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to share, a path that leads them through great movements
of separation, descent, ordeal, and return.

According to Campbell, the Hero’s journey has 12 steps that
can be avoided, repeated, or shifted about depending upon
the needs of the individual story. You will easily recognize

3. Mentoring in youth work

the steps from many famous books and films. Despite the
avoiding, repeating or shifting about some of the stages, the
hero still follows this typical journey. And in each of those
narratives, a mentor comes in the story. Hereby you can read
about the first steps of the journey, the moment when the
mentor appears and the type of impact they have on the hero.

Source: http://www.dopeame.com/
blog/2016/5/16/the-heros-journey
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Ordinary World: This is the stage where the Hero’s exists
the journey and the adventures begins. It's his safe place.
His everyday life where we learn crucial details about our
Hero, his true nature, capabilities and outlook on life. This
anchors the Hero as a human, just like you and me, and
makes it easier for us to identify with him and hence later,
empathize with his plight.

Call To Adventure: The Hero’s adventure begins when he
receives a call to action, such as a direct threat to his safety,
his family, his way of life or to the peace of the community in
which he lives etc. The call ultimately disrupts the comfort of
the Hero’s Ordinary World and presents a challenge or quest
that must be undertaken.

Refusal Of The Call: Although the Hero may be eager to
accept the quest, at this stage he will have fears that need
overcoming. Second thoughts or even deep personal doubts
as to whether or not he is up to the challenge. When this
happens, the Hero will refuse the call and as a result may
suffer somehow. The problem he faces may seem too much
to handle and the comfort of home far more attractive than
the perilous road ahead. This would also be our own response
and once again helps us bond further with the reluctant Hero.

Meeting The Mentor: At this crucial turning point where
the Hero desperately needs guidance he meets a mentor
figure who gives him something he needs. He could be given
an object of great importance, insight into the dilemma he
faces, wise advice, practical training or even self-confidence.
Whatever the mentor provides the Hero with it serves to
dispel his doubts and fears and give him the strength and
courage to begin his quest. The Hero Meets a Mentor to
gain confidence, insight, advice, training, or magical gifts
to overcome the initial fears and face the threshold of the
adventure. A Hero may not wish to rush into a Special World
blindly and, therefore, seeks the experience and wisdom of
someone who has been there before. This Mentor has sur-
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vived to provide the essential lessons and training needed to
better face the Journey’s Tests and Ordeals. The Mentor may
be a physical person, or an object such as a map, a logbook,
or hieroglyphics. In Westerns and Detective stories, the Hero
may hold an Inner Mentor, a strong code of honor or justice
that guides him through the Journey.

Crossing The Threshold: The Hero is now ready to act upon
his call to adventure and truly begin his quest, whether it be
physical, spiritual or emotional. He may go willingly or he may
be pushed, but either way he finally crosses the threshold
between the world he is familiar with and that which he is
not. It may be leaving home for the first time in his life
or just doing something he has always been scared to do.
However, the threshold presents itself, this action signifies
the Hero’s commitment to his journey whatever it may have
in store for him.

You can read about the rest of the stages online. In this
context, we used the first few stages to introduce the role
of the mentor and to show the impact one makes on the
hero’s behavior.
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Activity: Remember a book or a film that follows the
Hero’s journey. Identify the moment the mentor ap-
pears in hero’s life. What is the role of the mentor?
What kind of change does the one make in hero’s life
and journey? Can you compare this example with the
role of mentors in real life?
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The importance of mentors in this process cannot be overstat-
ed. A good mentor inspires you, stretches young people, con-
nects them, develops their EQ, opens young people’s minds
and most importantly, doesn’t judge. Mentoring provides a
safe space to learn, experiment and ask questions, no matter
how seemingly stupid. In short, Mentorship is a way to soak



up the wisdom of those who have gone before you, in a way
that sticks. A mentor can provide guidance, support and space
for youth to think.

following:

* Mentors provide information and knowledge.

¢ Mentors are trusted advisers.
¢ Mentors can be connectors.

In the words of Sir Isaac Newton, mentors extend vision,
enable mentees to attain greater heights. In short, mentors
provide undeniable counsel and resources that are not nec-
essarily or readily available or accessible. Having a mentor
is not a sign of weakness; it shows young people are smart
enough and are driven enough to succeed.

The research of Susan M. Jekielek, M.A., Kristin A. Moore,
Ph.D., Elizabeth C. Hair, Ph.D., and Harriet J. Scarupa, M.S.,
Mentoring: A Promising Strategy for Youth Development,
conducted in 2002 shows that mentoring is not always
effective at enhancing youth development. Based on their
findings, the researchers try to describe some of the charac-
teristics of the mentoring relations and note that: the longer

When researching why young people need mentoring, we come across a variety of reasons that often involve the

* Mentors can see where young people need to improve where they often cannot see for themselves
* Mentors find ways to stimulate young people’s personal and professional growth.

* Mentors offer encouragement and help keep youth going.

* Mentors are disciplinarians that create necessary boundaries that cannot set for ourselves.

* Mentors are sounding boards so youth can bounce ideas off them for an unfiltered opinion

* Mentors have the experiences you can learn from to prevent making the same mistakes beginners make
* Mentors are free, which makes them priceless in more ways than one

3. Mentoring in youth work

the mentoring relationship, the better the outcome.* They
further write that youth are more likely to benefit if mentors
maintain frequent contact with them and know their families;
young people who perceive high-quality relationships with

10 For example, an analysis of Big Brothers/Big Sisters programs
showed that, compared to non-mentored youth, “Little Brothers” and
“Little Sisters” involved in mentoring relationships that lasted more
than 12 months felt more confident about doing their schoolwork,
skipped fewer school days, had higher grades, and were less likely
to start using drugs or alcohol. Youth in one-on-one mentoring
relationships of shorter duration (3-6 months) experienced no
significant improvements in academic, social, and substance use
outcomes. Those involved in relationships of even briefer duration
actually felt less confident about doing their schoolwork and had a
substantially lower sense of self-worth.
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their mentors experience the best results and that overall,
young people who are the most disadvantaged or at-risk seem
to benefit the most from mentoring.

When it comes to program practices that enhance quality
mentoring, the researchers underline that mentoring pro-
grams need structure and planning to facilitate high levels of
interaction between young people and their mentors and that
mentoring programs that are driven more by the needs and
interests of youth, rather than the expectations of the adult
volunteers — are more likely to succeed. Programmes based
on a “developmental” approach to mentoring, instead of a
“prescriptive” approach, tended to last longer and be more
satisfying for both mentor and mentee. In the developmental
approach, mentors spent a lot of time initially getting to
know their mentees, were flexible in their expectations of
the relationships, and took their cues about what activities
they would engage in with their mentees from the youth
themselves.

Young people with mentors: show greater self-esteem, have
a clear idea of themselves and their own potentials and
weaknesses, can set big, but realistic goals for themselves,
they can put realistic expectations of themselves and other
people around themselves. Additionally, research shows that
behavior, attitudes, and relationships are improving when
young people have a mentor. (Community Service Center
CSC, 2016) ** Mentored youth are likely to have fewer ab-
sences from school, have better attitudes towards school,
are less vulnerable to substance abuse, have more positive
attitudes and behavior etc. Mentoring enhances many as-
pects of young people’s social and emotional development.
Participating in mentoring promotes positive social attitudes
and relationships.*? But, it is important to remember that

11 Community Service Center, The importance of youth mentorship,
2016,

12 Susan M. Jekielek, M.A., Kristin A. Moore, Ph.D., Elizabeth C. Hair,
Ph.D., and Harriet J. Scarupa, M.S. Mentoring: A Promising Strategy
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mentoring does not offer an answer to all the challenges
that young people face or will face in life, nor will one type
or style of mentoring or a unified mentoring program fit all
young people. Every young person has individual needs and is
in a situation that is unique to him/her and no one else. The
knowledge, advice, and resources a mentor shares depend
on the format and goals of a specific mentoring relationship.
A mentor may share with a mentee information about his or
her own career path, as well as provide guidance, motivation,
emotional support, and role modeling. A mentor may help
with exploring careers, setting goals, developing contacts,
and identifying resources.

The mentor role may change as the needs of the mentee
change. Some mentoring relationships are part of structured
programs that have specific expectations and guidelines: oth-
ers are more informal. Keep in mind that mentoring can only
be successful if it is flexible and if it is guided and created on
the basis of the needs, rights, opportunities and specifics of
each young person individually. So let’s check out some of
the styles and types of mentoring.

Activity: Think of your own experience as a mentee. At
what point did the mentor appear in your life journey?
When was a mentor the most beneficial for you, and/
or when would you have appreciated support from a
mentor figure?

for Youth Development, 2002
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ooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooo

TESTIMONIAL

en I started this project, I was in the phase of long-term depression. I
had not socialized for a long time, and I used to. After the project, I have
felt a responsibility for my mentor and I have been more active to share

new things in my life. We have limited time, and the time passes quickly. For that
reason,  have been more active in reading books which decreased during my disease.
My mentor made me socialized. I had ideas but did not know where to start. We are
learning IT programs now. We will study together.

(Female, International Trade, Istanbul Trade University, 20)

ith this program, I had the opportunity to work with a mentor who has

different fields of experience and who has built her own living space

with her experiences. I would say that the experience of mentee is a very
different and unique experience. My mentor and I discuss and experience different
topics together. I think that my mentor helps me to build new things in my life. I can
feel a different perspective for each goal, and I see that there are different ways. The
fact that I have an example in front of me about how I can cross the intersection and
breaking processes of my life with the mentoring program, and what I can put on it
makes me feel comfortable, and I am not alone.

(Female, Youth Worker, Community Volunteer Foundations, 27)

From Community Volunteer Foundations (Toplum Gondulluleri Vakfi/TOG)

ooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooo
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Mentoring holds a potential for work with young people
but it is not — a one size fits all — kind of practice. There
are a variety of styles of mentoring which provide support
that is acceptable to young people with respect to their dif-
ferences. All mentoring programs aim to promote positive
youth outcomes, but they all vary in their goals, emphasis,
and structure. We can see that some programs have broad
youth development goals, while others focus more narrowly
on improving performance in specific field (l.e. in the field
of education: helping youth stay in school, or in the field of
employment: in preparing youth for a particular line of work,
or in the field of health: reducing substance abuse and other
anti-social behaviors etc.). Some programs are unstructured;
others are highly structured. Mentoring can also be a short-
term arrangement until the original reason for the partnership
is fulfilled (or ceases), or it can last many years... etc. Usually,
mentoring takes place through a series of face to face or
internet/telephone/online based intentional, time-framed
meetings with informative, educational, encouraging and
motivating nature.

Although the concept of mentoring seems simple, its suc-
cessful implementation can be a real challenge. Some of the
differences between mentoring programs found in mentoring
literature, include differences in:

¢ The nature of the relations:

* mentoring through informal and / or spontaneous
relationships

* mentoring in formal relations

* The objectives and the intentions of the
mentoring:

* independence,
* career development,
* personal development,
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e academic achievement,
e cultural or spiritual development,

* life skills development and skills for everyday func-
tioning in the community etc.

* The environment in which mentoring occurs:
* ina community,
e at school,
* in a youth organization
* in a work environment,

¢ via the Internet and other communication media,
and the like. etc.

* Number of mentees mentored by one mentor:

* individually or one-on-one mentoring, where a men-
tor mentors one young person,

* team mentoring when a group of mentors is men-
toring a group of young people, whereby the ratio
should not be more than 1:4

* group mentoring, when one mentor mentors from 2
to 4 young people.®

The University further explains following types of mentoring:

Informal Mentoring: Research suggests that up to 95% of
mentoring relationships are informal, where the individual
self, selects the person they would like to be mentored by.
The relationship generally develops naturally and may not
necessarily be identified as ‘mentoring’. They tend to occur
over a period of between three and six years, however some
will last for a lifetime. The same tools used in formal mentor-
ing programs are generally available to informal mentoring
relationships (see Mentoring Tools). Informal mentors should

13 Peggy Rennie, director of “Prospect Research and Strategy, Big
Brothers Big Sister” — Canada, 2016, Guide to effective practice in
mentoring for children and youth who are, or have been in receipt of
child protection services



expect the mentee to be the lead in the development process.
Both parties may agree on the mentoring outcomes either
verbally or in writing. Informal mentoring activity should
not conflict with the productivity of either the mentee or
the mentor unless it has been sanctioned by the appropriate
managers of the organisation/s. Costs of informal mentor-
ing can be measured based on the amount of time that the
mentee and mentor are engaged during normal work hours.

Formal Mentoring: A formal mentor is someone within an
organisation who serves in a mentoring program sanctioned
by the organisation and managed by a program coordina-
tor, who facilitates the mentor-mentee relationships. The
program is structured and measured regularly according to
specific goals. Inclusion on the program may be by invitation
or through a formal selection process. The relationship in this
environment is more likely to be driven by the organisation
than by the individual staff member. The mentor and mentee
are matched based on the perception that the mentor can
help accelerate the mentee’s career. Both parties understand
the value of the program and agree to work within the struc-
ture. A trial period is put into place to monitor the success
of the matching process. A formal agreement is the baseline
for the mentoring relationship. It provides guidance for the
goals and objectives, frequency of meetings and meeting
locations, timeframes and content prior to the beginning of
the program. Formal training may be provided to both the
mentor and the mentee to ensure roles and responsibilities
are clearly understood and agreed to. Mentees participating
in the program are monitored to assess the progress relative
to the organisation’s defined objectives. Mentors are provided
an opportunity to be recognised and share their experiences
about the success of their mentoring engagements. Feedback
gained is used to continually improve the effectiveness of
the program.

Formal mentoring programs vary in commitment. Research
suggests that they generally last around 1 — 2 years in length,

3. Mentoring in youth work

with mentors and mentees meeting approximately once a
month. Costs associated with formal mentoring programs
need to be considered as a long term organisational invest-
ment. Formal mentoring programs require appropriate fund-
ing to support program activities. Generally each mentor’s
department absorbs the cost of the mentor’s time. There
should be direct links between the cost of the program and
the achievement of program outcomes.

Role Models A role model is someone whose behaviours,
attitude, and strategies you can emulate to achieve success.
Itis a form of informal mentoring. You don’t want to become
a clone of anyone else. However, many people known to you,
or observed from afar, have qualities that you can copy to
your own advantage. No one is perfect and you may select
the attributes that you want and ignore the less effective
aspects. Using a role model involves identifying people you
believe operate in positive and effective ways, noticing what
they do and how they do it and practicing it yourself.

Developmental Mentoring Developmental Mentoring
can be described as someone who listens, questions and
enables you to set goals, create plans, make decisions and
solve problems related to your career or professional growth.
These people usually have a reputation as “enablers”. They
develop their own staff and are known to help others. They
know and use sound techniques for decision-making and
problem-solving. They have life experience that allows them
to be authoritative (not authoritarian) and they will challenge
your thinking and help you evaluate alternative strategies for
getting what you want. They will help you clarify your vision,
set goals and create practical plans to achieve them. They’ll
be around as you implement your plans so you can debrief
and adjust your actions.

Reciprocal Mentoring Reciprocal Mentoring is a rela-

tionship where neither party is designated “mentor”. Each
is a confidante and resource to the other. You share goals
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and encourage personal accountability. You each serve as a
sounding board for ideas and a reality check for plans. Recip-
rocal mentoring is more than mutual reinforcement. Friends,
relatives and spouses may lack the objectivity necessary for
real mentoring. Mentoring can add stress to a relationship, so
a professional colleague may be the best choice. You could
find a peer at a conference or training course, through your
membership in a professional association or a community
group.

Peer Mentoring Peer to Peer Mentoring is another informal
mentoring process which is usually initiated by management.
It occurs when individuals with similar levels of responsibility
partner to improve the effectiveness of one or the other. Peer
mentoring provides an effective mechanism for sharing job
related knowledge. When experienced staff mentor newer
colleagues in a peer to peer relationship, they are exposed
to some of the challenges and responsibilities as managers.
They may have the opportunity to help a new staff member
develop insight into performance expectations and career
opportunities, based on their own personal experiences. A
simple measure could be how soon the mentee becomes
self-sufficient in their job responsibilities. Peer mentors and
mentees use the job work flow as their guide for developing
their working relationship. The mentor may provide more
direction during the early stage of the relationship. During
this time the mentee may shadow the mentor to see the
experienced mentor in action. Then as a routine becomes
established, the mentor is likely to be less involved on a day
to day basis.

Reverse Mentoring In the reverse mentoring situation, the
mentee has more overall experience (in terms of age, position
or experience) than the mentor, but the mentor has more
knowledge in a particular area. The relationship is reciprocal
in nature. This type of mentoring may be used when execu-
tives need to understand operations or technology that can
be shared by staff members currently undertaking the role or
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tech-savvy employees who can share their knowledge with
others. It can also be used to help encourage diversity such as
appreciating multi generational or cross cultural perspectives.
The key to success in reverse mentoring is the ability to create
and maintain an attitude of openness to the experience and
dissolve the barriers of status, power and position.

Group Mentoring Group Mentoring is the classic master-
mind concept of tapping into collective wisdom and obtaining
mutual support. Engaging a group takes the principle: “Two
heads are better than one” to the next level. When a group
of individuals operate in harmony and share their brain power
the result is synergy — the whole is greater than the sum of
the parts. In other words, the collective wisdom is available
to each individual and shared ideas and information trigger
additional possibilities that may never have been generated
were each person working alone. Some professional asso-
ciations use the mastermind concept and can set you up a
group or mentoring circle. Access to mentoring circles gives
mentees access to more mentors than a traditional one to
one relationship. Generally, business-like meetings are held
regularly and a formal agenda and discussion program is
established. Guest speakers may also be invited to attend.
They provide an opportunity for like-minded people to share
issues and learn from one another.”*4

Activity: Having in mind the types of mentoring you read
about, reflect about the type of mentoring you are (about to
begin) providing. From all the types of mentoring described
above, which ones are the closest to what you are doing?
What are the main characteristics of your mentoring ap-
proach?

14 Mentoring, The University of Melbourne, Published by: Human
Resources CRICOS Code: 00116K Information correct as at 1 June
2012.



COACHING, TEACHING, COUNSELLING... PARENTING...
HANGING OUT... BEFRIENDING

Once we saw what mentoring can possibly be, let’s spend
some time on exploring what mentoring isn’t. The difference
between mentoring and other forms of development isn’t a
clear-cut. A mentor may draw on a number of approaches:
teaching, coaching, and counselling. Indeed, it can be ar-
gued that these areas often occupy the same developmental
space. Nonetheless, there are significant differences between
mentoring and coaching and other forms of development.
Let's have a closer look how professionals differentiate them.

Both coaching and mentoring are development techniques
that utilize the skills of listening, questioning, clarifying and
reframing, and share one-to-one conversations as the main
interaction technique in order to enhance an individuals’
skills, knowledge or work performance This is a typical defi-
nition of coaching: ‘Coaching is a developmental process
by which an individual gets support while learning to
achieve a specific personal or professional result or goal.’

A coach focuses on specific skills and development goals by
breaking them into concrete tasks to be completed within a
specified period of time. By doing so, coaches help and guide
young people clarify their vision. The coach is likely to set or
suggest goals for the learner; measuring performance peri-
odically as the learner develops new skills. This needs a good
working relationship between learner and coach. A coach will
assist, challenge and encourage rather than direct, advise

3. Mentoring in youth work

or teach. Coaching is a partnership that helps the individual
work out what they need to do themselves to improve and,
in the process, what motivates them and what gets in their
way (attitudes, prejudices, preconceptions, assumptions).
However, coaching is not directive and does not offer or
provide any direct solutions.

A mentor, in simple words, is someone who offers their
knowledge, expertise and advice to those with less expe-
rience. By leveraging their experience and skills, mentors
guide mentees in the right direction. A mentor helps mentees
consider opportunities for career growth, gain confidence
and improve interpersonal skills. The support is based on the
mentor’s own experiences and learnings, which makes them
more reliable figures in the eyes of the mentees.

Coaches use questioning and listening techniques to bring
out the full potential of the individual, whereas mentors act
as advisors, suggesting new paths for the individual to take.
To mentor effectively, you must possess an in-depth appreci-
ation and knowledge of the subject on which you are advising.
Often the relational positions of mentor and individual being
mentored are equivalent to that of teacher and pupil. In a
coaching event, the positional relationship is much more on
a par as the coach’s role is to create an environment for the
individual to learn for themselves.

It is important to know the difference because individuals
respond differently to different learning interventions. Some
people respond well to mentoring and others respond better
to coaching. Some people like to hear your expertise, while
others do not. If the wrong technique is applied, you will
probably fail to achieve the performance or development
results you are striving for.

The following chart might help you in understanding how
coaching and mentoring differ.
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The focus of teaching is to impart knowledge and infor-
mation through instruction and explanation. And the goal
for the student is usually to pass a test. Teaching focuses
on making an individual learn the basic concepts and key
points to perform a certain process. Teaching must be given
in an environment that allows the student to make mistakes
without causing any harm to the project or organization. The
teacher will focus his or her communication on the concepts,
key points, examples and exercises that the student needs to
learn and practice to perform in the real world. A mentor does
not talk about concepts or key points. He or she encourages
people to talk about their personal values, find emotional
balance through their individuality, find meaning in life by
creating a picture of the future so they can see who they want
to become. A prerequisite for being a successful Mentor is to
earn trust from your mentee. The mentee is the person who
finds the mentor, not vice-versa. Let’s sum up the several key
differences pointed out in the mentoring literature:

Teaching Is About Knowledge

The role of the teacher is to share their knowledge through
instruction and explanation. In the traditional sense, teach-
ing involves formal lessons on a subject, often including a
detailed lesson plan and methods of assessment.

Mentoring Is About Experience

Mentoring, on the other hand, is more informal and relational
in nature. A mentor acts as an advisor, sharing knowledge
based on their lived experience. There’s more sharing be-
tween the two as mentors strive to help their mentees grow
into peers.

3. Mentoring in youth work

Teaching Focuses On The How, Mentoring Focuses On
The Why

Mentoring, focuses more on applying knowledge in practice.
Not just how to do something, but why it's useful. Mentors
impart their wisdom, practical insight, and creativity to en-
courage learners to express and develop their own skills.

A subtle but important difference distinguishes mentors and
teachers. A teacher has greater knowledge than a student;
a mentor has greater perspective. In this sense, a mentor is
more like an editor—or the best kind of editor.

The counsellor uses listening and questioning to build
self-awareness and self-confidence in the client. The goal
is to help the person deal with something difficult. Once again
learning is one-way and the closeness of the relationship low.

Counseling seeks to explore the underlying dynamics of
individuals and their relationships. Counselors as coaches,
ask questions but counselors tend not to address tasks and
performance. The goal for counseling is to promote self-un-
derstanding and self-acceptance.

The counseling profession, according to the American Coun-
seling Association, seeks to address individuals’ wellness,
personal growth, and career development through various
interventions and strategies (Hackney & Cormier, 2005).
Counselors fit into a variety of specialized developmental
areas, such as mental-health, marriage and family, school,
pastoral/faith-based, and career counseling. Within a higher
education context, mental health and career counseling are
the most common developmental models used to address
college student needs. The services provided by college
mental-health counseling centers often include assessment
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and diagnosis of mental-health disorders, treatment for anx-
iety and depression, substance-abuse treatment, addressing
body image issues, support groups, and psycho-educational
and prevention programs. As college students increasingly
struggle with anxiety, depression, and other life and relation-
ship stressors, they are turning to mental-health counseling
resources on campus for support and assistance that other
mentors, advisers, and faculty and staff might not be trained
to provide (Kadison & DiGeronimo, 2004).

When talking about Counselling VS Mentoring, some authors
start with a few things that are not the defining mark of what
is different in these two types of relationships.

» Topic of Conversation: You can’'t make a list of sub-
jects that should be “mentored” and a separate list of
subjects that should be “counseled”. Any life struggle
that could benefit from counseling could also benefit
from a mentor (if a good fit can be found)

* Quality of Impact: Itis not that mentors are more ef-
fective than counselors, or vice versa. Either mentoring
or counseling can be very effective (or non-effective).

Then, they define some important differences:

* Type of Relationship: Mentoring is an informal re-
lationship. Counseling is a formal relationship. Youth
meet with a mentor in a variety of settings (i.e., meals,
phone calls, planned meetings). Sometimes there is
an agenda (i.e., goal to set or problem to solve), while
other times youth meet the mentors just as friends.
Youth meet with a counselor by appointment, in an
office, to discuss the next phase of accomplishing a
particular goal(s).

* Duration of Relationship: Mentoring is intended to be
along-term relationship. Counseling is intended to be a
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short-term relationship. You select a mentor because
you value their character and want their perspective on
a variety of life challenges (both small and large). You
select a counselor because they have a background in a
particular area of life struggle. This difference accounts
for the varying duration of the two relationships

Focus of Relationship: Mentoring tends to be more
holistic. Counseling tends to be more problem-focused.
Due to the duration of the relationship, mentoring tends
to focus on character formation represented in the chal-
lenges and choices discussed.

Basis of Advice: Youth value the advice of a mentor
because of their character. Youth know them personally
and, therefore, admire how they care for their family or
manage their professional-personal life balance. Youth
value the advice of a counselor because of their training
and the number of individuals in similar situations with
whom they have worked.

Cost: Counseling, in most settings, requires some form
of compensation because it is the vocation of the coun-
selor. Mentoring, as an informal relationship, is free.

Ease of Access: You can get a referral to a counselor.
It is harder to find a mentor. This may be the biggest
reason why people elect to pursue counseling over
a mentor. If you wait until a crisis hits, it will feel
impractical to try to identify a good mentor. Finding a
mentor tends to be either preventative care (before a
crisis) or after-care (solidifying progress and preventing
New Crises).



This is an important question to be considered, before the
mentoring process is initiated. As you have already seen,
mentoring is just one of the approaches in youth work, and
it is for sure not the right or the most effective tool in every
situation. It is thus very important to consider all aspects and
decide what kind of support to offer to the young person. This
question has a few different components:

* Does mentoring as a process respond to the devel-
opmental needs of the young person? Maybe the
young person faces a difficult situation that requires
assistance from a professional counselor? Or perhaps
the young person needs to make an important decision
and can benefit from a few coaching sessions? Mentor-
ing is a more all-encompassing process that does not
focus on a narrow problem or task to be completed,
so it is more suitable for needs that are not specific or
imminent.

* Isthe young person prepared for a mentoring rela-
tionship? While more informal compared to the other
similar relationships, mentoring requires commitment
over a longer period of time, and readiness to learn. It
also requires that the young person is prepared to be
mentored. If the young person is troubled by a pressing
issue, or if the one needs to develop a skill real fast so
to get an employment, maybe mentoring is not exactly
what they need in their life at the particular moment.

* Are you ready to be a mentor? It is important to
ask yourself the question if this is really the right role
for you. It is probably a good idea to reflect on your
motivation for engaging in a mentoring relationship,
as well as to think about the time and energy that you
have available before you commit yourself to this role.
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3. Mentoring in youth work

If you have doubts whether mentoring is really for you,
ask yourself if you like when others ask you for advice
or guidance; if you enjoy sharing your knowledge and
experience; if you find helping others rewarding; if
you like to push yourself for your own future growth,
and similar questions. If you answer more with “yes”
than “no”, then you should probably not doubt about
yourself as a mentor.

Activity: What is the first potential mentoring relation-
ship that comes to your mind when you think of yourself
as a mentor? Why is mentoring an effective approach?
What are the expectations of the young person from
the mentoring, and what are the strengths that you are
bringing to the relationship?
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Like most relationships, mentoring relationships progress
through stages. Your formal mentoring dance will likely do
four developmental key moves, with each move forming an
inherent part of the next:

Doing —
Preparation monitoring —
and building revising ---- doing
relationship it again and so on
Prepare to
Planning close
... Close

The movement through these steps follows a fluid, yet fore-
seeable dynamic, usually with overlaps between them. Let’s
learn the moves.
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The dance starts when you get ready to meet and you meet
your mentee. In this phase you usually check your own
personal motivation and readiness to be a mentor, assess
your skills and identify your own areas for learning and de-
velopment... then you meet and get to know your mentee
and work together on creating a context for the learning
partnership.

This is the discovery moment. The “getting to know you”
phase is the most critical stage of the relationship, so don’t
rush it. Building a trusting relationship requires sufficient time
and dedicated effort. During this time, be curious, focus on
introducing yourself to each other, share your background,
experience, likes and interests, ideas, visions and expectations
from the mentoring, assess the mentee’s skills and identify
areas for learning and development, lay some ground rules,
start planning how your dance will look like.

For the development of a close relationship, sustained, es-
calating, reciprocal, personal self-disclosure is one of the
most effective means. Keep in mind that the getting to know
each other doesn’t end here in this stage but will continue
and last throughout the entire process and relationship with
the mentee while you do other things. This is just that time
—when you focus specifically on it so as to set the basis for
the dance to continue.

Try not to look for chemistry when meeting a prospective
mentoring partner. Chemistry is overrated. Instead ask
yourself: “Can | work productively with this individual? Do |
honestly feel that | can further this person’s learning?” Don't
only look for people that you find similar to yourself, and try
to remain open for differences. When you are learning about

4. How is mentoring done?

the other person, try to understand, instead of judging. With
the mentoring relationship you are not trying to “save” or
“fix”” anyone; you are simply guiding them on a development
journey in the best of your abilities, not knowing upfront
where the journey will end. And when starting a journey with
somebody, it is kind of important that you know who your
partner is — with all their assets and flows.

There are numerous things you can do in this phase to sup-
port the creation of a healthy relationship. You need to keep
on mind that you, as the mentor, are the one who should be
proactive about intentional getting to know each other and
trust building. Here are some ideas of activities that can help
these processes:

* Do things together. Mentoring does not need to con-
sist only of formal and planned mentoring sessions.
If you and your mentee engage in less structured
activities, that can provide unexpected opportunities
for learning. And if those activities are based on your
mentees’ or your own interests, they can help in deep-
ening and developing the relationship. So, what about
a hike or a bowling game?

* Call unexpectedly. The beauty of the mentoring rela-
tionship is that it is less structured and planned than the
other forms, such as counselling. So why not use that
opportunity and make a call to see how is your mentee
doing and what is happening with them?

» Cook together. Probably nothing else brings together
people better than food. Share your favourite recipe or
ask your mentee to share one with you; or even better
— experiment together with something completely new!

* Invite them to social events. If you are a person that
organizes/attends social events and gatherings, then
maybe that’s a nice opportunity to see your mentee in
a different setting. So next time you are planning to
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attend a cultural event and you don’t have company,
perhaps you can consider inviting your mentee.

Exercise together. If this is your thing, then why not
doing it with a new partner? Whether it is going to a
gym, Zumba class, jogging or a basketball game, do-
ing a physical activity together will help you and your
mentee create a stronger bond; not to even mention
the promotion of healthy habits.

It is good to remember that the mentor and the mentee
need to negotiate and set boundaries. The term “boundaries”
refers to the rules, guidelines, limits and standards that are
expected. Having healthy boundaries means “knowing and
understanding what the limits are”. Not having and respect-
ing boundaries can significantly damage the relationship. It's
also critical that mentors reciprocally honor the boundaries
of their mentees and their mentees’ guardians as they will
likely have some boundaries of their own.

ooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooo

TESTIMONIAL

ips on how to build mentoring relationships: Smile and a non-formal conver-
sation always helps to break the barriers at the beginning and helps to build a
foundation of a trustful relationship as a mentor-mentee. You can start by first

observing, listening and then always giving examples based on your own experience.
Setting boundaries in mentoring is difficult :) but as long it is really needed ... I
become more definitive and do not involve emotionally (too emotionally - we are

humans after all). Trying to be more empathic, to be present but not to get involved.

When mentoring, see the potential, give examples from your own experience, tell

stories from your life, show your own weakness and accept the difference. Be sincere.

Get close, but not too close.

Simona Atanasova, Bulgaria

ooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooooo
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This is — let’s get down to business move in your dance.
During this stage you provide support to your mentee to set
their goals and plan the ways they will achieve it. You both
in partnership work on being SMART when specifying goals,
set up a plan, time frame, and responsibilities and establish
boundaries...

Even though mentoring is a relationship that is more on the
informal side, you should still do some planning to have a
meaningful and effective process. Planning in mentoring
happens on two levels — planning of the overall process, and
planning of the individual mentoring sessions.

Of course, you first need to start with the big picture. As
you already saw, mentoring can take different shapes and
the process can differ by a number of different criteria. At
the same time, mentoring can be done in a variety of areas,
for achieving different goals, and responding to different
developmental needs. Hence, it is important to first clarify
these aspects.

While you probably have a general idea of how the mentoring
should look like (what kind of relationship you feel comforta-
ble with, how much time you can commit etc.), this phase of
the planning should happen together with the young person
that you are about to mentor. It doesn’t need to be done
very formally, and it doesn’t necessarily have to be the first
topic for discussion. Feel free to start by getting to know
each other, but think of how you can use that process as an
opportunity to open the topic. For example, you can share
past mentoring experiences that you have had either as a
mentor or a mentee, and how they impacted you. Or you can
talk about your own personal style as a mentor. In this way
you will share some personal information about yourself, but

4. How is mentoring done?

you will also start setting expectations about how a mentoring
relationship should look like.

When you see that the young person feels more comfortable
with you, ask them about their expectations from the men-
toring relationship. What are they hoping to get from it, and
what motivates them to commit to such a relationship? Talk
about their learning and developmental goals. On the one
hand, that will help you understand the developmental needs
that you will need to work on. On the other hand, it will help
the young person define the goals that they want to work on.
Try to define deliverables and desired outcomes. How will the
two of you know if you are on the right path? How will the
young person know if they are achieving anything? How will
you know if you are helping them develop in the way they
want to? Make sure you write these down, that will allow you
to check progress and set new goals later on.

Once your mentee and you have a common idea of why you
are engaging in a mentoring process, discuss about how that
relationship should look like. Define types and frequency
of the mentoring sessions. Share personal limitations and
concerns, and make mitigation strategies around them. Dis-
cuss about personal learning styles and preferred ways and
channels of communication. In simple words, agree on how
you are going to be in this together. Mentoring is a type of
relationship, and as far as relationships are concerned, the
two sides should have a shared vision of how they should
look like.

Everything so far was about the broad level, or big picture
planning. Planning on a small scale refers to planning the
mentoring sessions. As a mentor, you need to know what you
are doing when you are meeting your mentee. Of course, it is
not necessary (or even possible!) to know all the details, but
you should have a general idea of what you are going to do or
talk about, and how you are going to tackle the subject. Your
approach should be appropriate for the theme and the objec-
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tives you are trying to achieve. Consequently, the mentoring
sessions will differ — some will be more conversation-based,
others will be more practical; some will be more relaxed and
fun, while others will be more structured. Applying a variety
of approaches and activities works well for the mentoring
process, as it keeps it more interesting and engaging. Don’t
forget that mentoring should also be fun — for both sides.

Finally, it is important to state that there is no one right
way to plan mentoring, on a big scale or on the level of
individual mentoring sessions. In principle, it is handy to
have something written, so that you can monitor what you
are doing without losing track. But the form that you use
depends on your planning needs and habits. If you have a
template that you are already used to applying for other
purposes (for example, a session plan template), feel free
to adapt it to the needs of a mentoring session. Check with
your organization — maybe they already have a form that
you can use. If not, then feel free to create your own, even
if it's a simple document with few categories. As long as you
know your objective, methods, activities and a draft timeline,
you should be fine. Add to that contingency planning in case
things don’t go as wanted, and you are ready to go!

@6 © 06 0 0 0 0000000000000 00000000000000000000

Activity: Consider different planning documents and
approaches that you have used/seen and think about
what works the best for you as a mentor. What kind of
activities and approaches you feel most comfortable
about? Also, what kind of planning would work for you
as a mentor (more detailed or general; written on paper
or just having a general idea on your mind, etc.)?
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Mentoring is a long-term process. As such, it can constantly
change, develop and evolve. In addition, mentoring can be
a completely different experience when done with different
individuals. Hence the opportunity for improvement of the
process and for your growth as a mentor. No mentoring pro-
cess is ideal and no approach is the right one. When mentor-
ing we constantly try, reflect and revise, and then try again.
We learn from all experiences, and we have an opportunity
to make the next experiences more successful. That’s what
makes mentoring exciting and fun.

As there is no secret formula for successful mentoring, feel
free to find one that works best for you. To achieve that, you
will need to try different things and reflect on the outcomes.
Don't be afraid to experiment with different approaches.
Sometimes you will see that something doesn’t work as
planned, so next time you can modify the approach or try
something different. Something will work well with one men-
tee, but not with another. And something will be successful
with one topic, but not with the other. Don't hesitate to ask
for feedback, but also learn how to read the reactions of your
mentee. And remember to always reflect on the experience.
Depending on your mentoring program, you might also need
to report on the process. Follow the guidance of your organ-
ization related to reporting — very often organizations will
have their own report forms. If there are none, feel free to
design your own forms. And even if formal reporting is not
required, it is not a bad idea to do reporting for yourself. If
s0, choose a way of reporting that works for you — a dairy or
an audio/video journal are also valid ways of reporting. This
is also a great opportunity for you to discover and develop
your own learning style. The mentor can also learn a lot from
the mentoring experience.



Finally, even if long, the mentoring process needs to have
an end. Keep this in mind when you start mentoring the
young person. This is important for two important reasons.
Firstly, both sides should have awareness that the mentoring
relationship is not everlasting and they should be prepared
that at some point it will end. Secondly, evaluation of the
outcomes as an integral part of the process happens at the
end, and it should be well planned.

The length of the mentoring process can't always be predicted
at the beginning, even though the two sides will probably
have some rough idea about it. At the very least, it should
be clear that it has a beginning and an end. The end can be
defined by practical circumstances (the mentor having other
commitments, or the young person moving to a different
place), or by the very goals of the mentoring process. In other
words, sometimes mentoring objectively can’t be done any
more, but other times the success of the process will make
the process itself obsolete. In any case, both the mentor and
mentee should know that an end is coming, and they should
not be afraid of acknowledging it when it can be anticipated.
It is the best if the end doesn’t come as a surprise, so that
both sides and mentally and emationally prepared for the clo-
sure. Thus, don’t be afraid to open the subject and to prepare
for the end together. This is particularly important if you as
a mentor need to close the process. If the closure is due to
objective reasons, make sure you name them on time, to the
extent possible. If you feel that the process should be closed
because the mentee is already achieving their goals and the
developmental needs are almost met, then talk about that.
Of course, it is more difficult to prepare for closure if you see
the process does not work, either because the relationship is
not working, the young person has needs that should be met
by someone else (such as a counselor), or for other reasons.

4. How is mentoring done?

Don't be afraid to name them too. As with everything else
in life, sometimes we celebrate and sometimes we admit
failure. Both are fine and can be learning experiences, if done
properly and in a healthy way.

When both of you are ready for closure, make sure you plan
it properly. It doesn't need to be anything big, but it should
fit the tone of your relationship. The closure can be a typical
mentoring session, but you can also plan to do something
different — such as a nice meal together, doing a fun ac-
tivity, or going to a special place. You can also consider a
symbolic ending by going to where everything started, or
doing the same activity as the first time. If appropriate, add
a celebratory element. We assume you will be doing posi-
tive reinforcement and encouraging throughout the whole
mentoring process, but the closure is definitely the place
where you can congratulate the mentee on the achievements,
and acknowledge their commitment and invested time. This
is where the written initial goals and expected deliverables
come in handy, because you can go back to them and see
what you have accomplished. Evaluate the outcomes together
and reflect on the ones that were not achieved fully. Ask for
feedback on how the process could be better or the success
greater — that’s your opportunity for personal and profession-
al growth. At the end, help the mentee set new goals and
learning outcomes for the future. Their personal journey is
not finished, just your accompaniment. You have supported
them during part of the trip, and now it’s time for them to
move on. Help them prepare for the new adventures.

The closure of the mentoring process by no means has to be
an end of the relationship. In one form or another, you may
remain part of their life, and that’s completely fine. The nature
of your relationship will probably change, as will your role. And
in their eyes, you may even remain a mentor for life. Keep that in
mind and embrace that role, while also making it clear that the
mentoring process is over and both of you are to move on. What
happens next is something you don’t have too much control over.
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As you already read, youth development researchers have
come up with five key qualities, or outcomes, that they be-
lieve are very important for youth to develop in order to
become healthy and successful adults. These attributes are
known as “The Five C's of Youth Development” or:

* Competence: Having a foundation of competence
helps young people navigate the world successfully,
opening the door to educational and career opportu-
nities. Youth who have this foundation take pride in
their abilities, see the possibilities that lie ahead, and
are motivated to take on new challenges and learn new
skills

* Confidence: The internal sense of overall positive
self-worth, identity, and belief in the future. Having
a strong sense of self-worth is a vital part of healthy
development. Youth need constant reminders that
they are valued and have great things to offer, that the
skills they have are meaningful, and that they have the
potential to make a difference in the world. Youth who
are confident are able to set goals because they believe
in their ability to achieve them.

* Connection: Positive bonds with people and institu-
tions, including peers, family, school, and community,
that provide a sense of membership, safety, and be-
longing. Developing strong, positive connections with
people and institutions is an important developmental
task for young people. These bonds create a sense of
membership and belonging that increases self-confi-
dence, encourages community participation, and offers
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safety and support. Young people need many opportu-
nities to develop positive relationships with adults and
institutions, especially those in which the young person
contributes to the relationship

* Character: Recognition of societal and cultural rules, a
sense of responsibility and accountability for one’s ac-
tions, personal values, spirituality, and integrity. Young
people develop character through their connections
with individuals and groups that provide examples and
lessons for them. Young people receive many messages
about right and wrong, responsibility, integrity, loyal-
ty, faith, and social and cultural expectations as they
develop. Their developmental task is to decide which
messages have the most meaning for them and how
to internalize a set of personal values they will live by.

* Caring and Compassion: A sense of sympathy and
empathy for others, leading to a desire to contribute.
As youth develop positive bonds with family, friends,
community members, teachers, and others in their
lives, they begin to empathize with others and to have
compassion for people in difficult circumstances. Youth
develop their ability to empathize over time, as a natural
part of their physical and emotional development. Care
and compassion are important motivators for becoming
involved in community life, volunteering, and offering
support to friends and family in times of need.

If thinking on applying the youth development approach in
youth mentoring the table below can help you understand
how
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What can you do to help develop each of the*“Cs”
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Find things your mentee likes and support these passions and activities without taking
over. Find things that your mentee does well and encourage him/her to pursue interests,
activities, or hobbies that emphasize these skills. Help your mentee see that the skills he/
she has are portable, that they can be transferred into other areas where he/she feels not
so skilled. Help your mentee build competencies that enrich his experiences in school, in
social settings, and in the community. Actively involve your mentee in making decisions
that impact the completion of family tasks. Turn mistake, whether trivial or serious, into
teachable moments. Encourage your mentee to set personal goals for improvement that
are really meaningful for him/her, rather than those that the teachers or parents want him/
her to do. Don’t be afraid to challenge your mentee to do well in whatever goal he sets, but
make sure he is equally invested in the goal or you may meet with resistance.

© © 0 0 0 0000 0000000000000 0000000000000 0000000000000 000000000 000

Share your own life woes and lapses in confidence and ask your mentee for help when
you can. Encourage your mentees to dream about their future and to plan for it by setting
personal goals. Encourage the mentees to turn daydreams into goals. Nurture your mentees’
talents and strengths through praise and practice. As you get to know your mentees’ skills
and interests, think of ways that these can be nurtured to increase self-confidence.
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Make sure your mentees have a convoy of support so that they feel loved and valued every day
and everywhere. Respect your mentees’ privacy but appreciate that privacy can be perilous.
Be respectful but vigilant. Increase youth social capital by connecting her to institutions and
people to whom she might not otherwise have access.
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Create opportunities in your community so your mentee feels her voice is being heard. All
youth want to feel that they matter. Talk with your mentee about personal values and beliefs.
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If you don’t approve of a friend, a relationship, or an activity, speak out! Let your mentee
know your values and explain why some behaviors aren’t acceptable. Make sure YOUr actions
align with your words—you are, after all, a key model for your mentee. Keep a sense of
perspective—and sometimes a sense of humor—about minor infractions in behavior or
deviations in character. Provide opportunities for your mentee to make his own decisions,
and, when you give him this opportunity, live with the decisions he makes.

© © 0 0 0 0 0 00 0 000000 000 0000000000000 0000000000000 0000000000000 0000000000000 0000 00

e?

© © 0 0 0 0 0 00 0 00 00 0000000 0C0E L0000 0000000000000 000000000000 0000000000000 00000000000

61



While there is no single “ethical code” for mentoring young
people, there are certain ideas that are repeated in various
resources. Sometimes they are referred to as essential ele-
ments, sometimes as standards, sometimes as principles,
etc. They vary culturally and in accordance with the overall
characteristics of youth work in the country, but the differ-
ences are not big. Here is an overview of some aspects that
are widely accepted:

* \oluntary participation —that is, it should be young
person’ voluntary decision to engage in a mentoring
process, and they should not be forced into one.

* Confidentiality — the young person should be certain
that whatever is shared with the mentor, will stay within
the mentoring relationship, so that they can be free to
communicate their thoughts, emotions, fears, wishes
and whatever else they find relevant for sharing. If there
are limits to the confidentiality, they should be shared
upfront, or whenever you as a mentor feel that soon you
may need to break confidentially. Example is a situation
in which you are afraid that the mentee may engage
in self-harm, and then you will clearly need to seek
professional support.

* Availability — the mentee should feel that you are there
for them, and they can count on you when they need
you. This also has limits though, as it is not your role to
be available 24 hours a day, 7 days a week. That’s why
it's important to agree on a framework at the beginning,
so that the mentee know when it is appropriate and
acceptable to reach out to you.

* Openness — this works both ways: mentee’s openness
to the process, your approaches and the things that
come out of the mentoring; and mentor’s openness
to needs, interests and wishes, to the extent possible
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and appropriate. Perhaps most importantly, openness
to feedback and ideas.

Participation — active involvement of young people
in all phases of the mentoring process. Mentoring is
a relationship, and such it has two sides. Both sides
should feel ownership of the process and should be
able to influence it.

Time limitation and efficiency — meaning that
timeframe for the mentoring process and for the in-
dividual sessions should be agreed upfront, and both
sides should respect it. Efficiency is about using the
devoted time for the purposes of the process. Of course,
sometimes you will engage in activities that will need
directly contribute to the objectives and may feel like
“wasted time” — particularly in the getting to know
each other phase. In such instances it is important to
be aware of the importance of those activities, as well
as to control how much they extend.

Non-discrimination and acceptance — mentoring
is not about judging the young person or telling them
what is right or wrong from the point of view of your
own system of values. Sometimes you will hear opinions
and witness attitudes that you don’t agree with, and
some can be difficult to tolerate. Respecting differences
and not discriminating is essential even if challenging,
and you can see it as another opportunity for growth.
Instead of judging, try to understand where the other
person is coming from, and support them to challenge
their own beliefs and attitudes.



In addition to the above-mentioned principles, mentor-
ing should be:

oo

based on precise, clear and defined goals that are
related to the rights and needs of the young people

guided by caring individuals who offer active support,
friendship to young people and are a positive model of
identification, who have appropriate skills, expertise
and experience in the field of mentoring

flexible and guided according to the needs, rights,
possibilities and specific characteristics of each young
person individually

participatory, ie to be created and implemented with
the active involvement of young people in all phases
of the mentoring relationship and in decision mak-
ing, from mapping the rights and needs, by creating
plans and decision-making strategies on issues that
are of interest to them until the implementation and
evaluation of their success

create opportunities for monitoring, evaluating and
documenting the progress of young people in the pro-
cess that we are mentoring

oooooooooooooooooooooooooooooooooooooo

: Activity: What are for you the most important
- principles of mentoring young people?

oo

oooooooooooooooooooooooooooooooooooooo

4. How is mentoring done?

Here are some tips and tricks from your fellow mentors, that
might help you get the be “the best mentor ever” award from
your mentees:

Focus on the opportunities, rights, needs and specific
characteristics of the young person you mentor.

Let your behavior reflect your respect for the rights and
dignity of young people

When speaking to the young people you mentor, use
a clear, understandable and simple expression appro-
priate to their age, abilities and unique characteristics.

Listen carefully and show that you are interested in
your conversation.

Help young people in expressing their feelings or fears
and show them that you understand them and that you
are here for them.

Emphasize the specificity of each experience and refrain
from comparing the youth with you or with another
person.

Refrain from imposing solutions for everything you
hear.

Encourage your mentee to explore opportunities and
new perspectives or perceptions of existing situations.

Value their thoughts, attitudes, achievements and sup-
port them in dealing with their failures without judging
them!

Never share the information entrusted to you by your
mentee. If sharing some information is necessary for
protecting and effective help, explain that to them and
get permission to do so. Whenever possible, encourage
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young people to share information themselves with a
person that would be important.

Be honest with your young mentees- ALWAYS!
Stay positive!
Keep your promises!

Be open about your strengths and weaknesses, and
acknowledge your mistakes.

Encourage them to take the lead over various activities
Get creative and make mentoring fun !

Learn, learn, learn! — Continue to follow things that are
of interest to young people who mentor and promote
their knowledge related to them.

Give constructive feedback

Connect your mentees with people who may be impor-
tant to achieving your goals and plans

There are many reasons to believe that mentoring can be an
effective intervention for young people that can encourage
their positive development and transition to independent
and autonomous living. Mentoring programs and mentors
themselves provide informative, instrumental and emotional
support for changing young people’s lives in the field of iden-
tity issues, personal development, education, employment,
health, youth rights, youth participation, etc.
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Mentors




According to the Oxford Dictionary — the mentor is “‘an ex-
perienced and trusted adviser”. These people have some-
thing more than just a common sense, wish and experience,
that enables them to support youth in their development in
the way described previously.

Research indicates that mentors and mentees who develop
and manage successful mentoring partnerships demonstrate
a number of specific, identifiable cognitive, emotional and
rational superpowers that enable learning and change to take
place. Here are some of them:

Active listening is the most basic mentoring skill; the other
skills build on—and require—it. When you listen well, you
demonstrate to your young mentees that their concerns have
been heard and understood. As a result, they feel accepted by
you, and trust builds. The way you indicate you're listening
intently is by performing several observable behaviors. For
example, if you're an excellent listener, you:

* appear genuinely interested by making encouraging
responses such as “Hmmm...” and “Interesting...”
or sometimes reflecting back (paraphrasing) certain
comments to show you've grasped the meaning and
feelings behind the message;

* use appropriate nonverbal language such as looking
directly into people’s eyes, nodding your head, lean-
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ing slightly toward them, frowning, or smiling where
appropriate;
* avoid interrupting your mentees while they’re talking;

* remember and show interest in things they’ve said in
the past (“By the way, how did the meeting with the
friend you like go?”); and

* summarize the key elements of what each of you said.
Resist the impulse always to turn the conversation to
your experiences and opinions and to find immediate
solutions to problems you may be hearing. Listen care-
fully first; problem solve much later. If your mentors
and mentees have a habit of immediate problem solv-
ing, see if you can help them be better listeners and
problem explorers.

Active listening means listening to things that are not being
said, therefore, you need to really work on developing your
perceptive sensitivity and understanding non-verbal com-
munication.

Trust is built over time. You will increase trust by keeping
your conversations and other communications with your
protégé confidential, honoring your scheduled meetings and
calls, consistently showing interest and support, and by being
honest with your mentee. The more that your mentees trust
you, the more committed they will be to your partnerships
with them, and the more effective you'll be. To become
trustworthy, you should:



* value your mentees as persons;

* keep confidences shared by your mentors and mentees;
* spend appropriate time together;

* follow through on your promises to them;

* respect your mentors’ and mentees’ boundaries;

» admit your errors and take responsibility for correcting
them; and tactfully tell your partners if and why you dis-
agree or are dissatisfied with something so they’ll know
you're honest with them. Particularly with cross-differ-
ence (e.g., gender, culture, style, age) mentoring, trust
building is crucial and has to be developed over time.

When faced with a question, the human brain is naturally
programmed to go in search of an answer. The direction that
search will take will depend very much on:

* how the question is asked (appropriately or not),
* when it is asked (getting the timing right), and
* the type of question.

The most powerful questions cause people to search in a new
direction — towards a new insight, action or commitment.
Powerful questions are open-ended, meaningful and used in
order to elicit change. Powerful questions in mentoring and
coaching are usually short and require more than Yes / No
answer. They are not advisory, but lead to research in order
to understand the full situation and all available opportunities.
They usually start with:

These questions create an opportunity for proactive thinking
as to what and how young people need to prevent or over-

5. Mentors and their superpowers

come the transitional challenges or challenges associated
with independent autonomous living.

By asking the powerful question, the mentor invites the young
mentee to clarity, action, and discovery at a whole new level.

WHAT

WHERE HOW

WHEN

a

The most powerful questions are sometimes the simplest:

@0 ¢ 06 00 0000000000000 000000000000000000000

WHAT IS NEXT?

HOW WILL YOU DO THAT?

ee 0000000000
e e e e 00000000
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And above all:

LR @ e 0000000000000 000000000000000 00

WHAT

DO YOU WHAT?

ee 00000000000
e e e e 00000000

Example of such questions are:
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What would you like to be different?

What are the things you can control?

What are your dreams?

What should you learn / acquire to realize your goals
and dreams?

What could you do differently or better next time?
What after this / that?

Looking at the full picture, how much (X) is it
important for you?

How is the feeling to become aware of this (X)? How
did you manage it so far?
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What do you want to achieve with that?

Think of someone who inspires you? What do you
think he / she would do in this situation?

How would this help you for (X)?

What activities would you take and when?

What would be the other option?

Ok, this happened, but what would you have to do to
move on?

What would | take next?

@ e 0 0000000000000 000000000000000000000 0 00

© 0 0000000000000 000 0.0
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According to Phillips-Jones’ research, the most valued men-
toring skill is to know how and when to give encouragement.
This includes giving your mentoring partners recognition and
sincere positive verbal feedback. Effective mentors encourage
their mentees, which in turn helps increase the mentees’
confidence and enables them to develop. At the same time,
successful mentees make a point of positively reinforcing
their mentors, which serves to keep the mentors focused
and motivated. Provide genuine, positive feedback to your
mentors and mentees on a regular basis.

While there are many ways to encourage, and mentors and
mentees can differ in the types and amounts of encourage-
ment they like, you can:

* compliment your mentees on accomplishments and
actions;

* point out positive traits (such as perseverance and
integrity) in addition to their performance and accom-
plishments;

* praise them privately, one-on-one;

» commend them in front of other people (being sensitive
to any cultural and style preferences regarding public
praise);

* express thanks and appreciation;

* let them know how you use any help they give you.

Be certain that your praise and encouragement are sincere. In
mentoring, err in the direction of too much praise, rather than
too little. Some human development experts recommend a
ratio of four or five praises for every corrective remark.



Whether you're a mentor or mentee, you should have a
personal vision, specific goals, and a good grasp of current
reality. As a mentor, be clear on and talk to your mentees
about their visions, dreams, and career/life goals. They’ll be
interested in your current reality (your view of your strengths
and limitations as well as the current reality of situations
within your organization) and want help recognizing theirs
as well. To demonstrate this mentoring skill:

* Get to know what’s important to your mentee, what
they value and desire most;

* recognize areas in which they are able to perform well,
very concrete examples of behaviors youth can perform
at the good-to-excellent level,

* identify specific weaknesses or growth areas;

* set tentative one- to five-year goals to reach in your
personal life and career; and * describe accurately the
reality of your abilities and situations.

Effective mentors are constantly fine-tuning this self-knowl-
edge, incorporating new feedback and observations on a reg-
ular basis. Peter M. Senge, in The Fifth Discipline, mentions
these skills as part of “personal mastery”, which he calls a
journey, not a destination.

5. Mentors and their superpowers

Probably all mentors do some teaching or instructing as part
of their mentoring. The skill is especially important in formal
mentoring. This seldom means that you'll give formal speech-
es and lectures. Instead, your instructing will usually be more
informal—from modeling specific behaviors to conveying
ideas and processes one-on-one, in a tutoring mode. You'll:

* be a “learning broker” as you assist your mentees in
finding resources such as people, books, software,
websites, and other information sources

* teach your mentees new knowledge, skills, and atti-
tudes by explaining, giving effective examples, and
asking thought-provoking questions;

* help your mentees gain broader perspectives of their
organizations including history, values, culture, and
politics;

» demonstrate or model effective behaviors, pointing out
what you're trying to do; and

* help them monitor performance and refocus steps as
needed.

A key part of your instruction is teaching the mentoring
process. You can do this by making process comments—
pointing out, naming, and otherwise getting your mentees
to recognize which aspect of mentoring you're doing at the
time—and why.
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One skill that separates superb mentors from very good ones
is an ability to inspire their mentees to greatness. By setting
an example yourself and helping your mentees experience
other inspirational people and situations, you can help them
onto future paths that excite and motivate—even beyond
their original dreams. Mentors vary in their ability to be in-
spiring. See if you can:

* do inspiring actions yourself which challenge your
mentees to improve;

* help them observe others who are inspiring;

* arrange other inspirational experiences for them;

* challenge them to rise above the mundane and do the
important things in life; and

* help them recognize inspiring actions they took in the
past and ways to excel again. It’s always tempting to
tell mentees what to do and, in fact, to have them follow
in your footsteps.

Your challenge as a mentor is to ensure that your mentees

identify and pursue their own form of greatness, not neces-
sarily yours.
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In addition to giving frequent and sincere positive feedback,
effective mentors should also be willing and able to give
mentees corrective feedback. When you observe your men-
tees making mistakes or performing in less than desirable
ways, you should be direct with your mentees, letting them
know what you perceive and providing some better ways for
handling the situation. It will probably be better for them to
hear it from you than from others.

One of the first things you can discuss with your mentees
is if and how they'd like to receive this feedback. People
are more willing to hear corrective feedback if they’ve given
permission and know in advance it's coming. At the same
time, you'll be more likely to give feedback if you're invited
to do so. Attempt to:

* use positive, non-derogatory, business-like words and
tone of voice with mentees when their behaviors or
products aren’t satisfactory;

* give corrective feedback in private;

* give the feedback as soon as feasible after the perfor-
mance;

* give specific (as opposed to vague) feedback on be-
haviors; and

» offer useful suggestions for them to try next time, of-
fering to be a resource when that time occurs.

© e 0000000000000 000000000000000000000000

Tip: Use the Encouraging skill much more often than :
the skill of Providing Corrective Feedback. :
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Another distinguishing characteristic of effective mentors is
their willingness and ability to protect their mentees from
disasters. One of your tasks is to prevent your mentees from
making unnecessary mistakes as they learn to take appropri-
ate risks. This skill of Managing Risks builds closely on the
core skill of Building Trust, identified earlier. Some refer to
this risk management process as helping mentees “step out
on the branch, then fly when ready”. You'll:

* help your mentees recognize the risks involved in ac-
tions and projects, including some risks (and mistakes)
you've experienced;

* make suggestions to help them avoid major mistakes
(business, career, financial, personal, and other) in
judgment or action;

* help them learn to prepare well, get wise counsel, then
trust their own decisions and actions; and

* if requested in difficult situations, intervene as your
mentees’ advocate

Additionally to this, it will be good if:

* you are self-aware and have a good understanding of
your own strengths and development needs,

* you have a desire to help others develop and understand
how individuals develop and have experience, either
formally or informally, of developing others,

* you can empathize with others

* you are prepared to try to understand different perspec-
tives, approaches and possibly backgrounds of different
mentees,

* you have personal and professional credibility; this may
include being a member of relevant organizations

5. Mentors and their superpowers

* you are willing and able to commit sufficient time to
your mentee to offer support and guidance.

* you know how to get things done and how things work.

* have integrity. Personal integrity is required for the
development of trust in any relationship and is typ-
ically demonstrated through honesty and behavioral
consistency across contexts

* are caring. Caring can best be evidenced by a pattern
of respect and sensitivity to the welfare and needs of
others

* Exercise prudence. Finally, competent mentors evidence
prudence. As a character virtue, prudence indicates
playfulness, appropriate cautiousness, and evidence
of good judgment in decision making—both personal
and professional.

If you possess these competences to an adequate quality
level—and if you use them as frequently as called for, your
chances of having mutually satisfying and productive men-
toring relationships will be greatly enhanced.

The knowledge, advice, and resources that you will shares
with your young mentees, depend on the format and goals
of your specific mentoring relationship. You might share with
your mentee information about his or her own career path,
as well as provide guidance, motivation, emotional support,
and role modeling. Or you may help with exploring careers,
setting goals, developing contacts, and identifying resources.
Your mentoring role may change as the needs of the mentee
change. Some of your mentoring relationships will be part
of structured programs that have specific expectations and
guidelines: others will be more informal.
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REMEMBER: As a mentor, YOU will have the opportu-
nity to use your experience and knowledge in a facilita-
tive manner to support the development of the young
mentee. However, the responsibility for making things
happen and putting plans into action lies primarily with
the mentee — not with you!

@0 ¢ 0 06 0 0000000000000 0000000000000000000 00

Tip: If you plan to be a mentor but you feel that you
lack some of them or are not satisfied with the level of
its development — go on, find your coach or your trainer
or take your books, your phone/ or the computer, go
to your favorite learning spot — and start working on it!
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Activity: Reflect on all these superpowers and try to
assess yourself on each of them. The question is not
if you have them or not, but to what extent you are
happy with them. Try grading yourself from 1 to 10 and
identify the areas in which you need to work more. For
each of them, prepare a simple action plan on how to
get it, or improve it.
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At times you may feel overwhelmed and stuck in the process
or unsure how to get out of the situation you got yourself
into, and you might need to “get by with a little help from
you friends”. This is totally OK!!!!

* There is a range of supporters and support methods
available to you such as:

* Your colleagues and peers at the organization

* Your own mentor if you have one (this is a good idea if
you are going to mentor others)

* Mentor development sessions/programs

* On-line resources and tools

* Your coach, counselor, the therapist ... (any other

professional will do .. depending on the issue you have
and the help you need)

* A fresh air, long walk with your thoughts, pets or the
significant other, hot bath or sauna might also do the
trick



It takes two




The mentoring literature and the practice underlines that the
mentoring is a partnership between two individuals involved
in the process — the mentor form one side, and the mentee on
the other. As the mentor, the mentee also wears “many hats”
throughout the process, or you can say — performs several
roles. Some authors emphasize that the mentee is the student
who needs to absorb the mentor’s knowledge and has the
ambition and desire to know what to do with this knowledge.
As a student, the mentee needs to practice and demonstrate
what has been learned. The mentee determines the capacity
of the mentoring connection. The mentee decides upon the
amount of help and guidance he/she needs. The mentee
takes the initiative to ask for help or advice and to tackle
more challenging assignments...

The roles that the mentee can have in the mentoring process,
are different. Some of them, that you can read about in the
mentoring resources, and that you need to keep in mind,
include:

Driver of relationship/leader

At the beginning — the mentee faces something that makes
him begin his mentoring adventure. This might be a problem
or a challenge (s)he needs to overcome or, a question/ a
feeling that needs answering ... Mentees are the ones that
need to identify what is the thing that is bothering them,
what they want from the mentoring process and they need to
communicate that with the mentors. As mentors, you should
always be aware that even though it appears that you lead
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the way, it is them who are driving the relationship in the
desired direction. You are there to give them the space they
need for that, to feel the security they need for that, to make
sure that they get all the support they need for it so that they
look forward and enjoy the ride.

Active participant in the planning of the
mentoring process

Mentees need to participate actively in the development and
maintenance of the mentoring plan. This process deals with
issues that affect their life and in relation to that, mentees
must be a part of and must be actively engaged in all the plan-
ning related to it. They work in partnership with their mentor
to set up goals, developmental activities, time frames... Ac-
tive participation is an element, an indicator and a starting
point of the progress in your mentoring process in general.

Active participant/Resource partner

Mentee, together with their mentors, has an active role in
seeking resources for learning; in identifying people and
information that might be helpful, finding answers to the
questions that are of importance for the situation they are
in. They are not just passive listeners but are

Teacher

There will be moments where mentees will act as teachers.
They will look for opportunities to give back to their mentor;



share any information that they think might be valuable and
teach their mentors how they can use all of that to support
their development.

Continuous learner

Additionally to all this, it is important not to forget that during
the mentoring process, the mentees learn constantly and they
take full advantage of all the opportunities to learn.

To be involved in a mentoring relationship is a privilege for
both participants, and as a result it is important to be gracious
and thoughtful towards each other.

Being aware of the important role of the mentee in the
mentoring process, and the effect that mentee’s attitude can
significantly influence the outcomes of it, implies that you
have a chat about that with your mentee, before you start the
mentoring process and throughout. Some recommendations
and guidelines that you can give to your mentees include:

* Have a clear understanding of why you want to be
mentored

* Select a mentor based on criteria relevant to your goals

* Allow your mentor to take the lead in the relationship,
at least initially. Listen and respect the opportunities,
limitations and format of the relationship he or she is
able to provide for you. Always act with courtesy and
respect towards your mentor.

* Use active listening skills during discussions with your
mentor. Be careful not to interrupt, unless you need
to clarify a point and you see no other opportunity or
pause. Take notes when appropriate, ask good ques-
tions and have a purpose for your questions.

* Prepare the goals and objectives you have. Be prepared
to ask for specific guidance and advice on your goals,

6. It takes two to tango

plans and strategic ideas. The more specific you can
be, the easier it will be for your mentor to help you.

Have a clear understanding of your expectations for
your mentor

Clearly communicate those expectations

Stay flexible in changing expectations or plans

Create goals with milestones and deliverables

Inform your mentor about your preferred learning style
Be realistic about setting timelines

Take the initiative to ask for feedback. Feedback,
although difficult to hear at times, is critical to your
personal and professional growth and development.
Demonstrate that you are open to hear new ideas and
suggestions to bring out your best and overcome any
blind spots. Get feedback on specific issues, for exam-
ple, how you come across to others. Ask for specific
details to ensure you understand specific behaviours.
Tell your mentor how you prefer to get feedback (for
example, direct, with humour, softened). Don’t get
defensive. Thank your mentor for taking the risk to
be honest with you. Remember, if your mentor was
not invested in you, he/she would probably not take
this risk. Honest feedback gives you an opportunity to
improve yourself and help you to move towards fulfilling
your potential.

Always be considerate and respect your mentor’s time
as you do your own. Be thorough, but succinct in your
explanations, experiences and comments. Watch for
clues that you may be going on too long. It is polite to
ask directly if you are talking too long.

Return phone calls promptly and be on time with com-
mitments or meetings. If your mentor offers a specific
time frame of availability, respect his/her wishes by
following through. Only extend the time of your contact
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if your mentor initiates or insists to extend or complete
a task or discussion.

Seriously consider all advice or suggestions you receive.
Arguing why the mentor’s advice would not work, can
be construed as rude and close-minded.

Demonstrate that you have followed advice or com-
mitments for action at every opportunity, even if you
have modified your plan. Pointing out that you used
your mentor’s help and sharing outcomes is important.

Express your appreciation for every form of assistance
you get. Provide positive feedback, thanks as well as
positive comments to him/her in front of others.

Make only positive or neutral comments about your
mentor to others. If you disagree with your mentor’s
values, behaviours, or attitudes, discuss it with him/her
directly. Respect your mentor’s confidence and trust.

Assume the mentoring connection will be strictly pro-
fessional. This does not mean you cannot be yourself,
or you cannot be friendly. Let your mentor take the lead
in establishing a more friendship based connection. Do
not intrude into your mentor’s personal life or expect to
be close friends. If you have a cross-gender connection,
any romantic involvement is inappropriate. Ensure your
mentoring connection does not give the appearance of
favouritism or romantic.

Evaluate progress
Celebrate success
Be patient. Consistent, committed and reliable

Prepare yourself to move beyond your mentoring con-
nection, once it has served its purpose. Be sure to end
on a positive note.

Keep the door open to return to your mentor for assis-
tance or advice at a future time.

* Follow up with your mentor after termination to keep
in touch, to share your progress and to continue to
express your gratitude.

* Stay positive!
* Say thank you!

Mentoring has a great potential to contribute a lot to a young
person’s development, but the extent to which it will be
beneficial for the mentee also depends on young person’s
understanding of the process and preparedness to engage
in it. Like with many other opportunities in life, the more one
is prepared for it, the higher the possibility for impact. Thus,
training and preparing mentees for the mentoring process
should not be neglected.

There are different views as to the type of training that should
be provided to mentees — its length, topics to be covered,
the format. For example, some organizations would provide
one-on-one mentoring with a staff member, others would
do group trainings, some would involve mentee’s parents,
and some even the future mentor. There are benefits to all
approaches, and what you decide to do will depend a lot
on your local reality and the needs of the young person.
Regardless, pre-mentoring training in one form or another
needs to happen.

Pre-mentoring training is important for different reasons. It
helps the young person:

* understand the characteristics of the process

* learn about the potential benefits of mentoring

* see the importance of their active participation
clarify the roles and responsibilities of both sides



* develop realistic expectations from the process

* understand the limits of confidentiality

* understand the boundaries of the mentoring relation-
ship

* |earn where and how to get support in case of questions
or concerns

As you can see, the pre-mentoring training has a multifold
purpose. It introduces the concept and the “rules of the
game”; it helps the young person define their own role in
the relationship; but it also helps prevent potential misuse
of the process. Having parents and mentors themselves in-
volved in the training for mentees helps bring everyone on the
same page and assure that all sides involved have the same
understanding of their own and each other’s roles.

While the bulk of the training for mentees usually happens
before the mentoring starts, you may also decide to cover
some of the topics throughout the process, as an ongoing
training. There are multiple reasons for this. Firstly, sharing
all information upfront might be overwhelming for the young
person. Secondly, some of the aspects to be covered are
more relevant once the young person starts working with
the mentor. Thirdly, having training elements throughout the
process allows for check-ins and reflections on the mentor-
ing. Some topics you may consider covering as an ongoing
training include:

* Dealing with difficult subjects

* Managing conflicts

* Setting goals and learning objectives

* Communicating with parents and peers

» Exploring educational and career opportunities

6. It takes two to tango
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Conclusion

After all these pages on mentoring and many related topics,
are you ready to mentor young people? The truth is — you will
never be fully prepared. You are not born mentor, you don’t
even become one, you keep becoming one. Even when you
start acquiring the superpowers, you need to keep practicing
them so that you become better at it.

Mentoring is an effective approach in supporting youth devel-
opment, and as we saw, it's not the only one. If you are some-
how involved in youth work, it's already a good beginning.
And even if you just care and want to support young people,
it's already something. In many ways, mentoring is more
challenging and needs more expertise, but it is definitely
something that can be practiced. At the same time, mentoring
is a very valuable approach in supporting young people’s
development, and thus it is very important that organizations
adopt it in their work. Mentoring is by far more adjusted to
the needs and challenges of the individual young person than
many other approaches in youth work, and has the power to
positively impact young people in different ways. It focuses
on the individual strengths and obstacles and it helps the

young person grow. It is also a longer-term approach that
follows a young person’s growth and development over time,
something that is often neglected in today’s fast-paced world.

We hope that getting introduced to mentoring through this
handbook is just the beginning of a beautiful journey, valuable
both for you and for the young person. This handbook will not
make you an expert, and no document can offer you that. But
it is a framework that lays down what is important to keep
in mind when engaging in mentoring relations. It builds a
good framework for a quality mentoring in youth work, and
shows you the way of becoming better at it. The next thing
to do is practice. Start small and simple, and make a habit of
coming back to the different chapters as they become more
relevant for you. When you start mentoring, you will see how
different chapters and sections in this handbook appeal more
to you. Keep returning to the activities and make it a personal
growing experience for yourself as well — since mentoring is
a process that ultimately benefits both sides — the mentee
as well as the mentor.
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