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Preface

People today need practical and targeted help in their personal and career development. Traditional issues relating to work progression are being influenced now by a serious economic climate that has the potential of affecting many people in work. Jobs and careers are not as ‘secure’ as before and it is becoming not uncommon to be faced with an unexpected (and initially unwanted and possibly traumatic) job and even career change. Such circumstances provide a range of uncertainties that introduce the imperative to make serious and far-ranging choices. Because people vary so much as personalities, in their ambitions and career choices and in their capacity to cope with change, it is important that whatever help they need is tailor-made to meet their specific needs. It is also important that it is objective and comes from a reliable source.

In preparing this fifth edition of A Practical Guide to Mentoring, we have retained the approach of earlier editions. Our aim is to provide down-to-earth practical guidance on the part that mentoring, as a development tool, can play to help individuals to cope with change and to achieve their aspirations, whether personal, occupational, professional or related to a hobby or leisure pursuit. However, in this edition, we have introduced a further perspective: brief and complementary references to coaching and the particular way in which that approach to training and development can help individuals in a working situation.

This book is intended for anyone, whatever their role and circumstances, who has an interest or involvement in the development of others, principally in the role of mentor. We hope that you will find it helpful.

Throughout, where the terminology used might imply reference to one gender only, it should be regarded as applying to both.

 

 

David Kay – Sheffield
Roger Hinds – Heckington


1

Helping People to Progress

Coaching and mentoring are invaluable tools in staff development. The distinction between them is that coaching takes place within a line-management relationship whereas mentoring is independent of it. In coaching, you may be the individual’s line manager or the department’s trainer with the responsibility of instructing them directly how to do certain tasks in order to achive the required standard of performance. In contrast, mentoring is not about telling them what to do or how to do it. As you are not in a line relationship with the mentee, you are concerned with helping them to make their own choices by suggesting options. Mentoring is a developing relationship covering a wide range of issues, not just those concerned with problem-solving – career, personal or family matters may arise. As your relationship with your mentee develops over time, such issues might gradually become part of their discussions with you. Therefore, as you begin to consider your likely role as a mentor or coach, it is important to think about the broader aspects of people development and the factors that influence them in their daily work and their choice of career options.

In this chapter:

[image: Images]understanding people’s needs and expectations

[image: Images]making career choices

[image: Images]making progress

[image: Images]sources of help

[image: Images]advantages of ‘off-line’ help.

Self-assessment

[image: Images]Have you knowledge and experience in a particular field?

[image: Images]Do you keep up to date and are you able to take an objective view of the needs of others?

[image: Images]Are you willing to use your knowledge and experience for their benefit?

[image: Images]Do you have the enthusiasm to work with them independently and confidentially in helping them to achieve their aims and objectives and to plot their career path?

UNDERSTANDING PEOPLE’S NEEDS AND EXPECTATIONS

In developing people, it is important to appreciate the uniqueness of each individual. However, all of us have one thing in common: we are individuals and we are living – acting and interacting with others – in the here and now and moving along our path of life. Most of us will have an aim in life and, in all probability, will have set an objective for ourselves; we might even have planned our life in stages. Thus, many of our actions will be geared towards achieving those objectives – in other words, helping us towards what we perceive to be our ‘vision of the future’. To put it simply, if a possible course of action will move us towards our ‘vision of the future’, we will pursue it. If it won’t, we will try something else.

The ‘vision of the future’ will be different for each of us. It will depend on our outlook on life, our aims, ambitions, life-style, hobbies and other interests and on our particular circumstances:

[image: Images]Whether we are single, married or in a relationship.

[image: Images]Whether we have a family or other dependants.

[image: Images]How we view work, particularly whether we see it as an opportunity for development and progression or just simply as a means of making a living and getting along.

[image: Images]Where we (and our family, if we have one) want to be in the future, in terms of professional achievement and/or geographical location.

[image: Images]The status we wish to have in society.

The ‘vision of the future’, quite simply, is whatever we want to achieve for ourselves (and our families) over the years ahead. This can be in terms of job, money, profession, status, where we wish to live, the type of house we want and things like that. In a ‘family’ situation, where both partners are working, this may entail discussion of ‘whose job will determine where we live’ and ‘where are the best schools for our children’.

Most of us have a ‘vision of the future’ – what we want to achieve in life.

MAKING CAREER CHOICES

For some people, work is regarded as nothing more than the means of providing an existence for them and their dependants. However, for many, it is also the means of starting and progressing a career and the route by which the fulfilment of their ambition – their ‘vision of the future’ – is achieved.

In some cases, the idea of a possible career will have been nurtured from an early age. This might be the result of academic excellence, in an area of work of particular interest at school or it may follow a family tradition. In other cases, the choice of career or line of work can be quite haphazard and be governed by the results of examinations (which might not be as expected) and the availability of jobs or study courses at a particular time.

Whatever the circumstances, deciding what to do after leaving school can be an anxious time. If we decide to go straight into a job we will need to consider ‘which job?’, ‘will I be able to do it?’ and, possibly, ‘where will it lead?’. On the other hand, if we decide either to stay in education and undertake further study or to go straight into a training scheme where formal study will lead to a professional or vocational qualification, the questions to be asked are no less important. Whichever route we decide to take, we may need a great deal of help, advice and support. That poses a crucial question: Where can that help be found?

Starting a new job or embarking on a career involves making choices. These choices are better made with external help.

MAKING PROGRESS

Initial training

As a mentor, it is important to recognise that there are several stages in life that present difficult experiences. It is here where help is needed. These may be when developing a new interest or starting a new job, whether that be straight from school, following a period of higher education or training, or from a previous employment. Whatever the circumstances, at the start, the new environment will seem to be strange. This will be a marked contrast with the ‘cosiness’ of the family environment, the ‘protectiveness’ of an academic or training
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