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1. What is mentoring? 
 

Mentoring is a learning and development process that allows the mentee to discuss 
career development needs with a more experienced and senior mentor. The 
arrangement should benefit both: the mentee will hopefully learn and develop 

through discussing issues and reflective thinking, benefiting from the mentor’s 
knowledge, whilst the mentor will have a facilitating experience that increases their 

own personal and/or professional development. To achieve this mutual benefit, both 
parties should take responsibility for the arrangement throughout.  

 
There are no set rules to a mentoring relationship; it is a flexible arrangement between 
the mentee and the mentor, determined by the individuals involved. In this respect, 

mentoring differs from other learning and development initiatives such as job 
shadowing and coaching. Here are some key differences between mentoring and 

coaching: 
 
 

 Mentoring 

 

Coaching 

P
e

o
p

le
 

More senior person paired with more 
junior person (usually from within the 

same or similar industries) with the aim 

of supporting the latter and providing 
guidance, knowledge and a 

sounding board. 

Independent and formally qualified/ 
accredited coaching practitioner 

commissioned by an individual with 
the aim of addressing specific 

development objectives. 
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 A relatively flexible and at times 

informal arrangement negotiated by 

both parties, and in this case, 
managed by the mentee. Sessions 

can take place anywhere, within any 
time frame. 

A formal professional relationship with 
a series of contracted sessions within a 

given programme of work. Sessions 
last 2 hours & are usually every 2 - 3 

weeks. 
 

 

 

2. Benefits of mentoring 
 

Mentee benefits 

• Personal development 

• Faster career progression and opportunities to explore alternative routes 

• Increased self-confidence and self-esteem 

• Increased capability 

• An opportunity to develop skills through self-directed learning 

• Access to a supportive environment to test ideas 

• Access to the mentor’s knowledge, skills and experience 

• Opportunities to develop networks 

 

Mentor benefits 

• Personal/career development 

• The mentee may often lead the mentor to insights of their own 

• Personal satisfaction 

• Opportunities to improve networks  



3. Roles and Skills  
 
Mentee role 

• Set the schedule of meetings 

• Decide the topics of conversation they wish to cover 

• Evaluate the arrangement and provide feedback to Future of Greater Manchester  

 

Mentor role  

• Support the mentee 

• Challenge the mentee’s assumptions 

• Help set development goals and objectives 

• Encourage the mentee to reflect on their experiences and prompt self-directed 

learning 
 

Skills and qualities of a good mentor  

• Truly interested in being a mentor 

• Encourages, cares about and respect others  

• Trusts others and is trustworthy 

• Has appropriate professional knowledge and skills  

• Willingness to commit their time  

• Friendly and approachable  

• Listens actively and effectively – asks open and appropriate questions, maintains 

good eye contact, acts as a sounding board  

• Reflects back feelings and opinions to show listening/understanding  

• Makes suggestions without being prescriptive  

• Gives constructive and positive feedback – focuses on the behaviour and not the 

person, explores alternatives and ideas for the future 

 
Behaviours that will help mentees gain the most 

This process is about you, so there really no such thing as a ‘good mentee’; however, 

a few things that will help the relationship benefit you include:  

• Be persistent in setting up meetings! Try to schedule a few at a time, get to know 

your mentor’s scheduler or PA if they have one, and don’t give up if both of you 

are busy 

• Seek common ground (even hobbies/travel), so conversations flow more freely 

• Be as open about your career or work-related concerns as possible, within the 

confidentiality parameters you set – this should be a safe space for you to work 
through issues 

• Be clear about where you feel you may have gaps; examples will help your mentor 

understand where you may have confidence- or knowledge-related concerns 

 

4. The arrangement or “mentoring contract” 
 

Content of the mentoring meetings 

The content of meetings should be negotiated between the mentor and the mentee, 
but the following guidelines may act as a useful framework:  

  
The mentor and mentee should prepare for the first meeting, so that it includes:  

• Discussion about what the mentee is looking to get out of the relationship 

• Agreement on future ways of working (discussion, shadowing, site visits…) 

• Location of meetings  

• Frequency of meeting – schedule some! 

• Length of meetings  

• Structure of meeting 



Both parties should be ready to discuss ground rules and boundaries, including 
confidentiality on both sides and any limits to the role (e.g. types of issues to be 

discussed, communication outside of meetings). The mentor needs to be honest 
about the amount of time they are able to commit. 
  

Subsequent meetings may include:  

• Reflection on the Leaders programme and progress within it 

• Reflection on professional progress  

• Identification and exploration of problems  

• Identification and exploration of development needs  

• Suggestions for training opportunities and professional qualifications  

• Identification of information needed and ways of acquiring it  

• Introduction to the mentor’s organisation and overview of their structure/ strategy/ 

portfolio – this could include site visits or attendance at key meetings 

• Discussion around policy and delivery issues 

• Feedback on any short tasks/written work that the mentor has set for the mentee 

• Sharing of informal knowledge e.g. roles of various players in the market 

• Action planning 

 
Most mentoring relationships develop from basic info in response to specific questions 

to more in-depth discussion of wider issues. However, each relationship is specific to 
those involved. Some may prefer a conversational style while others prefer structure 

and agendas. Likewise, location can vary including site visits, you may want or need 
to hold some sessions online or by phone. 
   

Timing and frequency of mentoring meetings  

It is the responsibility of the mentee to organise meetings. We recommend a minimum 

of four one-hour meetings during the programme, although expect the timing and 

regularity of meetings will vary. You should aim to meet every six weeks or so. 
 

Duration of the mentoring relationship 

The relationship is expected to run for the duration of the course, providing consistent 
support to candidates through and immediately following the programme. Should you 

agree to continue outside the programme, that’s up to you.  
 

Using different psychometrics 

We use DISC for Future Leaders and SDI for Leaders Plus; mentors may have used one 
of these or Myers Briggs, Insights etc. There are parallels in some cases but each 

measures different things. If you want a conversation related to the psychometric, you 
might try “framework” questions, e.g.   
• What has the assessment you did taught you about how you regularly show up as a leader, 

i.e. the values and behaviours we ALWAYS get every time you are in the room? 

• What do you experience & perceive from your manager – i.e. how do they “turn up” as 

leaders?   

  

This could then be expanded into another framework question around “stretch”. 
• What has this assessment highlighted to you re. your areas for development as a leader? 

• What feedback would you want to give your manager – i.e. what might they consider as a 

“growth” area for them, from your experience of that person?  

 

Quality assurance 

While the mentoring relationship is independent, the Future of GM team is available to 

either party at any time for questions or concerns. As part of assuring quality, the team 
will check in with mentors and mentees during the programme to ensure meetings are 
happening and candidates are getting value from the relationship.  

 
 



Your Mentoring Contract - OPTIONAL 
 
Based on input from Leaders mentors and feedback from other mentoring 
programmes, we’ve adapted this ‘contract’ for use by each mentor-mentee pair. As 

noted in the Mentoring Guidance, the mentee is responsible for setting goals and 
managing meeting times/ duration/ agendas. That being said, this agreement may 

help set parameters as you get started, and can be used as a benchmark as you 
move through the process: 

 
MENTEE:        MENTOR:        

 

Broad purpose and mentee’s goals  

 

 

 

 

 

 

 

Confidentiality (should any third parties be informed about issues, goals, mentoring? If 

so, what can be discussed?) 

 

 

 

 

 

 

 

Meetings (frequency, duration, location, time of day) 

 

 

 

 

 

 

 

Contact outside of meetings, if any (phone/email, frequency) 

 

 

 

 

 

 

 

Evaluation of mentee/mentor relationship, as well as mentee progress (face to 

face/telephone/written evaluation?) 

 

 
 

 
 

 


