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CHPCP – Central Hume Pr imary Care par tnership 
CROC – Convention on r ights of Child 
HASS – Homelessness Assistance Service Standards 
HRCCP – Hume Region Creating Connection Project 
HRHN – Hume Region Homeless Network 
IDC – Youth Affairs Interdepartmental Committee 
LLEN – Local Learning and Employment Network 
MCBI – Mentor ing and Capacity Building Initiative 
MYSPN – Mansfield Youth Service Provider  Network 
NEAAP – North East Adolescent Assistance Program 
NELLEN – North East Local Learning and Employment Network 
NYMN – National Youth Mentor ing Network 
OFY – Office for  Youth 
RYAN – Regional Youth Affairs Network 
SES -  Specialist Employment Services 
TILA – Transition to Independent L iving Allowance 
UHIT – Upper Hume Inter  agency Team 
UHPCPYP – Upper Hume Pr imary Care Par tnership Youth Platform 
VSGM & CBI – Victor ian State Government Mentor ing and Capacity 

Building Initiative 
VYMA – Victor ian Youth Mentor ing Alliance 
WYC – Wangaratta Youth Council 
YARHOO – Youth At Risk Have Other  Options 
YPDC – Young People Direct Committee 
 
B – 
BENEFITS OF BEING A MENTOR 
 
The benefits of being a mentor are various. They include: 
 
� Mentors benefit by increasing their own confidence, along with gaining a sense of genuine fulfilment 
and contribution to their Community through helping to guide a young person along their way  
 
� Mentors as volunteers experience enormous feelings of satisfaction from ‘making a difference’  and 
from gaining opportunities to reflect on their own lives, goals, aspirations and ways of working with 
others. Many mentors value the opportunity to ©give back© to the community, particularly when they have 
benefited from mentoring themselves. 
 
� By being involved in mentoring, mentors can also build new skills through training; they can meet 
new people and develop stronger networks, and can add variety to their work and life experiences. Many 
mentors say, in fact, that they also learn and benefit from their relationship with a young person.  
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Up close and personal with Dr Maslow 
 
Abraham Maslow’s (1970) theory of the hierarchy of needs is generally accepted as part of the 
foundation of the field of human resource development. The human needs that comprise the hierarchy 
are the primary motivators that if satisfied will help individuals to understand themselves and, in turn, to 
understand others. 
Maslow believed that people meet these needs in ascending order, from the most basic for survival to the 
least basic. For example, a person normally meets their physiological needs of food and water before 
they meet their needs for order and structure. 

 
 
 
 

 

 
 

Self 

Actualisation 

Self Esteem 

Belonging  

Safety  

Physiological  

The need that drives us towards the 
elusive yet compelling goal of self 
fulfilment. The need to become the 
person that we are meant to become, 
to utilise our talents and capabilities 
To know and understand ourselves 
and others more fully, and to 
contribute in positive ways to the 
world around us. 

The need for a healthy sense of 
self respect and  to feel 
respected by others.  
The need for competence and 
achievement 

The need for Community, 
for a place where we feel 
we belong. The need for 
close relationships 

The need for 
security and 
stability. The 
need for order 
and structure 

The need for basic components of existence such as food, water and sleep 

Taken from :Maslow, AH (1970) Motivation and Personality (2nd ed.) 
New York Harper and Rowe 
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Mentors and mentees should adhere to the following code of practice. 
 
� �Confidentiality is to be observed at all times, including all personal contact details. 
 
� �Professional standards of behaviour and safety are to be maintained at all times. 
 
� �Mentors and mentees are to treat each other with courtesy and respect and to be non-judgemental 
 
� �The fulfilment of all agreed commitments 
 

� � � 
 	� 
 	
 � � �� �� � � 
 	� 
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 	� 
 	
 � � �� � 				
A Code of Ethics to guide professional behaviour of program staff as well as the Reference group or 
Board can be a useful tool. The following suggestion has been adapted from the Code of Ethics, Big 
Brothers, Big Sisters Canada. 
 
Professional Obligations 
1. To regard the safety of the young people in our program as our primary professional duty. 
2. To hold ourselves personally responsible for our professional conduct. 
3. To maintain an objective, non-possessive, non-judgmental professional relationship with our 
volunteer mentors and mentees. 
4. To adhere to the confidentiality of all records, material, and knowledge concerning the persons we 
serve and to use in a responsible manner the information obtained in the course of professional 
relationships. 
5. To work cooperatively with other persons and agencies having respect for their areas of competence. 
6. To not discriminate on the basis of disability, race, colour, religion or sexual orientation. 
7. To make a commitment to assess our personal and vocational strengths and limitations, biases and 
effectiveness. 
8. We maintain the willingness and ability to recognise when it is in the best interest of those we serve to 
refer him/her to another program. 
9. To take personal responsibility for continuing our professional growth through further education, 
supervision or training regardless of level of authority. 
10. To be totally committed to providing the highest quality of care through our professional efforts and 
by utilising any other health professionals and/or services, which may assist our mentees and their 
families generally. 
 
Unprofessional Conduct 
The following behaviour is deemed to be unworthy. A staff member is considered to have breached the 
Code of Ethics if they have: 
1. Without reasonable cause, withheld a service or failed to give information about availability of a 
service, or neglected to render or complete a professional service after undertaking to do so 
2. Failed to respect the privacy and dignity of a client through divulging confidential information 
without consent, except when required by professional or legal obligations 
3. Violated the legal rights of others 
4. Treated a client with disrespect 
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5. Abused a position of authority or a professional relationship to the detriment of persons served or of 
colleagues 
6. Generally conducted themselves in a manner inconsistent with or in violation of, the statements 
contained under Professional Obligations 
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Hume Region Mentoring Communication strategy 

 
 

Target 
audience 

 
purpose 

 
Key 

messages 

 
Venues and 

vehicles 

 
Timing 

and 
sequence 

 
Implementation 

and 
accountability 

 
Group 
Coordinators 
(in line with 
Work plan – 
 Networking  
1, 2 
Resources 
2,3,4, 5 
Training 2) 
 

�To support 
groups with 
resources, 
information 
and 
networking 
� feedback of 
issue of 
concern – 
what’s 
working/ 
What isn’ t 
�ongoing 
contact 

�sharing of 
information 
�Best Practice 

�Networking 
forums 
�Newsletters 

�Bi monthly �Flyer to advertise 
� feedback evaluation 
sheets 
�Strategies devised 
and utilised to 
overcome issues of 
concern 

 
Mentors  
( in line with 
Work plan –  
Training 1 
Resources 3 

�Training 
opportunities 
�Activities 
coming up 

�Best practice 
�Accreditation 
options 

�organised 
training 
forums 
�newsletter 

�quarterly for 
newsletter 
� training as 
needed or 
requested 

�Mentor newsletter 
� fliers 
� through contact with 
Coordinators of 
groups 

Community 
Service 
groups 
 

� information 
dissemination 
and possible 
funding 
�support 
partnerships  

�Benefits of 
partnerships 
�  benefits to 
Youth and the 
Community  

�Presentations 
to Local 
Service 
Groups 

�Ongoing �Presentations 
developed and 
utilised by 
Coordinator 
� information fliers 
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Communication needs to be open and non judgemental 
Cross sectoral 
Communication by email, phone meetings and newsletter 
Inter agency communication and supports – sharing of knowledge and resources 
Training, information and support forums 
Privacy and confidentiality information 
Summary of program policies, procedures and guidelines 
Cooperation 
Negotiation 
Positive attitude 
 
Communication between mentoring programs is encouraged to promote self support mechanisms for 
each group ensuring that there are resources, information and supports in place for this communication 
to be beneficial to all involved. 
 
Established mentoring groups mentoring newer groups in the initial period 
Regional mentoring forums on a regular basis to ensure information, resources and peer experience is 
shared 
Best practice models available to mentors for adaptation to their particular situation 
Regional education workshops for all aspects of mentoring 
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In almost all circumstances what is talked about will be held privately between your Mentor and 
yourself, and shared only when you request that it is shared with another. 
There are exceptions. For example, when something is brought up that indicates there is a possibility or 
reality that someone is being hurt, Mentors may be obliged to take appropriate action.  
This hurt could be something one person is doing to another or something a person is doing to 
themselves.  
Mentors are obliged to report certain information relating to criminal or illegal activities. 
Mentors will discuss aspects of their work with their Coordinator.  
The purpose of the discussion is to ensure that the Mentor is providing you with a service that meets 
professional standards and guidelines. 
Your information belongs to you and is always available for your review. It is your choice how much 
you share or withhold from your Mentor.  
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The Dusseldorp Skills Forum (DSF) seeks to achieve changes needed to enable all Australians to reach 
their potential through the acquisition of skills and knowledge. In particular, the Forum seeks to benefit 
the community by stimulating innovation and educational developments through the provision, 
recognition and advancement of productive skills in the Australian workforce. DSF is an independent, 
not for profit body which funds its own work. 
www.dsf.org.au  
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The Department of Planning and Community Development (DPCD) has been established to closely link 
planning with community development to build active, confident, and inclusive communities. Grants 
and funding site 
www.dvc.vic.gov.au  

� 
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Whether you are working in an existing program or about to establish a mentoring program it is useful to 
conceptualise the components of effective mentoring as falling into a continual cycle of planning, 
design, implementation/operations and review. The concept of continuous improvement is integral to the 
goal of effective practice. 
 
The four steps in the cycle are outlined in the next section and it is suggested you work through each of 
these in sequence to develop or review your program. Each step includes essential questions to think 
about and respond to as a guide to practice. The steps and outcomes from each are: 

 
STEP STEP STEP STEP 

Planning 1 Design 2 Implementation 
/Operations 3 

Review 4 

- demonstrated need 
for program 
- strategic plan/road 
map 
- evidence of viability/ 
sustainability 

- governance model 
- program 
documentation 
- management systems 

- recruitment of 
mentors and mentees 
- screening 
- training 
- matching 
- building relationships 
and networks 
- supporting and 
supervising 
participants 
- acknowledging 
contributions 
- managing closure of 
the relationships 

- capture program data 
- examine impact 
- program, individual, 
community 
- identify program 
improvements 
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·  Have clear expectation of what your stake holders want evaluated 
·  Consider any local factors that might influence the evaluation, how it is undertaken and who 

might undertake the responsibility for evaluation 
·  Determine what people will be involved in the evaluation 
·  Decide on the appropriate time points for data collection 
·  Decide who, when and where data collection will be carried out 
·  Decide on the most appropriate methods for each group of participants 
·  Obtained informed and written consent if required 
·  Determine a safe location to store data 
·  Decide who will be responsible for collating the information and preparing the summary report 
·  Determine what and when you need to send documents to funding bodies 
·  Make sure that all stakeholders are aware that the program is being evaluated, the purpose of the 

evaluation and how it is intended to be used 
 

 

 
 
 
 � � �� 
 	� 
 � � � � �� �
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 � � � � �� � 				
 
Effective mentoring involves the mentor and/or mentee: 
� �discussing the mentoring agreement and completing the agreement together 
� �agreeing to the method, frequency and response time for communication 
� �fulfilling commitments or providing adequate notice of changes 
� �contacting the Alumni Office with any concerns or discomfort 
� �listening with empathy, being objective and non-judgemental 
� �sharing experiences and learning from both successes and failures 
� �developing a professional relationship by being honest and respectful 
� �observing confidentiality and professional standards of behaviour and safety 
 
Manages the relationship 
Encourages 
Nurtures 
Teaches 
Offers mutual respect 
Responds to the Mentees needs 
Clutterbuck, David(1985) Institute of personal management BugbrookeUK 
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·  They see themselves as friends rather than teachers or parents, and define their role as supporting 
the young person in a variety of ways 

·  They are active listeners 
·  They make a commitment to being consistent and dependable, to maintain a steady presence in 

the young person’s life 
·  They understand the relationship may seem fairly one sided, they may feel that they are doing all 

the work , and they take responsibility for keeping the relationship alive for example – early in 
the relationship young people often test adults to determine whether they will actually stick 
around. Successful mentors regularly initiate contact and insure that meetings are scheduled, 
rather than waiting to hear from the young person 

·  They involve the young person in deciding how the pair will spend their time together. While the 
young people are often reticent about expressing what they want to do, successful mentors take 
time to learn about the young person’s interests and provide them with options for how to spend 
their time, rather than planning everything without input form the young person. 

·  They pay attention to the young person’s need for fun. Having fun together is a key part of 
building relationships and it also provides young people with valuable opportunities that are 
otherwise often unavailable to them. 

·  They seek and utilise the help and advice of program staff.  Successful mentors recognise that 
they don’ t have all the answers and they value the support and guidance that program staff can 
provide 
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      Mentoring is a structured and trusting relationship that brings young people together with caring 
individuals who offer guidance, support and encouragement aimed at developing the competence and 
character of the mentee.  
 
  
F 
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FRRR/ANZ Seeds of Renewal Program  

  

Working Together to Build Stronger Communities 

The Seeds of Renewal is a small grants program providing funding to small, rural not-for-profit 
organisations for projects and activities to aid the growth of their community. 
Independently administered by the Foundation for Rural and Regional Renewal (FRRR) and proudly 
supported by ANZ, the program aims to assist small rural and regional communities working towards a 
more sustainable future. 
What can be funded? 
·         Communities that have a population of 15,000 people or less 
·         Projects with a charitable purpose  

� � listening with empathy, being objective and 
non-judgemental 
�sharing experiences and learning from both 
successes and failures 
 
� � � developing a professional relationship 
     by being honest and respectful 
 
� � � � � observing confidentiality and 
              professional standards of  
                 behaviour and safety 
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·         Grants will be made in amounts up to $10,000 
·         Applications from not-for-profit organisations with an ABN; and 
·         Priority will be given to applications renewal and sustainability within drought affected 
communities in an EC (Exceptional Circumstances) declared region 
Preference will be given to applications that contr ibute to the development of communities in one 
or  more of the following ways: 
·         Creating community well-being 
·         Supporting volunteer initiatives at a local community level 
·         Diversifies local economies 
How to Apply 
Applications must be postmarked by the 14 May 2008. Applications can be submitted to FRRR by post 
only. 
Grant seeker enquiries can be made on free call 1800 170 020 or email info@frrr.org.au  
 
 

 � � � 	� � 
 
 � 	� � 	� 
 � � � � �� � 	
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� � � � � 	� � � � � � � �� � � � � 	� � � � � � � �� � � � � 	� � � � � � � �� � � � � 	� � � � � � � � 				
 

·  MAKING MENTORING MATTER HUME REGION PROJECT –  
Contact person:  Sue Watts 
57 622880/ 0458 221855 
swatts@nesay.com.au  

 
·  VICTORIAN YOUTH MENTORING ALLIANCE – 

www.youthmentoringvic.org.au  
 
 
 � � � � � � � � 	� � � �� � 	� � 
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 � � � � �� � 	� � � � � � �� � � � � � � � 	� � � �� � 	� � 
 	� �� � � 	� 
 � � � � �� � 	� � � � � � �� � � � � � � � 	� � � �� � 	� � 
 	� �� � � 	� 
 � � � � �� � 	� � � � � � � 								
For more information, or to obtain application forms to be a mentee or a mentor, please contact Linda 
Cusworth on 5795 0001.  
Email:   linda.cusworth@strathbogie.vic.gov.au 

        � � � � 	� � � � � �� 
 	� 
 � � � � �� � 	� � �� � �� � 
 �� � � � 	� � � � � �� 
 	� 
 � � � � �� � 	� � �� � �� � 
 �� � � � 	� � � � � �� 
 	� 
 � � � � �� � 	� � �� � �� � 
 �� � � � 	� � � � � �� 
 	� 
 � � � � �� � 	� � �� � �� � 
 � 				
 
A wealth of information exists on good practice mentoring both from Australian and international 
practitioners and researchers. Whether developing a new policy or developing or reviewing a mentoring 
program, it is useful to understand the principles underpinning effective mentoring practice. Current 
thinking and practice indicates that mentoring good practice principles include: 
 
1. The needs, interests and empowerment of young people being at the centre of thinking in the 
planning, development, implementation and evaluation of the program; 
 
2. The input of key stakeholders, especially young people, into the design of the program; 
 
3. Establishing, developing and nurturing a relationship between the mentor and mentee where the 
mentor is an equal rather than a teacher; 
 
4. Approaches which are holistic in nature, recognising that there are many layers, relationships and 
influences in a young person’s life, mentoring being just one; 
 
5. Sound program design based on evidence of what works and supported by appropriate policies and 
procedures; 
 
6. Culturally aware and gender appropriate content and processes; 
 
7. Effective collaboration and partnering with other agencies; 
 
8. Adequate funds to run the program over an appropriate length of time; 
 
9. Well defined, effective structures of management and governance; and 
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10. Monitoring, evaluation and review integrated throughout the program 
 
				
H 
				
� � � 
 	� 
 � �� � 	� � � � � � � � 	� � � 	� � � ��� � � 
 	� 
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 	� 
 � �� � 	� � � � � � � � 	� � � 	� � � �� 				

 
 
� � � 
 	� 
 � �� �� � � 
 	� 
 � �� �� � � 
 	� 
 � �� �� � � 
 	� 
 � �� � 	� � � � � �	� � � � � �	� � � � � �	� � � � � � 				
Goulburn Making the Links Mentoring Program -Strathbogie Shire and Greater Shepparton area Young 
people with a disability, at risk of disengagement. Linda Cusworth  
Linda.cusworth@sastrathbogie.vic.gov.au 57950092  
 
Academy of Sport Health & Education - University of Melbourne Shepparton Indigenous - Phil Guthrie 
Berry Street Alexandra Rurally isolated young people, Suzanne L Dundas 
dundas.suzanne.l@edumail.vic.gov.au  
 
Bonnie Doon N/hood House Mansfield/Bonnie Doon Rurally isolated young people – Jodie Bell 
jlsbell@bigpond.net.au  
 
Gambina Shepparton Education/Employment 
Mungabareena Wodonga Indigenous - Employment & Education Program - Lana Melbourne 
NE LLEN Victoria - Wodonga/Towong Employment & Training Ty Boddenberg 
tboddenberg@nellen.org.au  
 
The Bridge Youth Service Shepparton Arts/Culture - Peta Crosier 
(03)5832390pcrosier@thebridge.org.au 
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Vic Police /Local Government- BB & SS Wangaratta Disadvantaged young people - Racheal Edis 
rach.edis.bbbs@westnet.com.au  57218638 
 
Word and Mouth Shepparton Youth Development - Kate Emerson 
 
Centre for Continuing Education Wangaratta Women 
 
Reaching High Nathalia disengaged and disconnected from education 
 
Life Works - Relationships Chiltern & Whitfield Men Rural Men’s Leadership and development 
program – Monique McCarthy 96547360 
 
The Bridge Greater Shepparton City Graeme Parish Young parents 
 
Slingshot mentoring program – Annie Hart annie.hart@thecentre.vic.edu.au 57624311 
 
Leading from within Shepparton – Jenny O’Connell 58211295 
 
The Village project – Corryong – Nadia Insell goodnewspassiton@bigpond.com  (02)60761179 
 
Careers Connection – Anne Trickey - Ph (03) 5832 1155 Mobile 0419 097 074 
anne@careersconnection.org.au  
 
 
 
I 
�� 
 � � � � � �� � 	� � � 	� � � � � 
 � 	� ��  
 
WHAT IS MENTORING 
OVERVIEW OF MENTORING 
SETTING UP A PROGRAM 
Program design and planning 
Program management 
Program operations 
Program evaluation 
The audit of a program 
 
  EFFECTIVE MENTORING 
  TYPES OF MENTORING 
  POTENTIAL ROLE OF AN ADULT MENTOR ION INFLUENCING HIGH RISK BEHAVIOURS 
IN ADOLESCENTS 
 KEY FEATURES OF EFFECTIVE ROLE MODEL PROGRAMS 
a.Characteristics of programs which limit effectiveness 
Development of future role model programs 
NATIONAL YOUTH MENTORING BENCHMARKS - Quality check list for mentoring programs 
Statement of purpose 
Program plan 
Policies and procedures 
Recruitment and selection process 
Mentor preparation 
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Matching and monitoring strategies 
Mentor / mentee support 
Closure policy 
Evaluation and assessment 
MENTORING TRAINING CHECK LIST 
PROGRESS REPORTS 
SAMPLE MENTEE SATISFACTION SURVEY 
TERMS USED TO REFER TO PEOPLES ROLES IN THE MENTORING PROGRAM 
EVALUATION 
Evaluation plan check list 
SURVEY FORMATS 
      REPORTS BOOKS AND GUIDES 

LIST OF VALUABLE RESOURCE BOOKS 
      RESEARCH INFORMATION 
      GROUP SUPPORTS 
These kits are available by contacting  
Sue Watts – Make Mentoring Matter Project 57 622880 swatts@nesay.com.au  
 
J 

� � � � 
 � 
 � � 	�� 	� 	� 
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 � 
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 � � � � �� � 	� 
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 � � � � �� � 	� 
 � � � �� � � � ��� �� � � � ��� �� � � � ��� �� � � � �� 								
Judgement in a mentoring relationship can:  
Reduce rapport  
Provoke emotional responses  
Create resistance and resentment  
Rapport 
Mentoring is a partnership, a collaborative relationship that fosters insight and growth for both parties. 
So rapport is essential. Rapport means connecting, being on the same wavelength and feeling neither 
superior nor inferior. Judgement elevates the status of one at the expense of the other. It implies the 
values of one, in terms of what is good/bad, right/wrong, worthwhile or not, must predominate. It infers 
an imbalance of status and power in the relationship. No one likes being talked down to.  
Emotions 
Mentoring is about lowering barriers, feeling safe to disclose thoughts and feelings. However, excessive 
emotion is a barrier to communication. Judgement is a threat to our ego. Insecurity invokes 
defensiveness that may arouse emotions of fear, anxiety or anger. Stress responses disrupt the brain©s 
information processing. When emotional energy is channelled into defensive behaviours it is unavailable 
for creativity, problem-solving or decision-making.  
Resistance 
While mentees want advice, ideas and guidance, they often resist instruction. Words like "should", 
"must" and "ought" convey judgement and alienate people. Research on the impact of direction found 
that when given advice by an authority figure (e.g. supervisor/ parent) 25% took the suggestion and tried 
to apply it, 18% did the opposite of the suggestion and 57% did nothing different!  
Feedback 
Feedback exposes a blind spot, the recipient ventures into the unknown. Willingness to learn is risky 
business. As a wise and trusted guide, the mentor fills the void with information, opinions and ideas 
based on their own experience. Facts rather than suppositions allow informed decision-making. Advice 
is offered, not imposed. Options are explored. Feedback then may be heard, valued and used.  
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Much of the evidence from Australia and internationally indicates that certain 
characteristics/components of mentoring programs, when present, increase the likelihood of mentoring 
being successful. 
 

 
Table 5: Characteristics of Effective Mentoring 
 

Characteristic Description Impact Examples of 
Evidence 

Clear Vision, Purpose and 
Values 

A statement about what 
the program is trying to 
achieve and its 
underlying philosophies 

• Robust program framework 
as the basis for developing 
policies and procedures, 
promotional activities and 
evaluation techniques 

Mentoring Australia 
Benchmarks 2000 54 

Collaboration with 
relevant agencies/ 
schools/community 
groups 

Partnerships, 
agreements, 
memorandums of 
understanding and 
referral protocols with 
relevant agencies and 
groups which have 
potential contact with the 
participants in the 
program 

• Facilitates an ©holistic© 
approach to meeting the 
young person’s needs 
• Assists in promoting and 
marketing the program to 
potential sponsors/ funders 
and mentors. 
• Members of advisory 
groups/ Boards of programs 
have a mutual interest in 
program outcomes 
• Enhances sustainability of 
the program over time 

National Mentoring 
Partnership 55 

Policies and 
Procedures 

Well documented 
policies, procedures and 
protocols which guide 
program implementation 
and management. 

• Consistency and integrity 
of program application 
• Assists in ©managing risk© 
in all aspects of the program 

Mentoring Australia 
Benchmarks 2000 56 

Screening of 
Mentors 

Procedures for 
advertising, 
interviewing, 
undertaking reference 
checks and criminal 
reference checks 

• Mentors with appropriate 
characteristics, skills and 
experience 
• Safety of young people 
• Program reputation 

BBBS 57 Sipe 1998 
58 
 
Grossman and 
Furano 1999 59 
 
Roaf et al 1994 60 

Orientation and 
Training 

Training of mentors and 
mentees include program 
requirements and rules; 
presentations on the 
developmental stages of 
youth; communication 

• Mentor volunteers are 
aware of the commitments of 
being a mentor, understand 
their role, and have realistic 
expectations 
• Mentees understand the 

Sipe 1998 61 
 
BBBS 2004 62 
 
Tierney and Branch 
1992 63 
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and limit-setting skills; 
relationship building; 
ways to interact; cultural 
awareness; 
understanding of people 
with disabilities, risk 
management; and 
protective behaviours 

role of the mentor and their 
own role in the relationship 

 
Styles and Morrow 
1992 64 

MatchingProcess Matching procedures 
take intoaccount the 
preferences ofthe young 
person, their familyand 
the mentor, and use 
aprofessional case 
manager / coordinator to 
determine whichmentor 
would work best with the 
young person 

• Good matches 
whichminimise the risk of 
earlytermination of 
relationships 
• The young person’s 
goalsmore likely to be 
achieved 
• Mentor more likely to 
stayinvolved and gain 
morepersonally 

Tierney et al 2000 65 

Ongoing Support and 
Supervision 

Programs include 
professional staff 
providing ongoing and 
regular supervision and 
support to mentors and 
mentees before and after 
they are matched 

• The likelihood of effective 
matches is increased 
• Builds capacity of the 
mentor to get through the 
early stages of the match 
while the relationship is 
being established 
• Additional training or 
organisational support needs 
can be followed up 
• Programs where mentors 
are not contacted regularly 
by staff are most likely to 
fail 
• Poorly supervised matches 
are more likely to be 
disbanded because of loss of 
interest 

Sipe 1996 66 
 
Furano et al 1993 67 
 
LoSciuto et al 1996 
68 
 
Mecartney et al 1994 
69 
 
Jekielek et al 2002 
70 

Selection of Mentors Selection criteria target 
mentors who: 
• Have a sincere desire to 
be involved in the life of 
a young person 
• Respect young people; 
• Actively listen; 
suspend judgement, ask 
thoughtful questions; 
• Empathise with the 
young person; 
• See solutions and 
opportunities; 
• Are flexible and open; 
and 
• Volunteer 

• Young person is helped to 
pursue their interests, 
achieve their goals and 
handle tough decisions 
• Young person is provided 
with an opportunity to 
explore their own thoughts 
and find solutions 

National Mentoring 
Partnership 71 
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Length of Match Length of match needs to 
beconsidered in light of 
program goals. Programs 
that focus on developing 
long term relationships 
between mentorsand 
mentees need to be at 
least 12 months and 
preferablylonger (some 
programs suggestup to 
three years) 

• Mentoring 
relationshipssustained over a 
significantperiod are more 
likely toproduce beneficial 
outcomes  and become 
progressively more effective 
over time 
• Earlier than 
expectedterminations 
dissolve the bond of trust 
between mentor and mentee 
and can have longer term 
negative effects 
• Young people in mentoring 
relationships that terminate 
within three months have 
been shown to have negative 
impacts in terms of the 
young person’s self esteem 
and capacity to trust others 

Grossman and 
Rhodes2002 72 
 
Dubois and 
Neville1997 73 
 
Rhodes 2002 74 
 
Grossman and 
Johnson1998 75 

Managed Closure A Closure Policy with 
procedures for exiting 
the program and 
assistance for mentees to 
define the next steps in 
achieving their goals 

• Formal relationships are 
ended responsibly 
• Reward and recognition of 
the relationship and 
celebration of  achievements 
• Expectations for further 
contact are clear for both 
mentor and mentee 
• The mentee is supported to 
continue to pursue his/her 
own goals 

Mentoring Australia 
Benchmarks 2000 76 

Evaluation Process A clear framework, 
indicators, data 
collection and reporting 
processes are established 
to evaluate effectiveness 
at an individual and 
program level 

• Continuous improvement 
linked to the program’s 
strategic plan  
• Evidence base for pursuit 
of further  funding, 
community involvement and 
partnerships 

Mentoring Australia 
Benchmarks 2000 77 
 
McCallum and 
Beltman 1999 78 
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Mentoring Matters 
YMN Registered Programs National Survey Findings 2007 
www.youthmentoring.org.au  
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A mandatory reporter is someone who is required by law to make a report to the Department of 
Community Services (DoCS) or Police if they have concerns about the safety, welfare or well-being of a 
child.  
Mandatory reporters are workers who deliver the following services to children as part of their work 
(although the laws covering mandatory reporting vary between states):  

Health care (e.g. doctors, psychologists)  
Welfare (e.g. social workers, youth workers) 
Education (e.g. teachers, lecturers)  
Children’s services (e.g. child care workers, family day carers and home-based carers) 
Residential services (e.g. refuge workers)  
Law enforcement (e.g. police)  

A mandatory reporter is also a person who holds a management position, either paid or voluntary, in any 
of the above services and whose duties include direct responsibility for, or direct supervision of, the 
provision of these services.  
Mandatory Reporting Laws  

From: Child Protection Australia 2002-2003: Australian Institute of Health and Welfare. (Child Welfare 
Series No. 34), 2004 ISSN 1320-1801X; ISBN 1 74024 3587  

� � � � � � � � 	 � 
 � � � 
 � �

Since 1997 medical practitioners have been required by law to report physical and sexual abuse. This 
was expanded under the Children (Care and Protection) Act 1987 to encompass who is to report and 
what needed to be reported. As from 18 December 2000 the category of mandatory reporting was 
changed to anyone who:  
(a) in the course of his or her professional work or other paid employment delivers health care, welfare, 
education, children©s services, residential services or law enforcement wholly or partly to children under 
the age of 16 years.  
(b) holds a management position in an organisation the duties of which include direct responsibility for 
or direct supervision of a person referred to in (a), and that person has reasonable grounds (that arise as a 
consequence of their employment) to suspect that a child is at risk of harm.  
Since 1998 agencies have also been required to report allegations about or convictions for child abuse 
against a person doing work for the agency, together with information on the action being taken by the 
agency, to the Ombudsman.  
These statutory obligations are supplemented and supported by Interagency Guidelines detailing each 
agency©s role, responsibilities and actions required in all aspects of child protection intervention and the 
policies, procedures and directions of individual agencies on how to respond to child care and protection 
matters.  
Victoria  
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In 1993 the Victorian Government proposed legislative changes to the Children and Young Persons Act 
1989 which would mandate specific professional groups to notify suspected cases of child physical and 
sexual abuse. Doctors, nurses and police were mandated on 4 November 1993 to report child physical 
and sexual abuse. Primary and secondary school teachers and principals were mandated on 18 July 
1994.  

�
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Whether working in an existing program, about to establish a program or decide on the type of support 
to provide to mentoring, it is useful to think of the development, support and management of mentoring 
as falling into a continual cycle of activities of planning, design, implementation and review/evaluation. 
The concept of continuous improvement is integral to good mentoring management practice. 
 

Table 7: A Mentoring Support and Management Framework* 
 

Strategic 
Context 
Setting 

Business 
Case/ 
Proposal 
Development 

Program 
Design and 
Planning 

Program 
Implementation 

Review and 
Evaluation 

1. Undertake 
environmental 
scan 
- Determine 
relevant 
government/ 
community/ 
business/ 
organisational 
strategies and 
polices related to 
young people 
 
- Identify existing 
evidence of best 
practice and 
promising 
approaches to 
mentoring 
 
- Document 
current programs 
and projects 
which incorporate 
mentoring and the 
communities in 
which they are 
located 

1. Develop 
business 
case/ proposal 
- Document 
strategic context 
and ensure 
alignment of 
project within 
policy context 
and funding 
model 
 
- Develop a 
project statement 
including a 
description of the 
program, the 
expected 
outcomes, 
performance 
measures, time 
frame and cost 
 
- Establish 
program 
objectives and 
goals 
 

1. Establish 
program 
governance 
structure 
 
2. Develop 
comprehensive 
program/project 
documentation 
 
- Program/project 
context 
 
- Program/project 
overview 
 
- Description of 
target group and 
any specific 
needs 
 
- Partnership 
arrangements 
 
- Funding model 
 
- Program/project 
organisational 

1. Formalise 
partnership 
agreements 
 
2. Promote 
program 
and provide 
information to 
key 
stakeholders 
 
3. Where 
providing 
funding to one 
or more projects 
undertake 
procurement 
development 
and submission 
assessment 
processes 
 
4. Determine 
support and 
training needs of 
funding recipients 
 
5. Develop and 

1. Establish key 
performance 
indicators and 
data 
requirements 
 
2. Determine 
evaluation 
methodology 
 
3. Establish 
review and 
evaluation 
timeframe 
 
4. Undertake 
monitoring 
and evaluation 
site visits 
 
5. Gather and 
analyse 
relevant data 
 
6. Report to key 
stakeholders 
 
7. Review 
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- Identify 
networks/ groups 
supporting the 
development of 
mentoring 
practice 

- Identify 
stakeholders with 
an interest in the 
success of the 
project including 
potential partners, 
key decision 
makers, third 
party 
organisations, 
communities and 
young people 
 
- Assess risks and 
develop risk 
management 
strategies 
 
- Develop project 
timeframe and 
key project 
milestones 
 
- Develop 
detailed budget 
 
- Document 
project 
governance 
arrangements 
 
- Outline project 
communications 
strategy 
 
2. Submit 
business case/ 
proposal to 
decision makers 
 
3. Obtain 
agreement/ 
endorsement of 
project proposal 

structure, roles 
and 
responsibilities 
 
- Project logic 
model including 
goals and 
objectives, 
resource 
requirements, key 
program/project 
activities, outputs, 
outcomes and 
benefits 
 
- Project 
timeframes and 
key milestones  
- Key 
stakeholders and 
communication 
strategies 
 
- Project risks and 
management 
strategies 
 
- Evaluation 
framework 
including 
performance 
measures, 
evaluation 
methodology, 
reporting 
requirements 
 
3. Develop 
detailed project 
plan to document 
specific project 
components 
 
– program design, 
implementation, 
review and 
evaluation 
 
– and the 
associated 

sign off contracts/ 
service 
agreements 
 
6. Manage 
contract/service 
agreement 
requirements, 
including release 
of project funds, 
project liaison 
and monitoring 
activities 
 
7. Provide, source 
or broker project 
training and 
support 
 
8. Facilitate 
mentoring 
networking 
activities 
 
9. Produce and 
disseminate 
communications 
to stakeholders 
 
10. Review risk 
management 
strategy 

appropriateness 
and effectiveness 
of 
program 
 
8. Implement 
relevant changes 
to improve or 
discontinue the 
program 
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activities, timing, 
responsibilities 
and resource 
implications for 
each 
 
4. Submit detailed 
project plan to 
key decision 
makers 
5. Obtain 
agreement/ 
endorsement of 
detailed project 
plan 

This framework is meant as a guide to effective mentoring management practice. The relevance of all these 
activities will depend on the type and level of mentoring support and funding involved. 

 
      
	� 
 � � � � 	� � � � � � � �� 
 � � � � 	� � � � � � � �� 
 � � � � 	� � � � � � � �� 
 � � � � 	� � � � � � � � 	
(For 1 to 1 and group mentoring programs) 
 
Overview of Mentoring 
Code of ethics 
Benefits of being a Mentor 
Effective Mentoring 
What Mentoring is not 
Some Do’s and Don’ ts of being a Mentor 
Mentoring Good Practice Principles 
On line Self Assessment Tool 
Youth Mentoring Resource Books 
 
Copies available from Sue Watts 57 622880 swatts@nesay.com.au  
 
� 
 � � � � 	� � � � � 
 � 	�� 
 � � � � 	� � � � � 
 � 	�� 
 � � � � 	� � � � � 
 � 	�� 
 � � � � 	� � � � � 
 � 	� �� 	�� � 
 ��� 	�� � 
 ��� 	�� � 
 ��� 	�� � 
 � 				
 

1. WHAT IS MENTORING 
2. EFFECTIVE MENTORING 
3. TYPES OF MENTORING 
4. TERMS USED TO REFER TO PEOPLES ROLES IN THE MENTORING PROGRAM 
5. JUDGEMENT IN YOUTH MENTORING 

 
 

6. SETTING UP A PROGRAM 
a. Program design and planning 
b. Program management 
c. Program operations 
d. Program evaluation 

7. KEY FEATURES OF EFFECTIVE ROLE MODEL PROGRAMS 
a. Characteristics of programs which limit effectiveness 
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b. Development of future role model programs 
8. NATIONAL YOUTH MENTORING BENCHMARKS - Quality check list for mentoring 

programs 
a. Statement of purpose 
b. Program plan 
c. Policies and procedures 
d. Recruitment and selection process 
e. Mentor preparation 
f. Matching and monitoring strategies 
g. Mentor / mentee support 
h. Closure policy 
i. Evaluation and assessment 

9. MENTORING TRAINING CHECK LIST 
10. PROGRESS REPORTS 
11. EVALUATION 

a. Evaluation plan check list 
12. GROUP SUPPORTS 
13. SAMPLE OF FORMS THAT MAY BE USED 
14. ACRONYMS 
15. LIST OF VALUABLE RESOURCE BOOKS 
16. RESEARCH INFORMATION 

Copies available from Sue Watts 57 622880 swatts@nesay.com.au  
 
� 
 � � � � �� � 	� � � � �� 
 � � � � �� � 	� � � � �� 
 � � � � �� � 	� � � � �� 
 � � � � �� � 	� � � � � 				
Everything You Always Wanted to Know About Mentoring Programs  
Ann Rolfe www.mentoring-works.com.au  
Handy website – free join up for monthly newsletter – many free resources as well as books that can be 
purchased 
 
 � � � �� � 	� 
 � � � � �� � 	� � � � 
 � 	� � � � 
 � � 	� � � �� � 	� 
 � � � � �� � 	� � � � 
 � 	� � � � 
 � � 	� � � �� � 	� 
 � � � � �� � 	� � � � 
 � 	� � � � 
 � � 	� � � �� � 	� 
 � � � � �� � 	� � � � 
 � 	� � � � 
 � � 	���� 	� � � 
 	� 
 � �� �	� � � 
 	� 
 � �� �	� � � 
 	� 
 � �� �	� � � 
 	� 
 � �� � 				
Supporting mentoring groups in the Hume region with resources, training options, networking supports 
and information 
CONTACT: SUE WATTS 57 62 2880 swatts@nesay.com.au  
 

� 
 � � � � �� � 	� � � � 	� � � � � �� 
 	� � �� � �� � 
 �� 
 � � � � �� � 	� � � � 	� � � � � �� 
 	� � �� � �� � 
 �� 
 � � � � �� � 	� � � � 	� � � � � �� 
 	� � �� � �� � 
 �� 
 � � � � �� � 	� � � � 	� � � � � �� 
 	� � �� � �� � 
 � 				
 
A wealth of information exists on good practice mentoring both from Australian and international 
practitioners and researchers. Whether developing a new policy or developing or reviewing a mentoring 
program, it is useful to understand the principles underpinning effective mentoring practice. Current 
thinking and practice indicates that mentoring good practice principles include: 
 
1. The needs, interests and empowerment of young people being at the centre of thinking in the 
planning, development, implementation and evaluation of the program; 
 
2. The input of key stakeholders, especially young people, into the design of the program; 
 
3. Establishing, developing and nurturing a relationship between the mentor and mentee where the 
mentor is an equal rather than a teacher; 
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4. Approaches which are holistic in nature, recognising that there are many layers, relationships and 
influences in a young person’s life, mentoring being just one; 
 
5. Sound program design based on evidence of what works and supported by appropriate policies and 
procedures; 
 
6. Culturally aware and gender appropriate content and processes; 
 
7. Effective collaboration and partnering with other agencies; 
 
8. Adequate funds to run the program over an appropriate length of time; 
 
9. Well defined, effective structures of management and governance; and 
 
10. Monitoring, evaluation and review integrated throughout the program. 
 
 

� �  !" #$ %	&� ' ( � !$)$� &� �  !" #$ %	&� ' ( � !$)$� &� �  !" #$ %	&� ' ( � !$)$� &� �  !" #$ %	&� ' ( � !$)$� &				
Welcome .........................................................................................   4 
Definitions of Mentoring.................................................................   5 
Many Ways To Mentor...................................................................   6 
The Mentoring Philosophy ............................................................   6 
The Mentoring Mindset ..................................................................   8 
Informal Mentoring ........................................................................   9 
Formal Mentoring...........................................................................   9 
Mentoring Programs.......................................................................  10 
Reverse Mentoring..........................................................................  11 
Cascading Mentoring......................................................................  11 
Group Mentoring ............................................................................  12 
Mentoring Round-Tables.................................................................  12 
Mentoring Circles™........................................................................  12 
Mastermind Mentoring and Business Coaching ............................             13 
The Differences Between Mentoring and Coaching........................  13 
The Mentoring Conversation ...........................................................  14 
Be Mentored ...................................................................................  15 
Mentor Others.................................................................................  16 
Develop Or Manage A Mentoring Program....................................... 
Copies available at- 
ann@mentoring-works.com.au  
				

 
 
 
 

 

��

�
�������� 
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� 
 � � � � 	� � � �� �� � 	� �� �� 
 � � � � 	� � � �� �� � 	� �� �� 
 � � � � 	� � � �� �� � 	� �� �� 
 � � � � 	� � � �� �� � 	� �� � 				
 
Does your program require training for mentors? If so, how much training is required? When does the 
training occur? Before mentors and mentees first meet? Early in the mentor/ mentee relationship?  
Ongoing, throughout their mentoring experience? What topics does the training include? Who delivers 
the training? Does your program offer optional training session for mentors?  Are the sessions well- 
attended? Is training compulsory? 
 
What training do you give? What training would you like to offer? 
 

 Currently Offer Would Like to Offer 
1. Mentors responsibilities to the mentees and to the  
     agency, organisation, and/or school district 

�  �  

2. Resources available to help mentors �  �  
3. Characteristics of mentees who participate in the 
    program 

�  �  

4. Child /Youth development �  �  
5. Mentors’  roles and expectations �  �  
6. Ideas for mentor/mentee activities �  �  
7. Listening Skills �  �  
8. Cultural sensitivities diversity issues �  �  
9. Goal setting �  �  
10. Skills for setting limits with their mentees �  �  
11. Problem –solving skills �  �  
12. Conflict resolution �  �  
13. Potential issues with mentees’  families �  �  
14. Child abuse and neglect �  �  
15. Teen pregnancy / sexual activity �  �  
16. Alcohol and other drug issues �  �  
17. Domestic violence �  �  
18. Ongoing mentor support �  �  
19. Local community resources �  �  
20. Other �  �  
21. Other �  �  
22. Other �  �  
23. Other �  �  
 
 
 
N 
� 
 � � � � � 	
 � � � � �� 
 � � � � � 	
 � � � � �� 
 � � � � � 	
 � � � � �� 
 � � � � � 	
 � � � � � 				
Network forums are run quarterly in the Hume region to support Coordinators of Mentoring Programs 
contact person – Sue Watts Coordinator of the Make Mentoring Matter project  for the Hume Region 
  57 622880/ 0458221855 swatts@nesay.com.au  
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� 
 � � � 
 � � 
 �� 
 � � � 
 � � 
 �� 
 � � � 
 � � 
 �� 
 � � � 
 � � 
 � ���� 				
Bi monthly newsletters are compiled and distributed by the Coordinator of the Make Mentoring Matter 
project to support and ensure updated information reaches Mentors and Coordinators in the Hume 
Region – to have events or information included in these newsletters contact Sue Watts 
 57 622880/0458221855 swatts@nesay.com.au  
 
O – 	
� 
 
 �� 
 	
 � � 	� � � � � 	� 
 
 �� 
 	
 � � 	� � � � � 	� 
 
 �� 
 	
 � � 	� � � � � 	� 
 
 �� 
 	
 � � 	� � � � � 	****	� 
 � � � � �� � 	� � � � � �� � 	� � �� � �� � 	�� � �� �� � �� 
	� 
 � � � � �� � 	� � � � � �� � 	� � �� � �� � 	�� � �� �� � �� 
	� 
 � � � � �� � 	� � � � � �� � 	� � �� � �� � 	�� � �� �� � �� 
	� 
 � � � � �� � 	� � � � � �� � 	� � �� � �� � 	�� � �� �� � �� 
  – 
Contact person Faye Whitehead 03 92083216 
Faye.Whitehead@dpcd.vic.gov.au  
 
� � � �� � � �� � � �� � � � 				
 
ONLINE SELF ASSESSMENT TOOL 
ONLINE TOOL ESTABLISHED FOR MENTORING GROUPS TO MATCH BEST PRACTICE AND 
AREAS NEEDING MORE WORK  
AVAILABLE ON THE YOUTH MENTORING NETWORK WEBSITE 
 
www.youthmentoring.org.au  
 
 
P 
� � � � � � � 	� � � � � �� � � � � +� 	� � 
 � � � �� � 	

� � � � � � � �� � � � 	 
� � �� � 
� �� � � � � �
� ��
�  Prepare information package including mentoring guidelines 
�  Publicise the program within the organization 
�  Distribute information 
�  Schedule training and other functions 
�  Book and prepare venues, materials, refreshments etc. 
�  Book and brief speakers and presenters 
�  Publish calendar of events 
�  Obtain or prepare participant resource material 
�  Recruit and select mentors and mentees 
�  Match mentoring pairs 
�  Provide support to mentors and mentees 
�  Communicate with managers and staff not involved in the program 
�  Organise group meetings and review process 
�  Get people to attend events 
�  Arrange payments for costs incurred 
�  Maintain records 
�  Arrange acknowledgement of mentors 
�  Follow-up all participants at prescribed intervals, monitor progress 
�  Collect evaluation data 
�  Report Results 
�  Prepare proposal for next program, using the learning from this one to 
make adjustments. 
 
Extract from :� Mentoring Works www.mentoring-works.com  Phone:02 4368 3733 
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� � � � � � � 	� 
 � �� � 	� � � 	� � � � � �� � �	

Design the parameters for the program: 

·  Define the youth population that the program will serve;  
·  Identify the types of individuals who will be recruited as mentors (such as, senior citizens, 

corporate employees and college students);  
·  Determine the type of mentoring that the program will offer - one-to-one, group, team, peer or e-

mentoring;  
·  Structure the mentoring program - as a stand-alone program or as part of an existing 

organization;  
·  Define the nature of the mentoring sessions (such as, career involvement, academic support and 

socialization);  
·  Determine what the program will accomplish and what outcomes will result for the participants, 

including mentors, mentees and sponsoring organizations.  
·  Determine when the mentoring will take place;  
·  Determine how often mentors and mentees will meet and how long the mentoring matches 

should endure;  
·  Decide where mentoring matches primarily will meet - workplace, school, faith-based 

organization, juvenile corrections facility, community setting or virtual community;  
·  Decide who are program stakeholders and how to promote the program;  
·  Decide how to evaluate program success; and  
·  Establish case management protocol to assure that the program has regular contact with both 

mentors and mentees concerning their relationship. 

Plan how the program will be managed: 

Select the management team:  
o Establish policies and procedures; and  
o Implement ongoing staff training and professional development.  

Develop a financial plan:  
o Develop a program budget;  
o Determine the amount of funding needed to start and sustain the program;  
o Identify and secure a diversified funding stream needed to start and sustain the program; 
o Determine the amount of time each funding source can be expected to provide resources;  
o Establish internal controls and auditing requirements; and  
o Establish a system for managing program finances.  

 
Implement the program:  

o Recruit program participants, such as, mentors, mentees and other volunteers;  
o Screen potential mentors and mentees;  
o Orient and train mentors, mentees and parents/caregivers;  
o Match mentors and mentees;  
o Bring mentors and mentees together for mentoring sessions that fall within program 

parameters;  
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o Provide ongoing support, supervision and monitoring of mentoring relationships;  
o Recognize the contribution of all program participants; and  
o Help mentors and mentees reach closure.  

Plan how to evaluate the program:  
o Decide on the evaluation design;  
o Determine what data will be collected, how it will be collected and the sources of data;  
o Determine the effectiveness of the program process;  
o Determine the outcomes for mentors and mentees; and  
o Reflect on and disseminate findings.  

� � � � � � � �� � 	 � � 
 � 
 	 � �
Ensure the program is well-managed:�
Form an advisory group:  

o Define the advisory group roles and responsibilities;  
o Recruit people with diverse backgrounds to serve on the group; and  
o Facilitate the advisory group meetings to improve programming and management. 

Develop a comprehensive system for managing program information:  
o Manage program finances;  
o Maintain personnel records;  
o Track program activity, such as, volunteer hours and matches.;  
o Document mentor/mentee matches;  
o Manage risk; and  
o Document program evaluation efforts.  

Design a resource development plan that allows for diversified fundraising:  
o Seek in-kind gifts;  
o Hold special events;  
o Solicit individual donors;  
o Seek corporate donations;  
o Apply for government funding; and  
o Seek foundation grants.  

Design a system to monitor the program:  
o Review policies, procedures and operations on a regular basis;  
o Collect program information from mentors, mentees and other participants; and  
o Continually assess customer service.  

Create a professional staff development plan:  
o Provide ongoing staff training; and  
o Build on staff members© skills and knowledge.  

Advocate for mentoring:  
o Advocate for pro  
o mentoring public policies and funding at the local, state and federal levels; and  
o Encourage private sector leaders to adopt pro  
o Mentoring policies and provide funding.  

Establish a public relations/communications effort:  
o Identify target markets;  
o Develop a marketing plan;  
o Gather feedback from all constituents;  
o Develop partnerships and collaborations with other organizations; and  
o Recognize mentors, mentees, other program participants, funders and organizations that 

sponsor mentoring program 
� � � � � � � �� 	 
 � � � � � 
 � � �
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Ensure strong, everyday operations: 

Recruit mentors, mentees and other volunteers:  
o Define eligibility for participants, including mentors, mentees and parents/caregivers;  
o Market the program; and  
o Conduct awareness and information sessions for potential mentors.  

Screen potential mentors and mentees:  
o Require written applications;  
o Conduct reference checks, such as, employment record, character reference, child abuse 

registry, driving record and criminal record checks;  
o Conduct face  
o to  
o face interviews; and  
o Hold orientations.  

Orient and train mentors, mentees and parents/caregivers;  
o Provide an overview of the program;  
o Clarify roles, responsibilities and expectations; and  
o Discuss how to handle a variety of situations.  

Match mentors and mentees:  
o Use established criteria;  
o Arrange an introduction between mentors and mentees; and  
o Ensure mentors, mentees and parents/caregivers understand and agree to the terms and 

conditions of program participation.  
Bring mentors and mentees together for mentoring sessions that fall within the program parameters:  

o Provide safe locations and circumstances; and  
o Provide resources and materials for activities.  

Provide ongoing support, supervision and monitoring of mentoring relationships:  
o Offer continuing training opportunities for program participants;  
o Communicate regularly with participants and offer support;  
o Help mentors and mentees define next steps for achieving mentee goals;  
o Bring mentors together to share ideas and support;  
o Establish a process to manage grievances, resolve issues and offer positive feedback;  
o Assist mentors and mentees whose relationship is not working out; and  
o Assure that appropriate documentation is done on a regular basis 

Recognize the contribution of all program participants:  
o Sponsor recognition events; and  
o Make the community aware of the contributions made by mentors, mentees, supporters 

and funders.  
o Actively solicit feedback from mentors and mentees regarding their experiences; and  
o Use information to refine program and retain mentors.  

Help mentors and mentees reach closure:  
o Conduct private, confidential interviews with mentors and mentees; and  
o Ensure mentors, mentees and parent/caregivers understand program policy regarding 

their meeting outside the program.  
�
�
�
�
�
�
�
�
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� � � � � � � �� � � � � � � � � 
 ��

Ensure program quality and effectiveness: 

Develop a plan to measure program process:  
o Select indicators of program implementation viability and volunteer fidelity, such as, 

training hours, meeting frequency and relationship duration; and  
o Develop a system for collecting and managing specified data.  

Develop a plan to measure expected outcomes:  
o Specify expected outcomes;  
o Select appropriate instruments to measure outcomes, such as, questionnaires, surveys and 

interviews; and  
o Select and implement an evaluation design.  

Create a process to reflect on and disseminate evaluation findings:  
o Refine the program design and operations based on the findings; and  
o Develop and deliver reports to program constituents, funders and the media (at minimum 

yearly; optimally, each quarter). 

Source: Jean E. Rhodes, Ph.D., Stand by Me: The Risks and Rewards of Mentoring Today's Youth. (Cambridge, 
Massachusetts: Harvard University Press, 2002.) 

 

 
Q 
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Ann Rolfe www.mentoring-works.com.au  
� � � � � � � � � �	 
 � � 
 � � � 
 �� � � � � 
 � � � �� � � � � � � �� 
 � � � � � �� � � 	 � � � � 
 
 � 
 � �� � � 
 � � �
 � � 
 � 
 �� � � 
 � � � � � � � � �� �� 
 � �
www.mentoring-works.com.au  
 
Question 1 
"How do I get the budget I need to adequately resource a mentoring program?"  
 
Organizations needs to show a return on investment. If spending money this way will 
improve the bottom line, they©ll fund the program. 
Show sound, business reasons, that convince decision-makers that spending 
this money will help achieve strategic objectives. 
Find out where your organization hurts. Provide solutions to pain. Is retention an 
issue? Which staff leave? Why? What does it cost? Write a budget showing the cost of 
the program recouped in less than 3 years (the life span and planning horizon of most 
CEO©s). Add the "nice" benefits or "politically correct" rhetoric and buzz words. 
But lead with your best punch – dollars. 
 
Question 2 
"How do I make my program a success?"  
Answer: Thoroughly pre-plan your program. 
Most obstacles to success can be identified and avoided with some forethought. 
Define "success" in terms of specific outcomes and develop a detailed plan to 
achieve them. Identify potential problem areas and determine how to prevent or deal 
with them. 
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Decide what, how and when actions will be taken. Determine the resources (money, 
information, knowledge, skills and people) required. If you lack expertise, get 
specialist assistance. You may want to read article: "Seven Fatal Flaws of Mentoring 
Programs and how to avoid them". 
�
Question 3 
"How do I get senior management buy in?"  
Answer: Get your Chief Executive Officer©s Written approval supported bywords, actions and dollars. 
Senior managers take their direction from the top. If the CEO is on-board, and they 
know it, they©ll fall in line. Make sure your business case has sign-off 
from the CEO and that you have active support from him or her. Ensure that the 
message from the top is continually communicated to senior management. 
Have mentoring on the agenda of every executive meeting. Keep the CEO briefed 
on actions and results. Remind him/her of the business imperatives associated with 
mentoring in your organization. Keep talking dollars and tangible benefits at the 
strategic level. 
Question 4 
"How do I get participants who are willing to participate in training?"  
Answer: Select volunteers who have something personally to gain. 
People who opt in and believe it has value are enthusiastic about committing time. 
Like employee recruitment, a mentoring program needs a nomination and selection 
process that allows you to attract and choose the best candidates. Have a process 
for sensitive management of those not selected. 
Have participants self-nominate. Use selection criteria, including demonstrated 
willingness to learn and/or commitment to personal development. Personally speak 
with those you do not select. Tell them why they were unsuccessful, this time, and what 
they need to do about it. If you©re not that skilled or brave, give them a plausible 
excuse. 
�
Question 5 
"How do I ensure a workable match between mentor and mentee?"  
Answer: Train both in relationship skills 
It is skill, the ability to relate and communicate, not "chemistry" personality 
or technical expertise that makes mentoring work. 
Help both parties understand that the mentoring process is about using decision making, 
problem-solving or goal-setting and action planning techniques. Build their 
skills in these techniques and mentoring will work. 
Run workshops to explore expectations and boundaries and develop skills. Train 
mentors in the mentoring process, to use listening skills and facilitative as well as 
authoritative communication. Teach mentees how to get the most out of the 
relationship. Then provide regular follow up. 
�
Question 6 
"How do I get managers to give mentoring a priority in their busy work schedule?"  
Answer: Ensure the CEO communicates that mentoring is a priority. 
While CEO©s remain committed and communicate their expectations, managers 
get the message. 
You will have to reinforce your CEO©s commitment by constantly providing 
evidence of both the need for and the positive results of mentoring. You©ll also 
have to ensure his/her desire for manager involvement gets airplay. 
You will have "before" and "after" statistics in the business case for your mentoring 
program. Collect and report progress frequently. Never let up "selling" your 
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program to all stakeholders. Constantly communicate through every available 
channel – talk, write, use visual aids – to keep in their face about the value of mentoring 
and the CEO©s commitment to it. 
 
Question 7 
"How do I ensure mentees remain committed?"  
Answer: Talk to them often. Two-way communication keeps people engaged. If they are ignored they 
easily fade away. 
Have personal contact with each participant as well as mass communication with all 
participants. Find out what©s going well and what©s not. Be there for them and provide 
assistance where needed. 
Use all available mechanisms to deliver information and obtain feedback, 
frequently. Get face to face if you can. Pick up the phone, email and send hard copy. 
Supplement personal contact with newsletters, articles and general circulars. 
Encourage networking. If you can, have social events. Celebrate successes and 
publicise them within and outside the organization. Run workshops or group 
meetings on topics they nominate. 
 
 
Question 8 
"How do I convince mentees that contacting their mentor is not 'bothering them'?"  
Answer: Provide evidence from mentors that they enjoy, value and welcome contact. 
If mentees are told, clearly and unequivocally that contact is welcome, 
expected and their responsibility, they will do it. 
It may come as a surprise to those mentored that mentors do, in fact, get 
something out of mentoring. Your job is to act as a go-between to get this message 
across. 
Collect testimonials or quotes from mentors in previous programs right from the 
beginning. Include quotes from current mentors in a regular newsletter or email to 
participants. Reiterate the message in your personal contact with each participant. 
Monitor the frequency of mentor-mentee contact and discuss it with both parties. 
 
Question 9 
"How do I provide adequate support to mentors?"  
Answer: Build it into your plan and budget. 
Supporting mentors is vital to their effectiveness. It takes time, money and 
effort and needs to be factored into the mentoring program. 
Personal contact, general communication and group sessions will help mentors do 
their job well. 
Talk face-to-face, by phone or email. Contact every mentor, regularly. Have a 
general email circular periodically. Get them together for debriefing several times 
during the program. Invite them to activities and workshops provided for 
mentees, where appropriate. You may also have "mentor the mentor" sessions, 
yourself or with an external specialist. 
Mentor Tip Sheets are available from: 
 
 
Question 10 
"How do I establish and maintain mentoring relationships when people are geographically distant 
from each other?"  
Answer: Get them face-to-face at the start of the relationship. 
Distance relationships can be very productive. Breaking the ice and 
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establishing rapport is so much easier, face-to-face. 
Begin with a function that brings participants together. The investment 
outweighs the cost of a failed relationship. 
If you cannot get together, video calls are better than telephone, which is better than 
email. Extra work is necessary to ensure the viability of the long-distance relationship. Extra contact and 
newsletters help. You may wish to provide participants with regular Mentoring Works Articles 
�
Question 11 
"How do I keep the momentum going?"  
Answer: Communicate. Communicate. Communicate. 
People stay engaged in any relationship when there is positive two-way communication. 
Talk to them regularly as individuals and as a group. 
Personally contact them by phone, fax and email. Send circulars, newsletters and articles related to 
mentoring. Run workshops, meetings, social events. Publicise success stories, testimonials and 
positive messages from the CEO. A Mentoring Newsletter template is available upon request. Email: 
 
Question 12 
"How can I prevent the failure of mentees to complete their action steps – when good intentions are 
outweighed by other demands?"  
Answer: Get mentors to ensure mentees commit to just one small specific action in a short timeframe. 
Anything big is achieved in a number of small steps. Impending deadlines are great motivators for us all. 
Anyone can find five minutes to take a simple, specific action towards a larger goal - if they know they 
will be called to account quickly for not getting it done. Train mentors to develop action plans with 
their mentees that are broken down into single, specific actions within an agreed, limited time. 
Ensure this is covered in workshops. Provide pro forma guides for them to complete. 
A "MAP" workshop, to follow-up the initial mentoring meeting. See website for details. 
 
 
Question 13 
"How do I get participants to contact me (the coordinator) at the first sign of trouble instead of letting the 
relationship 'fizzle out'?"  
Answer: Don©t wait for them to contact you. Talk to them – frequently! 
People often use avoidance or denial when dealing with problems in a relationship. Mentoring is no 
different. Establish a relationship of trust and support with participants yourself. You are a mentor, too. 
Make sure you come across as "checking in" with them, not checking up on them. 
Talk to them from the beginning, about what is going well, or not so well. 
Demonstrate your interest. Be a good listener and ask them what they think they might do about an issue 
before offering advice. 
�
Question 14 
"How do I get people to participate in a climate of restructuring, redundancies and having to do more with 
less?"  
Answer: You probably can©t. Instead, provide resources to people interested in their own future. Be a 
beacon of support during uncertainty 
This climate fosters an attitude of self interest. Cater to it and build your credibility as "human" 
resources. 
Communicate the advantages of personal development, career planning and mentoring for professional 
resilience. 
Provide information to enable people to take control of their own destiny. Circulate "How to" articles, a 
newsletter with practical tips and references and tip sheets. 
Promote self-help and mutual assistance. Do not criticise your employer or take on board employees 
woes. Look after your own wellbeing and remain positive. 
�
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Question 15 
"How do I get people to accept mentoring when it is perceived as an extra task that is 'foisted upon' 
them?"  
Answer: Don©t. Find positive volunteers and let them lead by example. 
It is difficult to change attitudes. You could waste time, money and energy on negative people. Instead, 
change the environment. 
Create the idea that people not involved are missing out! 
Use a nomination and selection process that attracts a few positive people. Work to get positive results. 
Then, market their success to the rest of the organization. 
Obtain testimonials from participants. Publish results and positive outcomes. If 
mentors volunteer for a subsequent program, communicate this. Soon others 
will start to wonder what they©re missing and you can invite them aboard. 
 
 
Conclusion 
Mentoring is – and will continue to be – one of the most important 
organisational development strategies of the 21st century. The more you 
know how to use it effectively, the better it will serve you. 
Find Out More … 
The ideas you’ve just read are taken from my book Mentoring in 
Australia, a Practical Approach, and my audio CD Designing Mentoring 
Programs. 
Other resources, such as participant workbooks, Mentor Tip Sheets, 
Mentoring Works Articles and a Mentoring Newsletter template are 
available.  
Find out more at: www.synergeticpeopledevelopment.com.au  
Also sign up to my quarterly newsletter The Mentoring News It’s free and 
full of great ideas for developing people, retaining talent and contributing 
to the bottom line through mentoring. 
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An effective mentor has the following characteristics: 

o Good listener 
o Like young people 
o Be committed and available for the full length of the program 
o Be willing to share their knowledge and many life skills 
o Be willing to work towards shared goals 
o Careful about the future of young people 

 
Other characteristics the ideal mentor may need to : 

o Set high standards and instil in the young person the confidence to meet those expectations 
o Respect an individual’s ability and right to make their own choices in life 
o Empathise and understand another person’s struggles, rather than pity or judge them 
o See solutions as well as barriers 
o Be flexible and open 
o Serve as friends, listeners, role models, advocates, tutors, negotiators 
o Provide help, support and guidance regarding life skills and self confidence 
o Link to other values, culture and viewpoints 
o Share resources experience and knowledge 
o Observe confidentiality 
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o Show interest, mutual respect and affection 
o Show enthusiasm for particular subjects or areas of interest and an awareness of related moral 

issues 
 
R 

� 
 � �� � � � 	� � � � � �� � � � � �� 
 � �� � � � 	� � � � � �� � � � � �� 
 � �� � � � 	� � � � � �� � � � � �� 
 � �� � � � 	� � � � � �� � � � � � 				

BARWON SOUTH WEST REGION –  

Rashmita Samrai - Mentoring Project Worker  
rsamrai@brophy.org.       www.bswyouthmentoring.blogspot.com   
Brophy Family & Youth Services - 150 Liebig Street Warrnambool 3280 (03) 5561 8888  

LODDON MALLEE – 

 Leigh Candy  - Program Coordinator 
St Luke©s | 175-187 Hargreaves Street Bendigo 5440 1127 | m  0428 511 886 
l.candy@stlukes.org.au  
 
HUME REGION 
 
Sue Watts – Program Coordinator 
Nesay 158 – 160 Bridge Street Benalla 57622880/ 0458221855 
swatts@nesay.com.au  
 
MELBOURNE METRO  
 
   Lauren Holst | Program Coordinator 
Melbourne Metropolitan Youth Mentoring Implementation & Coordination (MMYMIC) 
P 03 8412 7355 | F 03 9416 2340 | M 0409 705 329 
117 Johnston St | Collingwood | Victoria | 3066 
l.holst@youthmentoringvic.org.au  
 
GIPPSLAND 
Kate Boyer 
Pathways Officer 
Mentoring Coordinator 
Baw Baw Latrobe Local Learning and Employment Network  
PO Box 415 Trafalgar 
Ph: 5633 2868 Fax: 5633 1945 Mob: 0427 032 868 
kate.bblllen@dcsi.net.au 
www.bawbawlatrobellen.com.au  
 
GRAMPIANS 
 
Sarah-Kate 
Grampian Regional Mentoring Program 
Support and Coordination Project 
Lead On Ballarat 
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36 Camp Street Ballarat 
03 5336 5023 
sarah-kate@leadon.com.au 
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The role of the mentor is: 

o Provide support and encouragement and positive perspectives 
o Assist with goal settings 
o Assist young people to recognise their strengths 
o Be a sounding board for ideas and problems 
o Trigger self awareness 
o Assist and promote the young person’s self esteem 
o Offer a consistent non judgemental relationship 
o Offer unconditional acceptance, but realistic advice and support which the young person may use 

in making their choices 
o Offer optimism and hope 
o Engage the young person in social and recreational activities 
o Assist the young person to overcome their sense of alienation and develop long term significant 

relationships 
o Link the young person to a range of other relationships 
o Assist the young person negotiate the transition from adolescence into adulthood 
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Mentoring Organizations 

The Youth Mentoring Network 

http://www.youthmentoring.org.au/ 

Established in 2006, this network aims to work with interested youth mentoring organisations and 

practitioners to foster the growth and development of high quality mentoring programs for young people 

in Australia by providing a national base of collaboration, support, guidance and expertise. The Youth 

Mentoring Network is the result of a partnership of four national organisations: The Smith Family, Job 

Futures, Big Brothers Big Sisters Australia, and the Dusseldorp Skills Forum, which developed the 

initial proposal and, having committed their own funds to the project, invited the Australian Government 

to come on board as the fifth member of the group. 

 

 (Also see the May 2004 report, ©Young People and mentoring: towards a national strategy: A Report 

prepared for Big Brothers Big Sisters Australia, Dusseldorp Skills Forum and The Smith Family© by 

Robyn Hartley, published by The Smith Family, May 2004, ISBN: 1 876833 33 5. It is available on the 

Dusseldorp Skills Forum web site: http://www.dsf.org.au/papers/150.htm ) 

The Mentor Marketplace Program 
http://www.facs.gov.au/internet/facsinternet.nsf/content/mentor_marketplace.htm 
This Australian Government program aims to increase the mentoring opportunities available to young 
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people by establishing new mentoring activities and assisting the growth of successful existing projects.   
 
Big Brothers Big Sisters is a preventative program which provides young people aged 7 to 17 years with 
a caring adult mentor in their lives, someone to confide in and look up to. See: http://www.bbbs.org.au 
The Smith Family 
http://www.smithfamily.com.au/ 
This service has a program supporting students by linking them with volunteer mentors. See their web 
site for information on their Tertiary Mentoring Program, which includes the programs eXLR8, Plan-IT 
Youth and Next Steps. 
NRGIZE Workshop 
http://dsf.org.au/mentortraining/ 
This three-day workshop helps mentors and focuses on the development of mentoring programs for 
youth. 
The ©sister 2 sister© mentoring program matches teenage girls with mentors who are successful 
businesswomen or sportswomen. It©s but one of the projects emerging from the Life Changing 
Experiences Foundation, a school-based program launched in NSW in February 2005 which teaches life 
skills to underprivileged youth. See: http://www.lifechangingexperiences.org 
 
 
 

Mentoring programs 

Mentoring resources 

Programs: 

Australia©s Youth Mentoring Network has a database of youth mentoring programs across Australia. It©s 
used by practitioners, teachers, parents, youth workers, counsellors, potential volunteers and young 
people themselves all looking for their local mentoring program. To register your program, follow the 
links from: 
http://www.youthmentoring.org.au/add_program.php 
Articles: 
DuBois DL et al. 2002. Effectiveness of mentoring programs for youth: A meta-analytic review. 
American journal of community psychology, v.30, n.2, pp.157-197. 
Hartley R 2004. Young people and mentoring: towards a national strategy. A report prepared for Big 
Brothers Big Sisters Australia, Dusseldorp Skills Forum and The Smith Family. Sydney: The Smith 
Family http://www.smithfamily.com.au/documents/tsf_Mentor_May04_85540.pdf 
Mentoring Australia 2000. Mentoring: benchmarks for effective and responsible mentoring programs 
http://www.dsf.org.au/mentor/benchmark.htm 
Crime Prevention Branch of the Attorney-General©s Department 2003. Early intervention: Youth 
mentoring programs: An overview of mentoring programs for young people at risk of offending (ISBN 0 
642 21098 5) This 2003 report provides a national profile of mentoring programmes for young people at 
risk of offending and highlights different approaches, models and good practice in the field. The report 
is available in hard copy by phoning the Crime Prevention Branch of the Attorney-General©s 
Department, toll-free number: 1800 708 777, or by downloading it as a PDF document 
(http://www.ag.gov.au/agd/WWW/ncphome.nsf/Page/Publications or follow the links from: 
http://tinyurl.com/2hpnw) The study team for the report were Urbis Keys Young©s Dr Ania Wilczynski 
and Clare Culvenor together with Assoc. Prof. Chris Cunneen, Director of the Institute of Criminology 
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at the University of Sydney Law School, John Schwartzkoff, director of Urbis Keys Young, and Kerry 
Reed-Gilbert, principal consultant at Kuracca Consultancy. National Crime Prevention 2003. 
Journal articles on this topic (from Youth Studies Australia): 
Order back issues or articles: 
Itemise which particular article(s) or issue(s) you require on the order form.  
Return the form to us with your payment. Costs are given on the order form.  
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This provides a framework for running a mentoring program. It may be used as a basis for reviewing 
and improving existing programs as well as helping those wanting to establish new mentoring programs. 
 

*The continuous cycle of effective mentoring 
 

1.  
Strategic Context 

Setting 

4. 
Program  

Implementation 

3. 
Program 

Design and 
Planning 

2. 
Business Case/ Proposal 

Development 

5. 
Review and 
Evaluation 

Effective 
Mentor i

ng 
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�  Alan Chapman 2005-08.  Free PDF version of this tool and information about SWOT analysis 
methods are available at www.businessballs.com/swotanalysisfreetemplate.htm.   
This is a free resource from www.businessballs.com, which contains lots more useful tools, diagrams 
and materials.  Not to be sold or published. 
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The             Mentoring Program has been developed to provide you, a young person (aged 15 -25) who 
has a disability, with the opportunity to develop your talents, gather valuable information and develop 
networks.  This will assist you become better connected with your community, and more able to access 
education, training, and employment opportunities. 
 
The           Mentoring Program will train and match selected young people with adult mentors from your 
local community.  Mentors will have community / training / professional experience relevant to each 
young person©s interests.   
 
You, as a mentee, would be expected to attend several meetings (a minimum of eight hours in total) with 
your mentor.   Your mentor will provide advice, information and a range of opportunities to improve 
your knowledge of what might be available to you in areas like employment, training, support services, 
recreation, and other community activities.   
 
You would also be required to attend a training session at the start of the program, and a debriefing and 
certificate presentation event at the end of the program.  The training, your mentoring sessions, and 
certificate presentation will be held in your local area as far as possible. 
 
For more information on the Bonnie Doon Mentoring Program, or to obtain help to fill out the 
application form,  please contact: 
 
The application form has five sections.  Please complete all of them so that your application can be 
considered. Information provided by you will be treated with confidentiality and not used for any other 
purpose without your permission. 
 
Applications can be returned via email attachment to: 
 
or posted to: 
 
 
SECTION ONE 
Personal details 
Name (of young person)  
Address  
Date of Birth 
Phone number      
o Voice o TTY     
Mobile/SMS number    
Email contact  
Emergency contact person and phone number 
What are your hobbies and interests? 
 
SECTION TWO 
Education And Training 
Name of current level/course  (or last level/course attended): 
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Name of school or other education/training institution: 
If you are not currently attending school or another education/training institution, when did you last 
attend? 
What ideas / ambitions (if any) do you have about future education or training you' d like to do? 
 
 
 
 
 
 
SECTION THREE 
Disability information 
Name of condition  
Age of onset   
How does your disability impact upon your day-to-day living? 
Other relevant Information 
 
SECTION FOUR 
Employment Aspirations 
Are you working at the moment?  If so, where and how many hours a week do you work?   
Please list any other employment or work experience you have had (include employer©s name, your job 
title, hours per week worked, date started and date finished). 
What sort of job would you like to do in the future? 
What assistance in exploring training / career options have you had, if any? (e.g. Job Network, Disability 
Employment Service, Careers Teacher / Counsellor)? 
Are there any particular areas or organisations you would like to have a mentor in? 
Do you have any existing contacts in these areas or organisations? (please list name and contact details) 
 
SECTION FIVE 
Conditions 
Applicants must have a disability (eg. mental health condition, long term medical condition, physical 
disability, intellectual disability, learning disability, sensory impairment).   
Applicants are expected to include personal / disability information relevant to their intended mentoring 
placement. This information is necessary to facilitate a safe and inclusive involvement in the program. 
Applicants must commit to complete the full program. 
Applicants must be available for pre program training (half-day) and final debriefing (half-day). 
Declaration 
I, ……………………………………………………….(print name clearly) declare that the information I 
have supplied is true and correct. I agree that I will meet the above conditions. 
Signature (not needed if submitting on-line): 
  ……………………………………………………………………………. 
Date: ………../ 
 
 
 
INFORMATION FLIER EXAMPLE 
Are you aged 15-25 years? 
Want to develop your talents and create networks? 
Want information on education, training and employment opportunities? 
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Looking to become better involved with your community?  
Do you live in  
 
Do you have a disability? 
 
The             Mentoring Program is designed to train and match selected young people with mentors who 
have community / training /professional experience relevant to each young 
person' s interests. 
       Contact  
 
 
                                                                                
 
                                                                                                 
 
                                                                                                 
                             has been successful in achieving funding for the               Mentoring Project. The aim 
of the project is to establish a mentoring program for young people in the                who are aged         
years and who are disengaged (or at risk of becoming disengaged) from education or vocational 
opportunities. 
 
Mentors will: 
assist young people to explore the possibilities for current and future engagement with community 
activities, and post-secondary training and vocational options   
gain deeper insights into the potential of young people and increased understanding of the goals and 
aspirations of young people who have a disability   
acquire a sense of achievement and contribution to their community, and increase their skills in 
communication, negotiation and engaging with young people    
be required to participate in eight one hour mentoring sessions with their mentee, as well as a debriefing 
and certificate presentation event at the end of the program    
be provided with a mentoring manual and individual training  
be subject to a Police Check, or a Working With Children Check if their mentee is under 18 years of age   
 
Mentoring sessions can be held at the mentor' s workplace or a suitable community venue.   
 
Mentees will benefit from a continued and supportive experience which will enhance the young person' s 
capacity to form links with their community and to pursue meaningful post secondary school learning, 
employment and activity opportunities. 
 
Expressions of Interest from individuals to be mentors are being sought.  Please complete the Expression 
of Interest Registration form attached and to address below.   
 
For more information regarding this exciting project please contact:  
 
± Mentoring Project (2007 ± 2008) 
Mentor Expression of Interest Registration 
 
Name:  
Title:   
Organisation:   

Mentoring Project 
Mentor Expression of Interest 
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Please outline briefly your area of work / professional interest in this project. 
………………………………………………………………………………………………………………
……………… 
What are your main personal interest areas (ie hobbies, recreational activities)? 
……………………………………………………………………………... 
Do you have any contacts in various vocational areas?  (eg a relative who has a mechanics workshop, a 
friend who owns a restaurant) 
………………………………………………………………………………………………. 
Have you had any previous experience or training in mentoring?  Please give details (not a prerequisite; 
training will be provided).   
……………………………………………………………………………………………….. 
Postal Address:   
Telephone:  
Fax:  
Email: 
This information will be treated as confidential, will be used for the purposes of the Mentoring Project, 
and will not be used for any other purpose without your permission.   
 
 

Sample mentoring agreement 
Attached is a sample mentoring agreement. Student and mentor pairs are encouraged to draw up 
a mentoring agreement to help clarify their respective roles and expectations. The agreement, 
while not binding, sets the framework of the relationship. It should be drawn up during the first 
week of the assignment and reviewed halfway through the term. 

Appendix - Sample Mentoring Agreement 
We are entering voluntarily into a mutually-beneficial mentoring relationship. This relationship 
is intended to be a rewarding experience during which our time together will be spent in personal 
and professional development activities. Features of our mentoring relationship shall include the 
following: 
Duration of the mentoring program:  
__________________________________________________________________________ 
Frequency of meetings: 
__________________________________________________________________________ 
__________________________________________________________________________ 
Mentoring activities: 
__________________________________________________________________________ 
__________________________________________________________________________ 
__________________________________________________________________________ 
__________________________________________________________________________ 
__________________________________________________________________________ 
__________________________________________________________________________ 
If the mentor is not the student©s supervisor, the supervisor is aware of the relationship and agrees 
to provide the student the time required to meet with the mentor. 
Student©s signature: ________________________  
Mentor©s signature: ________________________ 

Date: __________________  
Date: __________________ 

  
Supervisor©s signature: ___________________________  
Date: __________________  
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Whether working in an existing program, about to establish a program or decide on the type of support 
to provide to mentoring, it is useful to think of the development, support and management of mentoring 
as falling into a continual cycle of activities of planning, design, implementation and review/evaluation. 
The concept of continuous improvement is integral to good mentoring management practice. 

 
 

Strategic 
Context 
Setting 

Business 
Case/ Proposal 
Development 

Program Design 
and 
Planning 

Program 
Implementation 

Review and 
Evaluation 

1. Undertake 
environmental 
scan 
- Determine 
relevant 
government/ 
community/ 
business/ 
organisational 
strategies and 
polices related to 
young people 
 
- Identify existing 
evidence of best 
practice and 
promising 
approaches to 
mentoring 
 
- Document 
current programs 
and projects which 
incorporate 
mentoring and the 
communities in 
which they are 
located 
 
- Identify networks/ 
groups supporting 
the development of 
mentoring practice 

1. Develop 
business 
case/ proposal 
- Document 
strategic context 
and ensure 
alignment of 
project within 
policy context and 
funding model 
 
- Develop a 
project statement 
including a 
description of the 
program, the 
expected 
outcomes, 
performance 
measures, time 
frame and cost 
 
- Establish 
program objectives 
and goals 
 
- Identify 
stakeholders with 
an interest in the 
success of the 
project including 
potential partners, 
key decision 
makers, third party 
organisations, 
communities and 
young people 
 
- Assess risks and 
develop risk 
management 
strategies 
 
- Develop project 
timeframe and key 
project milestones 
 
- Develop detailed 
budget 

1. Establish 
program 
governance 
structure 
 
2. Develop 
comprehensive 
program/project 
documentation 
- Program/project 
context 
- Program/project 
overview 
- Description of 
target group and 
any specific needs 
- Partnership 
arrangements 
- Funding model 
- Program/project 
organisational 
structure, roles 
and responsibilities 
 
- Project logic 
model including 
goals and 
objectives, 
resource 
requirements, key 
program/project 
activities, outputs, 
outcomes and 
benefits 
 
- Project 
timeframes and 
key milestones  
- Key stakeholders 
and 
communication 
strategies 
 
- Project risks and 
management 
strategies 
 
- Evaluation 
framework 

1. Formalise 
partnership 
agreements 
 
2. Promote 
program 
and provide 
information to key 
stakeholders 
 
3. Where providing 
funding to one 
or more projects 
undertake 
procurement 
development 
and submission 
assessment 
processes 
 
4. Determine 
support and 
training needs of 
funding recipients 
 
5. Develop and 
sign off contracts/ 
service agreements 
 
6. Manage 
contract/service 
agreement 
requirements, 
including release of 
project funds, 
project liaison and 
monitoring 
activities 
 
7. Provide, source 
or broker project 
training and 
support 
 
8. Facilitate 
mentoring 
networking 
activities 
 

1. Establish key 
performance 
indicators and data 
requirements 
 
2. Determine 
evaluation 
methodology 
 
3. Establish review 
and 
evaluation 
timeframe 
 
4. Undertake 
monitoring 
and evaluation site 
visits 
 
5. Gather and 
analyse 
relevant data 
 
6. Report to key 
stakeholders 
 
7. Review 
appropriateness 
and effectiveness of 
program 
 
8. Implement 
relevant changes to 
improve or 
discontinue the 
program 
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- Document project 
governance 
arrangements 
 
- Outline project 
communications 
strategy 
 
2. Submit 
business case/ 
proposal to 
decision makers 
 
3. Obtain 
agreement/ 
endorsement of 
project proposal 

including 
performance 
measures, 
evaluation 
methodology, 
reporting 
requirements 
 
3. Develop 
detailed project 
plan to document 
specific project 
components 
 
– program design, 
implementation, 
review and 
evaluation 
 
– and the 
associated 
activities, timing, 
responsibilities and 
resource 
implications for 
each 
4. Submit detailed 
project plan to key 
decision makers 
5. Obtain 
agreement/ 
endorsement of 
detailed project 
plan 

9. Produce and 
disseminate 
communications to 
stakeholders 
 
10. Review risk 
management 
strategy 

This framework is meant as a guide to effective mentoring management practice. The relevance of all these activities 
will depend on the type and level of mentoring support and funding involved. 
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o Free yourself from “shoulds”  - live your life on the basis of what is possible for you and what 
feels right to you instead of “what others think”  you should do. “Shoulds”  detract us from 
identifying and fulfilling our own needs, abilities, interests and personal goals 

o Respect your own needs - recognise and take care of your own needs and wants first. Identify 
what really fulfils you ± not just your immediate gratifications. Respecting your own deeper 
needs will increase your sense of worth and well being. 

o Set achievable goals ± establish goals on the basis of what you can realistically achieve, and then 
work step by step to develop your potential. 

o Talk to yourself positively ±stop listening to the “cruel”  inner critic. When you notice you are 
doubting or judging yourself, replace those thoughts with self accepting thoughts, balance self 
assessment and self supportive direction 

o Test your reality ± separate your emotional reactions ± your good and bad feelings ± from the 
reality of the current situation. For example; you may feel anxious and stupid about taking a test, 
but if you think about it, you may still have the ability to complete the test 

o Experience success ± seek out and put yourself in situations in which the probability of success is 
high. Look for projects which stretch ± but don' t overwhelm ± your abilities. Imagine yourself 
succeeding 
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o Take chances- new experiences are learning experiences which can build self confidence. Expect 
to make mistakes as part of the process 

o Solve problems ± don' t avoid problems, and don' t moil about them. Face them, and identify 
ways to solve them or cope with them. 

o Make decisions ± practice making and implementing positive decisions flexibly but firmly and 
trust yourself to deal with the consequences. 

o Develop your skills ± know what you can and can' t do. Access the skills you need learn and 
practice them. 

o Emphasise your strengths ± focus on what you can do rather than on what you can' t. Accept 
current limitations and live comfortably with them, even as you consider what strengths you 
might want to develop next. 

o Rely on your own opinion of yourself ± entertain feedback from others, but don' t rely on their 
opinions. Depend on your own values in making decisions and deciding how you feel about 
yourself and what is right for you.    

 
Adapted from 
Better Self Esteem, 1999 
The University of Texas at Austin 
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Dos 
� � Challenge, motivate, inspire and encourage 
� � Be patient and build trust 
� � Offer alternative perspectives 
� � Encourage self-directed reflection, analysis and problem solving 
 
Don’ts 
� � Simply provide solutions 
� � Assume responsibility for the student’s career development 
� � Tutor or offer personal counselling 
� � Neglect agreed commitments without explanation 
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COMMUNITY BASED MENTORING 
 
Community based mentoring is usually 1 to 1 mentoring where the mentor shows the mentee different 
social experiences often within their local communities but also in the broader community. 
 
SITE BASED MENTORING 
 
 Site based mentoring occurs at a specific location such as community centre, youth centre or the agency 
 
 
SCHOOL BASED MENTORING 
 
Similar to site based, school based mentoring takes place at the mentees school either in school hours or 
directly after. 
 
FAITH BASED MENTORING 
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Faith based programs are usually attached to religious organisations or places of worship 
 
BUSINESS MENTORING 
 
Business mentoring works within companies who want to give something to the local community in 
which they are working. 
 
ELECTRONIC MENTORING 
 
Electronic mentoring uses technology to connect the mentor and the mentee ± these programs are 
usually used in situations where the mentee is in an isolated situation. Eg rural isolation. 
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For further information please contact:- 
Volunteer Management Program(VMP) Manager 
Phone:  (03)5721 0204 
Fax:  (03) 5721 9994 
Email:  cherie.gottschling@thecentre.vic.edu.au 
 
The Centre Wangaratta 
Pathway to Volunteering 
Monthly training ± 4th Tuesday in the month except March 26th  
February 26th  
March 25th  
April 22nd 
May 27th  
June 24th  
July 22nd 
 August 26th  
September 23rd  
October 28th  
November 25th  
 
Certificates II, & III in Active Volunteering. Community Skillsbank (CSB) are proud to announce that 
along with our regular Pathways to Volunteering training sessions, we are now delivering Accredited 
Training for registered CSB volunteers and volunteer organisations. *Certificates II and III in Active 
Volunteering, developed by Volunteering Australia, are now part of the training options offered by The 
Centre for Continuing Education Inc (our parent organisation), at no charge to CSB registered 
volunteers. If you would like to achieve Core Competencies in areas such as: -Be an Effective Volunteer 
-Undertake basic administrative duties -Communicate with people accessing the services of the 
organisation -Follow OHS procedures -Work with others and Elective Competencies such as: -Support 
the activities of existing groups -Participate in networks -Conduct projects -Prepare for public speaking 
......................this training is for you.  Your own home and workplace. 
 
 
 
 
U 
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Sue Watts Making Mentoring Matter Project ± Hume Region  - based at NESAY Benalla ± 57622880 
swatts@nesay.com.au  
Victorian Youth Mentoring Alliance Website: www.youthmentoringvic.org.au   
Office for Youth Website: www.youth.vic.gov.au   
Youth Mentoring Network Australia: info@youthmentoring.org.au  
Mentoring News: newsletter@mentoring-works.com 
Victorian Youth Mentoring Alliance: s.johnson@youthmentoringvic.org.au  
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It is important to stress that mentoring is not about: 
� �providing academic advice 
� �mentors presenting tutorials or conducting workshops 
� �personal counselling or life coaching that is not related to professional skills 
� �assistance with commercial activities or ventures. 
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NESAY www.nesay.com  
Victorian Youth Mentoring Alliance Website: www.youthmentoringvic.org.au   
Office for Youth Website: www.youth.vic.gov.au   
Youth Mentoring Network Australia: info@youthmentoring.org.au   
Mentoring News: newsletter@mentoring-works.com  
 

The publication that came out of the Volunteer Mentor Summit in July 2008. 
is available for download at www.youthmentoringvic.org.au 
 
This guide is a culmination of your views and provides coordinators with a real insight into ‘What 
Mentors Want” .  
 
The Centre Volunteer Skills Bank  - www.nevictoria.skillsbank.com.au 
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