Mentoring and Coaching M6X02275
This assignments will be in two parts firstly it will examine how coaching and mentoring is currently generally used in organizations. The impact it has on professional development and consider if there are any gaps in training. The assignment will further look at how mentoring is applied in post compulsory education and training.

Parsloe and Leedham (2009) suggests that from the 1990’s coaching and mentoring has since moved  from being highly marginal  to being  the mainstream focus of interest for professional institutes, management, schools, corporate , community policy makers and anyone interested in people development. The main professional body corporate world of human resources and development, The Chartered Institute of Personnel and Development (CIPD) suggests that CIPD has taken the leading role in influencing and developing mentoring and coaching.
In 2004 CIPD statistics showed that 78% used coaching and mentoring as part of staff development, figures also showed a 57% increase over past years and a 20% reported a large increase.

Mentoring is a process to help and support people to manage their own learning in order to maximise their potential, develop their skills, improve their performance, and become the person they want to be. Mentoring helps to bridge the gap in knowledge and skill (Parsloe, 1992, cited in Simkins et al., 2006, p. 323). The term mentor originated from a Greek mythology character who was seen as a wise man and a trusted advisor counselor.

Coaching is seen as one of a number of potential aspects of mentoring, and as having a narrower focus, notably relating to an individual’s skill development (Hobson and Sharp, 2005, p. 26).Coaching become widely used over the last two to three hundred years. The term was used to describe the activity of helping to transform a person’s knowledge and skills towards a higher level through teaching and tutoring. In 21th century coaching was adopted by the work place, usually a more experienced employee supervising and feed back to a junior colleague (Parsloe and Leedham, 2009).
Parsloe and Leedham (2009) believe that there is a generic coach and mentoring process in their four stage model. The first stage is analysing awareness of need desire from the mentee. The coaching and mentoring relationship can only be valuable when the mentee develops a desire to improve their performance or change the way their working at the workplace. At this stage they get asked questions to help establish their current performance and compare it to what they want to achieve. The mentee gets paired with a senior member of staff peer to peer support, expect to novice support. 
Learning and development is fundamental, the strongest philosophy behind coaching and mentoring is that everyone has some potential to learn, grow and develop (Hafford-Letchfield et al., 2007, p. 167).
Mentoring and coaching benefits both parties involved, mentors may want to share their knowledge enhance their leadership and managerial skills through taking on  a mentoring challenge to test their knowledge.Mentee’s may want to develop their understanding, bridge the gap in knowledge through receiving support from a mentor.
 Mentoring is used in business to help new employees to become familiar to the work environment more easily. This helps employees become settled. When effective support is provided properly at the start, employees feel an increased sense of commitment and loyalty therefore, are likely to stay longer. In turn this overall reduces re-recruiting and re-selecting more staff.
Mentors help employees to understand the organization long term plans by facilitating learning opportunities available. Employees are also shown career progression routes in the organization. Mentors give a bespoke development and continuous improvement support to new employees. 
This second part of the assignment will now look at mentoring in Post Compulsory Education (PCET) training sector. In 2015 Education Workforce Council (EWC) introduced a registration process for further education with the aim to regulate and professionalizing further education practices across Wales (EWC, 2017). The Welsh Government (WAG, 2008) education model highlights the importance of mentoring as an effective collaboration beneficial for all to support mentoring as a professional development opportunity. Cunningham (2005) suggests that all trainee teachers benefit from being introduced to the wider professional issues by a mentor, this is true as part of my post and compulsory training I have benefited from having  a mentor to give me guidance. Johnson (2007)  states that mentoring is crucial to individual professional success in higher education. Cunningham (2005) however argues that there is risk in restricting the mentee’s into narrow domains of subject specific mentoring.Mckimm et.al, 2015 suggests that it is important to recognize that mentee’s may require more than one mentor as their support requirements change.Appying this argument into my current placement it was challenging for me to teach my mentors specific subjects as it was not my main subject domain. Measures have now been put in place to teach other subjects which are in my domain with other lectures as being restricted to my mentor’s specific subjects was proving to be a challenge. Darwin (2000) suggests that if a mentee is paired with a mentor that is not well suited to their needs this may diminish the learning experience. De Vries (2005) suggests that there are several challenges in regards to the implementation of mentoring programmes in regards to fitting every mentee with the particular mentor who holds the skills being sought by the mentee.Altbach (2000) suggests the need for mentee’s to do self selected process were a mentee chooses their own mentor based on the experience and expertise of the mentor to fit the mentee requirements. However Altbach (2000) also recognise the challenge of lack of literature on self selected process. Hobson el at.(2015) suggests that institutions apply formal methods of selecting mentors and coaches and paring them with mentee’s, in a survey  completed 67% people stated that their mentors were formally assigned  by their institution, on the other hand a minority stated they had be able to select their own mentors.
 Belar (1998) further suggests other gaps in mentoring, stating that there is increased pressure on academics to apply for grants to stay in employment as a result this puts additional pressure on the mentors to meet the extra  demands of mentoring. The pressures limits the time which mentors can spend with the mentees to do structured meetings. Maxwell (2014) argues that the workplace culture is very busy and the workload is too much which in turn makes it hard for experienced staff to support less experienced staff. Orr and Siimmons (2010) agrees stating that workload of mentee’s combined with excessive paperwork suggests that mentee’s develop limited understanding of teaching practice. Furthermore the back to back timetable of their mentor will restrict the support available for them. Relating this to my current placement this is very evident as the mentors hardly have any time to have their lunch as they have back to back lectures due to the amount of workload they have to sustain. Cunningham (2007) argues that the mentor’s role will not be effective where there is lack of support from institutional framework. This implies that in order for the mentors to be effective the institution has to have robust support in place to enable the mentor to dedicate adequate time to provide support to the mentee.

 Dean (2009) suggests that the mentoring relationship will be more beneficial when it is natured than forced. This applies to the mentor having structured meeting with the mentee. Clawson (1985) argues that formal meeting are not necessary as people can find others to learn from, (Lockwood, 2002) agrees based on the research which was conducted for formal and informal mentoring programme.Results suggested that informal mentoring provided greater results as compared to formal, it suggested that informal mentoring are not based on timescale therefore this allows the mentee to carry on receiving the mentoring. Formal mentoring has a time frame which makes it less effective. Allen et al. (2010) disagrees and states that it is crucial for mentees to receive feedback therefore mentoring must be underpinned by goal setting which are regularly reviewed to access progress and provide guidance to the mentee. The need requires for formalized meeting with mentor. Ofsted (2003) also states the need to develop the management monitoring of mentoring arrangements to improve the quality and consistency of the support and feedback given by mentors to enhance the mentee’s progress.In relation to my current placement weekly meeting are conducted with the mentor to check on progression and provide guidance. A record of mentor meeting is also completed as part of training requirements. Having said this the meeting are mostly rushed drawing on the reality stated by (Belar, 1998) about the pressures which academies’ face in regards to time constraints as this is an additional task to them. The evidence for formal meeting is vital as it underpins the mentee’s development.
The journey of mentee development continues from a student to newly qualified in the field,(Senom and Shahratol, 2013) suggests that the transition period from trainee to newly qualified is complex (Ofsted,2003) argues the current further education system does not provide a satisfactory development professional foundation for newly qualified teachers. The report suggests that newly qualified teachers fail to reach their full potential due to lack of development in their specialist subject as PCET subjects are generic. There is lack of systematic mentoring and support in this area (Ofsted,2003).This theme has imaged from various sources as heighted which evidence the variables in PECT mentoring .Veenman, (1984)  suggests that when new teachers qualify they usually could benefit from enhancing their skills in  classroom management, motivating students, differentiating student learning, problems and needs, assessing student progress, interaction with colleagues and parents, receiving appropriate advice on school culture, goals and instructional resources, using effective instructional strategies or methods and emotional support. Villani (2002) states that teachers development plays an important role in improving the whole teaching experience for  the new teacher, student experience and the entire establishment. Moor et al, 2005 states that it is important for teachers early in their careers to be supported by a more experienced colleague from the same sector.
Hobson et al. (2015) suggests that mentors experience a training gap in regards to fully supporting mentees. Mentors have to depend on the training they first completed when they took up a new role years ago or when they started in the feild. However there is no regular up skilling for them through Continued Professional Development (CPD). In a survey conducted some staff stated they were happy with their professional development however there were negative comments identified which expressed that they was a gap in their training needs. Lack of specialist subject training was identified both new and old staff stated that when they are required to teach new subjects which they do not have any background knowledge. The only help available to them is to conduct their own research on the internet as well as asking their colleagues for guidance. Teachers also expressed that they would benefit from getting a scheme of work from a colleague however, everyone taking on a new subject does the scheme of work from stretch. Gaps in regards to marking and assessments were identified too, lack of consistency across the board in relation to marking and assessment.
Hobson et al. (2015) suggests that for old staff members the only way they will get a mentor is when they are underperforming. Teachers who get observed by their line manager for internal Quality Review (IQR) and get graded a level three or four they get assigned a mentor to go on the up skilling program for a number of weeks. Staff in question will continuously be assessed until they up skill to reach the required standard. In a number of organisations this schemes are associated with performance monitoring. 
Hobson et al. (2015) suggests that all teaching staff at different performance level would benefit from having a mentor to enhance their skills in order to provide a much more robust service both to mentee’s and students. Figures based on staff conducted survey and the overall body of knowledge in regards to further education mentoring and coaching. Data suggests that mentees are receiving robust support from institution based mentors and coaches which is benefiting their professional learning development.  
 Based on the body of knowledge in this assignment overall evidence shows that mentoring and coaching is beneficial in general and specially in PCET, nevertheless the effectiveness is variable depending on the institution as highlighted by Cunningham (2005) suggesting that the mentors will only be able to provide bespoke mentoring to mentees if the institution has robust mentoring programme in place. Hobson et al (2015) suggests that mentors will provide more effective support if they are paired with mentees from the same domain with them, having mentees who are specialising in the same subjects as their mentors.
Mentoring is an important part to support less experienced staff to become more competent to enhance their competence in higher education system. Providing a robust service to enhance  learning experience. Experienced staff need to view mentoring as part of their job role and take responsibility to mentor others even in circumstances were the institution does not have a clear mentoring structure in place (Viator,2001)  
In conclusion the evidence shows that mentoring is an integral part for mentees to develop their skills with the help of the right mentor. Taking all the necessary steps to create adequate time to conduct formal meeting to review the progress and providing guidance to the mentee as suggested by (Viator, 2001) mentors needs to realise the importance of mentorship in PCET and in overall across all organasations . 
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