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Purpose and Nature of Action Research  

 

The concept of action research was introduced within the education system by Stenhouse 

(1975, p.142) who stated that “curriculum research and development belongs within the 

classroom”. By this Stenhouse (1975) indicates that this is the role of the practitioner to 

research the subject knowledge that they deliver and develop it in line with their outcomes. 

The consideration of this concept makes it possible to consider that research can be defined 

as a practical approach to professional inquiry that is driven by enhancement (Baumfield, 

Hall and Wall, 2012). In education the process for action research is led by teachers in their 

working practices and researching ‘from the inside’ (Koshy, 2009).  

 

Action research is conducted by teachers for the purpose of their own practice, own 

development and the overall enhancement to the learning process and being able to 

strengthen in areas such as subject knowledge, areas of delivery and identifying the need for 

change. In the context of education, Carr and Kemmis (1986) outline that action research 

has the purposes of:   

 

• Understanding own practice  

• Understanding how to improve own practice  

• Understanding how to incorporate and accommodate change within own practice.   

The process of action research is based in its simplest form in a four-stage cycle which is 

illustrated by the figure below of planning, action, monitoring and reflection (Cohen, Manion, 

and Morrison, 2011). The cycle is progressive and one stage progresses sequentially into 

the next.   

 

  

 
 Reflection Planning 

 

  

Monitoring Action 

   
 

It is the introduction and literature review that will form the ‘planning’ stage of the process 

whilst the methods and results sections will form the ‘action’ and the ‘monitoring’ stages of 

the process and the discussion and conclusion will form the ‘reflect’ stage of the process. By 

ensuring that these areas of the research plan are conducted sequentially, it will ensure that 

the action research process is adhered to and followed sufficiently.  
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The process of action research can be an achievement for those that conduct it, as it 

enables them to improve their own practice for themselves. It is also beneficial for 

guaranteeing the relevance to the practitioner of action research.  

They themselves are determining the focus of the research and will benefit directly from the 

findings. By undertaking action research, teachers and instructors are enabling themselves 

to enhance their practice, enhance subject matter knowledge and become better at what 

matters most, teaching and developing the learners with which they work (Stringer, 2013).  

 

Introduction 

 

The purpose of this study is to analyse weather the implementation and development of a 

coaching and mentoring culture into military training establishments can enhance learning 

opportunities for new students joining the army? It will analyse the productivity against 

traditional methods of instruction and whether or not this approach can adopt certain aspects 

of civilian concepts and approaches to learning. It will look at areas where instructors can 

gain this knowledge through personal development and will look to produce evidence that a 

coaching and mentoring approach can enhance both productivity and performance for 

instructors and students.  
 

During my career within the armed forces I have been on the receiving end of some very 

poor instruction however I have also received some very positive and long lasting 

instruction. The type that has lasted the furthest is that which was nurturing, deliberate and 

inspirational. It is these qualities and others that I have adopted into my own teaching style 

that have enabled me to deliver and develop a role model status; building a rapport and 

leading by example. By creating an impressionable environment can enhance student 

performance both individually and as a group. This approach to training is not yet delivered 

in any form of lesson but a natural outlet and characteristic of a military instructor through 

coaching and mentoring. It is a quality that is applied on a regular basis however it needs to 

be structured into a new initiative for instructors to meet the needs of a different generation 

who are wanting to join the army.  

 

The methods for the delivery of training and assessment within the army have for many 

years been outdated. But now influenced with the introduction of external and civilian led 

initiatives and programmes it has started to gain credibility in its approach. Recent studies 

have been conducted and a large shift in policies has seen the training establishments come 

into line with civilian counterparts. This has been evident with on-going Ofsted inspections 

and the introduction of civilian accreditation in education. It has been identified that the type 

of people joining the armed forces are part of a generation that has developed through their 

schooling in an era that is more technology based than a practical one and in some cases 

less physical.  

 

These discoveries now offer an opportunity for my organisation to develop a coaching and 

mentoring training scheme aimed at delivering methods of role modelling and leading by 

example. It will provide an opportunity to enhance the current programme of learning, 

improve retention and lead to higher achievement levels in assessment.  
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There have been two initiatives to improve leadership within the wider army and include 

elements of coaching and mentoring: 

 

 Values Based Leadership (VBL) 

 The Army Leadership Code 

The two are linked however Values Based Leadership (VBL) is more suited externally away 

from the training environment and The Army Leadership Code is in line with the role of an 

instructor within a training establishment.  

 

Values Based Leadership 

 

The aim of Value Based Leadership is how its application can assist in improving leadership 

performances at all levels within the army.  

The Army Leadership Code 

 

The aim of The Army Leadership Code is to enhance role modelling and identifying learning 

styles for instructors.  

 

During the report I will deliberate more on both initiatives and how I believe a third one 

based on coaching and mentoring techniques can enhance the learning experience for 

young people wanting a career within the army.  

 

Literature Review  

The current research looks to explore the possibilities of changing current training and 

assessment methods however there is an argument that would suggest that both sides of 

the spectrum have to be looked at. There are the more formal and linear training methods as 

opposed to the in-formal, coaching and mentoring approach. The army is an organisation 

that has a particular role to play away from the training environment. It has a role that often 

requires that direct approach and some would say that changing this approach would result 

in leadership issues and losing the ability to ‘follow orders’. However the army has 

recognised there is an opening for role modelling which mitigates leadership issues by being 

an effective role model. The introduction of Values Based Leadership (VBL) in 2013 was one 

of the first initiatives to address these needs. VBL was developed by the army but draws on 

the academic transformational leadership theory (Burns 1978).  

 

The formal methods of delivering training remain effective, dynamic and produces results 

culminating in gaining newly trained soldiers but could be optimised to improve productivity 

and developing future instructors. During the research plan I interviewed other instructors for 

their opinion on this and what was apparent was that they tended not to attach significance 

to formal delivery methods and considered it a requirement more than an opportunity. The 

research had found that the formal approach concentrated less on the content of a lesson 

and sometimes detracting from its objective. A common theme was that time could be spent 

better on the inclusion development of a personal approach with students and less on the 

formal requirements.  
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The research in relation to the army’s approach to training and in particular potential new 

recruits has unearthed legacy studies that were conducted to address certain areas such as 

manning, drop-out rates and first time pass rate success. These studies were conducted by 

a number of agencies both internal and external. During one study I was able to contribute 

by way of conducting a number of interviews with an external consultation company who had 

been given the task to identify areas for improvement and how to address the issues of the 

manning downfall and first time pass rates in training. It is not common for the army to 

conduct this type of study due to financial implications and therefore demonstrates the 

importance of the consultation. During the consultation process I was able to voice my own 

opinions based on first-hand experience and the thoughts and opinions that others had 

voiced during instructor development meetings or informal chat about the current approach 

to training. The process raised my awareness when conducting my own research and the 

importance of getting the opinions of others as opposed to basing it all on my own personal 

view. I decided to conduct in-house interviews with peers and included elements of the 

feedback I was receiving from students to identify patterns. The study was conducted on a 

vast scale and any outcomes have not been feedback to instructor level however I have also 

identified the training needs at this level and the reasoning for putting this research into 

action.  

 

Methods 

 

The research was predominantly qualitative in nature but was able to draw on a number of 

other sources that provided quantitative data to be generated. Its content and design was 

appropriate to the action research process once the research question had been 

established. As the research is predominately qualitative my role in the collection was to 

interpret the feedback and views of those involved whilst remaining non-biased through-out. 

The research effectively applied itself to the action research process, starting at the 

‘planning’ stage with the introduction and literature review. Once the planning cycle had 

begun, sequentially the next phase was the start of the ‘action’ and ‘monitoring’ process 

which seen the development of the methods and results. The final phase of the process 

through discussion and conclusion was developed during the ’reflect’ stage. By following the 

process in its sequential order, ensured the process was coherent in its application. The 

design of the research was based on action research cycle and formed several different 

groups including, junior and senior instructors, members of the internal validation cell and 

lastly the students. During a number of discussion groups prior to the process beginning I 

had already started to ‘sound out’ the requirement for a coaching and mentoring role in a 

training environment and the availability of courses or training required on how to properly 

apply it.  

 

The process began in line with the start of a new course at the Army Foundation College 

(AFC), which was about to receive the next batch of potential new recruits. The duration of 

the course is broken down into smaller and more manageable phases which allows the 

overall programme to be progressive, meet the required criteria or pre-requisites for the 

following phase and establish if a student requires further training through back terming onto 

another course. These phases also provide an opportunity for instructors to involve 

themselves in the overall reflection process and conduct formal interviews with their students 

which includes goal setting for the next phase. It was these key times in the programme that 

I identified as opportunities to conduct my own research process without the need for any 

disruption to the overall training programme for action research purposes.  
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The research was conducted over a period of six months and broken down into three phases 

as follows: 

 

 Phase One – Basic Skills (Weeks 01 - 06)  

 Phase Two – Military Skills (Weeks 07 – 13) 

 Phase Three – Continuation Training (Weeks 14 – 26)  

 

By developing the research methods on a long term basis ensured that there was minimum 

disruption for instructors and students, but also ensured that data and feedback could be 

gathered over a greater period to enable reliability in the research process. At the end of 

each phase the students conducted an internal validation, this was delivered by the Training 

and Validation Cell. The validation covers all aspects of training including the students 

working environment, quality of instruction and overall delivery of lessons and assessment. 

These validations are conducted with anonymity to the student and is delivered by 

questionnaire. During all courses feedback is delivered to the instructors on the whole of the 

validation process and normally during the wash up when the students have completed the 

course.  As part of my research process I knew I had access to student feedback on a daily 

basis and instructors were able to share any of theirs if it was viable and in relation to the 

coaching and mentoring research.  

 

Before the course had begun I made enquiries through my Line Manager if I could gain 

access to the student validation results as the course progressed through its various phases, 

as this is not normally considered. To gain permission my line manager had to go through 

the ‘chain of command’ which is made up of several departments before finally coming back 

through the same chain. I had estimated that this could take up to six weeks however this 

would fit into my timeline as the course start date was about to commence and the validation 

information wouldn’t be required until the second phase. During the first phase I received 

confirmation that I could use some of the information with a number of caveats. A member of 

the validation team was assigned to the task and had to filter any information, similar to the 

student daily feedback it had to be based on any aspect of the delivery of training, the overall 

approach or any factors deriving from a coaching and mentoring aspect. As well as this 

filtering process confidentiality and anonymity remained in place.  

 

There were a number of ethical considerations to observe during the overall research 

process including permission from a number of different areas; Wilson (2009) identified that 

research needs to have informed consent and that those who are interviewed, observed or 

questioned need to have an agreement proposed and put into place regarding use of data 

and its analysis. Prior to distributing my ideas or formally conducting any research methods I 

approached my chain of command to get approval for conducting discussions, interviews 

and access to validation content and in turn this had to go up a number of different levels 

before coming back with approval. All of the students and instructors were asked to conduct 

the research process over the course duration, were fully informed of the purpose and intent 

of the research and that their confidentiality would be maintained throughout.  

 

Zero Week 

 

Before any course forms a ‘zero week’ is conducted to prepare for the forth coming 

programme, including lesson and resource preparation, raising awareness on changes to 

the lesson content or policy and an opportunity for discussion on ideas or practices that 

might benefit the programme. It also provides an opportunity for any transparency or validity 

issues there may be in the current assessment process.  
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I had decided that this would be my first opportunity to pitch my idea formally to my peers 

and other key members important to the research process. The inclusion of my line manager 

ensured he was able to take my points away and distribute them to the various departments 

I would have to gain permission from. I had based my discussion on the development of a 

coaching and mentoring role within a training environment which was the product of an 

external course I had conducted based on the various methods coaching and role modelling.  

 

Phase One 

 

At the end of the phase I was able to gather my first qualitative product by formally 

interviewing those chosen to conduct the action research process. I had developed a 

question set based on the issues that highlighted the requirement for a coaching and 

mentoring role in the training environment. The question set was delivered verbally to each 

instructor and all answers and opinions were recorded as the interviews proceeded. The 

process for student feedback remained the same at this stage however now the focus was 

on coaching and mentoring, time was spent analysing any areas that were particular or 

relevant to the topic. The feedback and information coming in sought out patterns or trends 

in opinions and comments from both students and instructors. These were collected from 

each instructor on a bi-weekly basis and in line with the normal time frame for collecting 

student data.  

 

I had gained full permission from the group of instructors that had been selected to conduct 

the research and all were content to develop it over the duration of the course. A group of six 

instructors were selected based on two aspects, those with ten or more years of experience 

and those with between four and six. This enabled me to get different views from both sides 

and knew from my own experience that the opinions would vary depending on how long and 

how experienced each instructor was. I knew the less experienced instructors would have a 

fresh approach to training and had been exposed to more up to date teaching techniques.  

 

Phase Two 

 

During phase two I continued to draw on the student feedback conducting the same method 

of collection. At this stage I was able to gain access to the results of the six week validation. 

With 120 students on the course it was decided to take 40 of the student validations, taking 

an even number between each group. A member of the validation cell was able to support 

and along with myself we filtering each one and extracted any data applicable to the study 

by using the question set as a marker for gaining viable feedback. During this process we 

continued to identify any patterns or common themes in the feedback relating to improving 

the delivery of training or associated with the coaching and mentoring aspect.  

 

The next part of the research was to gain statistics on drop-out rates from two previous 

courses, this would provide figures to judge future statistics in order to compare the results in 

conjunction with the student and instructor feedback and analyse if performance levels were 

an effect of the introduction of coaching and mentoring into the training environment. This 

information continues to prove difficult to analyse against past and future courses, each 

course maybe the same in content and duration but the outcomes can be different for a 

number of external reasons and not necessarily due to the delivery of training. It does 

however provide a guideline to the drop-out and pass rates which can be analysed alongside 

the qualitative information.  
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If there was a spike in drop-out rates or an obvious dip around the same time the of the 

introduction to the coaching and mentoring delivery, then this can be developed further to 

prove it had a positive or negative effect on certain aspects of training. During the phase I 

had been set the task to develop a coaching and mentoring training programme that would 

be delivered to instructors in time for phase three and would form the basis of a pilot 

scheme.  

 

Phase Three 

 

It was during phase three that seen the introduction and implementation of instructors using 

the coaching and mentoring techniques and role modelling concept. This provided an 

opportunity to trial it on students who had already gained a working knowledge of military 

training and if there was a requirement for any adjustments to the delivery, then this would 

be minimal and cause no disruption to the student. Data collection and recording continued 

with the validation cell using the phase two results. The end of phase three brought about a 

large quantity of qualitative data through student feedback, instructor interviews and a 

validation from a member of the governing body who had come to observe a lesson by an 

instructor who had received the coaching and mentoring training. All the information was 

gathered and formulated the product for the next stage of the action research. This was 

based on methods of delivery and how the role modelling concept had been accepted, by 

both student and instructor. The long term implementation for introducing the coaching and 

mentoring role will be to introduce from the beginning of each course to help mitigate the 

high drop-out rates historically during phase one.  

 

The justification for the action research methods was initially designed to set apart the issues 

that had begun to develop before the research had been initiated. It was looking at ensuring 

that those areas investigated could be improved or if indeed required any development in the 

first place. The subject matter of including a coaching and mentoring approach into the 

training environment had been an area for informal discussion and now required a structured 

approach on how to draw out the detail on how and where this can be achieved and have 

the best effect. Has the instigator of the research process as well as a supporter I was aware 

my inclusion had to be non-bias throughout and looked to draw out a neutral perspective. My 

role was to coordinate and pull all the data together, organise and liaise with those involved 

in the research process both internal and external. The product gained through the interview 

and discussion process and all other information related to the research topic had to be 

collated with no inclusion or input based on my personal view.  

 

Once the question had been developed I was able to orchestrate the data collection in a 

manner that was both reliable and relevant to the topic but I also had the insight of the 

course content to minimise disruption to both student and instructor and therefore the 

research was conducted in line with the three phases of training. The validation by the 

internal cell was conducted as part of the course and my own was conducted concurrently to 

the student programme, this allowed sufficient time to analyse the information. The timescale 

for the overall programme was sufficient for a number of reasons including, it was in line with 

the student programme, six months enabled a clear three phase deadline for information 

gathering and was ample time to conduct extended research into areas of the quantitative 

research. Instructor participation and co-operation was key to this area of research, knowing 

the level of enthusiasm held by the instructors for CPD and engagement to enhance the 

style of training ensured the information was accurate and relevant to the subject.  

 



10 
 

The positive results or follow on from the action research would be the reasoning for 

participation in the study, subsequently this was filtered to the students who were 

encouraged to support it also. At no stage was any students or information cherry picked to 

ensure the right results were achieved. 

 

All the data was gathered over the three phases of training with assistance from the ‘Training 

and Validation Cell’. As each phase was completed the data was analysed concurrently over 

this period of time. The students and instructors that were recruited as part of the study 

completed the programme and conducted the formal validation process however they also 

contributed to the observation and interview procedures. This process was based on a 

question set delivered verbally and included open and closed questions evaluating the 

approach to training. As part of the overall process the students were asked to evaluate 

factors such as whether the course had a sufficient ‘how to’ concept and did they recognise 

the presence of a coaching and mentoring or role modelling factor in the delivery of training. 

The question was raised about whether or not it was pitched at the right level and how they 

had found the balance between theoretical and practical application. During the interview 

process instructors were asked if the coaching and mentoring training had met their 

expectations and asked them to evaluate how this compared with their previous courses and 

develop the reasons why, both positive and negative.  

 

The data generated from the question set was largely qualitative, however some quantitative 

data was generated from the closed items within the questionnaires delivered by the 

Validation Cell. The two types of data are purposeful for the study however the quantitative 

data can demonstrate the learners’ satisfaction levels, for example, through use of a rating 

scale. The qualitative data can expand on this further to identify what the course led the 

student to that level of satisfaction whether it be positive or negative. If positive, it can be 

ensured that this aspect of the course is maintained, whereas if this is negative, it can be 

ensured that this aspect is changed and improved for future courses. The data collected has 

been logged initially within a number of spreadsheets, in which the quantitative data will 

subsequently be analysed using relevant formulae, for example, working out the average 

satisfaction rating of the 40 samples of student questionnaires submitted during the course. 

The qualitative data continues to be logged within a word processing package and is 

concurrently being analysed through the three phases by coding the data. This process 

involves initially reading through the data and identifying the key words and phrases within it, 

these are then organised into key themes geared towards role modelling and coaching and 

mentoring. Once the information has been collated the key findings from the data can be 

worked out, analysed and discussed appropriately. The findings and results of the question 

set are laid down on the ‘Coaching and Mentoring Component Question Set’; (Appendix A). 

 

Results 

 

The quantitative data laid out by the Validation Cell was seeking to identify student 

satisfaction in a number of areas throughout the duration of the six month course. The 

information that was filtered to me was that deemed relevant to the approach to training. The 

questions delivered are generic for all courses and the detail for coaching and mentoring 

was minimal, however it did identify issues or satisfaction levels towards the overall 

approach to training which now included the coaching and mentoring and role model 

delivery. By combining these results with those of the student interview process has allowed 

in depth analyse to answer the research question.  
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1. The responses to Q1 within the questionnaire explored the students’ enjoyment of 

the learning programme and whether or not it met their expectations. The results to 

this were largely positive with 30 of the 40 students selecting ‘strongly agree’ as a 

response when asked whether they enjoyed attending the course and if it had met 

their expectations. The remaining 10 students did select ‘neutral’ and even though 

this could be interpreted as them not enjoying it, it does mean that they didn’t dislike 

it so much that they selected ‘disagree’ as a response. (Figure 01).  

 

2. The responses to Q2 within the questionnaire explored whether or not the students 

had considered the content of the course to be pitched at the right level and whether 

or not they considered the balance of theoretical and practical content to be correct. 

The students all responded with a majority ‘neutral’ response followed secondly by 

‘strongly agreeing’ (Figure 02) when asked whether the course was pitched at the 

right level, which indicated that this neither was nor wasn’t and this may mean that 

this needs to be further explored. This could be investigated as to whether or not 

individual learning styles could be the reasoning for the varied balance in satisfaction 

level to the question.  

 

 

 

 

Figure 1. The response of students to Q1.   

 

 

Was the course enjoyable and would you  

   agree it met individual expectations? 

Strongly Disagree Disagree Neutral Agree Strongly Agree 



12 
 

 

Figure 2. The response of students to the statement of “The balance of theoretical and 

practical content was correct”.  

3. The responses to Q3 subsequently sought to identify whether or not positive 

reinforcement was demonstrated throughout training, assessment and indeed the 

course. During the early stages this would not have been as clear cut and it was only 

during the later phases of training that the student levels of awareness were raised 

and they had adapted to their new role and environment. The results that followed 

phases two and three were predominately positive and although 11 “disagreed” the 

majority was either neutral or in agreement that there was positive reinforcement 

demonstrated during the course.  
 

4. The responses to Q4 within the questionnaire looked to ascertain the approach and 

style off delivery to training and asked the question whether it enforced a positive 

approach to learning. The results were not as positive as Q1 however more evenly 

balanced against Q2 and Q3. From the results of 40, 22 students “strongly agreed” or 

“agreed that the approach to training enforced a positive approach to learning.  
The remainder had seen 5 selecting “neutral” and only 3 “disagreed”, overall the 

approach had been deemed positive. 

 

 

 

 

 

 

Strongly Disagree Disagree Neutral Agree Strongly Agree 

 

“The balance of theoretical and practical content was   

correct”. 

 

Strongly Disagree Disagree Neutral Agree Strongly Agree 
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Figure 3. The response by students to the statement of “There was positive reinforcement 

demonstrated throughout”.  

 

 
 

Figure 4. The response by students to the question of, did the methods in the delivery of 

training enforce a positive approach?  
 

Qualitative Data 

 

The information gathered over the final phase of training was focussed towards the students 

and set out to identify as to whether the inclusion of a Coaching and Mentoring approach to 

training was recognised. By formulating similar comments or phrases and identifying 

patterns during the interview process allowed the development of both effective and 

ineffective indicators (Appendix A). The results will form the basis for further discussion with 

the instructors on how to maintain the effective and mitigate the ineffective, where possible.  

 

 

The responses to the ‘Coaching and Mentoring Component Question Set’ sought to discover 

whether the students had identified the inclusion of a number of components relating to 

coaching and mentoring in the learning programme. The programme had seen elements 

modified to include role modelling by the instructors, a newly acquired skill through CPD. 

Those that took part in the interview process were asked to provide descriptions of ‘Effective 

and Ineffective Indicators’, the results formulated and coded to develop patterns in all the 

responses. The results from the final phase can be found at Appendix A and reflect the 

growing experience of the students in their ability to identify the effective and ineffective 

qualities required.  

  

Discussion and Conclusion  

The results of the survey were positive with a number of significant findings resulting from 

both sets of questionnaires. It was identified through the questionnaire that the majority of 

students stating that they had enjoyed the course, which shows a significant improvement 

considering that drop-out rates had remained high prior to the course beginning. The drop-

out rates had been assessed to be high partly due to the approach to training during legacy 

courses which had been direct and out of date.  

 

Did the methods in the delivery of training enforce a 

positive approach?  

Strongly Disagree Disagree Neutral Agree Strongly Agree 
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Because the course was the first to pilot the modifications towards training it will only be 

evident over a number of courses whether or not the role modelling type approach has a 

direct or in-direct on those drop-out rates. This will form the basis for further investigation.  

 

The students stated they had learned new skills, developed individually and the approach 

had been mature. The students age range is 16-17 year olds and therefore was at times 

difficult to achieve, however as long as the instructors were conducting their new found role 

as mentors then the need for changing the older methods was justified. The environment 

and role the students find themselves operating in requires a robust mind-set and a perfect 

example of a ‘Do as I do, not as I say’ attitude is important. The development and evidence 

that role modelling and coaching and mentoring were included in all aspects of training as 

come direct from the students in their answers in the ‘Component Question Set’. They have 

demonstrated that they recognise the qualities of what a role model should be but also are 

able to identify when and where it is appropriate. If the wider army does not adopt this 

approach then there may be frictions, however I believe that the mind-set is out there and is 

still to be formalised on the back of projects like this one. Further, a particularly interesting 

finding was that a number of students indicated that they had found a balance between 

theoretical and practical application during the course. With all the different methodologies 

and approaches to learning a simple and highly effective method that can be relied upon is a 

practical demonstration. During the early phases students tended to struggle on one element 

or another. With the inclusion of more demonstration and role modelling this has eased fears 

of getting it wrong in front of the instructor, who has now eluded to the fact that it is alright to 

make small mistakes whilst learning and the instructor was able to evoke confidence and 

ensure the student improved prior to future lessons or assessment.  

 

The feedback subsequently identified what the students found to be most useful to assist the 

delivery of training with the most common response being the delivery of a ‘hands on’ 

approach as students indicated that this was how they ‘take in’ information better and stating 

they had come to the conclusion that this would be a trait suited to a military career and in 

some cases that this was a key motivation for undertaking a career within the forces.   

 

 

It is evident that throughout the entire training process there a number of interesting findings 

that have been exhumed through the questionnaire, interviews and overall feedback, 

however at times there have been certain limitations to the action research. It can be argued 

that it is difficult to compare the recent course results and experiences against legacy 

courses and most definitely the comparability between instructors and their varied mind-sets 

and approach to training. The comparisons will only become more balanced once a longer 

research process has been conducted and should include instructor training in the coaching 

and mentoring role the validity and reliability of the whole learning cycle. It is also the case 

that certain questions pertaining to the research question have not been answered, or 

indeed further ones may develop through discussion.  It is possible to conclude from the 

current research project that has been undertaken that the development of a Coaching and 

Mentoring culture and including VBL can enhance the learning experiences of military 

instructors and students working in a training environment. However there is insufficient 

evidence at present to confirm that this is more effective than traditional models of delivery. 

The evidence gathered in relation to use of role modelling is inclusive in relation to most 

aspects towards this study and now requires development for future courses and has 

provided suitable evidence that this approach can be introduced to a wider group of 

instructors and training establishments.  
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The completion of an action research project has enabled my own practice to become more 

informed, this process started when I was introduced to coaching and mentoring during my 

own CPD and as such has been an extremely worthwhile undertaking. It has provided an 

opportunity to identify a problem grounded in the training establishments, a means to 

analyse it, and lastly introduce new strategies based on student and instructor research. It 

has also demonstrated the importance of reading into other means of literature both military 

and the types made available through civilian CPD. I was able to find potential solutions to 

problems, in this instance the out dated approach to training and to better inform those 

involved in the delivery of military course. In order to further develop my own skills in relation 

to action research it will be important to undertake further projects and potentially expand on 

the present research and make these more thorough, for example I could develop the longer 

term research geared towards lowering drop-out rates during the first phase of training. It 

may also be the case that undertaking further training in research skills may be an 

advantage so as to enable the project to be undertaken more thoroughly. My approach to 

the process tended to be less formal and developed naturally.   
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Appendix A. 

 

 

Coaching and Mentoring Component Question Set 

Name: Neil Horner   

Date: 26 Jan 2016 

Can you give an ‘Effective’ and ‘Ineffective’ example to the following components that were 

included in the delivery of training and assessment and which were appropriate to a Coaching 

and Mentoring role? 

Component Effective Indicator Ineffective Indicator 

Appropriate Role Modelling  Does the right thing even 

when no one is watching. 

 Good demonstration of 

equipment, built confidence in 

soldiers’ confidence of its 

proper use. 

 Behaviour – consistently and 

overtly epitomises the Army 

values. 

 Fitness and bearing 

demonstrates the required 

standard.  

 Checking for superiors, before a 

lesson.  

 Wasn’t prepared to practically 

demonstrate areas of the lesson.  

 Do as I say attitude and not as I do.      

Fostering Acceptance of 

Group Goals 

 Encourages team work. 

 Created a single shared 

achievable vision for the 

group. 

 Praised group achievement.   

 Takes part in everything the 

students had to do.  

 Every man for himself.  

 Sits on side lines separate from 

group during group activities. 

 At times could be divisive. 

Inspirational Motivation  Enthusiastic and positive in 

their manner.  

 Encourages individual and 

group.  

 Cast doubt on abilities.  

 Persistently critical and negative.  

Intellectual Stimulation  Group discussion to find 

solutions.  

 Development of problem 

solving. 

 Questions viewed as challenging 

authority.  

 Is directive in approach.  
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Name of Instructor:CSgt Neil Horner 

 

Performance Expectation 

 

 

Individual Consideration 

 Set challenging but achievable 

targets.  

 Stretched each person to their 

full potential.  

 

 Time taken to understand 

individual needs.  

 Developed and coached both 

the group and individual.  

 Links between instructor and 

students through individual 

values.  

 Accepts mediocre effort.  

 Unrealistic targets way beyond what 

is achievable.   

 

 

 Criticism of slow learning.  

 Expectation to be closer to 

instructor standard in a short time. 

 

 

Contingent Reward  Effective use of praise.  

 Clearly linking performance 

with achievable and 

appropriate award.  

 Provided with effective 

focused feedback.  

 Good performance ignored when 

clear the standard had been met or 

exceeded.  

 Feedback is generic and 

unbalanced.  

Summary 
The information gathered over the final phase of training was focussed towards the students and set out to identify 

as to whether the inclusion of a Coaching and Mentoring approach to training was recognised. By formulating 

similar comments or phrases and identifying patterns during the interview process allowed the development of both 

effective and ineffective indicators. The results will form the basis for further discussion with the instructors on how 

to maintain the effective and mitigate the ineffective, where possible.  

 


