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1. Executive summary

This paper presents a research
on the training needs of men-
tors in the partners’ countries
(ES, FR, IT, LV, UK), investigat-
ing Mentors’ skills and compe-
tences.

The data gathered has been
analysed with a comparative
perspective. The survey allows
the partnership to lay the basis
for WP3 — Survey on Training
Tools and Learning Schemes
and to formulate recommenda-
tions on future training actions.
This document provides some
framework information focusing
on:

The partners:

A. the process followed
to analyse the men -
torsOtraining needs

The field of investigation in

each country was settled during

the kick off meeting in Bologna
and all the partners issued a

report on the Vocational Educa-

tion and Training (VET) system
in the participating countries.
Then a questionnaire was de-

signed, following a collaborative

approach, to survey the men-
tors’ training needs. This step
was followed by
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the development of a scoping exercise in each
partner country to identify the projects to be in-
volved. Then all partners completed up to 30
questionnaires per partner and an initial analysis
of the results was conducted by each partner.

B. an analysis of the responses received
from the mentors that have beenin -
volved in the 5 partner countries (ES,
FR, IT, LV, UK)

After the analysis of the VET report, we noticed
that all the partners reported on difficulties in
identifying mentoring programmes in the VET
field : the main reason in all the countries involved
in this survey may be the lack of formal mentoring
programmes.

Regarding the profile of the mentors, 40% of the
mentors involved were ltalian, followed by 20% of
French, 18% of Spanish and 16% of British. It is
noteworthy that 58% of the mentors involved

are female mentors . 60% of the mentors sur -
veyed are aged 20 to 40 (35% from 20 to 30
years old).

As for the mentoring programmes, 36% are vo -
cational training mentoring programme s & in-
tegration in a new job/new company while 14%
reported to follow an academic assistance
mentoring programme. 50% of those which re -
ported on Oother contextO are part of school
based programmes , social/community pro-
grammes or e-mail mentoring programmes.

37% of the mentors surveyed reported to have
started mentoring from a learning/training expe -
rience and 35% mentors reported to have been
engaged in formal mentoring from 1 to 3 years.

84% of the mentors surveyed declared to con-
sider their level of knowledge about mentoring in
general sufficient (54%) or very high (30%). 85%
of the mentors surveyed declared to feel well
prepared (48%) or ok prepared (37%) to be en-
gaged in an effective new mentoring relationship.

54% of the mentors surveyed declared to have
received some kind of training concerning men-
toring and 46% declared to have received NO
TRAINING AT ALL . From those who receiving
training:

« Regarding the materials used: 33% of mentors
enquired indicated that they used Documents
specifically prepared for the training while 26%
reported to use on line campus techniques,
23% Materials found on the Internet and sev-
eral materials for group dynamics and 18%
have used Handbooks on mentoring.

« Regarding the type of learning: 70% of the
mentors reported to be following traditional
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teaching and 30% following BOTH traditional
teaching and elLearning; i.e. blended learning.

« Regarding learning methods: one third of men-
tors felt the most effective method of learning
about mentoring is via own experience, fol-
lowed by formal training and exchanges with
other mentors.

« As for self-learning: mentors gave the highest
ratings of practicing self-reflection and self-
learning to “talking with other mentors”.

+ Regarding the creation of an e-mail based
MAITRE user-group: 73% of mentors replied
positively; and there appears to be a feeling
that the user-group could be a good tool.

59% of the mentors enquired were not receiving
any training at all covering their needs at the
moment of being surveyed.

Key findings regarding the features of men -
tor @ on-going training:

The most common feature followed in ongoing
training for the mentors questioned is Using inter-
personal relational competences or social skills
with mentees. That is, mentors must be able to
effectively interact socially with their mentees.

The other most prominent aspects featured in the
mentors’ ongoing training were Obtaining infor-
mation on the mentee’s goals and Generating a
positive, trustworthy atmosphere, as seeking to
achieve what the mentee wants from mentoring
and to be able to generate trust in order to estab-
lish rapport is vital in getting the mentee to “open-
ing up”. This should be one of the key aims of any
mentoring programme.

Indeed, from examining the results it can be sug-
gested that the factors which were most promi-
nent in ongoing training are all directly related to
emotional intelligence skills  for supporting and
developing the mentor — mentee relationship and
achieving the mentoring goals.

Key findings regarding the features of men -
tors training needs:

Considering that all the areas were ticked at least
once by the mentors surveyed, we can state that
mentors are willing to receive diverse information
and further training on mentoring.

Supporting the mentee so that he/she can gener-
ate information management skills was the item
most frequently selected by mentors as being an
aspect they would like to receive further training
on. This further highlights the importance of this
aspect in relation to mentoring, that is, mentors
need to know where they and their mentees can



access information to address their needs to
know and understand certain things.

The next most frequently selected itemsre -
lated to Helping the mentee to generate planning
and self-management skills; Using interpersonal
relational competences or social skills with men-
tees and Generating a positive, trustworthy at-
mosphere. Again, supporting and developing the
mentor — mentee relationship and particularly, the
mentee’s skills appear to be the areas mentors
are particularly interested in receiving as part of
ongoing training.

It is noteworthy that competencies related to both
emotional intelligence and action planning

and goal setting were the most frequently se -
lected by mentors .

The comments included in the open “other” item
were mainly focused on “the channels” for devel-
oping the mentors’ profile, such as:

« exchanges at all levels (with training centres,
families of mentees...etc);

« training actions to better interact (with families,
teachers, mentees...etc);

« tools of different nature to support the men-
toring process.

About this document

The MAITRE project, funded within the frame-
work of the Leonardo da Vinci Programme, aims
to raise the quality of mentoring programmes by
improving their training schemes, techniques and
materials that will allow mentors, for the first time,
to progress towards an enhancement of the pro-
file.

The specific results to be achieve during the life-
span of the project MAITRE address mentors
and, in general terms, organisations delivering, or
who intend to deliver, mentoring programmes,
such as training organisations and schools, firms,
SMEs and voluntary organisations.

This paper, “Report on mentors’ training needs”,
being part of WP2 - Survey on Mentors’ training
needs- presents a research on the training needs
of mentors in the Partners’ countries, investigat-
ing on Mentors’ skills and competences.

The data gathered will be compared in this
document underlining similarities and different
approaches. The survey will allow the Partnership
to lay the basis for WP3 — Survey on Training
Tools and Learning Schemes and to promote
recommendations on future training actions.

This document intends to give some framework
information providing:
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« the process followed to analyse the mentors’
training needs;

« an analysis of the responses received from the
mentors that have been involved in the 5 part-
ner countries (ES, FR, IT, LV, UK).

in section 2

you will f ind a summary of the methodology r eviewing the
field of in vestigation, the VET reports and the questionnaire
designed to find out the mentorsO taining needs;

in section 3
you will find the process followed to involve the mentors in t
different par tner countries;

in section 4
you will r ead about t he mentoring programmes involved in t
different countries;

in section 5
you will find the main finding fr om the analysis of all the qug
stionnaires;

in section 6
you will f ind the Conclusions of the analysis.

2. Methodology

The methodology adopted to research the train-
ing needs of mentors in the Partners’ countries,
investigating on Mentors’ skills and competences
has consisted in a 3-step exercise:

I.  identification of the field of investigation in
each country (that was settled during the
kick off meeting in Bologna) and issue of re-
port on the Vocational Education and Train-
ing (VET) system in the participating coun-
tries (ES, FR, IT, LV, UK; see point i of this
section);

Il. issue of a questionnaire, to survey the men-
tors’ training needs, that was integrated by
all partners in EN. All the partners were re-
quested to translate it to their languages so
as to carry out the field research. This step
was followed by the development of a scop-
ing exercise in each partner country to iden-
tify the projects to be involved;

lll.  completion of up to 30 questionnaires each
partner and initial analysis of the results car-
ried out by each partner.

The UNIVERSE considered is formed by indi-
viduals of both sexes which do carry out men-
toring activities in the partner countries (ES, FR,
IT, LV & UK). Considering the obvious difficulties
we found in estimating the total universe of men-
tors in the participating countries, after the kick off
meeting in Bologna, the universe was reduced to



the main areas of interest for each partner coun-
try:

I.  Scienter Espana (ES), CRCI Bretagne (FR),
IAL Toscana (IT) and Middlesex University
(UK) focused on one-to-one face-to-face
mentoring programmes in apprenticeship
(school and work) and vocational training
courses (with stage). Mentee’s age is be-
tween 15 and 20 years old (25 years old in
France).

II.  Mentoring USA ltalia focused on mentoring
activities involving the world of University
and business.

Ill. 1CD Riga (LV) developed research to map
the mentoring activities in Latvia (Latvia’s
role in the project is slightly different due to
the fact that they were not involved in the
CAMEDO project) and then focused on the
two main areas of interest of the project, ap-
prenticeship and vocational training courses.

Regarding the SAMPLE, due to the special fea-
tures reported above and taking in consideration
the main aim of this report, that is, research on
the training needs of mentors in the Partners’
countries and investigating mentors’ skills and
competences, we have used a sampling method-
ology called “Judgement sampling ”, particularly,
purposive sampling, in which each sample does
not have a known probability of being selected;
that is, partners have selected those mentors
providing interesting information for the survey
according to the process followed in each coun-
try, which is detailed in section 3, and the cycle
detailed above. By using this sampling methodol-
ogy, we have obtained a strategic representation
of the universe considered, not due to the size
but to the information provided.

As for the SIZE OF THE SAMPLE, we have had
a total of 152 questionnaires filled in, distributed
as follows:

PARTNER N. OF QUESTIONNAIRES

IAL Toscana (IT)

Mentoring USA-Italia (IT)
ICDL-Middlesex U niversity
(UK)

30 g uestionnaires
30 q uestionnaires

30 g uestionnaires

CRCI Bretagne (FR) 30 q uestionnaires

ICD Riga (LV) 14 questionnaires

Scienter Espa—a (ES) 25 g uestionnaires

TOTAL 152 questionnaires

Please note that even though the partners sent
most of the questionnaires initially agreed, the
SPSS system used did not process all of them
due to technical reasons for which we could not
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process 7 of the questionnaires that were sent by
the partners.

Regarding the SAMPLING ERROR, it is impor-
tant to state that we have not intended to obtain a
representation of the mentors, but a representa-
tion of their current needs and expectations.

The criteria followed to elaborate this report is:

« Overall analysis , the different contexts of ref-
erence will be considered to carry out the
analysis proposed in this survey;

» Analysis of relevant data , this report will
mainly focus on the representative and relevant
information, trying to avoid confusing data;

« Compared analysis , this report will focus on
the contrast between the different national reali-
ties (ES, FR, IT, LV, UK) involved and mentoring
programmes surveyed;

» Executive summary , the report will include a
summary that will identify the key ideas and re-
sults;

« Conclusions , the approach will be that of pro-
viding the necessary key data that will lay the
basis for WP3 — Survey on Training Tools and
Learning Schemes.

Report on VET in the participating countries

During the kick off meeting in Bologna, it was de-
cided to request an initial paper to the participat-
ing countries describing their vocational educa-
tion and training (VET) system.

This was used to update the work carried out in
the frame of the CAMEO project by checking the
initiatives that were identified and updating and
enriching information on the mentoring pro-
grammes that had already been contacted.

The UNESCO Convention (Paris, 10 November
1989) described Vocational Education and Train-
ing (VET) as:

‘all forms and levels of the educational process
involving, in addition to general knowledge, the
study of technologies and related sciences, the
acquisition of practical skills, know-how, afttitudes
and understanding relating to occupations in the
various sectors of economic and social life.’

This general definition of VET is implemented in
the participating countries in different ways:

In Spain, the VET supply is provided by 3 differ-
ent separated means not forming an integrated
system (1.- VET provided in educational settings,
Formacion Profesional Reglada provided by the
national ministry; 2.- Occupational Vocational
Training — FPO, responsibility of the Regional
Authorities and 3.- Lifelong Vocational Training



Formacién Profesional Ocupacional recently
managed at 50% basis by the national authorities
and the regions). Currently, the qualifications ob-
tained by any of these means are not recognised
by the other two even though the integration
process has started.

In France , the VET system is a combination of a
variety of vocational and training sub-systems
(traditionally grouped into two main separate sys-
tems: Initial vocational education and training sys-
tem -IVET- and Continuing vocational training
system —CVT-). The distinction is the result of a
long traditional separation between the two
spheres: education and production. Providing a
bridge between the two systems was one of the
main objectives of the reforms launched during
the last decade. The development of alternating
vocational training, and involving firms and local
authorities in the system, were the main elements
of this reform.

In Italy, the vocational training system is made up
of two segments: Vocational education, supplied
within the educational system (the State educa-
tion system provides vocationally-oriented
courses in its istituti professionali - State voca-
tional schools) and Vocational training, under the
responsibility of the Regional Authorities. The
VET supply includes: 1.- Pre-Service Vocational
Training targeted to young people after the com-
pletion of the common general education; 2.-
Higher Vocational Training (“Level II” or post-
secondary training) and 3.- Continuing Training.
Like in Spain, the training supply has been up-
dated to integrate the education system and the
initial and continuing vocational training system.
Last but not least, with Legislative Decree No.
276/2003, the apprenticeship is regulated by a
new regulatory framework leading the reform of
both the labour market and vocational education
and training.

In Latvia , the VET system is school-based but
with relatively strong practice orientation, al-
though an apprenticeship system only exists in
the crafts sector and at a small scale. The VET
system has a rather small dimension at secon-
dary level compared to (is Latvia part of the EU?
If so, it should say ‘other EU member states’) EU
Member States and most accession countries
since only less than 1/3 of basic education
graduates continue the vocational stream and 2/3
go on to secondary general education.

In the UK, the Learning and Skills Council co-
ordinates the planning and funding of all aca-
demic and vocational post-16 further education
and training outside higher education (which is
funded via the Higher Education Funding Council
for England — HEFCE). The key features of the
VET system include:
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« a network of Sector Skills Councils, where in-
dustry defines and plans for the skills it needs
(in the process of being set up at the moment);

« occupational standards set by industry and
which lead to qualifications based on the as-
sessment of what individuals can do as well as
what they know;

« vocational education and training programmes
starting at school for 14 year olds and with links
to university study from foundation (2 year) to
postgraduate degrees;

« six levels of qualifications which span all the
different education and training routes (the Na-
tional Qualifications Framework) in a coherent
national framework;

« over 500 autonomous colleges and many more
private education and training providers which
work closely with community organisations and
local businesses.

Whilst there are great differences existing in the
VET systems of the participating countries, there
is a common element to be highlight: all the part-
ners have reported their difficulties in identifying
mentoring programmes in the VET field. The main
reason is not the lack in mentoring programmes
in the VET sector but rather the lack of formal
mentoring programmes. Many of those working in
the VET field will be in a mentoring role with a
younger worker regardless of whether this rela-
tionship is defined as ‘mentoring’ or not.

Questionnaire

The questionnaire has been the result of an ex-
change of ideas between all partners. Scienter
Espana circulated a first version at the end of De-
cember that was integrated with the feedback
from all partners by the end of February 2005.

It was divided in the following sections:

« Background information: the Leonardo pro-
gramme and the maitre project;

« Profile of the respondent (gender, nationality,
age, job role, organisation, postal address
-permanent home- and email address);

« Part I: basic information about the mentoring
programmes (name, aims and context) and pro-
file of the mentees. The mentors were also re-
quested to provide information about their pre-
vious experiences with mentoring;

« Part Il: appraisal of your level of knowledge re-
garding mentoring, including a closed set of op-
tions to click to indicate the mentor’s percep-
tions about their knowledge of mentoring;

« Part lll: learning about mentoring, including a
set of questions enquiring about the training on
mentoring received (learning materials and type
of learning) and a closed set of options for men-
tors to rate the way they had learnt about men-



toring (regarding both the process and the con-
tent of the learning);

« Part IV: self-learning on mentoring, asking
mentors if they practiced self-learning and self-
reflection on their mentoring relationship and if
so, through which means (reading mentoring
literature, attending mentoring seminars, using
the Internet to be updated, being part of virtual
communities, talking with other mentors...etc);

« Part V: education and training needs asking
mentors if they had followed any ongoing train-
ing on mentoring covering their needs and set-
ting a closed list (with an open question at the
end) of areas they could tick focusing on both
ongoing training and areas in which they would
like to receive further training to improve your
mentoring role.

The questionnaire intended to comprise all the
areas affecting the mentors’ training to obtain as
much information as possible so as to survey the

mentors’ training needs and lay the basis for WP3

— Survey on Training Tools and Learning
Schemes.

All the partners reported on the process followed
to involve the mentors. Here below we have
summarised the main hints of the process fol-
lowed in each country:

United Kingdom

A total of 10 projects were involved in the re-
search. Altogether 30 questionnaires were re-
turned by the deadline of the 6 May 2005. The
number of mentors completing questionnaires
from each project was:

Social inclusion projects

Admovere: 2 mentors

E2E: 2 mentors

RAMP: 5 mentors

E-mentoring projects

Health E-mentoring at Bristol University: 4 men-
tors

LCEBA Islington: 3 mentors

LCEBA Wandsworth: 2 mentors
College/University

Middlesex University: 4 mentors

Sir George Monoux College ‘study buddy’: 4
mentors

Sir George Monoux College telementoring: 2
mentors

Wolverhampton University: 2 mentors

An initial paper was written describing the voca-
tional education and training system in England.
This was used to identify potential case study

mentoring projects alongside an investigation of
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the National Mentoring Network database of men-
toring projects. An initial scoping exercise indi-
cated that there were few projects that were in-
volved in mentoring within the apprenticeship sys-
tem. The criteria for the selection of projects
were:

Location — ideally in the London region (to reduce
travel costs and to save time — see below);
Project aims which included a vocational element
(linked to vocational courses or work-related
learning or careers education or career aspira-
tions);

Balance of projects to include some further edu-
cation college projects (focus for VET in Eng-
land);

Balance to include some e-mentoring projects
(UK leading on this for the MAITRE partnership).

An opportunistic sample was used. Projects were
either initially e-mailed or telephoned to gauge
their interest and willingness to participate in the
project. Time restrictions in terms of the timetable
of receiving back and producing information from
the questionnaires led to the projects used being
mainly based within the London area. Some
trawling of network databases on mentoring pro-
jects (e.g. National Mentoring Network website
www.nmn.org.uk) was also fruitful in obtaining
details about mentoring projects outside of the
London area. From this database, details on the
Sutton College scheme were obtained. Whilst this
project was ultimately not used, the contact at
Sutton College led to another project being found
and contacted, the Wolverhampton University
PGCE Mentoring project.

A balance of face-to-face and e-mentoring pro-
jects was sought. Ultimately however, there were
more face-face programs used than e-mentoring.
The six face-to-face programs are:

Admovere

E2E

Middlesex University

RAMP

Sir George Monoux College ‘study buddy’ and
Wolverhampton University.

There was one telementoring project at Sir
George Monoux. The 3 e-mentoring programs
were the two LCEBA programs and the Health E-
mentoring Project at Bristol University.

Italy

IAL Toscana

The mentoring Projects mapped out were either
initially e-mailed or telephoned to find out their
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interest and willingness to participate in the pro-
ject.

Some of the mentoring experts already involved
in CAMEO were contacted again to check their
interest and they were informed about the new
programmes in which they were involved. The
following method was used to have the question-
naires filled in:

the programme coordinators contacted either
recommended to send the questionnaire to them
so that they could collect the replies or gave us
names of mentors so that we could contact;

in some cases, we sent the questionnaire by e-
mail, but only to let the Mentors know about the
subject of the interviews. Thus, all the question-
naires were filled up after face-to-face interviews.

Mentoring USA-Italia

The Mentors who had carried out Mentoring ac-
tivities in the schools in various cities in Italy on
behalf of Mentoring USA/Italia — Onlus were con-
tacted by telephone.

They were asked if they were interested in com-
pleting a questionnaire for a European project.
After having received their approval, an explana-
tory letter was posted with the questionnaire,
along with a postage stamp for sending back the
completed questionnaire.

The University Mentors came from the Faculties
of three Italian cities:

1 Facolta di Scienze dellEducazione (Faculty
of Education Sciences) — University of Sal-
erno (Campania Region);

2 Facolta di Scienze del’Educazione (Faculty
of Education Sciences) - University of
Cassino (Lazio Region);

3 Facolta di Psicologia 1 (Faculty of Psychol-
ogy) - University “La Sapienza” di Roma
(Lazio).

The Mentors worked in a one — to- one relation-
ship with students mainly from High School.

A commitment of two hours a week in the after-
noons was requested in the relative schools. The
students involved in the programme were chosen
by the teachers in the schools on the basis of the
following characteristics:

« learning difficulties;

« lack of motivation to study;

« lack of job opportunities.

Mentoring USA-Italia contacted ten Mentors com-
ing from the labour market: two teachers; a police
officer; two dentists; an industrial chemist, a jour-
nalist; a lawyer; a jobs councillor and an educa-
tional systems expert.

The ten Mentors worked mainly with High School
students who had learning difficulties; the aim
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was to encourage them to continue studying and
to orientate them towards the professional world.

The cities involved were: Vobarno (Lombardia),
Salerno (Campania) and Melilli (Sicilia).

Some of the questionnaires were sent by post,
and others were sent and completed on-line.

France

CRCI BRETAGNE used the following method to
have the questionnaires filled in:

Training centres for apprentices, schools from
higher education, companies gave us names of
mentors we could contact.

For part of the questionnaires (18, the question-
naires in the craft industry and in the lowest levels
of qualification) we chose to interview people on
the phone. Considering the characteristics of the
questionnaires, in particular the way the ques-
tions are written (sometimes with an approach a
bit too «intellectual» for some of the mentors who
react from their experience in the field), it seemed
more adequate to us to talk directly to them, so
that we could ask the questions using their words,
their “language”.

We found an other interest in this method: by dis-
cussing with them, we had the possibility to let
them talk about their approach, their difficulties,
their vision of what could be improved.

This method takes quite a long time (sometimes
the mentors are not available, and you must
phone them several times before getting in touch
with them), but this is a good way to get answers,
and all questionnaires are filled in.

For 12 of the questionnaires, at mentors’ request,
we sent the questionnaire by e-mail, then we
phoned and sent e-mails several times to receive
the questionnaire back.

In the interviews carried out, there is a difference
between mentors/apprenticeship supervisors in
low levels of qualification (CAP, BEP, Bac pro -
Secondary school vocational diploma), and jobs
traditionally taught in apprenticeship, mentors in
bigger companies, with levels of qualification from
Bac pro (Secondary school vocational diploma) to
engineers.

We find the first category of mentors in: hotel and
catering business, la bakery patisserie, caterers,
hairdressing, plumbing, masonry:

14 interviews (9 men and 5 women), average age
of mentors 46 years old. Alimost all of them are
head of their company. In this frame they are ap-
prenticeship supervisors (whose main objective is
to pass their know-how while following up the
youngster along his/her professional training).
For the other interviews:

12 interviews (10 men and 2 women), average
age of mentors 44 years old. People interviewed
are more mentors than apprenticeship supervi-
sors. Youngsters are most of the time attending a



training in higher education (BTS - Advanced vo-
cational diploma, 3- or 4-year studies, Master,
engineer), and their objective is to get a diploma
close to the needs of companies.

Spain

An initial paper was written describing the voca-
tional education and training (VET) system in
Spain. This was used to update the work carried
out in the frame of the CAMEO project by check-
ing the initiatives that were identified and update
and enrich the list of mentoring programmes that
had already been contacted.

An initial mapping exercise pointed out that there
were few projects that were involved in mentoring
within the apprenticeship system. Moreover,
some of the programmes contacted reported that
they carried out mentoring approached in an in-
formal way and declared they were not willing to
be involved in the survey.

The criteria for the selection of projects were:

Location — Spain (mentoring initiatives in Spain
are not so many and we could not limit our re-
search to save time and/or resources);

Project aims which included a vocational element,
that is, linked to vocational courses, work-related
learning or careers education;

Balance to include some projects with a social
aim.

The mentoring Projects mapped out were either
initially e-mailed or telephoned to find out their
interest and willingness to participate in the pro-
ject.

Some of the mentoring experts already involved
in CAMEO (the help of Dr. Andres Valverde,
which was formerly involved in the SIMUS project
at the University of Seville, was particularly help-
ful) were contacted again to check their interest
and they informed about the new programmes in
which they were involved. This enriched signifi-
cantly the Spanish networking exercise that was
necessary to update the mapping exercise and
carry out successfully the survey in Spain. A Total
of 25 questionnaires were filled by the deadline
settled.

Latvia

The first challenge faced in executing WP2 was
identifying potential interviewees. There has been
no previous research on the extent of mentoring
in Latvia, and, as a result, no database or list of
mentoring institutions and individuals. We even-
tually identified a group of suitable interviewees
through two sources:
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« the Latvian Employment Agency
« personal contacts.

The Latvian Employment Agency has been run-
ning a small mentoring initiative that aims to give
young, unemployed people work experience in a
given enterprise. The young person concerned is
taken under the wing of an experienced em-
ployee and ‘taught the ropes’. The main attraction
to the enterprise appears to be the free labour (as
all salary costs are borne by the employment
agency), although it also provides a potential pool
of labour. The enterprises were based both in the
Latvian capital city of Riga, and in provincial
towns. They were typically small enterprises such
as shoe-repair shops, bars-restaurants, hair-
dressing salons and building contractors. How-
ever, the Employment Agency could only give us
the names of a few enterprises involved in men-
toring.

Thus in order to identify more mentors to ques-
tion, we also made personal enquiries. However,
this only produced two more sources — a Latvian
Bank (Krajbanka) and an NGO that promotes the
mentoring of young businesswomen (Lidere). As
a result, we were only able to gather a total of 14
questionnaires. This reflects the low level of men-
toring activity currently going on in Latvia.

Interviews were made both in person, and over
the phone. It rapidly became clear that a number
of respondents had difficulties answering the
questions as they had had no training in men-
toring whatsoever. Many believed that they had
simply been teaching specific professional skills
(e.g. cutting hair) and that no explicit mentoring
had been involved. This also meant that a num-
ber of respondents simply could not answer ques-
tions about what kind of mentoring skills they
should develop, because they saw this as irrele-
vant — the most important thing were the profes-
sional skills.

Respondents were also not particularly helpful in
the questionnaire process. For example, we had
hoped to get 4-5 ‘mentors’ from the VP Market
supermarket chains ‘Training Centre’ which has
been quite active in the mentoring of new staff.
However, the Director of the ‘“Training Centre’ in-
sisted that she would be the only one to fill-out a
questionnaire, claiming that, in any case, all the
other mentors would give the same answers.
There was similarly unhelpful attitude across the
board.



The following table does contain a synthesis of the process followed in the different partner countries to
involve the mentors in the survey:

Partners Process followed . of q uestionnaires

IAL Toscana (IT)

Mentoring USA-Italia
(Im

ICDL-Middlesex U niver-
sity (UK)

CRCI Bretagne (FR)

ICD Riga (LV)

Scienter Espa—a (ES)

Some of the mentoring experts and projects already involved in CAMEO
were contacted again to check their interest and they informed about the
new programmes they were involved in.

The programme coordinators contacted either recommended to send the
questionnaire to them so that they could collect the replies or gave us
names of mentors so that we could contact. In some cases, the question-
naire was e-mailed, but all the interviews were filled up face-to-face.

The Mentors who had carried out Mentoring activities in the schoolsand

university students in various cities in Italy on behalf of Mentoring USA/

Italia - Onlus were contacted by telephone asked if they were interested in

completing a questionnaire. Then an explanatory letter was posted with the

guestionnaire and the stamp for sending back the completed questionnaire.

For those who come from businessesand industry, ten Mentors were found: 30 g uestionnaires in IT
two teachers, a police officer, two dentists, an industrial chemist, a journal- and translated into EN
ist, a lawyer, a jobs councillor and an educational systems expert.

The Mentors worked mainly with High School students who had learning

difficulties. The aim of the two groups of Mentors was to encourage Men-

tees to continue studying and to orientate them towards the professional

world.

An initial paper was written describing the VET system in England. This was

used to identify potential case study mentoring projects alongside an inves-

tigation of the National Mentoring Network database of mentoring projects.

The criteria for the selection of projects were:

Location Pideally in the London region; 30 q uestionnaires in EN
Project aims which included a vocational element;

Balance of projects to include some further education college projects;
Balance to include some e-mentoring projects.

Projects were either initially e-mailed or telephoned to gauge their interest.
Training centres for apprentices, schools from higher education and compa-
nies provided the names of mentors. 18 questionnaires were carried out by
phone. 12 of the questionnaires were sent by e-mail, then the mentors
were phoned and sent e-mails several times to receive the questionnaire
back.

The first challenge faced in executing WP1was identifying potential inter-
viewees. There has been no previous research on the extent of mentoring
in Latvia, and, as a result, no database or list of mentoring institutions and 14 questionnaires trans-
individuals. We eventually identified a group of suitable interviewees lated into EN

through two sources: the Latvian Employment Agency and personal con-

tacts.

The work carried out in the frame of the CAMEOproject was updated

though the elaboration of a VETreport in Spain. An initial mapping exercise

pointed out that there were few projects that were involved in mentoring

within the apprenticeship system. The criteria for the selection of projects

were:

Location B Spain; 25 g uestionnaires in ES
Project aims which included a vocational element, that is, linked to voca-  translated into EN
tional courses, work-related learning or careers education;

Balance to include some projects with a social aim.

Some of the mentoring experts already involved in CAMEOwere contacted

again to check their interest. The mentoring Projects mapped out were ei-

ther initially e-mailed or telephoned.

30 q uestionnaires in IT
and translated into EN

30 q uestionnaires in FR
translated into EN

MAITRE - Mentoring: trAlning maTerials and Resources 9



United Kingdom

A balance of face-to-face and e-mentoring pro-
jects was sought. Ultimately however, there were
more face-face programs used than e-
mentoring. The six face-to-face programs are:

Admovere

E2E

Middlesex University

RAMP

Sir George Monoux College ‘study buddy’ and
Wolverhampton University.

There was one telementoring project at Sir
George Monoux. The 3 e-mentoring programs
were the two LCEBA programs and the Health
E-mentoring Project at Bristol University.

Italy
IAL Toscana

A total of 29 of organizations were contacted,
filling up 43 questionnaires. The typology of or-
ganizations and mentors involved can be classi-
fied as follows:

“Tutor aziendale” (in-company tutor)
Particular projects with a mentoring profile

“Tutor of apprentices”

Organizations that have some of services of the
“Centri per I'lmpiego”: including customised serv-
ices for disadvantaged groups of population.

Work services

Services to help creating social enterprises
Services for disadvantaged groups of population
Voluntaries

Study groups
Follow-up of young students at the first year of
University

Mentoring USA-Italia

Mentoring USA/Italia makes use of university
students since the University Reform Berlinguer
that foresees for students attending the second
two-year period a number of 400 hours spent in
training during the second two academic years.
The 400 hours are distributed among internal
activities of the Faculty (ie. seminars, groups
training activities) and external activities: stu-
dents have the possibility of doing the training in
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public and private organisations (associations,
cooperative societies, public and public bodies,
etc.). In particular, the two courses more inter-
ested in mentoring are that regarding the Pro-
fessional Educationist and that referred to Expert
in formative process.

Mentoring USA/ Italia has stipulated agreements
with a number of Italian universities with the aim
to involve students in mentoring activities. In this
way students have a double reason of participat-
ing in mentoring: on the one hand they gain uni-
versity credits, on the other they help a young-
ster (mentee) in his/ her growth.

University Mentors come from

« Facolta di Scienze dellEducazione (Faculty of
Education Sciences) - Universita degli Studi di
Salerno (Campania Region);

« Facolta di Scienze dell’Educazione (Faculty of
Education Sciences) - Universita degli Studi di
Cassino (Lazio Region);

« Facolta di Psicologia 1 (Faculty of Psychology)
- Universita “La Sapienza” di Roma (Lazio
Region).

The training activity performed by students of the
Faculty of Education Sciences in the framework
of the Mentoring USA/ Italia programme, in par-
ticular those from the University of Cassino, is
structured into two phases:

- the mentoring activities, that foresees a period
of initial training related to the meaning of the
programme as well as to the mentor’s tasks
and responsibilities; one-year, one-to-one rela-
tionship with the mentee;

« group research activity on models related to
school dropping out and failure.

As for the students from the Faculty of Education
Sciences at the University of Salerno they follow
the same structure but instead of carrying out
research activities they accomplish some work
inside Mentoring USA/ Italia‘s office, namely:

« assistance to the secretary;

« assistance to the training activities;

« preparation of the for schools;

« monthly supervision.

Such training represents a concrete way to ap-
proach the labour market, but it means also, for
university students, to guide mentees among the
different professions: we are referring in particu-
lar to those student mentors whose mentees be-
long to the last year of the secondary school and
to the high school.

The training activities foresees the presence of a
University internal tutor and of an external tutor.

Ten Mentors come from the world of work: a
teacher; a police officer; two dentists; an indus-
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trial chemist, a journalist; a lawyer; a jobs
councillor; an educational systems expert.

The ten Mentors worked mainly with High
School students who had learning difficulties ;
the aim was to encourage them to continue
studying and to orientate them towards the pro-
fessional world.

The cities involved were: Vobarno (Lombardia
Region), Salerno (Campania Region) and Melilli
(Sicily Region).

France

As for France, the following VET sectors were
involved:

the diploma pre-
pared was CAP - Vocational training certificate
BEP - Degree of vocational studies
Vocational training certificate
BEP - Degree of vocational studies
CAP, Vocational training certificate BEP
- Degree of vocational studies
CAP, Vocational training certificate
BEP - Degree of vocational studies
CAP, Vocational training certificate
BEP - Degree of vocational studies
CAP, Vocational training cer-
tificate BEP - Degree of vocational studies Bac
pro - Secondary school vocational diploma
CAP, Vocational training certificate
BEP - Degree of vocational studies
DUT,two-year vocational diploma BTS
ingénieur - Advanced vocational diploma in en-
gineering
2, 3, 4 years after the bacca-
laureate
2 years after the baccalaureate
CAP, Vocational training certificate
BEP - Degree of vocational studies

Spain

A total of 5 projects were involved in the re-
search. Altogether 24 questionnaires were re-
turned by the deadline of 20 May 2005. The
mentoring programmes identified were:

AMIGO project (1)

University of Seville: students’ apprenticeship in
enterprises (1)

University Complutense de Madrid: REMUC pro-
ject: last year students mentoring University
newcomers (15)

University of Seville: SIMUS project and stu-
dents’ apprenticeship in enterprises (1)
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University Politecnica de Madrid: First year and
ERASMUS University students mentoring pro-

gramme featuring last year students mentoring
University newcomers (6)

Latvia

The Latvian Employment Agency mentoring ini-
tiative aims to give young, unemployed people
work experience in a given enterprise. The
young person concerned is taken under the wing
of an experienced employee and ‘taught the
ropes’. The main attraction to the enterprise ap-
pears to be the free labour (as all salary costs
are covered by the employment agency), al-
though it also provides a potential pool of labour.
The enterprises were based both in the Latvian
capital city of Riga, and in provincial towns. They
were typically small enterprises such as shoe-
repair shops, bars-restaurants, hairdressing sa-
lons and building contractors. However, the Em-
ployment Agency could only give us the names
of a few enterprises involved in mentoring.

A and an that

promotes the mentoring of young business-
women (Lidere).

Nationality

Table 1: nationality, number of respondents and
percentage of mentors

Nationality = Number resp. Percentage
Italian 56 40%
French 28 20%
Spanish 26 18%
British 22 16%
Turkish 1 1%
Indian 1 1%
Sierra Leonan 1 1%
Bielorussian 1 1%
Portuguese 1 1%
Croatian 1 1%

Due to the participation of 2 Italian institutions
(IAL Toscana and Mentoring USA-Italia), 40% of
the mentors involved were ltalian, followed by
20% of French, 18% of Spanish and 16% of Brit-
ish.

Turkish, Indian, Sierra Leonan, and Bielorussian
mentors were involved in the UK research. Por-
tuguese and Croatian, in the Latvian research.

11



Gender

Female
58%

Graph 2: Gender of t he mentors (percentage)

58% of the mentors involved are female men-
tors. Analysing by country, we find a majority of
females in all the countries involved (ES, IT, LV,
UK) but in France, where we only find 25% of
woman mentors. The influence of gender on
mentoring relationships has been the topic of a
number of studies (see Ragins, 1999b, for a re-
view). In some of the studies we have analysed
(i.e.: for example, article “Factors related to men-
tor reports of mentoring functions provided: gen-
der and relational characteristics” or
CareerWomen.com QuickPoll), the participation
of male mentors in mentoring programmes is
usually higher than females but it is noteworthy
to say that this may be a feature for business
mentoring (or like in France, mentoring in ap-
prenticeship) not for other mentoring pro-
grammes such as those focused on University
students or social inclusion/community pro-
grammes.

Age
Table 2: Age of the mentors (number of respon-

dents and percentage)

Age Number resp. Percentage

Less than 20 5 3%
20-30 yrs. old 53 35%
31-40 yrs. old 38 25%
41-50 yrs. old 25 16%
51-60 yrs. old 13 9%
More than 60 2 1%
Not available 16 1%

O Less than 20

9%1% 1% 3% = 20-30 yrs. old

35% 0 31-40 yrs. old

B 0 41-50 yrs. old

16% ® 51-60 yrs. old

25% O More than 60
| Not available
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Graph 3: Age of t he mentors (percentage)

60% of the mentors surveyed are aged 20 to 40
(35% from 20 to 30 years old). 16% are between
41-50 and 9% are 51-60. Therefore the majority
of mentors involved are young.

As we will see in the following sections, it is to
note that lately, there has been a great increase
in the number of peer mentoring programs in-
cluding student mentors who assist other stu-
dents while under the direction and supervision
of a teacher or counsellor. That is the case of the
University students involved by Mentoring USA-
Italia in the Universities of Salerno, la Sapienza
and Cassino or those involved by Scienter Es-
pana from the Universities of Seville of Com-
plutense de Madrid.

Contexts for the mentoring projects

Other programmes [ p

Integration in a new job/new company
Academic assistance

Vocational training programme [ ¥

Graph 4: cont exts for the mentoring pr ojects (percentage)

+ 29% reported to follow a vocational training
mentoring programme
» 7% reported to follow a mentoring programme
for the integration in a new job/new company
+ 14% said to follow and academic assistance
mentoring programme
» 50% reported to follow “other programmes”.
Taking a look to the replies of the mentors, we
find:
School based programmes (34)
e-mail mentoring programmes (4 replies)
No explanation (16)
Social/community programmes (11)
University or college (11) — see paragraph be-
low.

11 respondents that were involved in University
or College mentoring programmes (that is, aca-
demic assistance and/or vocational training)
clicked the “other” box and then explained the
programme. This would mean a variation of 7%
of the percentages reported under “others”. It is
also to note that some replies were difficult to
interpret (i.e.: 3 responding “Compulsory educa-
tion”, we understand they mean school based
programmes) or 1 responding “All contexts, ex-
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students among whom there are graduated pro-
fessionals and students - all of them ex students
of Nunziatella” or who understood that the ques-
tion was addressing the mentor’ context instead
of the context of the mentoring programmes).

As a conclusion, we can see that 36% are vo -
cational training mentoring programmes &
integration in a new job/new company while
14% reported to follow an academic assis -
tance mentoring programme. 50% of those
which reported Oother contextO are part of
School based programmes or Social/
community programmes or e-mail mentoring
programmes.

Reasons why mentors started mentoring

| [ [
“Other means” J

Community initiative f

Heard about mentoring from a friend

Learning/training experience P

0% % 0% % 20% % 30% % 40%

Graph 5: Reasons for mentors to start mentoring (per centage)

» 37% reported to have started mentoring from a
learning/training experience

» 14.5% did hear about mentoring from a friend

» 16% from a community initiative

A significant 32% reported to have known about
it from “other means” including personal and so-
cial interests, requests from the employer (in
most apprenticeship programmes) and adver-
tisement, notices, emails... etc.

Length of time in formal mentoring

For morethan6yearslL |
_ I
From 3 to 6 years I

Less than 1 year

0% 10% 20% 30% 40%

Graph 6: Length of time in f ormal mentoring
Mentors were asked for how long they had been

engaged in formal mentoring (only formal men-
toring was considered):

MAITRE - Mentoring: trAlning maTerials and Resources

« 35% reported to have been engaged from 1 to
3 years

33% less than 1 year

15% from 3 to 6 years

17% for more than 6 years
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PART 2: APPRAISAL OF MENTORSO LEVEL OF KRWL-
EDGE

The mentors were enquired about their own ap-
praisal of their knowledge of mentoring. Re-
sponses are shown in Graph 7 as follows:

Low

Sufficient P

High J

Graph 7: Self rated knowledge about ment oring

84% of the mentors surveyed declared to con-
sider their level of knowledge about mentoring in
general sufficient (54%) or very high (30%).

The mentors were asked about how prepared
they were to be engaged in an effective new
mentoring relationship:

Not well prepared?

OK preparation

=

Well prepared J

Very well prepared ‘ ‘ ‘ ‘

Graph 8: Perceptions of level of pr eparation

85% of the mentors surveyed declared to feel
well prepared (48%) or ok prepared (37%) to be
engaged in an effective new mentoring relation-
ship.

PART 3: LEARNING ABOUT MENTORIN G

Mentors were asked whether they had received
previous training on mentoring:

»
54%

Graph 9: Ment or training
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54% of the mentors surveyed declared to have
received some kind of training about mentoring
and 46% declared to have received NO TRAIN-
ING AT ALL. This result is quite balanced by
country as nearly half of the mentors who did
complete the questionnaire had received some
kind of on-going training in all the countries in-
volved.

Those mentors who replied “yes” to the previous
question were also asked to indicate the learning
materials they had used. From those who an-
swered, we obtained the following responses:

Mentoring materials

Documents specifically prepared for the training 33
on line Campus 26

Mat erials found on t he Internet and several

23
materials for gr oup dynamics
Handbooks on mentoring 18
TOTAL 100%

Table 3: Percentage of use of mentoring materials

33% of mentors enquired indicated that they
used Documents specifically prepared for the
training while 26% reported to use on line cam-
pus techniques, 23% Materials found on the
Internet and several materials for group dynam-
ics and 18% to have used Handbooks on men-
toring.

The URLS of the mentoring programmes indi-
cated by the mentors were:

www .business-stiools-together.com/ment oringservice
www .brightjour nals.com

WWW .nhet-met.it

Www .mentoringusaitalia.it

www .aristeiaonline.it

www .nunziatellamentoring.com

www .mediafora.es/pr oyectomentor

WWW .rpsrainer.org.uk

The menbors who answered OpsOd question 6 were then asked
to indicat e the type of lear ning followed. Ment ors responses can
be found in the graph below:
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elearning
0%

Traditional
teaching
70%

Graph 10: Type of Lear ning

70% reported to be following traditional teaching
and 30% following BOTH traditional teaching
and eLearning. This is blended learning. No

elLearning by itself was reported by the mentors.

From the 30% following both traditional teaching
and elLearning, analysing by country, we find the
mentors were: Spanish (64%), Italian (12%),
British (12%) and Latvian (12%).

Question 8 asked mentors to rate the way they
had learnt about mentoring:

Poor ery
Good

Learning process

From formal training on

; 5% 10% 30% 13%
mentoring
From the Internet 9% 7% 11% 5%
From Mentoring seminars 7% 6% 16% 11%
From exchanges with other 5% 11% 27% 15%
mentors
From your own experience 1% 12% 34% 17%

Table 4: Lear ning process: menirsO opinions about he way they
had lear nt

40%
35%

30% — @ Poor
25% B Medium
20%
15% 1 O Good
O Very Good

10% B
2 T
0%

Graph 11: Learning process: menborsO opinions about he way
they lear nt

Focusing on the learning process, mentors felt
the most effective method of learning about
mentoring is via own experience, formal training
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or exchanges with other mentors, with this learn-
ing process receiving the highest frequency of
‘good’ and ‘very good’ responses. Mentors also
appear to feel that attending seminars and surf-
ing the web are particularly good in helping to
learn about mentoring.

For the ‘other’ responses, some mentors sug-
gested that they try to envision themselves in the
mentee’s position or even follow psycho peda-
gogy courses as quite a good support in their
mentoring relationship. Other mentors indicated
that they consistently sought advice from the
project coordinators/project team with regards to
learning about mentoring.

Question 9 enquired about how mentors rated
the way they had learnt about mentoring regard-
ing the content of the learning.

. . er
Learning content Medium |Good y
Good
From fqrmal training on 7% 12% 28% 12%
mentoring
From the Internet 9% 7% 13% 5%
From Mentoring semi- 7% 6% 16% 9%
nars
From exchanges with
4% 12% 27% 14%
other mentors
From your own expe- 1% 1% 37% 16%

rience

Table 4: Lear ning content: mentorsO opinions about the way they
had lear nt

40%

35%
30% — — O Poor
25% -

=]
20% Medium
15% — - O Good

O Very Good

10% A I [ ] ‘
o NEriETi=
0% -

Graph 12: Learning content: mentors® opinions about he way
they lear nt

Graph 12 shows, again, that the highest fre-
quency of mentors rated own experience as the
highest “good” rating, followed by exchanges
with other mentors and formal training. Of those
mentors that had learnt about mentoring through
the internet, a relatively large frequency rated its
content as “poor”. Thus, we can deduce that the
Internet is regarded as a good way to learn pro-
vided that it provides quality contents.
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PART 4: SELFLEARNING ON MENT ORIN G

Question 10 asked mentors if they practiced self-
learning and self-reflection on their mentoring
relationship. Mentors ratings of these factors are
shown in table 5 and Graph 13:

elﬂearning

Readlng mentoring 15% 23% 26% 7%
literature

Atte.ndmg mentoring 21%
seminars

Using the Internet to
be updat ed

Being part of vir tual
communities

Talking wit h other
mentors

11% 12% 9%
19% 11% 21% 5%
26% 7% 14% 4%

5% 23% 36% 22%

Table 5: Self-Learning On Ment oring

40%
35%
30% a Poor

25% [ ] = Medium

20%
15% | 0 Geed
10% - { O Very Good
5%
0% - T T T [ ] T

Graph 13: Self-Learning On Ment oring

Graph 13 shows that mentors gave the highest
ratings of practicing self-reflection and self-
learning to “talking with other mentors”. This im-
plies that mentors feel that one of the most effec-
tive methods of learning and reflecting back on
the mentoring process is to discuss their own
and hear others’ experiences of mentoring.
Graph 9 also shows that of those mentors that
practiced self-reflection and self-learning via the
internet and being part of virtual communities, a
large number felt that the internet was a poor
method of reflecting and learning.

Question 12 enquired whether mentors would be

interested to be provided with a list of mentoring
resources:
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6% /%

O Very interested
B Fairly interested

O Not very interested
O Not interested at all

Graph 14: Ment orsO Ingrest in available ment oring resources

Graph 14 shows that there was a very positive
response by the mentors to be provided with a
list of resources. 87.5% of the mentors replied
that they were either “fairly interested” or “very
interested”.

A comment made by one of the mentors illus-
trates how such resources would be useful to
mentors. Some of the most remarkable com-
ments are:

« “it would be useful to know what other re-
sources are available — both for self reflection
and for spreading the word should other peo-
ple wish to be involved”

«+ “l am open to anything that would help to de-
velop and carry out apprenticeship “

« “l am very interested because one cannot find
much on mentoring”

» “Yes, to get more clearness on mentoring’s
concept. It is necessary to discriminate among
mentors, tutors, coaches and counsellors.”

« “| believe that all those resources can be use-
ful to me not only as a mentor but as an edu-
cator”

Although there was a positive response, some of
the mentors appeared to want more information
about what these resources were.

Indeed, one mentor who replied they were “fairly
interested” in receiving resources commented
“as long as it isn’t part of a marketing campaign
to sell me stuff!” The one mentor who replied that
they were “not interested at all” appeared to be-
lieve that the choice of what resources are given
to and used by mentors should be left up to the
project coordinator, commentating “I think you
should make the program manager aware of any
resources that are available, and let them de-

M

cide”.
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E-mail MAITRE usergroup

This question asked mentors if they would allow
their e-mail addresses to be used to set-up an e-
mail based MAITRE user-group. The majority of
mentors replied “yes”. However, the relatively
high number of “no” responses to this question
may have been due to the lack of e-mail ad-
dresses of the mentors or to the lack of explana-
tion as to what an e-mail based MAITRE user-
group is. This is illustrated by one mentor who
replied ‘yes’ commenting “but what is it though?”.
One mentor also wanted to know more about the
exact details of signing up to the user-group re-
plying “only if the emails are less that every 2
weeks”.

From those mentors who did reply positively
there appears to be a feeling that the user-group
could be a good tool, with one mentor stating “it
would depend on its use but potentially it could
be a very good idea”.

PART 5: EDUCATION AND TRAININ G NEEDS

Question 11 asked mentors if they had followed
any ongoing training:

59% of the mentors enquired were not receiving
any training at all covering their needs.

Those respondents who replied “yes” (41%) to
question 11 and so had received some kind of
on-going training were then presented with a list
of 28 items detailing different aspects that may
have been part of their on-going training and an
“other” item that let mentors put down anything
that was not on the list. Table 6 shows the num-
ber of times the items were selected, from the
most frequent to the least.

The following table presents the items and the
number of times that have been selected by the
mentors:

ITEM

Obtaining inf ormation on the menteeOs
goals

Using interpersonal r elational com petences
or social skills wit h mentees
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Generating a positiv e, trustwor thy atmos-

62 40.8%
phere
Helping the mentee to ggnerate planning 56 36.8%
and self-management skills
Supportlng the mgntee so that he/she'can 49 32.20
generate information management skills
Appr gprlately handllng y our own anxie ty, 20 13.2%
impatience, stress or tiredness
Appl ying modeling and r ole playing tech- 35 23%
niques
Self-ass.ess'ment ofhe mgntorlng experi- 20 26.3%
ences via different techniques
Planning the achievement of the proposed 16 30.3%
goals
Pla.nnlng and de veloping y our own men- 55 36.2%
toring path
Placing value on mentoring itself 50 32.9%
Facilitating change 34 22.4%
Defining and de tailing t he mentoring goals 52 34.2%
Carrying out t he mentoring process ac-
cording to a pr eviously defined schema or 36 23.7%
method
Appl ying dir ect advice techniques 36 23.7%
Organlzmg and f ollowing a specif ic men- 43 28.3%
toring methodology
Setting up .pr ocedures for coac hing and M 27%
collabor ation be tween mentors
Managing assessment 25 16.4%
Using rationalisation and debat e tech-
niques to Ocowinced he mentee of the 41 27%
usefulness of certain rules
Managing ne twork tasks 31 20.4%
Managing inf ormation 37 24.3%
Estblishing and appl ying short-term and 16 10.5%

medium-term decision-making procedures
Managing t he preparation and application
of the key and most appealing (mo tivating) 39 25.7%
resources for the mentoring

Ongoing management of 0 wn resources

necessatry for the mentoring methodology 38 25%
being applied

Managing t he necessary information for

the mentor self-improvement and develop- 42 27.6%
ment

Using techniques of rhetoric, animation

and verbal mo tivation and im provement of 32 21.1%
the mentoring relationship

Appl ying techniques in managing motiva-

. 37 24.3%
tion

U.smg Onon-ationalisingO acceptance tech- 17 11.2%
niques

Table 6: Ar eas included in mentors on-going training

Table 6 shows all 28 of the items listed in ques-
tion 12a were selected at least once. The most
common feature in on-going training for the men-
tors questioned here is Using interpersonal rela-
tional competences or social skills with mentees.
This is obviously one of the most important as-
pects for mentoring, as if mentoring is to be suc-
cessful, mentors must be able to effectively so-
cially interact with their mentees.
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The other most prominent aspects featured in
the mentors on-going training were Obtaining
information on the mentee’s goals and Generat-
ing a positive, trustworthy atmosphere, as seek-
ing to achieve what the mentee wants from men-
toring and promoting a good feeling should be
one of the key aims of any mentoring pro-
gramme.

Indeed, from examining Table 6 it can be sug-
gested that the factors which were most promi-
nent in on-going training are all directly related to
supporting and developing the mentor — mentee
relationship and achieving the mentoring goals.

The items least featured in on-going training for
the mentors sampled were: establishing and ap-
plying short-term and medium-term decision-
making procedures and using ‘non-rationalising’
acceptance techniques. As for the last, the
meaning of this item is unclear, it may account
for the low number of mentors who selected this
item.

Table 7 shows the mentors responses to Ques-

tion 12b, which asked mentors the areas they
would like to receive more training on.

ITEM

Obtaining inf ormation on the menteeOs

39 25.7%
goals
Using .|nter;.3erso.nal relational com petences 54 35.5%
or social skills with mentees
Generating a positiv e, trustwor thy atmos- 52 34.20
phere
Helping the mentee to ggnerate planning 55 36.2%
and self-management skills
Supportlng the mgntee so that he/she.can 66 43.4%
generate information management skills
Appr Qprlately handllng y our own anxie ty, 51 33.6%
impatience, stress or tiredness
Appl ying modelling and r ole playing tech- 49 32,20
niques
Self-ass.ess.ment ofhe mgntormg experi- 54 35.5%
ences via different techniques
Planning the achievement of the proposed 20 26.3%
goals
Plgnnlng and de veloping y our own men- 50 32.9%
toring path
Placing value on mentoring itself 43 28.3%
Facilitating change 40 26.3%
Defining and de tailing t he mentoring goals 39 25.7%
Carrying out t he mentoring process ac
cording to a pr eviously defined schema or 54 35.5%
method
Appl ying dir ect advice techniques 45 29.6%
Organlzmg and f ollowing a specific men- 48 31.6%
toring methodology
Setting up -pr ocedures for coac hing and 20 26.3%
collabor ation be tween mentors
Managing assessment 36 23.7%

MAITRE - Mentoring: trAlning maTerials and Resources

Using rationalisation and debat e tech-

niques to Ocowinced he mentee of the 30 19.7%
usefulness of certain rules

Managing ne twork tasks 40 26.3%
Managing inf ormation 46 30.3%

Establishing and appl ying short-term and
medium-term decision-making procedures
Managing t he preparation and application
of the key and most appealing (mo tivating) 33 21.7%
resources for the mentoring

Ongoing management of 0 wn resources

necessaty for the mentoring methodology 29 19.1%
being applied

Managing t he necessary information for

the mentor self-improvement and develop- 29 19.1%
ment

Using techniques of rhetoric, animation

and verbal mo tivation and im provement of 33 21.7%
the mentoring relationship

Appl ying techniques in managing motiva-

40 26.3%

. 24 15.8%
tion

U'smg Onon-ationalisingO accepance tech- 25 16.4%
niques

Table 7: Areas mentors would lik e to include in t heir training

Table 7 shows that, again, all 28 items featured
in question 12b were selected at least once. This
implies that mentors want to receive diverse in-
formation and further training on mentoring.

Supporting the mentee so that he/she can gen-
erate information management skills was the
item most frequently selected by mentors as be-
ing an aspect they would like to receive further
training on. This further highlights the importance
of this aspect in relation to mentoring. Not only
was this factor the area that 32.2% of mentors
received as part of ongoing training: mentors
appear to feel that they need more training on
this aspect. This is perhaps because of this fac-
tors importance to the ultimate success of the
mentoring itself.

The next most frequently selected items related
to Helping the mentee to generate planning and
self-management skills; Using interpersonal rela-
tional competences or social skills with mentees
and Generating a positive, trustworthy atmos-
phere. Again, supporting and developing the
mentor — mentee relationship and particularly,
the mentee’s skills appear to be the areas men-
tors are particularly interested in receiving as
part of on-going training.

The least selected item was Applying techniques
in managing motivation. This item was not as low
on the list of areas included in on-going training
which shows that the current supply of training
regarding mentoring does not really fit the exist-
ing demand.
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Regarding the ‘other’ responses here below, we
have included the responses, which include both
items and comments, by country:

UK

« |, at a personal level, would want more insight
on how to get a mentee to talk, if they do not
open up and always say everything okay. You
really do not know if at all there is a real issue
or not.

France

« Organise exchange groups between mentors
and the training centre.

« To provide tools and methods in order to pro-
vide mentoring in connection with training of
the youngster, to organise meetings and ex-
changes between mentors, to promote training
programmes for apprentices and mentors.

« Generally speaking, training sessions which
would enable me to be more pertinent while |
am coaching youngsters.

« All information which could facilitate relations
between the tutor and the mentees, in order to
develop their motivation.

« | am 61 years old. For me training is not a
question any more. But it seems to me that it
would be necessary to imagine something
concerning the mentoring process, or concern-
ing the relationship to youngsters.

« To organise a day of reception for parents, ap-
prentices in the training centre with the other
mentors.

» Meetings with other tutors and training centres.

» Meeting group with other mentors and with the
training centre.

« I’'m more interested in the job itself in appren-
ticeship, than in the way to pass message,
coaching. I'm worried about results of exams,
which | think are too difficult. | consider there’re
not enough exchanges with the other mentors
and with the training centre.

Italy

« Activities for the development of mentoring it-
self.

« Training on how to interact with the youths
families.

« I'd be important to deepen the knowledge of
tools to interact with the youths families and
teachers. | should talk to parents of youths we
coach, how can we collaborate with them. It's
important to deepen as well cooperation’s
methods with schools/teachers.

Spain
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« Design of useful materials for the relation of
mentoring, tools for support.

« | would like to find a network on mentoring at
European level.

« We are actually developing new mechanisms
to support the mentee online.

« Two departments of our university are "copy-
ing" our programme so we may be doing
something good here.

Most of the comments were focused on pointing
out what they would need the most. The com-
ments were mainly focused on developing ex-
changes at all levels (with training centres, fami-
lies of mentees...etc), training to interact (with
families, teachers, mentees...etc) and tools to
support the mentoring process.

After the analysis of the VET report, we noticed
that all the partners reported their difficulties in
identifying mentoring programmes in the VET
field: the main reason for this in all the countries
involved in this survey may be because of the
lack of formal mentoring programmes.

The average profile of the mentor responding to
our questionnaire could be an Italian woman
aged from 20 to 30 years old who started men-
toring from a learning/training experience being
engaged in formal mentoring from 1 to 3 years.

A great variety of mentoring programmes have
been involved in the survey:

One third of vocational training mentoring pro-
grammes & integration in a new job/new com-
pany

14% of academic assistance mentoring pro-
gramme.

And the rest, school based programmes, social/
community programmes or e-mail mentoring
programmes.

The majority of the mentors surveyed consider
their level of knowledge about mentoring in gen-
eral sufficient or very high and feel well prepared
or ok prepared to be engaged in an effective
new mentoring relationship.

Regarding the training mentors had received,
54% of the mentors surveyed declared to have
received some kind of training about mentoring
and 46% declared to have received NO
TRAINING AT ALL.

From those receiving training:

- we find a variety of materials used: 33% of
mentors enquired indicated that they used
Documents specifically prepared for the train-
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ing while 26% reported to use on line campus
techniques, 23% Materials found on the Inter-
net and several materials for group dynamics
and 18% to have used Handbooks on men-
toring;

« as for the type of learning, the majority (70%)
of the mentors reported to be following tradi-
tional teaching and 30% following BOTH tradi-
tional teaching and eLearning. This is blended
learning; Spain is the country in which blended
learning seems to be more spread out;

« regarding learning methods: one third of men-
tors felt the most effective method of learning
about mentoring is via own experience, fol-
lowed by formal training and exchanges with
other mentors;

« as for self-learning: mentors gave the highest
ratings of practicing self-reflection and self-
learning to “talking with other mentors”;

« regarding the creation of an e-mail based
MAITRE user-group: 73% mentors replied
positively; and there appears to be a feeling
that the user-group could be a good tool;

« nearly two thirds of the mentors enquired were
not receiving any training at all covering their
needs at the moment of being surveyed.

Key findings regarding the features of mentor’s
on-going training:

The most common area followed in on-going
training for the mentors questioned is using in-
terpersonal relational competences or social
skills with mentees. That is, mentors must be
able to effectively interact socially with their men-
tees.

The other most prominent aspects featured in
the mentors’ on-going training were Obtaining
information on the mentee’s goals and Generat-
ing a positive, trustworthy atmosphere, as seek-
ing to achieve what the mentee wants from men-
toring and being able to generate trust in order to
establish rapport that will lead to the mentee
“opening up” should be one of the key aims of
any mentoring programme.

Indeed, from examining the results it can be
suggested that the factors which were most
prominent in on-going training are all directly re-
lated to emotional intelligence skills for support-
ing and developing the mentor — mentee rela-
tionship and achieving the mentoring goals.

Key findings regarding the features of mentors
training needs:

Considering that all the areas were ticked at
least once by the mentors surveyed, we can
state that mentors are willing to receive diverse
information and further training on mentoring.

MAITRE - Mentoring: trAlning maTerials and Resources

Supporting the mentee so that he/she can gen-
erate information management skills was the
item most frequently selected by mentors as be-
ing an aspect they would like to receive further
training on. This further highlights the importance
of this aspect in relation to mentoring, that is,
mentors need to know where they and their
mentees can access information to address their
needs to know and understand certain things.

The next most frequently selected items related
to Helping the mentee to generate planning and
self-management skills; Using interpersonal rela-
tional competences or social skills with mentees
and Generating a positive, trustworthy atmos-
phere. Again, supporting and developing the
mentor — mentee relationship and particularly,
the mentee’s skills appear to be the areas men-
tors are particularly interested in receiving as
part of on-going training.

It is also to note that competencies related to
both emotional intelligence and action planning
and goal setting are those items most frequently
selected by mentors.

The comments included in the open “other” item
were mainly focused on “the channels” for de-
veloping the mentors’ profile, that is:

« exchanges at all levels (with training centres,
families of mentees...etc);

« training actions to better interact (with families,
teachers, mentees...etc);

« tools of different nature to support the men-
toring process.
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After the analysis of the VET report, we noticed that all t he partners re-
por ted their dif ficulties in identifying ment oring programmes in the VET
field: the main reason for this in all the countries involved in this survey
may be because of t he lack of formal mentoring pr ogrammes.

Conclusions 1

The average pr ofile of t he mentor responding to our q uestionnaire could
be an Italian woman aged fr om 20 to 30 y ears old who st arted mentoring
from a lear ning/tr aining e xperience being engaged in f ormal mentoring
from 1to 3 years.

A great variety of mentoring programmes have been involved in the sur-
vey:

¥ One third of vocational tr aining mentoring programmes & integration in
a new job/ne w company

¥ 14% of academic assistance mentoring pr ogramme.

¥ And the rest, school based pr ogrammes, social/community pr ogrammes
or e-mail mentoring pr ogrammes.

The majority of t he mentors surveyed consider their level of knowledge
about mentoring in gener al sufficient or very high and f eel well prepared
or ok pr epared to be engaged in an ef fective new mentoring relationship.

Regarding the training mentors had r eceived, 54% of t he mentors sur-

veyed declar ed to have received some kind of tr aining about ment oring

and 46% declared to have received NO TRAINIK: AT ALL.

From those receiving training:

¥ we find a variety of materials used: 33% of ment ors enquired indicat ed
that they used Documents specifically prepared for the training while
26% r epor ted to use on line cam pus techniques, 23% Mat erials found
on the Internet and several materials for gr oup dynamics and 1 8% to
have used Handbooks on ment oring;

¥ as for the type of lear ning, the majority (70%) of t he mentors reported
to be following tr aditional t eaching and 30% f ollowing BOTH traditional
teaching and eLear ning. This is blended lear ning; Spain is the country in
which blended lear ning seems to be mor e spread out;

¥ regarding lear ning methods: one third of mentors felt the most effective
method of lear ning about ment oring is via o wn experience, followed by
formal training and e xchanges with other mentors;

¥ as for self-learning: mentors gave the highest ratings of pr acticing self-
reflection and self-lear ning to Otalking wit h other mentorsO;

¥ regarding the creation of an e-mail based MAITRE user -group: 73%
mentors replied positiv ely; and there appears to be a f eeling that the
user-group could be a good t ool;

¥ nearly two thirds of the mentors enquired were not receiving any train-
ing at all co vering their needs at the moment of being sur veyed.
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COHC|USIOI’]S 2 KEY FINDINGS REGARDING THE FEATURES OF MENTOROS ON-GOING
TRAINING:

The most common area followed in on-going tr aining f or the mentors ques-
tioned is using interpersonal relational competences or social skills with
mentees. That is, menrs must be able to effectively interact socially with
their mentees.

The other most prominent aspects featured in the mentorsO on-going taining
were Obt aining inf ormation on the menteeOs goals and Genegting a posi -
tive, trustworthy atmosphere, as seeking to achieve what the mentee wants
from mentoring and being able t o generate trust in order to establish rap-
port that will lead t o the mentee Oopening upO should be one of the key
aims of any mentoring pr ogramme.

Indeed, fr om examining the results it can be suggested that the factors
which were most prominent in on-going tr aining ar e all dir ectly related to
emotional int ellig ence skills for suppor ting and de veloping t he mentor B
mentee relationship and ac hieving the mentoring goals.

KEY FINDINGS REGARDING THE FEATURES OF MENTORS TRAINING
NEEDS:

Considering that all t he areas were ticked at least once by the mentors sur-

veyed, we can state that mentors are willing t o receive diverse information
and fur ther training on mentoring.

Supporting t he mentee so that he/she can g enerate information manag e-
ment skills w as the item most fr equently selected by mentors as being an
aspect they would lik e to receive further training on. This fur ther highlights
the impor tance of this aspect in relation to mentoring, that is, mentors need
to know wher e they and t heir mentees can access infor mation to addr ess
their needs to know and understand certain things.

The next most fr equently selected items related to Helping the mentee to
generate planning and self-manag ement skills ; Using interpersonal r ela-
tional com petences or social skills with mentees and Generating a positiv e,
trustwor thy atmosphere. Again, suppor ting and de veloping t he mentor B
mentee relationship and par ticularly, the menteeOs skills appear b be the
areas mentors are particularly interested in receiving as par t of on-going
training.

It is also to note that competencies related to bo th emotional int elligence

and action planning and goal se tting ar e those items most frequently se-
lected by mentors.
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ConCIUSionS 3 The comments included in the open OotherO iem were mainly focused on
Ohe channelsO br de veloping t he mentorsO pofile, that is:

¥ exchanges at all le vels (with training centr es, families of menteesEe tc);
¥ training actions t o better interact (wit h families, teachers, menteesEe tc);
¥ tools of dif ferent nature to support the mentoring pr ocess.

b maire

Granada, September 2005
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