting, Listening, Exploring, Action, and Review. It provides a comprehensive structure for coaching sessions. Coaches establish a coaching contract that defines the goals, roles, and expectations. They actively listen to the coachee, ask powerful questions to explore their thoughts and perspectives, support them in defining and committing to action steps, and review progress and learning from previous sessions. The CLEAR model emphasizes effective communication and accountability. 
Figure 2
Shiftbase - Overview of the CLEAR Model
https://www.shiftbase.com/glossary/coaching-models
 Like any coaching model, it has its strengths and weaknesses. Here are some key points to consider:
Strengths:
1. A strong emphasis on building a trusting and supportive coaching relationship. 
2. action-oriented learning. It encourages coachees to experiment, take risks, and learn from their experiences. 
3. integrates coaching and mentoring approaches, recognizing that both perspectives can be valuable in supporting the coachee's growth and development. 

Weaknesses:
1. incorporates multiple dimensions and perspectives, which can make it more complex to apply compared to simpler coaching models.
2. requires a significant investment of time and resources, both from the coach and the coachee. 
3. relies on coaches who have a high level of skill and experience. 
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The WOOP Coaching Model is a goal-setting and goal-achievement framework that helps individuals turn their aspirations into reality. WOOP stands for Wish, Outcome, Obstacle, and Plan, and it was developed by Gabrielle Oettingen, a professor of psychology at New York University. Here's an overview of the WOOP Coaching Model:
[image: WOOP Coaching Model PowerPoint Template & Google Slides]












Figure 3
WOOP Coaching Model Template
https://slidemodel.com/templates/woop-coaching-model-powerpoint-template/

Strengths:
· is a simple and easy-to-understand framework, making it accessible for coaches and clients alike
· helps individuals gain clarity about their goals and desired outcomes. 
· emphasizes creating specific action plans to overcome obstacles and achieve goals. 



Weaknesses:
· heavily relies on positive thinking and envisioning desired outcomes. 
· follows a specific sequence of steps (Wish, Outcome, Obstacle, and Plan) that may not always align with the unique needs or preferences of individuals or situations. 
· includes a review component, it may not provide sufficient emphasis on the evaluation of progress, learning from setbacks, and adjusting strategies. 


[bookmark: _Toc137652652]CONCLSUION 

The changing landscape in Higher Education has made it more difficult for less experienced colleagues to find persons willing and able to invest in, and support their professorial development. More experienced academics point to not having the time (Ehrich et al., 2004) and being pressured to publish and research (Pololi and Knight, 2005) as major factors contributing to them not being able to get involved in the mentoring process. Other long-term academics have also pointed to inexperience and lack of skills. In institutions where no formal mentoring programme exists, the issue of mentoring will be particularly problematic because only a limited number of persons will interpret their role in academia as having a duty to mentor others.

The suitability of the GROW or WOOP coaching model in a university culture depends on various factors, including the nature of the university culture, the goals and needs of the individuals involved, and the coaching context within the university. 

GROW Model:
I have decided to use the WOOP model (Wish, Outcome, Obstacle, Plan) as it  combines positive visualization with realistic thinking to facilitate goal achievement. It helps individuals identify their wishes, envision desired outcomes, anticipate obstacles, and create effective action plans.

The WOOP model can also be relevant in a university culture, particularly in areas such as motivation, mindset, and overcoming barriers. Universities often strive to cultivate a positive learning 
environment, encourage self-motivation, and address challenges that students, faculty, and staff may encounter. The WOOP model's emphasis on envisioning desired outcomes, considering potential obstacles, and developing action plans can be beneficial for individuals seeking to overcome hurdles, enhance motivation, and achieve academic or personal success.
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