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Part 1
Underpinning Theories

















0.1 Introduction
‘The implications for coaching and mentoring are profound’ (Megginson & Clutterbuck. 2009. Pg. 189). Within the following written work, there will be an evaluation of theoretical perspectives within the coaching and mentoring industry, which may or may not be compatible with each other, and through evaluation, we will see as to how these theories can be used to help and assist the coach (practitioner of coaching) and coachee (client) during their sessions – a session being the time they are together in order that the coachee can state their own objectives and be questioned in a confidential and supportive manner by the coach for the best interests of the coachee.
I am in the process of setting up my own coaching company, with a focus on coaching police officers away from the regulations and confines of their employer. The reasons are:
01. I am a medically retired police officer, and like many officers facing retirement, I found the process isolating and frightening, however, I have crossed the bridge from institution to freedom and wish to help those who are struggling to have the mindset that will assist them
02. I am a level 2 and 3 qualified coach and have coached several police officers and staff when in the last few years of my policing career, mainly for job applications and promotions, to which, I coached eight coachees, all of which were successful in their applications and got the roles they applied for.
03. During my PGCE (PCET) course and the Masters (MA) in Learning, Wellbeing and Professional Development, I have focused many assignments and indeed my dissertation on coaching practices.
04. The dissertation focused on the remit of confidentiality in coaching within the police service, however, there was an underlying background that police officers and police staff that do not report the most minor of indiscretions to the Professional Standards Department would be held complicate within the issue, even if it was a minor issue that occurred many years before.
I have, since retiring from the police, trained four people to be coaches, and the course was in relation to coaching police officers as mentioned above, due to the complexity of officers adjusting to civilian life can have a detrimental impact on their mental wellbeing and to reduce stress by posing questions to ready officers away from the badge of office and thus, trying to reduce the suicide rate of retiring officers. 
I am also currently on a mentorship programme for coaching business development and business acceleration system, which will be of great benefit to myself moving forward and to help develop others to be coaches for any specific niche market and to give basics in business set-up.
I am a member of the European Mentorship and Coaching Council as well as a member of The Coaching Masters, a commercial organisation that teaches, coaches and promotes coaching as a fantastic tool to help and assist members of the community – whatever they be.
I also receive quarterly coaching from a Harlow based coach who assists me in my coaching needs (business and personal) and have also seen how he, as an experienced coach, works – his paraphrasing, body language and his reflective questioning are great attributes to develop myself and to pass on to the group that I have trained. 

Critical Examination of Theories Underpinning Coaching Models
The two main approaches of therapeutic (though not a therapy like counselling) on a supportive level of approach to support another or a group would be coaching and mentoring. The overall background of these approaches will include developing various contexts e.g. education, business, personal growth, and though sports coaching can be under this umbrella, it usually is deemed as a separate discipline.
‘When we tie ourselves up in knots without taking any action towards what we want, we generally experience frustration, hopelessness and even self-loathing’ (Neill. 2006. Pg. 35), the opening citation will illustrate that often at life, seeing it pass-by and wishing that we ‘should have; would have or could have’ grasped the opportunities that we truly wanted. 
‘Most mentoring seems to be on culture-specific advice and suggestions’ (McLeod. 2006. Pg. 9). When looking at mentoring, we can understand it as a professional relationship between an experienced and knowledgeable person (the mentor) and a new person, who would be less experienced (the mentee) to help their growth in a topic. A clear example of which would be when a new member of staff will shadow a more experienced member of staff to bring them up to the desired operational standard. 
There are several theories surrounding mentoring including:
01. Social Learning Theory - ‘observing performance is best done on a regular, recurring basis to offer ongoing validity to your feedback’ (Parsloe & Leedham. 2009. Pg. 122). Social Learning Theory has a base in observational learning and socialisation in behaviours and attitudes e.g. a new member of staff falling into the hierarchy of a company and acting in accordance with the company's ethics and production processes. Initially, it could be stated that observational learning cannot be measured, however, by the trainer or mentor observing the member of staff’s ability and asking appropriate questions and receiving feedback, learning can be measured in some capacity.

Initially, it could be stated that observational learning cannot be measured, however, by the trainer or mentor observing the member of staff’s ability and asking appropriate questions and receiving feedback, learning can be measured in some capacity, ‘observing performance is best done on a regular, recurring basis to offer ongoing validity to your feedback’ (Parsloe & Leedham. 2009. Pg. 122)

02. Adult Learning Theory -  ‘It encourages people to reflect on the wide range of learning opportunities available to attain goals’ (Parsloe & Leedham. 2009. Pg. 80) and ‘self-directed learning is a humanistic approach in which the teacher takes on a facilitating role’ (Petty. 2004. Pg. 351). Adult Learning Theory will have the grounding in the area of self-directed learning, problem solving and experiential learning, shaping behaviour and development of work related attitudes to bring the member of staff or group to the norms of the organisation and develop their goals.

03. Dynamic Preference – ‘Dynamic preference is a measure of the number of projects that an individual ideally works with at one time’ (McLeod. 2006. Pg. 144). If the coach is using many disciplines and a cross over of coaching models, they could easily fit into this theory. 

As well as this, there are many aspects of counselling disciplines, learning processes that are often undertaking in a session. ‘Coaching and mentoring are different from patronage and from therapy’ (Connor & Pokora. 2012. Pg. 35) will give an understanding that patronage is a more experienced person will impart their experience and knowledge to a new person, younger in service of a job role.
Though there may be some shared disciplines between both therapy and coaching e.g. confidentiality; emotional support, however the coach must bear in mind that unless they have some form of counselling qualification, they are not counsellors and that the sessions offered should in this case only be coaching as opposed to counselling; ‘these sessions may be therapeutic but they should not become therapy’ (Parsloe & Leedham. 2009. Pg. 17).
Another element incorporated into the coaching process can be visualisation; ‘people who have a tendency to be visual can sometimes specify precisely what they are feeling more easily with pictures than by using spoken words.’ (Megginson & Clutterbuck. 2009. Pg. 138). McLeod discussed Metaphoric Symbolism in his book Performance Coaching (2006. Pg. 224) indicating that though this can be an important part of the coaching process. The metaphor stated is that of the coach and not necessarily the coachee, it can help the coaching framework to benefit the coachee.
Visualisation can be very therapeutic or can be directional, whether self-guided or guided by the coach e.g. if a coachee is struggling with a decision, then the coach can ask them to visualise that they are standing at a T junction in a road, and the sign post in front of them will state which way to go, the coach can then ask numerous questions in relation to this visualisation along the lines of:
01. What does the sign say?
02. Which seems the easiest way to go or the hardest?
03. How do you feel seeing the sign?
04. How inspired are you to move forward?
05. If I said you need to make a snap decision in this visualisation to move left or right, which way will you go?
06. How do you feel that pathway will unfold to you?
There are several more questions that can be posed to the coachee, to enable them to make decisions, which will allow them to feel in control, feel a sense of ownership and ability to move forward, however, as simple though it seems ‘it is best used by the experienced coach or mentor who has familiarised themselves with the technique in a safe and appropriate context before using it with clients’ (Connor & Pokora. 2012. Pg. 198/199).
‘It is not unusual for someone to be sent for coaching or mentoring – often with the view to ‘fixing’ a performance or personality problem’ (Connor & Pokora. 2012. Pg. 238), mentoring is a developmental relationship between a more experienced person (mentor) and a less experienced person (mentee) aimed at promoting the mentee's personal and professional growth. Mentoring is grounded in several theories, three if which include social learning theory, adult learning theory, and in psychodynamic theory, often used in business to train new members of staff by having them shadow a longer standing person.
Furthermore, another element which would underpin the mentoring processes would be Adult Learning Theory as it has a base in self-directed learning, experiential learning and/or problem solving. Often, companies will have a bespoke training package in place to recognise the needs of the learner which, depending on what is required to be taught, it could cover action planning, reflection on learning and other elements. 
In relation to the current Initial Police Learning, the initial emphasis is on the student officers passing examinations at university level as opposed to teaching both law and the practical aspects of the role, ‘learning has no end point and is never finished – moving instead to different levels of performance, understanding and awareness.’ (Parsloe & Leedham. 2009. Pg. 92)
There have been cases within the police force of new officers not getting along with their tutor constable and on-job learning has been hindered because of the way in which the behaviour of the tutor has been, the background theory is that the mentor would have a difficult relationship with their child for example. 
In the opposite aspect, if transference has occurred, the mentee would have had a difficult relationship in the past with an authority figure, a father figure for example, ‘however, we would caution against too much interpretation, or seeking underlying patterns or meanings which may not exist’ (Connor & Pokora. 2012. Pg. 19).
Either way, under this theory, it would be vital for the process to be successful that there would be an awareness of this in order to counteract it at the first signs, and would require both parties to be aware of their opinions and actions to prevent a breakdown in the professional relationships.
‘Coach-mentors need to be careful not to build any dependence into the coach-mentoring relationship’ (Parsloe & Leedham. 2009. Pg. 92). Furthermore, ‘linking professional development efforts to improvements in student outcomes, however, is no easy task’ (Guskey. 2000. Pg. 208), though the citation is for the typical student, would a new member to the organisation also be akin to a student and therefore learning also.
Through the practice and facilitation of professional and often personal development with structured processes, conversations and questioning, the overall aim would be to improve the performance of the coachee, which can help towards enhancing the well-being of the coachee, helping them achieve goals.
Furthermore, there are an additional three theories that underpin coaching are: Cognitive Behavioural Theory; Positive Psychology and Systems Theory, ‘these psychological concepts bring with them a host of theories and models that explain the coaching and mentoring relationships’ (Parsloe & Leedham. 2009. Pg. 102)
Cognitive Behavioural Theory within coaching would ideally work as: ‘CBC – Cognitive Behaviour Coaching – is time limited, solution focused and based on the present.’ (Megginson & Clutterbuck. 2009. Pg. 16),would look at the thoughts, behaviours and emotions in the experience of the coachee, within the context of the coaching criteria, it can help the coachee develop new ways of thinking and help to rid the self-limiting belief system that they may have adopted, for example: someone may have made a comment in relation to body image and thus, the coachee may start to shy away from others etc. 
It can also help in goal setting, with positive feedback from the coach in relation to said goal, through questioning and discussion, allow the coachee to feel a sense of accomplishment. 
‘Practical applications of positive psychology include helping individuals and organisations correctly identify their strengths and use them to increase and sustain their respective levels of wellbeing’ (Parsloe & Leedham. 2009. Pg. 105)
Positive Psychology will look at the strength, positive emotions in promoting well-being etc. Within coaching, the coachee will be guided by the coach, through questions and discussions in order to allow the coachee to look within at their strengths, looking at the positives, even in the midst of a negative cycle: 
· so what is positive about being in work/at home? 
· What can be done to reduce the stress? 
· How would you feel if work was stress free? 
Positive psychology looks at the mental wellness of an individual, as opposed to psychology disciplines which focuses on mental illness such as depression etc. Positive psychology theory within coaching could exclude negative emotions which may need to be worked through on a non-counselling premise, which could lead to the coachee not reaching their agreed goals or targets.

‘Taking a systems perspective may also be a route to bring the therapist and non-therapist together.’ (Megginson & Clutterbuck. 2009. Pg. 208), systems theory looks at the coachee and how they react and integrate into the work force/department structure and their environment. 
The coach would assist the coachee to look at identifying factors on a systemic scale that will have an impact on their overall performance. Some examples of social norms within the work place etc. could be: bullying; general lack of confidence and so on, ‘in systems theory it is necessary not only to understand the individual parts of a system, but to also understand the relationship between those individual parts’ (Parloe & Leedham. 2009. Pg. 109)
Both coaching and mentoring can be great tools and approaches in the development of people and their skills, mindset and potential, the theories can also have negative issues, which the mentor or coach should be aware of in order to avoid issues rising to the forefront of the professional developing relationships.
‘We once heard a sound piece of advice for the coach or mentor “always work at the least interventionalist level necessary to help the client achieve change”’ (Connor & Pokora. 2012. Pg. 19). If we look at the psychodynamic theory within mentoring, there is a potential for unconscious bias developing between both parties, which in essence could have significant harm on the mentee’s development.
There can also be issues arising between the terms of coaching and mentoring, as often, there may be a crossover between them within the workplace, for example, if a tutor police constable is ‘training’ a new officer, are they coaching them or are they mentoring them – or both? This one example could lead to a long discussion in relation to the terminology used and may need to be defined succinctly to avoid any negative outcomes.
Coaching and mentoring for the development of mindset and growth, especially within the workplace are valuable tools for individuals as well as the organisation. We know that as time passes, there are many studies carried out by prominent coaches to continually enhance the process for the benefit of the coachee and the development of the coach, so that their practice offers the utmost professionalism.
I have spoken about different models used for the coaching and mentoring processes which provides a framework in which the coach can use for the benefit of the sessions and thus, help the coachee understand their needs and desired outcomes from the individual sessions or course of sessions. This could lead to positive outcomes for all parties concerned.


Within my coaching practice, I have mainly used STEPPPA (McLeod 2003) :

	S
	Setting the session for the coachee, based on defining roles between client and practitioner, setting goals and potentially, following up on goals from previous session then proceeding to the question: what would you like to work on today?

	T
	From the question mentioned under S, this would give a Topic in which to explore and expand upon; asking various questions in order to further support the coachee.

	E
	Emotional support, understanding the emotional issues that can surround the coaching session, and as a coach, would need to have my own emotional resilience and intelligence in order to support coachees who may be emotional.

	P
	Problem – exploring what the problems are, where does the lack of confidence come from? 

	P
	Prioritising – what of the issues raised need to be addressed in greater necessity than the other?

	P
	Progress – asking the client how they intend to progress matters and/or asking the client for a progress report from the previous session

	A
	Action planning the session if required, using SMART process, and asking about the achievements



The STEPPPA model has strong links with the concept of Adult Learning Theory, which, as discussed has an element of self-directed learning, and is very flexible in its approach to cover a wide range of elements to tailor towards the needs of the organisation. It creates strong professional relationships, allowing for the coachee to have an action plan suited to their own needs, which, should lead to absorption to the company work ethics and culture. The model is a valuable tool for a most companies and its approach will easily align with best practices.

Some of the negatives, as discussed, is that it is a POSITIVE model and may streamline the coachee into positive answers within the sessions, yet, there may be need to explore the more negative issues that would arise, and thus, by developing a plan around the negatives, a balanced approach would be achieved.

A second model that I use is the GROW model (Whitmore. 2002):

Table 1: GROW

	G
	Goals – the client sets their intentions

	R
	Reality – is this realistic, where are they now in relation to their intentions

	O
	Options – what tools can the coachee use to achieve their intention

	W
	Will – what is going to help them achieve their intentions; what strengths has the coachee got to move forward



It is a straightforward process, and is applied by many coaches in all manner of practices from private practice to that of being adopted as the preferred method by a company. The model itself can be aligned to cognitive-behavioural theories, exploring thoughts, behaviours and suggests that such elements are connected, with further considerations given that by changing these elements that the other elements within the theory would also change in sequence.

The GROW model can be overly prescriptive and does not necessarily take into account the complexity and subjectiveness of the coachee’s intentions and needs. It also has a presumption that the coachee will know the goals that the model states, this may not be the case in the first or indeed follow up, sessions. It can also limit the professional practice of the coach per se, and could limit the achievement of the coachee who would prefer a non-directive approach to their sessions.

The following model has been used by myself intermittently throughout my practice as a coach:

Table 2: OSKAR (McKergow & Jackson. 2006)

	O
	Outcome

	S
	Scale

	K
	Know-how

	A
	Affirm and Action

	R
	Review



This model is solution based – it focused on the strengths and resources of the coachee and the mindset of solutions rather than the mindset of problems. In some aspect, similar to GROW in relation to outcomes, and may assess their current NOW, and will act upon this NOW and move forward, the coaching sessions would potentially scale the coachee’s current state and then there is a hook in which the sessions can continue. 

It is a solution focused theory, as much as the coachee would have problems, it would help the coachee to explore their problems and help them find their solutions. That stated, the model may only produce short term solutions should the underlying, root causes not be explored. It maybe prudent, dependant on circumstances, that the coachee may need signposting to a counsellor.

Though I use STEPPA a lot, I have also developed my own model, of which, is self-explanatory within the following:

Table 3:  ENCOURAGE: 

	E
	Emotions – how is the client feeling?
What is causing the feeling (Positive or Negative)

	N
	Notice – What does the client notice about themselves that has caused the above? Has anyone stated anything to them to believe this way?

	C
	Communication – allow the client to set the pace in the conversation

	O
	Other ways of thinking, can the client achieve this, if not, what can we put in place to make them think/act/believe differently to enhance their wellbeing.

	U
	Underpinning issues – work life balance, stressors, learned behaviour

	R
	Reasoning, can the client reason with their belief, can this be gently changed to help the client?

	A
	Action – let’s get going to the goal

	G
	Gauge – how are we going to measure from here to there (goal)

	E
	Essentially, we are constantly developing, the client needs to understand this also




Conclusion

All coaching models have strong and weak elements to them, there would be a need to hybrid the models in order to give the coachee the very best chance of succeeding to their goals and other outcomes especially in production and mindset.

STEPPPA and ENCOURAGE can be a great development tool for companies and coaching in general, and will work in developing best practice within the variables of an organisation, with the correct mindset in development, these models will ultimately lead to a positive outcome with coaches, coachees and the wider employed.
 
These are positive models, the emotional aspect can allow the coach to place the right questions in order that the coachee will think more and reflect more on their own way of thinking and doing, therefore, I believe that using STEPPPA or ENCOURAGE alone may not be in the best interest of the coachee, it is important, that although these are the main models, others may need to take precedence over the session in order to get the very best coaching product for the coachee.Bottom of Form

‘The client is invited to tell their story, identify an aspect they would value working on, brainstorm their preferred scenario, choose and commit to a goal and then develop strategies and a manageable plan that will lead to valued outcomes’ (Connor & Pokora. 2012. Pg. 23)

Having an understanding in relation to various psychological approaches towards coaching and mentoring will only add to the coach’s toolkit when working with an individual or organisation, it is important that the coach will know this, though, there may be slight crossovers, coaching should never be counselling.
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