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As part of the current DfES National CPD Strategy, CUREE is leading a project to develop clarity about the nature of effective mentoring and coaching and to support and promote coherent and effective practice in this area.

Background
The early phases of the project have involved consulting key national government agencies that design, support and evaluate mentoring and coaching for CPD in order to map existing practice. This encompasses initial teacher education, induction, continuing professional development and leadership development. 
We have also scanned the literature for key messages and common threads, conducted telephone interviews with schools, consulted the key agencies such as TTA and NCSL and have undertaken a number of visits to explore different models of mentoring and coaching with practitioners in various contexts.

Consultation

CUREE has participated in or led one national policy maker seminar, six regional LEA CPD seminars, five GTC CPD co-ordinator conferences, two NCSL Coaching for Performance seminars and consulted widely online. The purpose of organising an additional series of three dedicated practitioner seminars was to consult with practitioners about their understanding of mentoring and coaching in detail and to see how their experiences matched with the preliminary definitional framework arising from earlier consultation. We also wanted to give participants an opportunity to place their own work in a national context through engagement with others' practice and the early concepts of supportive resources for mentoring and coaching to enable us to get ideas as to what resources would be helpful. 
The objectives of the seminars were:

· to exchange information about mentoring and coaching practice; 

· to explore definitions of mentoring and coaching in the context of evidence from research and practice;
· to enable practitioners to engage with and contribute to early concepts and ideas for resources to support mentoring and coaching; and 

· to enable discussion of the key learning objectives for resources to support mentoring and coaching. 

Framework and Definitions

Participants were asked to make sense of the ‘what, why, who, where, when’ glossary in the context of their own experience and to use it to track differences between mentoring and specialist coaching and peer coaching. Some common points that were raised at the consultation seminars included:
· mentoring and coaching are not mutually exclusive. The box format in which the definitions were presented did not capture the overlap and linkage between mentoring and coaching. This is an important feature of the complementary circles diagram in the consultation leaflet;
· the document needs to be ordered so that ’why’ is addressed before ‘who’ and ‘what’;
· there is a need to illustrate the progression that takes place between mentoring, coaching and peer-coaching;

· mentoring can also be distinguished from coaching by ‘the duty of care’ involved;

· complexity of the dual role as confidant and assessor/appraiser is a key issue. It is important to distinguish between the ITE model and other types of mentoring;

· clarification was requested about ‘a third party’ used in the peer coaching definition;

· the distinction between mentoring and coaching in terms of time needs further elaboration. Mentoring is a sustained relationship over time and coaching normally occurs over a shorter period of time;

· the nature of the experience, skills and expertise of mentors needs further thought as experience doesn’t necessarily provide someone with the skills to be a good mentor;

· the recognition that the mentor and mentee are both learners on the skills page needs to run through the ‘why’, ‘who’, ‘what’ page;

· the ‘why’ section should also explore institutional benefits. The coaching process can help in the development of a more professional culture in which it is natural to develop and share thinking and practice;

· coaching should not be limited to the classroom but related to every level of the organisation.

We have reviewed all the comments made with reference to the framework/glossary and have made amendments to the document accordingly to ensure that we have captured thinking correctly. We now propose to develop this document, and the circles diagram further and to develop specific definitions for a small number of core terms. 
Mystery Game

We received a lot of positive feedback about the mystery game in terms of enjoyment value and the lively discussion about CPD that it engendered. However, as a tool for developing understanding and awareness of coaching skills and qualities it needs further development. On each day some tables focused upon coaching in responding to the mystery and others looked at CPD more generally. A follow up debriefing managed by a facilitator could in fact, use this pattern to deepen thinking about responses to issues as is the case in thinking skills strategy work. But the mystery will not always be facilitated. It therefore needs to be refined to direct people more clearly towards mentoring and coaching specific questions.
Feedback received about the mystery game included:

· the scenarios need a more explicit focus on professional development  processes as distinct from personalities in order to move the discussion away from school politics;
· the discussion was useful when it focused on the individuals in terms of their experience and qualities;

· the activity needs 2 foci (primary and secondary) before it can be useful across settings;
· gender issues – both characters applying for the job were male, which is unbalanced. However, if one were male and one were female there may be further distraction from the core issues.
· the activity was found useful for developing a common language about CPD;
· the candidates need to be more equally represented as the statements were skewed in favour towards one candidate.
Resources

There were many valuable comments regarding the raw ideas and early concepts for resources. This was a particularly difficult exercise given that there were no resources available to look at so the discussions may have felt a bit abstract. There were some useful suggestions about how the resources should be developed, additional resource recommendations that would fill any gaps not covered by the original resource list and ideas about how the resources should be distributed. 
Some key points from these discussions included:
· the resources should be developed to put teaching and learning on the agenda and to move people out of their comfort zones;
· the resources need to be grounded in classroom practice;

· although skills may be generic, it needs to appeal to a multi-audience therefore variety is required e.g. cross-phase, different key stages;

· recommended resources included dummy lesson observations and a resource that will enable teachers to practice professional learning conversations;

· would like to see video clip of mentoring and coaching interactions that are accompanied by transcripts, materials and prompts that allow participants to reflect upon what they’ve seen;

· people would like to see an element of joined-up thinking between the resources e.g. link between the tools, instruments and the case studies to provide an aspect of professional trust;

· the video clips need to be realistic; warts and all! They should be accompanied by prompts to focus use and “reading” of the material;
· in terms of distribution, delegates didn’t think that it should be seen as a top-down approach. It was deemed important to have senior personnel onboard as it is necessary to have the right culture & vision within the school in order for mentoring and coaching to be successful;

· it is important to encourage schools to take the resources provided and adapt them to suit their specific contexts.

Getting your Practice on the Map

The information provided by delegates during the mapping exercise has been entered into a database and will be used to analyse patterns of activity and gaps. It was clear that a further development of mapping to include a look up facility by which colleagues could identify practitioners engaged in coaching nearby would be valued. Many delegates found this exercise useful as a networking opportunity.
The second part of this exercise involved commenting on a list of questions targeted at schools designed to get underneath the skin of mentoring and coaching practice. 

Comments received on this interview schedule included:

· there should be a greater emphasis on learning goals;

· the questions are too investigative and closed;

· questions were too focused on observation to be useful as a developmental tool. They feel more like questions for verification (which was, in fact, their original purpose).

Some additional question suggestions included:

· What was the catalyst?
· How does mentoring and coaching fit in with the school CPD strategy?

· How do you identify the evidence for selecting a mentor or coach?

· How are you recording your developing mentor skills?

· Where do these processes take place?

· Who sets the agenda for the observation?

· What gets recorded and what is confidential?

The seminar schedule was very full as there were many areas to cover during the day. The feedback suggests that a lot of high quality professional discussion occurred partly because of the varied backgrounds and experiences of delegates. 
Participants 
Participants had been invited because either they, or a close colleague, had identified them as being active, sometimes trail-blazing in the field of mentoring or coaching. Participants thus represent a relatively well-informed group of practitioners. Nonetheless the majority felt they had gained knowledge and insights from the activities at the same time as contributing to National Policy development. The contributions of all participants; their generosity with their time and the quality of attention they gave are greatly appreciated. The suggestions and responses are now being used to refine the resources and framework.
The CUREE team would like to conclude with their deep appreciation for the generous and serious way in which participants contributed to the seminar.


- 3 -

