
Profile of the European Mentor 

Within the framework of the 
Maitre project partners identi-
fied specific competencies un-
derpinning the mentoring proc-
ess - skills, qualities and char-
acteristics that effective men-
tors present and deliver to their 
mentees   

Thirty-one individual competen-
cies define what skills and 
knowledge mentors need to be 
capable of delivering appropri-
ately to their mentees.

Each competency has an ex-
planation of its rationale appli-
cable to the mentoring context
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MENTORING COMPE-
TENCIES

Prof. Andrew Miller & 
Peter Storey
Institute for Community 
Development and Lear-
ning, Università del 
Middlesex

COMPETENCIES ELEMENTS OF COMPETENCY RATIONALE

1. Lifelong learning • Setting up procedures for coa-
ching and collaboration between 
mentors, i.e. wishing to improve 
own mentoring skills and learn 
from other’s experiences

• Managing the necessary infor-
mation for the mentor self-impro-
vement and development.

• Stimulating the mentee to want to 
undertake learning (Lane & Ro-
binson 1992)

Mentors should be motiva-
ted and able to learning 
from reflecting on their own 
and other mentors’ expe-
riences
Mentors can learn from 
reading about mentoring in 
books, resources and the 
world wide web

2. Understanding the 
role of mentor

• Organising and following a spe-
cific mentoring methodology, i.e. 
the mentoring is based on a par-
ticular theory of change in hu-
man behaviour (Carrying out the 
mentoring process according to a 
previously defined schema or 
method)

• Ongoing management of own 
resources necessary for the men-
toring methodology being ap-
plied.

• Understanding the differences 
between the role of mentor, su-
pervisor, coach, counsellor, tutor 
and teacher 

It is important that mentors 
understand the theory upon 
which the practice of mento-
ring is based and the evi-
dence base underpinning 
the theory (could be simple 
problem-solving model)
Mentors should understand 
where they are straying out 
of the mentor role into a 
related helping relationship
Mentors need to be well 
organised to plan their men-
toring meetings so that the 
agreed methodology is fol-
lowed 

3. Understanding the 
stages of the mento-
ring relationship 

• Theoretical model of stages
• Ways of building rapport
• Knowing which stage you have 

reached
• Understanding how to end the 

relationship 
• Planning and developing your 

own mentoring path

Mentors need a mental map 
of the stages that effective 
mentoring relationships pass 
through in order to help 
progress their own relation-
ship
Mentors to need a plan to 
guide their own progress 
through the mentoring rela-
tionship
Mentors need to handle 
endings sensitively

4.  Adapting   • The ability to recognise and act 
appropriately to phases of the 
mentoring relationship and the 
differing needs a mentee may 
have (Clutterbuck 2004). 

Allows the relationship to 
evolve and maintain a level 
of high-quality mentoring.   

5. Understanding 
their own values

• Placing value on mentoring as a 
worthwhile activity 

• The self-awareness of being able 
to identify their own values and 
where they might clash with the 
mentee’s values

Mentors need to value the 
mentoring process and feel 
that it has potential for 
good, positive change
Mentors need to understand 
their own motivations for 
wanting to be a mentor (to 
separate altruistic from self-
centred motivations)
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6.Understanding diver-
sity

• Understanding issues arising 
from cultural and gender diver-
sity; and potential differences 
between their culture and those 
of their mentee. The ability to 
relay experiences from one 
setting to another (Clutterbuck 
& Ragins 2002) 

Mentors may be matched 
with mentees from a diffe-
rent ethnic group and need 
to develop inter-cultural 
sensitivity

7. Understanding bo-
undaries and confiden-
tiality

• Boundaries include the role of 
the mentor and what mentors 
should not do (e.g. in terms of 
giving advice)

• Boundaries also includes under-
standing ethical issues and child 
protection issues, e.g. inappro-
priate touching, rules re-loca-
tion of meetings and confidenti-
ality rules relating to disclosure 

Mentors need to understand 
the rules of the programme 
concerning ethical beha-
viour towards mentees given 
the potential power they 
could exercise

8. Emotional Intelligen-
ce

1. Self-awareness & self manage-
ment
Emotional self-awareness- recogni-
sing your own emotions and their 
effects.  Then appropriately han-
dling your own anxiety, impatien-
ce, stress or tiredness, i.e. self 
control
Accurate self-assessment: knowing 
their own strengths and limitations
 2. Social awareness & social skills
Empathy – understanding the 
mentee and taking an active inte-
rest in their concerns. (Using tech-
niques of rhetoric, animation and 
verbal motivation and improve-
ment of the mentoring relation-
ship; Using rationalisation and 
debate techniques to ‘convince’ 
the mentee of the usefulness of 
certain rules)

1.Mentors need to be aware 
and in control of their own 
emotions in order to help 
mentees understand the 
effects emotions can have 
on behaviour; and to stay 
non-judgemental

2.Mentors need to be able 
to empathise with their men-
tee as an important way of 
establishing rapport and 
communicating that the men-
tor is their to support them
Mentors need to be able to 
influence and help their 
mentee’s to change in order 
to achieve goals and over-
come problems
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9. Use of technology 1
(e-mentoring)

• Use of a variety of technolo-
gical functions associated with 
managing and maintaining an 
e-mentoring relationship. The 
functions can include:

• Sending/writing e-mails
• Web portals
• Keeping records of e-mails

Fundamental in enabling a 
mentor to engage in an e-
mentoring relationship. 

10. Building Rapport (Clut-
terbuck 2004)

• The ability to establish a mea-
ningful dialogue. 

Allows the mentor to have a 
set of questions they can ask 
mentees at the beginning of 
mentoring, where dialogue 
can be awkward because of 
nerves/lack of trust.   

11. Relationship manage-
ment 
(Clutterbuck 2004)

• The ability to maintain con-
tact, time keeping and issues 
between mentor and mentee.

Enables the formation of a 
formal mentoring relation-
ship, were the mentee knows 
that the mentor will keep to 
the time they have set aside 
together, and the ability to 
recognise problems between 
mentor and mentee.  

12. Action planning and 
goal setting

• Obtaining information on the 
mentee’s goals

• Defining and detailing the 
mentoring goals

• Planning the achievement of 
the proposed goals

• Establishing and applying 
short-term and medium-term 
decision-making procedures, 
i.e. small steps towards the 
goals  

• Helping the mentee to genera-
te planning and self-manage-
ment skills  

• Managing assessment

Mentors need to be able to 
help establish the goals of 
the relationship and to set 
stages on the path towards 
the goal in the form of an 
action plan
Mentors need to understand 
that only SMART goals are 
measurable

13. Problem-solving, trou-
ble-shooting, and dealing 
with blockages

• The ability to recognise pro-
blems facing the mentee and 
the relationship and to have a 
range of strategies for over-
coming these problems

•

The mentor needs to be able 
to solve such problems 
partly as a role model to 
show their mentee that pro-
blems can be often be over-
come with determination 
and by thinking them 
through



MAITRE - Mentoring: trAIning maTerials and Resources  5

MENTORING COM-
PETENCIES

Prof. Andrew Miller & 
Peter Storey
Institute for Community 
Development and 
Learning, Università 
del Middlesex

COMPETENCIES ELEMENTS OF COMPE-
TENCY

RATIONALE

14. Managing mentoring  
meetings 

• The ability to establish an 
agenda for a meeting and to 
get through the agenda in the 
agreed time often including 
review and action planning 

• The ability to use project pro-
cedures to record outcomes of 
mentoring meetings

Some programmes want to 
mentors to follow a common 
procedure to meetings so 
that they are clearly structu-
red in a standard way
Some programmes want 
mentors to keep a clear 
record of what the outcomes 
of each meeting were for 
the purposes of monitoring 
and accountability

15. Use of technology 2
(e-mentoring)

• The ability to use technology 
in a way that allows detailed, 
and expressive way. 

• Ability to use e-mail language 
(e.g. LOL – Laughing out 
load, BRB – Be right back). 

Makes the most effective use 
of the technology. Allows 
the mentoring relationship to 
achieve all that it can.

16. Story-telling
(Parkin 2004)

The ability to tell a relevant story 
from the mentors own history or 
from literature that is relevant to 
the mentees’ situation.   

Can help to illuminate a 
situation for a mentee, or 
instance helping them to see 
something from a different 
perspective or to look at a 
negative situation in a diffe-
rent light.  

17. Listening skills (can be 
seen as part of EI – esta-
blishing empathy)

• Active listening is listening and 
letting the mentee know you 
are listening

• Recording – in terms of re-
membering what has been 
said (Carter & Lewis 1994)

Mentors must be able to 
listen and hear what their 
mentee is telling them
Mentors must be able to 
listen in order to respond 
and encourage the mentee 
to talk and open up

18. Information manage-
ment

• Supporting the mentee so that 
he/she can generate informa-
tion management skills.

• Managing the preparation 
and application of the key 
and most appealing (motiva-
ting) resources for the mento-
ring.

• Managing information. 

Mentors need to know whe-
re they and their mentees 
can access information to 
address their needs to know 
and understand certain 
things

19. Non-verbal communi-
cation 

• It is arguably part of EI for 
mentors to be able to pick up 
messages about their men-
tee’s mood from NVC, and 
also to be aware of what they 
communicate from their own 
NVC

• (Using ‘non-rationalising’ 
acceptance techniques).             

NVC is an important part of 
any mentoring (or other) 
relationship
Good open NVC will help 
establish trust and rapport
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20. Questioning skills (in-
cluding review)

• The ability to understand 
different sorts of questions, 
i.e. open and closed

• The ability to phrase to en-
courage reflection, analysis, 
generalisation and applica-
tion (experiential learning 
cycle)

• The ability to phrase que-
stions that act as a catalyst to 
help the mentee think through 
issues/change and generate 
alternatives

• The ability to know when to 
use and how to phrase con-
frontation questions that chal-
lenge the mentee

Mentors need to be skilled 
in knowing when and how to 
ask the right questions to 
encourage their mentees to 
think and to talk through 
issues and options

21. Counselling • The ability to give appropria-
te advice and guidance and 
help the mentee with any 
issues or problems they have.  

•

Helps the mentee with speci-
fic personal development, 
with advice coming from a 
role model. Particularly 
important as mentee may 
not have another appropria-
te source were they can ‘off-
load’ any problems they 
have.    

22. Giving and receiving 
feedback

• Well-established ground rules 
for giving and receiving 
feedback as an interpersonal 
or social skill

Mentors have to give sensi-
tive feedback to their men-
tee on performance and 
they also must learn to listen 
to feedback from their men-
tee – if mentoring is to be a 
two-way relationship

23. Professional distancing • The ability to put some space 
between mentor and mentee 
so that neither party becomes 
too dependent. Ability to set 
and define limits of what 
mentor can help mentee with.   

Enables the relationship to 
stay in a ‘mentoring’ context 
rather than a ‘friendship’. 
This can keep the focus on 
the achievement of goals via 
mentoring. 
Professional distancing can 
also help if the relationship 
becomes focused primarily 
on counselling – Simosko 
(1991) considers the coun-
selling role too close.

24. Recognising achieve-
ment/
objectives 
attained (Megginson & 
Clutterbuck 1995)

• The ability to celebrate suc-
cess and note what achieve-
ments have been made even 
in the face of failure.  

Enables mentor and mentee 
to come closer as a result of 
their success and keeps the 
relationship in a positive 
light. 
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25. Orchestrate a good 
ending (Megginson & 
Clutterbuck 1995)

• The ability to recognise the 
end of the relationship and 
part in a mutually beneficial 
way.   

Allows both mentor and 
mentee to accept that they 
have reached the end of 
their relationship and move 
away from a mentoring 
relationship to a less formal 
one.        

26. Evaluation • The ability to evaluate the 
mentoring relationship ge-
nerally by using the tools 
provided by the project 

•

Mentors should be able to 
engage in self-evaluation 
with their mentee in order to 
move the relationship 
forward

27. Understanding careers 
in the vocational area

• Advising the mentee on ca-
reer routes and qualifications.  
Providing sources of informa-
tion. Applying direct advice 
techniques.

• Supporting via providing in-
formation advice and guidan-
ce whilst not being over-pro-
tective (Simosko 1991) 

Mentors need to be able to 
offer some information , 
advice and guidance on 
careers within their vocatio-
nal area by acting as a 
signposter – but also need 
to be aware of their limita-
tions.

28.  Advocacy skills • Acting as an advocate for the 
mentee with providers of VET 
and employers.

Mentors can help to support 
mentees in their progression 
routes into further VET or 
employment

29. Networking skills • Maintain a list of contacts who 
may be able to help your 
mentee.  Introduce the mentee 
to people who can help them 
reach their goals.  Make sure 
that the mentee’s successes 
are noticed by other people. 
Knowledge of an organisation 
helps to facilitate learning and 
helps to progress the mentee 
through the workplace (Carter 
& Lewis 1994). Business/Pro-
fessional savvy (Clutterbuck 
2001) can help to give men-
tees’ an insight into the world 
of work. 

Mentors can play an impor-
tant role in widening the 
networks of people that 
mentees can link with to aid 
their progression.
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30. Coaching skills • Giving your mentee feedback 
on how well they have per-
formed in a vocational task or 
activity.  Advise them on the 
ways in which they can im-
prove their performance

Mentors in VET may be 
more useful to their mentees 
when they understand and 
have mastered some of the 
skills that the mentee is 
trying to acquire.

31.  Instructional skills 
(Teaching and tutoring)

• Applying modelling and role 
playing techniques. Using 
teaching techniques to put 
across vocational learning to 
the mentee.  Finding and 
using appropriate resources.  
Giving them useful examples 
and asking them questions to 
move their thinking forward.

• Training the mentee in on-the-
job activities (Clutterbuck 
1985). Strong interest in deve-
loping others and a commit-
ment to own continual lear-
ning (Clutterbuck 2001)

Mentors in VET may be 
more useful to their mentees 
if they have the knowledge 
and skills related to the vo-
cational area.  They can 
directly support their men-
tee’s vocational learning.
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