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Introduction
This assignment aims to present and critically analyse ideas of mentoring and coaching in practice. This is followed by a consideration of training issues and professional development. The research for this paper is based upon various theorists views on mentoring and coaching. This is accompanied by some contemporary authors journals and their stance on the subject.

The Context of Mentoring and Coaching 
Nowadays, the terms ‘mentoring’ and ‘coaching’ are commonly used in the context of organisational and personal development. When adopted the success of both techniques are very much dependant on numerous factors. It encompasses not only the culture of a given organisation, the skillset of the mentor or coach but is rooted in how important learning and development is within an organisation. 
Connor and Pakora (2012) define mentoring and coaching as “learning relationships which help people take charge of heir own development, to release their potential and to achieve results which they value.” (Connor and Pokora, 2012, p.8) This learning relationship is at the core of both mentoring and coaching. They argue that it is more than skills that can be obtained or a set of activities to complete. Rather, it allows an opportunity for the individual to develop and change as the mentor or coach does. Within these relationships individuals are assisted in governing their own growth. Through this the relationships seeks to encourage change, insight and learning. A persons capability is established, prospects develop into reality and palpable results become visible Both mentoring and coaching “help a person to see the present as a springboard to the future, and to be strategic about their development.” (Connor and Pokora, 2012, p.9)The premise for mentoring and coaching can range from helping an individual with a specific issue to reaching a long-term goal. In this sense, a mentor or coach helps formulate targets, explores possibilities and provides support while actions are in process. 
According to Connor and Pokora mentoring is “an ongoing relationship able to last for a long period of time, it is partly informal in nature and meetings can take place as and when the mentee needs advice.” (TTM Associates, 2018) Contrary to this, coaching is believed to have a set duration with a specific direction. Clutterbuck defines this difference in greater depth stating that if necessary to differentiate the two that “coaching in most applications addresses performance in some aspect of an individual’s work or life; while mentoring is more often associated with much broader, holistic development and with career progress.” (Clutterbuck, 2008, p.9)
Mentoring
Mentoring can be simplified if we consider Clutterbucks theoretical framework of four basic styles of helping. This model is devised with two questions in mind, “who is in charge of the process and whose needs are being met” (Cullimore and Simmons, 2008, p.2) The model is characterised in two parts, directive and non-directive. The directive approach is adopted when the mentor takes control over the relationship through direct advice, suggestions and advises the mentee to meet their specific goals. Whilst the non-directive method involves the mentee taking responsibility. The mentor will stimulate the mentees self-determination and guide them to reach their own conclusion. (Clutterbuck 2001, p.15) It is interesting to note that mentoring isn’t defined within the model itself but can be employed interchangeably throughout depending on the needs of the individual. Instead, both sides of the model are subdivided into four categories: coaching, guiding, counselling and networking. 
Four basic styles of helping 
(Clutterbuck, 2001, p.17)
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Over time mentoring has vastly developed. It continues to shift from patronage which traditionally utilised power and heavy influencing to a “more inclusive concept of exchange of experience, resources, knowledge and information.” (Connor and Pokora, 2008, p.14) Meginson et al (2006) discuss this further and differentiate between the two contrasting models; sponsorship and developmental. Previously the sponsorship model would promote an individual in reaching a principal motive regarding career or professional success. Nowadays, the shift towards a developmental model regards a mentor as experienced but not necessarily older or superior. The mentors primary objective is to facilitate the individuals learning not provide expert answers. For example, mentoring can be used within organisations to help newer members of staff with their development or even as a tool to ensure they sustain a level of talent at varying levels. Often times, as the developmental model stresses in practice a mentors role is flexible. They may, or may not, be more senior or better experienced within their profession. Mentoring can range between a short or long term relationship. There is a personal tact to mentoring which tends to involve careful consideration of an individual’s personal qualities to aid their development. Within organisations it can be used during induction or transition periods, in particular if an individual is for example promoted or demoted from a position. The length of time a relationship is carried out over is dependant upon the organisations scheme. Some professions limit sessions to a set time frame whilst others develop and evolve over a longer period of time. Although the latter is evidently less structured and somewhat informal, this developmental role is of great value. (Connor and Pokora, 2008, p.14)
Models and Theories of Mentoring 
There are numerous models used within mentoring relationships. For the purpose of this paper the three we will discuss generally are the apprenticeship model, competency model and the reflective practitioner model. 
               Situated learning is key to the apprenticeship model. (Lave and Wegner 1991) Unlike the cognitive process this model considers learning through “interactions, cultural tools and social communities.”(Baltzersen, 2014, ch. 2)  The model emphasises the “master’s work as an example to be imitated.” (Carson and Birkleland, 2009, p. 68) 
               The competency framework is highly regarded successful within mentoring. Generally, it is based upon uncovering the strengths of a mentor in order for them to excel in their role. With this in mind, the mentor can be paired with a mentee with skill gaps in the same area. Competencies include use of soft skills such as communication and teamwork. Not only does this aid the mentee but an “entire organization builds its bench strength as a team, working together to pull each other up with little to no cost.” (Skill Director, 2019) 
               Schön, defined reflective practice as knowing-in-action and sees it as “the practice by which professionals become aware of their implicit knowledge base and learn from their experience.” (Buwert, 2012) The model is based around the idea of refection in action as well as after an event. It acts in counterbalance to the hierarchical feel of the traditional apprenticeship model. (Baltzersen, 2014, ch. 3)  The focus of a mentor is to help a mentee’s self-actualisation therefore the term “practice theory” is also important here. This theory is elegantly echoed by Mezirow (1994) writing “learning is defined as the social process of constructing and appropriating a new or revised interpretation of the meaning of ones experience as a guide to action.”(Mezirow, 1994, p.223) As opposed to the ongoing informal nature of the apprenticeship model the focus in on formal, structured meetings where the relationship is based on a mentee’s declared needs. 
Coaching 
Coaching is defined as: 
“a process that enables learning and development to occur and thus performance to improve. To be a successful a Coach requires a knowledge and understanding of process as well as the variety of styles, skills and techniques that are appropriate to the context in which the coaching takes place” (Parsloe, 1999, p.8)
Perhaps the most notable difference in coaching is that the relationship is structured and last over a set period and doesn’t require experience in the subject matter. Coaching is becoming more widespread and it is expected that those in managerial or leadership roles should use coaching skills to encourage “learning and development throughout the organisation, as well as to increase productivity.”(Conor and Pokora, 2008, p.13) Rogers believes that through focused learning a coach works with a protegee to “achieve speedy, increased and sustainable effectives in their lives and career.” (Rogers, 2008, p.7) It is said that the greatest leaders are proteges themselves who reap the benefits of working with a coach. If an individual recognises their need to develop then coaching can be extremely powerful. A coach will encourage, assist, and challenge instead of directly teaching or advising. The partnership allows the protegee to come to terms with what hinders them and increase resilience. It  also allows individuals to motivate themselves and realise what is required of help them to improve in the process. (Connor and Pokora, 2008, p.13)
Models and Theories of Coaching
Wilber (1996, 2000) created the four dimensions of coaching. The theory considers  that there are four perspectives to any occasion: the interior, exterior, individual and collective. This system divides humanistic disciplines across the four quadrants. If a coach is to understand an individual then they must take into account the four dimensions. 
               Cognitive behavioural coaching underpins all coaching models. The premise is identifying  the individuals difficulties and highlighting what is stopping them reaching their potential. Beck (1995) outlines three levels of cognition, automatic thoughts, intermediate beliefs and core beliefs. Generally these levels are addressed to challenge the proteges self-defeating thoughts, behaviours and feelings. The solution-focused approach as the name suggests is about looking forward in a timely nature to focus on the potential solutions rather than problems. Cofounder of the approaches Shazer believes “problem talk creates problems, solution talk creates solutions.”(Parry, 2019, p.4) There are a number of acronyms used by coaches in order to describe this process these include, GROW, IMPACT, OSKAR and CLEAR. 
The Links between Mentoring and Coaching
Research suggests there are many overlaps in mentoring and coaching. Both require participants to enter the relationship with a befitting mindset. Sessions are likely to succeed if both parties are prepared and open to dialogue. Hawkins stresses that session begin from “the moment the client and coach meet – the informal greetings and preparation can be very informative about the client’s state of mind.”(Connor and Pokora, 2008, p.13) It is also stressed that a coach or mentor is required to be aware and attentive to their personal state of mind prior to a session. At the core of both coaching and mentoring are values and beliefs. There is a belief that people “have the ability to change; that they make the best choices available to them; that helping is not a quick ﬁx – ‘it is a journey where the process of learning is as important as the knowledge and skills gained.”(Connor and Pokora, 2008, p.14) There are also similarities in both approaches through their use of appropriate questioning and not necessarily providing of answers. This is where the two help a person reinvent themselves through professional transformation. 

[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Training issues in Mentoring and Coaching
Ehrich and Hansford (1999) highlight the possible training issues of mentoring and coaching. A potential drawback can be when the culture of an organisation does not value or understand the importance of coaching and its benefits. This in turn runs the risk of a lack of support to those within the roles. Within organisations it is also be possible that members not involved will resent the roles of mentors or coaches and perceive them as favourites. Clarity and commitment are vital and if the training or client does not support this then the scheme could lack momentum and fail. Long (1997) raises probably the most complex issue of the demanding nature of the roles stating that:
“those that do qualify, most are already overburdened with organisational matters and professional responsibilities. To become engaged in another or possibly two or three time-consuming mentor-mentee relationships is very demanding... there is a strong risk of overloading the few available mentors.” (Long, 1997, p. 126) 

Professional Development in Mentoring and Coaching
Professionals develop their motivation, satisfaction and self-confidence with effective mentoring and coaching. In turn, this facilitates better relationships through the sharing of knowledge as well as creating a better skilled workforce. A mentoring or coaching scheme can also help spot and rectify problems as they arise avoiding unnecessary major issues within an organisation. When effective the relationship succeeds mutually and both parties develop their, communication and leadership skills. A workplace has the potential to develop and diversify itself through the long-term growth that mentoring and coaching enable. 

Conclusion
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Introduction

Context of Coaching in Fine Art Education 
Clutterbuck stresses that coaching needs “to be defined differently in different contexts and that this is a potential strength as much as a current weakness.” (Clutterbuck, 2008, p.8) Over recent years cultural impacts have increased the complexity of higher education teaching and learning. Subsequently, it is of no surprise that there are increasing reports of “mental health issues in both students and staff.” (University of Sheffield, 2018) Contemporary education has shifted from the traditionally favoured didactic method of teaching to the now favourable student-led strategy. For this to be effective it undoubtedly requires both student and teacher to adapt their skillset. With this “flexible, student-led learning environment” (University of Sheffield, 2018) and the context of today in mind we question is the inclusion of coaching in education trying to empower learners who are unwilling and not equipped to take authority for their own learning? This opens up the discussion for the purpose of this assignment.  We will consider if coaching approaches and techniques have the ability  help us nurture leaners in becoming self-aware and responsible for their own learning paths. Whitmore(2009) describes coaching as “unlocking people’s potential to maximise their own performance” (University of Sheffield, 2018) which surely correlates with teaching. Studies have shown that coaching has positive impacts in reducing stress, supporting wellbeing, stimulating resilience and increasing “self-efficacy, performance and satisfaction” (University of Sheffield, 2018)
Coaching in Fine Art – Performance based coaching / Cognitive behavioural coaching 
Research outlines two types of coaching. The first is performance based coaching which focuses on reaching specific goals. The second is cognitive behavioural coaching which has a deep focus on a person’s cognitive thinking and issues. 
               Performance based coaching can be defined as a “helping relationship between less experienced academic (acting as a client) and a more experienced academic (acting as a consultant.)” (Carmel and Paul, 2015, p.483) The coach in this sense utilises a range behavioural techniques to help the client reach their agreed goals. In this relationship the coach drives a person to actively commit, engage and learn through their chosen course of action. Huff et al (2013) expanded the five basic principles of coaching. The model represents the systems that a coach can use to facilitate meaningful change in their client. The five principles are groundwork, assessment and feedback, goal setting, action planning and ongoing assessment and support and are relevant to higher education. The groundwork phase is subconsciously adopted in the flexible nature of art education. This phase involves building a coach and clients relationship. At this stage a coach uses active listening and appropriate questioning skills but does not offer specific actions. The formative and summative assessment opportunities for art teachers in training and students are vital in creating a clear picture. When a coach unpicks feedback they tend to question the individuals understanding of it. They help an individual pinpoint their blindspots in their views and asses what they have “learnt from it, and explore its meaning and implications.” (Carmel and Paul, 2015, p.483)Goal setting is important for teachers and learners, fine art education is very much self-directed and ambiguous and people often succumb to the stress that this creates in the jump from the structured education at school. During this phase a coach has the potential to help their client manage their way of thinking in designing and committing to SMART (Specific, Measurable, Achievable, Realistic, Timebound) goals. Action planning is important to help students and trainee teachers meet with deadlines. A coach’s responsibility during this phase is to help breakdown the planning into manageable steps to help their client achieve the goal. For this to be effective the client needs to accountable for their own progression. Art teachers and students often require ongoing assessment and support to see the potential in what they are doing. This phase is adopted throughout coaching and provides the individual with support, encouragement and helps sustain motivation within the relationship. 
               Through coaching the cognitive behavioural approach can help build a client’s “psychological resilience”(Devine et al, 2013, p.1383) enhance their performance, improve well-being and reduce stress that we alluded to at the beginning of this assignment. This can be used by both trainee teacher and student is reflecting on their practice. This type of coaching can benefit clients and meet their diverse needs. For example, if a client’s anxieties, struggles and confidence levels are not supported then this can have a detrimental effect on their education and performance. (Schoenfeld, 2009, p.184) The positive effects this form of coaching has in transforming a negative mindset is long term and consistently assists an individual’s development. 

Coaching, Empathy and Care in Fine Art 
“Confidence and self-esteem play and important role in”(Hasio, 2016, p.25) the teaching and learning of fine art education. “To build confidence and self-esteem”(Hasio, 2016, p.25)  we need to be surrounded by people that show empathy and care. Empathy and care are extremely powerful and ever-present in fine art education. Students are forced to foster relationships with people from different communities, and delve into their own concept of themselves. (Hasio, 2016, p.25)  Through art education students and teachers are exposed to the visual language of various cultures. If they are to get to grips with this then they must be open minded and empathetic to cultures that differ from their own. Both care and empathy are important when teaching or learning about the visual arts. In order to begin to understand ourselves we must first understand “the way we treat others”(Hasio, 2016, p.25) empaand experience empathy. In terms of coaching, if a coach shows care and empathy to their client they begin to see the value in their making and thinking and how they can use it to connect with others during the process. This “connected knowing” (Stout, 1999) has the ability to:
“draw people together through art education and help individuals understand the interdependence of self and others. When an individual is able to connect one’s self to others, they develops a sense of empathy and sympathetic awareness.” (Hasio, 2016, p.25)  

If a coach is able to use care theory (Noddings, 2003) to address their clients’ needs and enhance their sense of self it fosters “greater connectedness, understanding, and openness in the relationship.” (Hasio, 2016, p.26)  The tool of active listening in the arts helps an individual’s self-worth and nurtures their creativity. The connected personal relationship of coaching will show clients that you care about their issues and help gain their trust. When this trust is established a coach can push a client’s critical thinking skills in order to learn and improve. When students and teachers demonstrate empathy and care peer coaching can be beneficial to everyone involved providing everyone listens to one another. People are far more “willing to listen to others and understand their perspectives if they feel their voices have value” (Hasio, 2016, p.26) in the learning environment. It is often the case that confident members of a group dominate art discussions in education. Coaching has the potential to overcome this through “encouraging students to become active participants in their learning.” (Hasio, 2016, p.26)  
The Studio Environment and Coaching 
The studio environment is at the heart of fine art education. This is a social environment where group critiques often take place across the three years of study. Research has proven that students often feel embarrassed during these situations. There is also a tendency that students are left feeling singled out or targeted by the direct questioning on  their artwork. If teachers and students were to use coaching techniques of active listening, non-direct questioning and reflection during these sessions the effects could be far less detrimental on a student’s education. If coaching was imbedded into the curriculum students would understand that their teacher is trying to coach them “rather than criticise them, students would likely respond more positively to and engage more readily in critical discussions of their work.”(Barrett, 2000, p.35) Consequently, “they would be less likely to assume defensive postures when their work”( Barrett, 2000, p.35) is being discussed.  
[bookmark: OLE_LINK3][bookmark: OLE_LINK4]
The Benefits of Coaching on Fine Art Education 
There are some key themes of coaching which impact the professional development of a client in fine art education. These include: career advancement and expanded thinking; increased scholarly confidence; working collaboratively; skills development; and goals setting and action planning (Carmel and Paul, 2015, p.484). A coach for a trainee teacher is able to unveil new areas of thinking and research. Structured discussions can help address career plans and prospects for their development as teachers. Similarly, students can also use coaching to broaden their minds to the open ended possibilities that fine art education offers. Higher education can be challenging, regular coaching meetings and meeting client’s targets can increase their scholarly confidence. Collaborative working is widely used in the arts and coaching indefinitely supports this. The flexibility of working collaboratively gives people the freedom to express new ideas, opportunities and insights for progression. It is clear that art students have a great amount of freedom in their studies. However, without guidance people often let their targets slip. Target setting during face to face meetings with a coach can help a client progress and prioritise their duties and avoid interference from other concerns.  Finally goal setting and action planning as previously stressed are key to the coaching process. Meetings with a coach in theory should be timely and have a “clear purpose underpinned by set tasks.” (Carmel and Paul, p.485)
Conclusion 
The paradox for this assignment is that coaching is crucial if  a trainee teachers is to be successful in their profession and higher education institutions are to develop transformatively. Teachers should see that coaching is part of their responsibility in sustaining an engaging learning environment even if their institution doesn’t provide a set structure for it. Coaching an individual in higher education training can have positive impacts on a person’s academic confidence, expanded thinking, goal setting, collaboration and a vision for advancements in their career. The skills one can obtain from coaching are invaluable and will “serve as professional development tools” (Carmel and Paul, 2015, p.489) for the future in coaching others. 


It is encouraging that coaching is continuing to gain momentum within higher education. If one is to use coaching there is an expectation that they are under supervision and competent in their role. Clutterbuck notes that supervision of coaches is often poorly executed. Some institutions rely on people 
Coaching provides “psychosocial assistance” (Carmel and Paul, 2015, p.479). for those in art education training. This assistance can help both coach and coachee deal with uncertainties and ambiguities of a new work environment.
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