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			My beloved father,

			
			The three women in my life: 

			My dear mother, 

			my one and only wife,

			and 

			My Beloved Daughter

			
			When I think of mentoring, the first person who comes to my mind is late Kayra Akıalp

			And my dear colleagues, mentors, mentees, and students 

			
			You have left such special, meaningful, and valuable marks on my life...

			
			I hope that all the wisdom and beauty you have shared with me

			Will reach and inspire many more hearts and minds...

			
			

			PREFACE

			In this day and age, when artificial intelligence has entered every aspect of our lives so quickly, you may wonder why it was necessary to write a new book about a concept that has existed for thousands of years, such as mentoring. However, this book was written without the use of artificial intelligence. It came about when my conversations, writings, and all my other work on the subject came together.

			Mentoring is a very noble practice. Perhaps it is the best learning model: when all members of a society inspire others by sharing their experiences and imparting their situational wisdom, it can give tremendous momentum to that society. How appealing would a society be if it were composed of individuals who listen to one another effectively without judgment, empathize with one another, see one another, respect one another, value one another, and know how to ask the right questions at the right time?

			Mentoring promises all this and even makes it possible. 

			For social harmony, for a new social consensus, for all challenges and the dizzying pace of technological change that are transforming our lives, we need a society equipped with mentoring skills, institutions supported by mentoring programs, and an education system designed with a mentoring philosophy.

			I have been working on personal development issues since 1998. Since 2010, I have focused specifically on mentoring in my work in this field. Over the past five years, we have graduated more than 2,000 participants from our mentoring training programs. We have had participants from over 30 countries and have had the opportunity to support the design, implementation, and mentor/mentee training of dozens of corporate mentoring programs. During this time, I have provided thousands of hours of mentoring support to hundreds of individuals.

			

			Throughout my over 30-year professional career, I have had the pleasure of implementing mentoring principles with my colleagues in banks where I served as a senior executive and in companies and non-profit organizations where I served on the board of directors.

			Here’s where I stand: the most effective tool for a more prosperous society is mentoring. But not the sponsorship model—transformational mentoring.

			This book is about transformational, developmental mentoring. Therefore, it may challenge some of your preconceptions about mentoring. I have explained in detail why we place such a strong emphasis on transformational mentoring in the book.

			Here’s my claim: No one should be left without a mentor... And when they find one, everyone should know how to make the most of it...

			I extend my deepest gratitude to everyone who contributed to the creation of this book, to my beloved family who has always supported me, and to all the mentors who made it possible for me to experience all the information in this book in real life.

			You are all so important to me…

			
			Dr. Riza KADILAR

			April 2025

			

			CHAPTER 1: 
ABOUT MENTORING

			If I were to briefly express my views on mentoring:

			
					It is important to recognize not just what happens to us, but the impact it leaves on us and how that impact will shape our future, and to see this awareness as an opportunity for continuous growth. That’s the basis for “reflective practice”. 

					Let’s refer to the person receiving mentoring as a “mentee.” The term “client” is unfortunately a poor choice; in mentoring, there is no actual “consulting.” The term “client” carries a very strong commercial connotation. However, “mentee” is a very neutral word, and it is possible to assign the most accurate meaning and definition to it. (The word I recommend for coaching is “coachee”.)

					In mentoring, there is no giving advice. What matters is how context is shared in a way that serves the mentee’s development and inspires them.

					Mentoring is a practice that uses coaching skills.

					Mentoring is a “social equalizer”. That is, people who would never otherwise come together can connect through mentoring.

					In mentoring, there is no room for debate, argument, or negotiation; instead, it is based on a judgment-free, inspiring, and developmental dialogue.

					In coaching and mentoring, let’s focus our curiosity on the relationship between the coachee or mentee and the topic they bring up. It is not our job to solve the issue or the person. All we need to do is create new awareness in the coachee or mentee’s relationship with the topic.

					Both coaching and mentoring aim for awareness of the “here and now”. The reflection of the future and the past on the present is a valuable resource, but what really matters is the awareness and transformation that this reflection creates in the present.

					Mentoring is the process of using the mentor’s wisdom to develop the mentee. The mentor goes beyond finding direct solutions to the mentee’s problems and encourages the mentee to develop their own competencies, identify their own goals and obstacles, and take ownership of their development process.

					Just as chicks that break out of their shells from the inside are healthier, each individual develops, becomes stronger, and is better prepared for the next challenge to the extent that they overcome their own obstacles. In this context, mentoring emerges as a process that is extremely necessary and can make a difference in many stages of our lives with a developmental approach.

			

			Definition of Mentoring

			When I first began working on this topic, I noticed that the concept of mentoring was defined in a variety of ways in the literature. In order to develop a more inclusive understanding, during my presidency we conducted a meta-analysis as the EMCC Global. In this context, we examined all existing definitions found in academic sources and used in different mentoring programs, and at the end of this process, we arrived at the following definition from a development-oriented mentoring perspective:

			
				
					
					
				
				
					
							
							Mentoring

						
					

					
							
							

							Mentoring is 
        a learning relationship, 
       involving the sharing of 
                   skills, 
                   knowledge, 
                   and expertise 
between a mentor and mentee through 
           developmental 
conversations, 
           experience sharing, and 
           role modelling. 

						
							
							The relationship 
may cover a wide variety of contexts and 
is an inclusive 
two-way partnership
for mutual learning 
that values differences.

						
					

				
			

			
			“Mentoring is a learning-based relationship that involves the sharing of skills, knowledge, and expertise between a mentor and a mentee. This relationship is carried out through development-oriented dialogues, experience sharing, and role modeling. The mentoring relationship is adaptable to different contexts, inclusive, and a two-way partnership that values mutual learning and diversity.”

			
			Mentoring is a learning relationship. This relationship model is one of the most effective and proven models based on learning. The process involves the sharing of skills, knowledge, and expertise.

			Mentoring usually takes place between two people: the mentor and the mentee (the person receiving mentoring). Although group mentoring also exists, the original definition of this concept is based on a one-to-one relationship. This learning relationship progresses through development-focused conversations, experience sharing, and role modeling. This relationship can be applied in different contexts and is inclusive by nature. It is a two-way partnership based on mutual learning, diversity, and respect. Several key principles are at play here: Mutual learning and development-focused conversations are at the center; that is, both the mentor and the mentee learn and grow throughout the process.

			

			Depending on the topic at hand, the mentor is expected to have situational wisdom on that topic. The mentee, on the other hand, seeks inspiration, get to  know role models closely, and perhaps gain access to relevant resources or connections. The goal is to establish a deeper and more effective relationship with the topic at hand and to implement new perspectives and new solution alternatives.

			An important point here is that the relationship between the mentor and the mentee does not have to be hierarchical; that is, one does not have to be in a higher position than the other. This relationship is based on subject matter and content-based interaction. The main focus is on sharing, mutual learning, and establishing an inclusive, development-oriented dialogue.

			This relationship also encompasses other fundamental characteristics of development-oriented mentoring. The most important of these is the absence of judgment. The goal in this type of relationship is to accept each other’s realities as they are. If judgment comes into play, conversations can drift toward sympathy or antipathy, which can lead to confusion, conscious or unconscious biases, or even conflict. However, if the relationship is inclusive —if it is a two-way partnership that values differences and genuinely aims for mutual learning— then we are in the realm of developmental mentoring.

			The History of Mentoring

			The concept of mentoring dates back to ancient literature. The word “mentor” first appears in Homer’s epic poem, The Odyssey. In one section of this work, King Odysseus, about to leave for the Trojan War, entrusts his young son, who is not yet ready to ascend the throne, to his close friend Mentor. He asks Mentor to prepare his son Telemachus to become king in the future. The story itself is quite interesting. Although we do not have clear information about what Mentor’s character actually did, according to Bob Garvey, who has made important contributions in this field and is one of the founders of EMCC, “Men” represents the mind, while “Tor” represents the masculine element. In other words, the word “mentor” is a concept associated with men in its origin. Garvey says that if the character were female, the word might take a form like “matrix”. Although he does not claim to be an expert in the Greek language, it is clear that the word began with a male-centered meaning.

			What makes the story even more compelling is that Mentor proves inadequate in preparing Telemachus to become king on his own. Early in the story, the goddess Athena appears in the guise of Mentor and provides Telemachus with the contextual wisdom he needs. This situation adds themes such as divine intuition, cooperation, and even gender balance to the concept of mentoring. Another interesting detail is the name Telemachus. “Tele” means “far”, and “makhos” means “war”. Thus, Telemachus literally means “far from war”. This symbolizes a young, fragile person who is not yet ready for conflict and therefore needs guidance and protection.

			This is basically how the concept of mentoring emerged. However, from a development-oriented mentoring perspective, it is not possible to explain its entire origin based on this story. This is because those were probably very difficult times, and the concept of personal development did not yet exist in its current meaning.

			The concept of mentoring reappeared on the historical stage in the Middle Ages, primarily through the relationship between knights and their squires or between craftsmen and their apprentices. However, this type of relationship was more similar to a sponsored mentoring model than to development-oriented mentoring. It is even possible to speak of a kind of exploitation in these medieval mentoring relationships. Apprentices or journeymen had almost no rights and were often treated more like servants than learners. From today’s perspective, many of these relationships can be considered problematic and undesirable structures. Another limiting aspect of the sponsored mentoring model is that the highest goal an apprentice could achieve was to become like their master. This understanding may have made sense at the time, because technology, tools, and lifestyles remained unchanged for centuries. However, this approach is not valid in today’s world. That model may have worked in the past, but it is no longer valid in today’s conditions. Because everything is changing very quickly now. For example, the banking industry I entered 30 years ago is quite different from today’s: While the basic principles remain the same, the tools, technologies, approaches, and even management and leadership literature have undergone a complete transformation.

			This is why, while the Middle Ages may offer some insights into the history of mentoring, it does not fully reflect development-focused mentoring. Some academics claims that developmental mentoring began with a French poem written by François Fénelon, poet, writer, educator, and tutor to the grandson of King Louis XIV. Fénelon’s poem, The Adventures of Telemachus, was a reinterpretation of the original myth. As an educator, Fénelon introduced the concept of leadership development and how education should be structured to the literature through this work. Fénelon’s work included concepts such as giving feedback, eliminating fear of failure, using positive and supportive feedback, building self-confidence, and the importance of being a role model. We can say that these ideas were quite progressive for their time. In fact, Fénelon’s work was a source of inspiration for Rousseau and other educators of the period. Thinkers such as Montesquieu were also influenced by Fénelon’s ideas when developing their own educational philosophies and systems.

			Fénelon’s book was translated into different languages around 1760, and according to some academics, the word “mentor” entered English during this period. This concept continued to develop, influencing other works such as Honoria’s The Female Mentor, written in 1796. Throughout the century, the concept of mentoring became increasingly structured and recognized.

			

			Unfortunately, things did not turn out well for Fénelon. When you begin to empower people and mentoring begins to fulfill its promise of preparing individuals for growth and independence, this can be perceived as a threat to authority. In this case, when it began to pose a threat to the “divine right” of kings, Fénelon was stripped of his titles.

			Although Fénelon’s ideas were not fully appreciated in the context of his time, the concept of mentoring persisted. Later, Lord Byron defined the word “mentor” as someone who is tolerant, disciplined, but also affectionate. Over time, this concept began to be integrated into education systems with an understanding of “learning and development.”

			By the end of the 19th century, the concept of mentoring reached the New World, namely America. An interesting example from this period is George du Maurier’s novel Trilby. This work inspired many silent films.and features a character named Svengali. Svengali is a mentor figure who represents a kind of “dark side” — a character who influences people through manipulation, control, and hypnosis.

			In the United States, the Mentor Association was founded in 1912. Over time, this organization merged with various mentoring and charitable initiatives, including Big Brothers and mentoring programs led by women. By 1977, all these initiatives were brought together under the Big Brothers Big Sisters of America umbrella, becoming one of the most well-known mentoring programs in the country.

			In 1978, researcher Daniel Levinson published his book The Seasons of a Man’s Life. A later version of the book also included the developmental stages of women. Around the same time, an article titled “Everyone Who Is Successful Has a Mentor” published in Harvard Business Review pioneered the concept of mentoring in the field of professional development, bringing it to a wider audience.

			

			The concept of mentoring became even more visible with the publication of books by Collins Publishing. Then, in the early 1990s—particularly around 1995—David Clutterbuck emerged as an important figure who introduced the concept of developmental mentoring. Based on research conducted since 1978, he systematized and popularized this approach. Clutterbuck brought the concept of developmental mentoring to the United Kingdom and Europe. Since then, a clear distinction has been made in the literature between sponsored mentoring and developmental or transformational mentoring.

			On the other hand, mentoring has long been considered part of apprenticeship training. For example, in Turkey, it was part of the Ahilik system with a systematic approach appropriate for that period. The sponsorship model we call mentoring, which is “from master to apprentice, from apprentice to a better tomorrow,” is one of the best examples of this approach. During those times, due to the fact that lifestyle, technology, and living conditions did not change rapidly across generations, the highest level an apprentice could achieve was to become as good as their master... In this context, this approach can also be considered a mentoring practice.

			In the Ottoman Empire, the “lalalık” institution, which princes benefited from while preparing for their future roles, can also be seen as a mentoring process in a certain context. However, although it contains developmental elements, we may consider this practice closer to the sponsorship model, given that the ultimate goal of a prince is predetermined.

			There is certainly much more to discover in the history of mentoring. In particular, developmental methods found in ancient Eastern cultures continue to inspire modern mentoring practices. From this perspective, mentoring, a concept that has existed for centuries, has changed over time in line with the needs and lifestyles of society, and this process of change will continue in the future.

			

			The Basic Principles of Mentoring

			In this section, we will focus on the fundamental principles of the mentoring process, particularly the developmental mentoring approach. 

			The most fundamental principle of mentoring is reflective practice. Mentoring begins with the individual looking back on their own life, choices, and personal experiences; in other words, it begins with a process of internal reflection. This principle is such an important and fundamental topic that you will find a detailed section on reflective practice later in this book.

			To briefly touch on this, we can say that this approach focuses on the impact that things have on us rather than what happens to us. What matters is not what happens, but the mark it leaves on us and how we will be different in the future as a result of that mark. It is not about learning lessons from the past, because when we look at it this way, we assume that the experiences we reflect on are wrong and that by learning lessons, we will not repeat the same mistakes. However, every experience will give us new perspectives. Another important element here is not to change the past, but to understand how what happened is affecting us now.

			Perhaps I can elaborate a bit more with an anecdote: Years ago, during a business trip to Paris, I went to a dentist because of a toothache. 

			They have done whatever was necessary. But there was a moment that I couldn’t forget. A courier had come in, the doctor gave him a signature, took the mail, put it on the table, and then continued doing what he was doing in my mouth. In the end, nothing happened, nothing happened to me, but whenever I remembered that moment, I was overcome with emotion. Somehow, I couldn’t make a sound. I couldn’t tell the doctor to change his gloves, or wash his hands... I can’t change that memory, but with reflective thinking, I wonder and a lot of questions come to mind: What does remembering that moment awaken in me? Where else am I unable to speak up? I couldn’t speak up there, but where else would I feel bad if I couldn’t speak up? What is holding me back, what is preventing this from happening again? Which of my emotions are being triggered, and what is triggering them? How do these emotions serve me? What purpose do they serve? Etc., etc. When I start to find answers to all these questions, reflective thinking comes into play... But as I mentioned, there is a section dedicated to this topic in the book. So I think that’s enough for now.

			The second fundamental principle of mentoring is to move away from a passive, victim, or victim mentality and take responsibility for one’s own life. Playing the victim role may provide short-term relief by shifting the blame to others, but it does not change life circumstances. We cannot always change external conditions, that is true, but by changing our perspective and attitude, we can transform the impact of our experiences on us. This process of internal change and taking responsibility is one of the cornerstones of mentoring.

			The third fundamental principle is non-judgmental communication. Mentoring is based on a dialogue free of judgment—no one is here to be judged, classified, or categorized. In everyday life, we are constantly exposed to judgment from our family, friends, work environment, and social media. However, in the mentoring process, even if we do not fully understand, agree with, or support the other person, we try to accept their reality as it is.
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							1. REFLECTIVE PRACTICE

							2. TRANSITION FROM A PASSIVE (VICTIM) ROLE TO ACTIVE RESPONSIBILITY

							3. NON-JUDGMENTAL, EMPATHETIC, AND INCLUSIVE COMMUNICATION

							4. WORKING WITH WHAT IS HERE AND NOW

							5. CURIOSITY: FOCUSING ON THE RELATIONSHIP BETWEEN THE MENTEE AND THE TOPIC

							6. CONTEXT SHARING INSTEAD OF GIVING ADVICE: CONTEXTUAL WISDOM

						
					

				
			

			
			This is where the concept of empathy comes into play. There are two types of empathy: emotional and cognitive. Emotional empathy is not very useful in mentoring because it can quickly turn into sympathy or antipathy. What we are looking for is cognitive empathy. Brené Brown explains this beautifully with a metaphor: Imagine a child crying alone in the dark. The parent’s first reaction may be to turn on the light, but that is not empathy. Empathy is showing the courage to stay in the dark with the child. Perhaps the reason the child is crying is not the darkness. Perhaps there are other things the child needs to face in the dark. We cannot know this experience fully. However, the first thing needed in that moment is to feel that they are not alone. This metaphor also applies to mentoring: Mentees do not always cry, but they often come with heavy emotions, confusion, or a feeling of being “lost in the dark” about the issue they are dealing with. The mentee may not be completely in the dark, but the issue they bring up may feel like a darkness from which there is no way out. What they feel is that they have lost their way or are stuck. The first thing to do in mentoring is not to turn on the light. The real goal is to make the mentee feel that they are not alone in the dark. The most important message is this: the mentee is not alone in what they are feeling. If you, as a mentor, have had a similar experience and possess contextual wisdom, this will give the mentee courage, energy, and confidence. This will enable them to believe that they can overcome their situation.

			Mentoring is based on an inclusive and non-judgmental dialogue. We all want to be seen, heard, respected, and feel psychologically safe. This is the definition of inclusivity. Mentoring conversations should be based on these principles, which make the mentee feel safe and valued.

			The fourth fundamental principle is that everything happens “here and now.” It is not about analyzing the past or making plans for the distant future, but about what is happening right now what is changing inside me right now, how am I approaching the issue at this moment? This awareness allows a person to initiate meaningful change within themselves. You can find more comprehensive information on this topic in the additional section on Gestalt.

			The fifth fundamental principle is based on focusing our curiosity in the right place. Imagine a triangle: one corner is the mentor, the other is the mentee, and the third is the subject (not the problem, but the “subject”). Our curiosity is directed toward discovering the relationship between the mentee and the subject. Our main focus is on this connection. Our curiosity is directed toward understanding how the mentee approaches the subject. If we revisit the triangle—mentor, mentee, and subject—the focus of our curiosity is the connection between the mentee and the subject. This approach is directly linked to the first principle, namely the mentee’s reflection on their own subject (reflective practice).

			The mentor’s job is not to solve the issue. That is the job of consultants and subject matter experts. Similarly, it is not our role to “fix” the person. That falls under the realm of therapy or psychological counseling. Our goal in mentoring is to increase the mentee’s awareness of the issue and provide new perspectives. As mentors, we are curious about the following: With so much going on in the world, what is happening to this person that brings them to this particular topic? When mentors focus on this question, mentees can develop a deeper awareness of their relationship with the topic.
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			The sixth fundamental principle is not to give advice. This point is critical, and the following pages include a dedicated section on this topic.

			We do not give direct advice in mentoring. Instead, we share context, convey our own experience and wisdom, but the purpose of all this is to inspire, not to guide. Giving direct advice, especially contradicts with the mentee’s principle of taking responsibility (the second principle). Giving advice is like shining a light on something without understanding how the mentee approaches the issue. If the advice works, all the credit goes to the mentor; if it doesn’t, the blame falls on them. In either case, the mentee doesn’t grow or learn anything. The development process is disrupted.

			Instead of giving advice, mentors can share their own context, anecdotes from their experience, or anything else they think might be useful to the mentee. The goal is to inspire. Through your own story, the mentee may discover new ideas, perspectives, or solutions; however, the responsibility for growth lies with them.

			Mentors should not be prevented from sharing their knowledge with their mentees. A mentor’s experience and wisdom should be accessible to the mentee for their development. There is a method that can be used to ensure that this sharing is done in a healthy way: Even when you feel the need to offer advice or suggest a possible solution, you should do so without emotionally attaching yourself to your opinion, i.e., without taking a directive stance. The key concept here is not to show commitment to the suggestion. Sharing advice is like gently placing a fragile bird on a plate and then setting it free. The moment you start to hold on to your suggestion, this attitude contradicts all the previous principles of mentoring. Instead, it is much more effective to use framing statements such as: “...what do you think?” or “how would you feel?” or simply “what about?” This approach shifts the focus of attention from what you say to the mentee’s thoughts about the suggestion. This is where the real difference lies. Try it for yourself. First say, “Do this before the other”, then say, “If I told you to do this before the other, what would you say?” Feel the difference.

			These are the six fundamental

			

			
			
			
			
					Supporting new employees, especially those with low seniority and recent graduates (although, as far as we have observed, mentoring is used more for senior managers)

					Facilitating important transitions between roles (e.g., moving from managing a unit to managing managers)

					Diversity management, inclusion, and equal opportunity programs

			

			
			

			
					Ensuring that at-risk youth are removed from problematic situations, reintegrated into school, and encouraged to work toward their own futures

					Helping women in the workforce regain their self-confidence and find employment

					Helping people with dyslexia, disabilities, or other disadvantages find employment

					Encouraging students belonging to minority or disadvantaged groups in society to complete their university education

			

			
			
			
			
					Gaining clarity by discussing career and development issues in an open environment outside the hierarchical structure

					Reflecting on their own development and solving their own problems

					Being encouraged to set more ambitious career goals and believe in their own potential

					Receiving practical advice and support on organizational principles and behaviors (understanding the formal and informal structure of organizations)

					Gaining role models

					Facing constructive challenges

					Developing professional and personal networks

					Knowledge transfer, especially in decision-making

			

			

			
			
			
			
					Transition from self-management to managing others

					Transition from managing others to managing managers

					Transition from managing managers to managing a business function

					Transitioning from managing a function to managing the entire business

			

			
			
			
			
			
					Personal learning gained from mentoring experience (it is often reported that mentors learn as much as or even more than their mentees)

					Experiencing developmental behaviors and additional skills outside of their hierarchical structure

					Enhancing self-awareness

					Enhancing understanding of other aspects of the job and/or other cultures

					Opportunity to reflect deeply on one’s own development

					Increased job satisfaction (pride in the mentee’s achievements, facing new challenges with attractive rewards)

					Strengthening and developing professional and personal networks

					Recognizing promising talent

					Improving one’s own professional practice (providing explanations to the mentee leads to progress from a subconscious to a higher level of consciousness).

			

			
			
			
			
			
					Obtaining the opinions of a person who is not directly responsible for the mentee’s work

					Increased self-awareness of the mentee

					Improving the mentee’s relationships with their coworkers and department manager

					Clarity and awareness of the mentee’s goals

					Developing more in-depth and effective dialogue in evaluations

					Increasing opportunities to give responsibility to the mentee

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					What?

					So What?

					What Now?

			

			
			
			
			
			
			
					What is the problem/challenge/cause causing the blockage?

					What is causing you to feel this way?

					What was my role in this situation?

					What was I trying to achieve?

					What kind of efforts did I make?

					What were the reactions of other people?

					What were the results for the client/mentee/coaching area? For me? For others?

					What kinds of emotions emerged in the customer/mentee/coaching area?

					For me? For others?

					What were the positive and negative aspects of this experience?

			

			
			

			
					 So, what does this experience show me/the client, and what does it imply/mean for me/the client?

					So, what does this experience mean for my leadership?

					So, what was going through my mind while I was taking action?

					So, what did I base my actions on?

					So, what other information could I have used in this situation?

					So, what could I have done/should I have done to do this better?

					So, what is my new understanding of this situation?

					So, what broader issues have emerged from this situation?

			

			
			
					What should I do to improve/break through the impasse/develop my coaching or mentoring practice/find a solution to the situation/feel better, etc.?

					If this initiative is successful, what other issues should be considered?

					What kind of outcomes could this initiative have?

			

			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
					It may be necessary to include background information such as what happened and who was involved in the situation you reflected on. Make sure the information is relevant and accurate.

			

			
			
					What did I learn that was new to me? What perspectives did this information give me: Did it help me see something from a different angle?

					Did it help me understand something I didn’t understand before?

					How did I react to the situation? How did other people react??

			

			
			
					What could have helped or hindered the event/action? Which theories and experiments can I combine?

					What were the good and bad aspects of the experience?

			

			
			
					How do you think this will be useful (in practice, in your work, in your life)?

					Do I need to take action as a result of what was done?

					Do I need to fill in any gaps in my knowledge?

					Do I need to conduct further research or review?

			

			

			
			
					How did what was done make me feel? Did it affect me emotionally, and if so, how?

					What did I like or enjoy, and why? What did I not like, and why?

					What did I find easy to do or understand, and why? What did I find difficult to do or understand, and why?

			

			
			
			
			
			
			
					Kolb argues that a student moves through a spiral cycle of momentary experiences, passing through stages of reflective thinking about observations and experiences.

					The conclusions drawn from reflective thinking in this cycle are linked to prior knowledge and transformed into abstract concepts or theories. An experience that can be tested and examined is corrected through new approaches and actions developed in this process.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Descriptive writing: Events and literature reports are defined. No analysis beyond the definition is provided. There is no trace of reflective thinking in this type of writing..

			

			
			
			
					Descriptive reflective writing: A simple description of events is provided, but it also contains traces of a relatively reflective language and a certain degree of depth. There is no real trace of alternative perspectives being used.

			

			
			
			
					Discursive reflection: In this writing method, you distance yourself from events and actions and use a different level of narration. It is a type of narration in which you write an analysis of your role in events and actions. It is seen that the quality of decisions made, the narration, and assumptions while considering possible alternatives. Reflective narration is analytical and integrative, establishing connections between different factors and perspectives.

			

			

			
			
			
			
			
					Critical reflection: In this form of reflective writing, the student demonstrates an awareness of the socio-political and other contexts that may have influenced the events and actions that took place.

			

			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
				
					
				
				
					
							
							
						
					

					
							
							
						
					

					
							
							
						
					

					
							
							
						
					

					
							
							
						
					

					
							
							
						
					

				
			

			
			
					Include clear subheadings for “what,” “so what,” and “now what” in your reflective writing.

					Use the first person singular in your reflective writing. For example, “During my improvement session on maintaining contact, I missed many opportunities that could have been valuable for using empathy statements.”

					The “what” section should not be longer than a few sentences describing the main topic. The rest of the reflective cycle should be divided into “so what” and “now what” sections.

					Write as critically as possible: Being critical does not always mean saying negative things about a topic. It shows that you have evidence from both positive and negative sources based on your reading.

					When you cite different sources, this makes your opinion more credible.

					Remember, even though your reflective writing is based on your personal experience, you should include different sources and evidence in your writing to help you better understand your experience.
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					If the mentee is eager but not sufficiently competent, the leader is expected to be a teacher who shares their knowledge and experience as needed, and patiently accompanies the mentee’s learning and development.

					If the mentee is competent and motivated, the leader is expected to be someone who knows how to delegate, creates opportunities for the mentee, allows the mentee to develop independently, and broadens their vision and horizons.

					If the mentee is competent but not sufficiently motivated, the leader is expected to be a nurturing and supportive leader who listens, understands, recognizes and expresses emotional needs, motivates, and helps the mentee discover their own internal motivation and passion.

					If the mentee is both sufficiently motivated and has sufficient experience in the subject, the mentor is expected to be a leader who encourages the mentee to stay on this journey, to develop, to take small steps if necessary, to take controlled risks, to take action, and even to guide them, in a way that is combative, directive, and inspiring.
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					Charismatic power is based on a person’s knowledge (expertise and experience).

					Positional power is based on one’s position in the hierarchy or, in some cultures, on age.

					Relational power is the potential to influence events by leveraging existing networks.

			

			
			
					Hesitates to express their own ideas, fearing they may overstep their bounds.

					They refrain from questioning what is said.

					Expects the stronger party to take the floor and do most of the talking.

					They try to make themselves look good.

			

			
			

			
					What are the mentor’s motivations? If the mentor regularly checks this, they can continue the mentoring process with much greater awareness. For example, if you find that you enjoy having your importance as a mentor confirmed, this is a warning sign.

					Avoid sharing your thoughts and opinions in the heat of the moment.

					Encourage the mentee to challenge what you say.

					Show sufficient interest in the mentee’s views and perspectives.

					Please do not dominate the conversation indirectly (e.g., body language, meeting location, checking the time, etc).

			

			
			
					The mentee may have knowledge in areas where the mentor is not knowledgeable.

					A mentor tries to understand the perspective of the mentee who wants to move up in the hierarchy and values them.

					The mentee may have access to various networks and be more skilled at managing social networks.

					To remain humble:

					Seek constructive feedback from people you trust and respect.

					Laugh at yourself and use humor.

					Question your own assumptions.

					Try to see things from different perspectives.

					Give yourself opportunities to be in awe (e.g., lose yourself in the beauty of nature).

			

			
			
					What resources do you have in your mentoring relationship?

					What strengths would you like your mentor to have?

			

			
					And what do you discover about yourself when answering these two questions?

			

			

			
			
			
			
			
			
			
			
			
			
					Start work in an environment that encourages calm and creative thinking.

					Listen actively and pay more attention to what the other person is saying rather than your own thoughts.

					Respect different opinions and try to understand the reasons and experiences behind them.

					Approach conversations with an expectation of learning something and make an effort to do so.

					Question your own thoughts as much as those of your conversation partner.

					Take breaks to allow yourself and your conversation partner(s) to reflect.

			

			
			
			
			
				
					
				
				
					
							
							
						
					

					
							
							
							
							
							
							
							
							
							
						
					

				
			

			
			
			
			
			
			
			
			
			
			
			
				
					
					
				
				
					
							
							
						
							
							
						
					

					
							
							
							

							
						
					

					
							
							
							
						
					

					
							
							
							
						
					

				
			

			
			
			
			
					It helps in the acquisition of positive and beneficial behaviors

					It helps develop good behavior. (When someone pays attention to your behavior, it activates your mirror neuron system.)

					Encourages individuals to consider how they can adapt others’ perspectives and behaviors to their own situation and character.

					It ensures that individual behavior and thought patterns align with organizational values.

			

			
			
					Know your own strengths and weaknesses—the aspects of yourself that others can benefit from and those they should avoid.

					Know when your strengths can become weaknesses due to overuse or misuse.

					To help people who may accept you as a role model and want to copy your behavior understand the context and impact of that behavior

					To help the individual think about how they can be more selective and how they can use you as a role model when they choose you

			

			
			
			
					What were the things you considered important when you decided to use this skill?

					What goes through your mind while preparing to use this skill, while using it, and after using it?

					What are the differences between the times when you use this skill best and when you use it relatively poorly?

					What is the best/worst time to think/act this way?

					If you were in my place, how would you use this skill differently?

			

			

			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
					This makes them more willing to adopt these solutions and

					feel more responsible for the outcomes.

			

			
			

			
			
			
			
			
			
					Questions you ask based on your own experience and knowledge enable the mentee to engage in similar reasoning with you;

					No solutions are suggested unless the mentee gives permission. First, it is asked whether the mentee needs this.

			

			
			
			

			
			
			
			
			
			
			
			

			
					How can giving advice or guidance help the mentee in their current situation? How can you help them in the future if they encounter this situation again?

					What will be the scope of your helpful responses? (Your responses may include sharing advice, providing guidance, asking questions, just listening, challenging, etc.)

					What is your motivation for sharing advice or providing guidance? Is it to present yourself in a better light or to relieve internal pressure by expressing your thoughts?

					If you were in the mentee’s place, what kind of intervention would you value more in the same situation?

			

			
			
			
			
			
			

			
					If the mentee’s question has a clear right/wrong answer—for example, regarding legal, medical, or financial matters;

					There is a crisis situation requiring immediate action;

					If the mentee’s physical, financial, or mental well-being is at risk without advice;

					The mentee is not in a position to make their own decisions;

					You will only share findings, not your opinion;

					If the mentee has specifically requested information and will decide how to use it,

					You can convince the mentee to share the topic with other experts;

					If the topic is quite surprising and the mentee needs the guidance of an expert;

					Providing advice does not create a dependent relationship or lead the mentee into unfounded optimism;

					Your motivation is not one of the following;

					An attempt to influence or show off

					Control

			

			
			
					Prioritize allowing the mentee to listen to their own inner voice when giving advice;

					If you truly believe that your advice and feedback are needed, ask for the mentee’s permission before offering advice;

					Think about why you want to give advice. Is your motivation to help the mentee, or because you believe you know the answer?

					Be clear and concise when sharing recommendations. Distinguish between specific and general aspects.

					Try to listen to yourself when sharing advice;

					Be concise and to the point;

					Make sure that the advice you give will open the door to a more in-depth dialogue;

					After sharing your advice, help the mentee think about how they can incorporate it into their own assessments and actions.

			

			
			
					Explain why you are sharing the advice;

					Explain the source of your advice (e.g., personal experience, observation, gut reaction, third-party information, research, etc.);

					Share your advice in a concise and clear manner;

					Check that it is understood as intended;

					Check whether the mentee finds the advice relevant and useful;

					Observe how Mentee changed the advice he received based on his own uniqueness.

			

			
			
			
			
			
			
			
			
					This makes them more willing to adopt these solutions and

					feel more responsible for the outcomes.

			

			
			
					Because instead of giving advice, the mentor asks questions based on their own experience and knowledge, which enables the mentee to make similar judgments to their own.

					The mentor does not offer solutions unless the mentee asks for them. First, the mentee is asked whether they need help.

			

			
			
					When you are trying to respond to a crisis and do not have time to think clearly

					When you feel like you can’t see the big picture

					When the problem exceeds your experience and you are unsure of what you know and don’t know

					When the consequences of misunderstanding are severe and the likelihood of misunderstanding is high

					When the mentor has been through a similar situation and you can learn from their specific experiences (especially the mistakes they made)

			

			
			
			
					Be as clear as possible about the topic for which you are seeking guidance. This helps set boundaries for the level of advice or guidance you will receive.

					Be clear about why you need guidance on this particular issue rather than a normal mentoring session. This will also help you set boundaries.

					Do not expect to find the right solution within the time frame of the mentoring session. Once you begin to understand the problem better, take some time to think about it (a few hours, days, or even weeks); then revisit it when your subconscious has had time to process it.
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					What does it say about you when you feel or think you’re not being understood?

					What is it that bothers you in that moment of silence?

					While your mentor is trying to find the answer to the question in front of you, what is being triggered in your inner world?

					What emotions and thought patterns might be triggered at that moment?

					And what happened? How did the mentoring process proceed after you started using sentences that begin with “so”? What insights does this provide you in the context of the question, “Who am I as a mentor?”

					What do you think could be different next time? 

			

			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
				
					
					
				
				
					
							
							
						
							
							
						
					

					
							
							
						
							
							
						
					

					
							
							
						
							
							
						
					

					
							
							
						
							
							
						
					

					
							
							
						
							
							
						
					

					
							
							
						
							
							
						
					

					
							
							
						
							
							
						
					

				
			

			
			

			
			
			
			
			
			
			
			
			
					It defines what the relationship aims to achieve

					It defines responsibilities: towards each other / towards others

					It addresses confidentiality issues

					Defines the boundaries of the relationship (What topics are off-limits?)

					Schedules meetings (when, where, how often)

					Establish how postponements will be handled

					Establishes principles for note-taking

					Establish principles for openness, honesty, and giving/receiving feedback

					Defines when and how progress will be measured

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					How much progress they have made in terms of learning objectives	What has been effective in achieving these goals?
	What factors are holding them back?



					What changes have you noticed in your thoughts?

					What changes have you noticed in your surroundings? How did these changes affect you?

					What new opportunities did they notice?

					What topics would they like to explore with you?

					What does he/she know about this topic?	What are their assumptions?
	What do they expect to happen and why?
	What are their concerns?
	Does this topic have potential for learning?



					What can you do to help the mentee think more about this?

			

			
			
			
			
					What topics did the mentee agree to think about and take action on during the previous mentoring meeting?

					How did the email sent by the mentee for preparation purposes make me feel? What experience/knowledge can I draw on in relation to this?

			

			
			
			

			
			
			
			
			
			
			
			
			

			
			
			
			
			
			

			
			
			
			
			
					Learning about other disciplines or fields of work

					Gaining a better understanding of how new generations think

					To better understand your children or grandchildren and build better relationships

					Identifying talents within the organization

					Gaining experience working with developmental tools and techniques

					Self-awareness

					Developing an aptitude for new technologies and applications

					Enhancing your reputation as a person who develops others

					Focusing on your own career

			

			
			
			
			
			
			
					Encourage them to reflect on their own values and share them.

					Invite them to think about their fundamental purpose in life.

					Help them increase their self-awareness; provide feedback and help them receive feedback from others.

					Support them in conducting a SWOT analysis to evaluate themselves.

					They can help them understand their motivations, behavior patterns, and ways of thinking by using their past and present experiences.

					They can help them understand which tasks require more or less energy. This allows them to emphasize their strengths (energy is related to the strengths section of the SWOT analysis).

			

			
			
			
			
					What are the current developments in the industry/sector/profession?

					What are the learning opportunities within the organization?

					What steps are required to advance to a higher management level?

					How to build a successful career history?

					What are the sources of power and influence?

					What are formal and informal cultures?

					How is strategy developed?

			

			
			

			
			
			
			

			
					How can you ensure that the mentee and mentor are in the right frame of mind for a creative, open discussion? A short introductory chat is usually sufficient to create a relaxed atmosphere. However, practices such as starting with meditation are also known to be effective.

					How can the mentee be helped to raise topics for discussion and explain them? By discussing topics in depth, trying to understand the situation from different perspectives, and questioning assumptions, the mentor and mentee can develop a common understanding of the topic, so that the results achieved are healthier and more consistent with the mentee’s values/feelings.

					Once you are convinced that sufficient understanding of the topic has been developed, summarize what has been discussed. At this point, the mentee may have the opportunity to correct any points they believe the mentor has misunderstood.

					Before moving on to the solution development stage, what can be done to strengthen the mentee’s belief in themselves and their self-confidence?

					What can be done to encourage the mentee to think about possible solutions or future possibilities? It is necessary to test whether these solutions are compatible with the mentee’s values and long-term goals.

					Ask the mentee to summarize the mentoring meeting. This is important to make the mentee feel responsible.

			

			
			
			
			
					Review your initial expectations.

					Consider how much you have deviated from your core principles.

					Set aside time to discuss the situation.

					Provide feedback to each other, using examples.

					If there is no progress, discuss with the program manager (if you are in a formal mentoring program) or the mentee whether to continue the relationship.

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
					What topics did we cover / what topics remain?

					What new perspectives have you gained?

					What new ideas have you gained?

					What will be different as a result of this meeting?

			

			

			
			
			
			
			
					The successes of the relationship and mutual learning should be reviewed regularly during several meetings. This way, the final review will simply be a repetition of what has already been discussed.

					Even if it has to be postponed, the termination date should be planned in advance.

					Mutual learning and openness should be acknowledged with gratitude.

					A celebration should be held, and the nature of the celebration should be decided together.

					Set aside time for “sad” situations if necessary. Starting from the second or third meeting, you can begin discussing the termination to make it easier for the mentee to accept the situation.

					You can discuss with the mentee what or who will replace the mentor in their development and career.

					If appropriate, the mentor and mentee can agree to continue meeting informally, even if not frequently.

					You can think about how the mentee might become a mentor in the future.

			

			
			
			
			
			
			
			

			
					What was your thought process at the time?

					Was the decision you made clear enough?

					How did your decision influence subsequent developments?

					With whom did you discuss your decisions?

					What else could you have done regarding your decision?

					Did you consider where the decision you made at that moment would lead you in the future?

			

			
			
					Were you satisfied with the results?

					Looking back, is there another choice you think would have been better than what you did?

					When and how did you start thinking that the choice you made was a good/bad/average decision?

			

			
			
			
					Patterns: For example, do they make decisions impulsively and without preparation?

					Learning lessons: What did they learn from past experiences, and do they plan to use this in the future?

					Now ask them to think about the future. What are the likely career choices/options they may face in the future? What investments can they make now in this direction?

			

			
			
			
			
					When criticizing logic: Can you help me understand? This approach may encourage the other person to think through their own logic and see flaws they may not have noticed before.

					When criticizing behavior: Could you clarify what you are trying to achieve? This way, you avoid being judgmental.

					When criticizing assumptions: Can I learn what factors you took into account? What were your assumptions? This way, you can prevent the other person from thinking that their intelligence is being questioned.

					When criticizing perceptions: Can you explain the context in which you are interested in this topic? This way, you avoid criticizing the other person’s judgments.

					When criticizing values: What personal/organizational values did you refer to in this matter? What is important to you in this case?

			

			
			
					This point is a bit confusing to me.

					This statement doesn’t sit well with me

					My instincts tell me this is wrong

			

			
			
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
					The meaning of change and resistance

					Awareness and change

					The concept of “here” and “now”

					The experience cycle

					Working on unfinished business

					Using the self as a tool for change

			

			
			
			
			
			
					Awareness brings about change.

					The goal of the coach or mentor is to help the coachee or mentee become aware of their own processes (how they function).

					This heightened sense of awareness clarifies issues such as what is needed and what options are available, and enables more effective decision-making and action.

					Increased awareness fosters a sense of personal ownership and responsibility.

					Our developing and dominant needs organize our field of perception.

					We perceive everything as a whole and feel the need to overcome problems.

					We feel the need to give meaning to our perceptions and experiences.

					The learning process occurs through questioning the experiences gained with the concepts of “here” and “now.”

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
					What kind of change are we experiencing? What is changing?
When a team is open to change, and there is sincerity and clear intent, change happens together and quickly.

					What is the most challenging aspect of the change process for me?
Creating awareness, basically open agreement on development.

					During this process, which behaviors of my team members and employees do I perceive as resistance?
At times, the failure of mental change to translate into behavior.

					What factors lead me to perceive these behaviors as resistance?
Old habits and the fear of “this is how I’ve always done it.”

					What potential threats might they perceive that are causing them to resist?
A belief that their current success, achieved in the current way, is better than the principle of “a bird in the hand is worth two in the bush,” leading them to be somewhat resistant to change.

					If I were to receive this resistance as feedback, what could I learn to review and change my efforts toward change? 
What is the resistance I am showing telling me?

					What values or goals might this resistance be serving?
Attitudes and the thought that staying the same is safer.

			

			
			
			

			
					Stepping outside the dialogue to review how it developed

					Noting important points and ideas, minimizing the need to take notes during the flow of the dialogue. (It may be necessary to take breaks from time to time to take notes and summarize.)

					Reviewing both parties’ understanding of the topic

					Creates boundaries between different stages of the dialogue.

					Provides an opportunity to see what has not been said or discussed.

					Provides an idea of how the learning process can be improved in subsequent stages of the dialogue.

					It reinforces the mentee’s belief that what they say is being taken into consideration.

			

			
			
			
			
			
			
			
					At the beginning of the mentoring session, after the mentee has explained what they hope to gain from the session.

					When the mentoring dialogue lasts longer than 15 minutes without interruption and it is an appropriate time to take a break

					When the mentee begins to struggle to express their thoughts and cannot reach a conclusion on conflicting issues

					When the mentor does not understand the topic brought up by the mentee or what the mentee wants to say

					When the mentee unconsciously begins to contradict themselves

					When there is a need to clarify options and identify pros and cons

			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
					Would it be useful to summarize what we know and don›t know about the topic at this point?

					What have we learned so far?

					Please allow me to confirm what I have heard...

					What topics do you think we have agreed on?

					So you’re saying that...

					Should we make a list of the options available to us

			

			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
					You are responsible for the process, not the content of the feedback. Your role is to help the mentee understand the content and use it in their development plans.

					Help develop the model and concept.

					Examine the impact (what colleagues think/feel) and intentions (desired outcomes) together.

					Review the report in depth (details) and breadth (divergent opinions). Differences identified based on ratings may be worth exploring. However, do not place undue emphasis on exceptional comments or ratings.

					Be aware that feedback can sometimes hurt the mentee at first. Explain that this is normal and allow them to control these instinctive feelings. You can shorten the cycle of objection-anger-withdrawal-acceptance by asking questions such as, “If you accepted that your colleagues’ feedback is for your own good, how would that make you feel?”

					Work together to determine which issues and areas of change they want to focus on.

					Conclude the dialogue with a summary covering the following headings—to be written by the mentee with your support:	What did the mentee learn?
	How do they plan to use what they’ve learned?
	How will they incorporate what they learned into their personal development plan?
	What topics will they seek help from their colleagues on?
	What areas will they ask you for help with?



			

			
			
					Discuss with them what questions to ask and whom to ask when seeking feedback.

					You can act as a facilitator for them to ask for feedback, so that the feedback will first reach you.

			

			
			
			
			
			

			
					Is the mentee ready for this?

					Do this in a quiet environment free from distractions, and set aside enough time to discuss the topic in depth.

					Prepare the mentee before giving critical feedback.

					Give the mentee enough time to think after the feedback.

					Allow the mentee time to process any feelings of anger or shock that may arise from the feedback – empathize with them.

					Gradually shift the educational dialogue away from emotions and help the mentee see the difference between their perception of reality and how it is perceived by others.

			

			
			
			
			
					Mentoring and counseling/therapy. Transitioning into the role of an amateur psychologist or strictly avoiding emotional topics are extreme examples encountered in practice. The following situations indicate that the therapy stage has been reached:	If it is sufficiently clear that the mentee needs the help of a professional
	Irrational behaviors have become persistent
	The mentee has been experiencing depression or acute stress disorder for an extended period
	You are concerned about the mentee’s overall mental health



			

			
			

			
					Mentoring and sponsorship. You are not responsible for doing anything on behalf of the mentee. The following situations define this boundary:	If they want you to act as their lawyer (e.g., against their manager or promotion committee)
	If they want you to cover up a mistake
	They want you to make decisions on their behalf



					Mentoring and department management. The following situations may put you in conflict with the department manager:	Revoking instructions given by the manager to the mentee
	Interfering with the mentee’s work
	Getting involved in the manager’s work in any way



					Being overly empathetic. When your mentee brings up issues that affect your emotions, it will be easier to see things from your own perspective rather than from theirs. The following questions may be helpful:	Who am I asking this question for?
	How can I help them find the right answer for themselves?



			

			
			
					If you feel you are getting too involved in the issue

					If you feel you lack professional expertise

					You have started to get too caught up in the minor details of the mentor’s professional role

					You are having difficulty letting go of the topic

					If you feel that you should not proceed with the meeting

			

			
			
			

			
					Awareness of emotions (personal awareness)

					Managing emotions (emotional regulation)

					Self-motivation (using emotions to achieve a goal)

					Understanding others› emotions (empathy)

					Relationship management (social competence)

			

			
			
			
					What emotion did you feel during the event?

					Looking back, what other emotions did you feel during the event?

					What emotion are you feeling now?

					Where do you feel this emotion? (Most people who answer this question can describe a physical location for their strong emotions.)

					How do you feel about yourself? (What do you like/dislike about yourself, what do you respect/value?)

					What do you feel about the other people involved in the incident? (What do you like, dislike, respect, or value about them?)

					How does the thing that causes you to feel this way repeat itself?

					What happens right before you feel this emotion?

					How can you learn to listen to and identify your emotions?

					... what do you feel?

			

			
			
			
			
					Do you think the way you feel your emotions is appropriate? Does feeling this way help you?

					How do you think you should feel?

					How could you control your emotions?

					How would you use your emotions to achieve your professional goals?

					When and how would you show others how you feel? 

			

			
			
			
			
					What can give you energy to achieve this goal?

					How can you be honest with yourself about your motivations?

					How will you feel when you achieve this goal?

					What causes you to procrastinate?

					What will achieving this goal give you in the next step?

					How aligned is this with your values?

					What are the things that motivate you in different situations?

					How would you find hope by using your creative intelligence in a task you would normally be reluctant to do?

					To what extent does your lack of interest in this goal stem from a lack of confidence?

			

			
			
			
					What should you say or do to get someone to act the way you want them to?

					When and to what extent should you care about what others think or feel about you?

					Do you get the same response from other people in similar situations?

					Do you believe that what people say reflects their true thoughts?

					Can you understand why someone feels unhappy about something?

					How would you feel if you were in their shoes?

					If you were to determine the mood of your team, what would your forecast be for today?

					How would an increase in your emotional awareness affect your team’s motivation?

					How responsible do you feel for other people’s emotions?

			

			
			
			
					How do you want them to feel?

					How do you manage the disconnect between what you think and what you feel?

					How do you manage to be unique?

					What is your strategy for motivating people?

					What is your overall strategy for influencing people?

					How do you improve the quality of your relationships?

					What strategy do you follow when being influenced by others?

					How do you manage to listen more than you speak?

					How do you increase the variety of emotional responses you show in different situations?

			

			
			
			
			
			
			
			
			
			

			
					By making it part of the agreement/expectations

					By sharing a funny situation that happened to them to put the mentee at ease

					By drawing attention to the relatively easier/lighter side of complex situations

					By trying to highlight the inappropriate/absurd/incongruous aspects of a particular situation

					By creating visual designs that incorporate humorous elements into situations that the mentee finds worrying or frightening

					Allowing the mentee to reveal their inner child by helping them understand their own motivations

			

			
			
			
					Being able to detach oneself from the emotions evoked by the moment and consider which alternative emotion would be more useful at that moment;

					Drawing attention to the illogical and absurd aspects of a particular issue in a non-judgmental manner – enabling the mentee to develop awareness without feeling embarrassed or threatened;

					Gradually increasing the mentee’s capacity for humor by repeatedly showing them the illogical/inconsistent aspects of different situations and using metaphors;

					Using the Socratic method to enable the mentee to use their own beliefs and assumptions to draw logical conclusions.

			

			
			
			
			
			
			
					Try to use few but relevant anecdotes

					Before sharing an anecdote, consider the following:	How will it help the mentee?
	Is this the right time to tell it?
	Would it be more effective to share it later in the conversation?
	Would it be more beneficial to ask the mentee to relate the topic to their own experience?
	If you had heard this anecdote instead of the quote, how would you have reacted?
	Where does the anecdote fit in your understanding of the topic?
	Which aspects of the anecdote would you emphasize to make it more useful?



					Keep it short and relevant to the topic.

					Try to understand from the listener’s perspective

			

			
			
					There may be three main reasons for using stories and anecdotes:
To create new perspectives for the mentee or help them refresh their thinking

					To enable the mentee to compare their own situation with that of others

					To show that the mentor empathizes with the mentee’s issues.

			

			
			
			
			
					Context – The situation or environment in which the event takes place

					Characters – The main character is usually someone we can relate to or care about.

					Plot – The sequence of related events (usually involving a conflict or struggle centered around the main character)

					Lesson to be learned

					Mood shift – Emotional tone may change at different stages of the plot, so the choice of style, tone of voice, and imagery becomes important. 

			

			
			
			
			
			
			
			
			
			
			
			
					It establishes parallels between the person and the situation, creating a new context.

					Addresses the individual’s unique situation, particularly on an emotional level.

					Captivates the person’s imagination using a powerful style and imagery.

					It includes clear transitions and moments that require decision-making.

					It highlights the impact of choices.
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					Ensuring that the mentee receives effective mentoring

					Facilitating the mentee’s system and all stakeholders to benefit more effectively from the mentoring process

					Contributing to the personal and professional development of the supervisee

					Supporting the mentee in internalizing their goals and acting in a more appropriate manner

					Ensuring that the mentee is aware of their responsibilities

					To increase the effectiveness of mentoring practices

					To assist in professional development

			

			
			
					The mentee’s interests come first.

					Supervision is not a luxury, but a necessity; it is a shared responsibility.

					Supervision is against discriminatory practices.

					Supervision encourages accountability, competence, and strength in practice.

					Supervision is grounded in an understanding of how adults learn.

			

			
			
			
					Which of my emotions are being triggered?

					Where in my body do I feel these emotions?

					What responses from my body make me realize that these emotions are being triggered?

					At which stages do I struggle with empathetic listening?

					(In my career, my managerial skills, my personal and professional life, my priorities and preferences, and generally about myself) what am I noticing?

			

			

			
			
			
			
					What did you see/hear/feel?

					Even if you put yourself in your mentee’s shoes and act and speak like them...

					What are the reasons behind the choices you made?

					What else could you have done differently?

					What is the nature of the relationship? If it were a dance, what would it resemble? What other metaphors would be appropriate?

					If you were stranded on a deserted island with this mentee, what would happen?

					Where else have you felt this way?

					Who does it remind you of?

			

			
			

			
			
			
			
			
				
					
					
				
				
					
							
							
						
							
							
							
							
							
							
							
							
						
					

				
			

			
			

			
			
			
			
			
			
			
			
			
			
			
					Who are you as a mentor?

					What motivates you to become a mentor?

			

			
			
			
			
			
			
			
			
			
			

			
			
			
			
				
					
				
				
					
							
							
						
					

					
							
							
							
							
							
							
							
						
					

				
			

			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			

			
			
			
			
			
			
			
			
			
			
				
					[image: kalıp, desen, düzen, kare, simetri, bakışım, piksel içeren bir resim

Yapay zeka tarafından oluşturulan içerik yanlış olabilir.]
				

			

			

			
			
			
			
			
			
			
				
					[image: kalıp, desen, düzen, kare, simetri, bakışım, sanat içeren bir resim

Yapay zeka tarafından oluşturulan içerik yanlış olabilir.]
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