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Å Definition of Mentor  

Å The Mentee Experience

Å The 3 Ways of Knowing Model

Å First - Knowing Why

ï Our motivation ςkey to mentoring success

ï Personal or professional values matter

Å Then - Knowing Whom

ï Understanding our mentee

ï What we bring to the relationship

ï Developing relationships, building reputation and demonstrating 

reciprocity

Å Finally - Knowing How

ï Building Rapport, gaining trust, modelling behaviours

ï Know what skills you bring to the relationship

Å 3 Models for Mentoring

ï Outcome focused conversations

ï Motivational interviewing

ï Modelling 2Career and Transition Consulting
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What is a Mentor? HRINZ website:

ά¢ƘŜǊŜ ŀǊŜ Ƴŀƴȅ ŘŜŦƛƴƛǘƛƻƴǎ ŦƻǊ ǿƘŀǘ ƳŜƴǘƻǊƛƴƎ ƛǎ ŀōƻǳǘΦ 

Mentoring in simple terms can be defined as a relationship or link established 

between someone who is experienced and someone who is not. 

The experienced mentor will share with the mentee their lessons learned and 

any relevant insights that the mentee may benefit from when confronting life or 

career issues. 

The relationship is facilitated by a specific mentoring agenda comprising several 

mentoring processes (initiated usually by the mentor) with the goal being that 

the mentee achieves or at least moves toward achieving their personal goals 

ŀƴŘκƻǊ ǇǊƻŦŜǎǎƛƻƴŀƭ ŎŀǊŜŜǊ ƎƻŀƭǎΦά 
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The Mentee Experience

Å Migrants arrive in New Zealand mostly unprepared for the cultural 

differences and the adjustments they must make to be successful here

Å They can have:

ïDifferent ways of relating (direct, vocal/aggressive, demure)

ïDifferent responses to receiving feedback (may misinterpret intention)

ïDifferent values and cultural beliefs (e.g. Re status, gender difference, 

meeting in the car park instead of in the cafe! Etc)

Å Developing an effective Mentor / Mentee relationship can be fraught with 

misunderstanding ςbeing clear about why you are doing it and what you 

have to offer is critical for doing this work well
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Longitudinal Immigration Survey: 2008, Statistics New Zealand 

Key Findings

English Language: 86.5% High level of English language ability, 27.2% reporting 

their English language skills as good or very good and 59.3% as a 

language they spoke best

Qualifications: 67.0% migrants aged 16 yrs + held a post-school qualification 

47.4 % held an advanced vocational qualification or university degree. 

Reasons for immigrating: The three most common reasons migrants chose New 

Zealand were - relaxed pace of life or lifestyle 44.1% 

the climate or clean, green environment 39.6% 

Settling in: Employee ï56 %had no problems settling in (44% did)

Partner ï35 % had no problems settling in (65% did)

Children ï38 % had no problems settling in 62% did)



Career and Transition Consulting 6

Survey results cont.

9ƳǇƭƻȅŜǊǎΩ ŜȄǇŜǊƛŜƴŎŜ

Å 87 % of employers said they rated their migrant employees as good or very good 

Å 43 %  employers reported language difficulties was the most common issue

Å 44 % of the migrants that had left an employer in the previous 12 months had 

worked there longer than 12 months

Å The most common reason for a migrant leaving (NZ) was to return to their 

country of origin (23 percent).

Labour force Participation:

Å Migrants have a lower rate of labour force participation than New Zealand born 

and a higher rate of unemployment - 9 % compared with just over 7 % (07/08 

figures) ςparticularly for the first year or two after arriving 

Å The last Dep. Labour figures for migrant unemployment were in 2006
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Knowing 
Why

Knowing 
How

Knowing 
Who

óKnowing Whyô : 

understanding what keeps us 

motivated.

Itôs about beliefs, values, core 

drivers and what gives us 

meaning and relevance.

óKnowing Howô; our skills, 

openness and attitudes 

to learning and being 

flexible.

Itôs about being clear 

about the resources we 

have and those we need 

to do what we want to do.óKnowing Whoô is about 

knowing who is 

important, who is affected 

and who else needs to be 

considered.

Its about relationships, 

reciprocity and reputation.

The Three ways of Knowing is important for both the mentor and the mentee



Exercise One
ÅOn the worksheet, give 3 

reasons Whyyou volunteered 

to be an Omega mentor and 3 

personal or professional values 

that you try to emulate as a 

mentor.
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Knowing WhyςOmega helps migrants find 
work
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Å To help build the capacity and competence 

of our city 

Å So that barriers to difference can be 

eliminated; that we celebrate diversity

Å To utilise the extensive skills and 

international experience they bring

Å So that people who come to live here feel 

welcome, engaged and supported

Å To encourage their investment in NZ

Å To óshowcase good practice and innovative 

ideasô



Knowing Why- Understanding our motivation

Do we really just want to help out?

ÅWe are naturally attracted to being validated for our 

knowledge and experience

ÅWe have accrued much experience and like to share 

this ςto make a contribution

ÅTo teach is to learn ςour theories are tested 

ÅIŜƭǇƛƴƎ ƳŀƪŜǎ ǳǎ ΨŦŜŜƭ ƎƻƻŘΩ 

ÅReciprocity - when we give - we receive 
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Knowing WhyςOur personal and professional 
beliefs and values

ÅImportance of congruence between our own values 

and beliefs and why we volunteer to mentor

ÅWhy do it if it does not fit with our lifestyle and other 

demands? Is there another agenda?

ÅAuthenticity is powerful!

ïBe clear about our values 

ïand how we are expressing them
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Exercise Two
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On the worksheet give answers to these 

questions:-

Who is important ïwho do you need to 

consider?

What is important about your reputation?

Where are your key work relationships ? 

How does reciprocity factor in the way 

you manage relationships? 



Knowing WhoςǘƘŜ о ΨwΩǎ

Å Developing Relationships

ï Self awareness

ï Other awareness

ï contacts

Å BuildingReputation

ï Understanding what we bring to the relationship

ï Understanding how critical reputation is

ï Knowing importance of personal brand

Å Modelling and teaching Reciprocity

ï The principles of good networking
ï Network for information rather than a job
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Knowing WhoςIs about Relationships

Self awareness ςHow do those people know that they are important to 

you? How good are you at building and developing relationships? Are 

you aware of the messages you give your mentee about relationship 

development?

Other awareness ςά{ŜŜƪ ŦƛǊǎǘ ǘƻ ǳƴŘŜǊǎǘŀƴŘ ōŜŦƻǊŜ ōŜƛƴƎ ǳƴŘŜǊǎǘƻƻŘΚέ 

Steven Covey

What worlds are your contacts in? How prepared are you to give access to 

these contacts? How do you manage things when you know contacts 

that might help but that you are not prepared to impose the mentee 

on them?
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Knowing WhoςIs about Reputation

ï Understanding how critical reputation in a small town like 

Auckland is possibly something new to people from large 

cosmopolitan cities overseas

ï Careers are built upon Reputation ςmanaging this is the 

key to all career success

ï Knowing importance of your own personal brand and 

being able to coach a mentee about this

ï What is your own reputation about? How does this help 

your mentee?
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Knowing WhoςIs about 
Reciprocity

When taking this principle into dealing with relationships / 

networking , reciprocity is about:

ÅUnderstanding the principles of interdependence and 

interconnection

ÅKnowing that giving and receiving go hand in hand

ÅUnderstanding the consequences of receiving without giving 

ÅHaving the ability and awareness to respond appropriately:-

response...ability.
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Exercise Three
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Write down 10 skills and experience you offer the mentoring relationship

PLUS 3 skills you would like to develop in order to be a good mentor



Knowing Howςwhat you offer
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Know what skills you bring to the relationship

Å Personality traits that help and those that perhaps 

ŘƻƴΩǘ

Å Strengths in coaching, mentoring, training ςhow 

do these relate to your style of mentoring?

Å Skills and relevant experience you have that help 

you understand your mentee and the world he or 

she wants access to

Å Weaknesses that may hinder or that you need to 

be aware of and get development in e.g. Cv writing



Knowing HowςThe skills of a Mentor

1. The ability to listen ςand not dominate or be overbearing

2. Comfortable building relationships with diverse groups

3. Engages a careful and prudent use of power

4. Encourages confidence and independence 

5. Is comfortable in own skin and sharing experiences and knowledge

6. Is approachable and available

7. Models good relationship and networking skills

8. Has a positive frame of mind ςunderstands the power of possibility

9. Is open to continuous learning ςŘƻŜǎƴΩǘ ƘŀǾŜ ǘƻ ΨōŜ ǊƛƎƘǘΩ

10. Models good professional behaviour
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Ok ςWe are all learning!
There is no single formula for good mentoring; mentoring styles 

and activities are as varied as human relationships. 

Different mentees will require different amounts and kinds of 

attention, advice, information, and encouragement. 

Some will feel comfortable approaching you; others will be shy, 

intimidated, or reluctant to seek help

The best approach if new to mentoring is to be open

minded, flexible and keen to learn. 
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Common problems that may arise are:

Å Initially, there may be a test period and some initial tensions 

ÅFeelings of threat exist regarding the new relationship 

ÅYour mentee doesn't keep to the terms of the relationship 

ÅYou and your mentee don't see eye to eye on certain issues

ÅThe Mentor / Mentee fit is not an easy one 

ÅEither you or your mentee feels time pressures 

ÅFinding rapport seems difficult

ÅThere is poor communication and understanding is limited
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How - Building Rapport, gaining trust 
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You will know when there is rapport by:-

Åhow comfortable you each are physically

Åhow similar your body language is

Åmirroring happens automatically

Åconversation is easy and there is a mutually comfortable pace

Your Mentee will feel that you understand them when you......

ÅMatch the way your Mentee deals with information ïbig picture or in detail

ÅReflect back to them accurately what they tell you

ÅRespond intelligently and with óself and otherô awareness to them

Rapport building quickly is an assured way to quickly develop trust.



Understanding our mentee ςgood questions
Å What do they want out of life? (Why)

Å How does this fit with their life values and goals? (Why)

Å What are the other considerations they need to take into 

account? (family, other commitments etc) (Who)

Å What skills and experience do they wish to utilise ? (How)

Å What are they most proud of in their career? (How and Why)

Å What are their stories? (How and Why )

Å What have they done to prepare for the journey ahead? (How)

Å What are their resources ςextrinsic and intrinsic (How)

Å What are they doing now ςpaid and unpaid work?

Å What do I want for the world/my community? (Why)

Å What do they believe is holding them back? (Why incongruence)
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The task - Developing relevance in the market

ÅOne of the key challenges to migrants is to transfer 

appropriately their skills and experience to the NZ marketplace

ÅYour linking them to areas that are relevant ςand affirming 

their relevance is critical

Å It is not about finding perfect job fit, but about giving mentees 

opportunities to become familiar with what is available and a 

clear sense of what is possible 

Å Its also about what they might have to compromise ςand 

what they will need to develop.

Open up their world!
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G- Establish the Goal

ïDefine the goal for the session

R- Examine Current Reality

ïExplore what has happened- is happening

O - Explore the Options

ïexplore what is possible - all the options they have for 

solving the problem

W - Establish the Will

ïGet your mentee to commit to specific action ςto establish 

his or her will and motivation. 
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Model One

G.R.O.W
Outcome focused 

conversations



O - Open-ended questions - Enquiring

A - Affirmations ςPositive encouragement 

R - Reflective listening - Understanding

S - Summarise ςcall attention to salient elements

of the discussion and to shift attention or direction.

The acronym is a nice image. It gives us power to move, yet it is not a 

powerboat. With sustained effort OARS can take us a long way. 
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Model Two

O.A.R.S
Motivational 

Interviewing
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Model constructive and positive behaviours

Å Be clear about what is important

Å Notice filters and paradigms that limit your perception and 

understanding

Å !ŎƪƴƻǿƭŜŘƎŜ ǿƘŜƴ ȅƻǳ ŘƻƴΩǘ ƪƴƻǿ ŀƴŘ ƎŜǘ ŀŘǾƛǎŜ ƻǊ ǎǳǇǇƻǊǘ

Å Demonstrate PROTEAN behaviours :

ï Flexibility

ï Openness to learning

ï Being Proactive

ï Self Awareness ςand awareness of other

ï Taking personal responsibility

Model Three
Modelling:

Be a Role Model



In summary
Tip 1: Practice by Mentoring Yourself

Test the 3 Ways of Knowing and the G.R.O.W.model on yourself first

Tip 2: Ask Great Questions 

Use O.A.R.to ask open questions : "What effect did that have?" (not 

ŎƭƻǎŜŘ ƻƴŜǎΥ Ϧ5ƛŘ ǘƘŀǘ ŎŀǳǎŜ ŀ ǇǊƻōƭŜƳΚάύ

Tip 3 : Listen Well

Listen -ƭŜǘ ȅƻǳǊ άƳŜƴǘŜŜϦ Řƻ Ƴƻǎǘ ƻŦ ǘƘŜ ǘŀƭƪƛƴƎΦ 

Tip 4 : Model Professionalism

The messengerISthe message

Tip 5: Be Motivational

Show understanding and develop new possibilities for your mentee.

Open Up Their View of The World!
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Bibliography and Notes
Å Longitudinal Immigration Survey: 2008, Statistics New Zealand

Å Household Labour Force Survey: March 2010, Statistics New Zealand

Å HRINZ website http://www.hrinz.org.nz

Å The GROW modelwas developed in the UK While no one person can be 

clearly identified as the originator Graham Alexander, Alan Fine and Sir 

John Whitmore (well known in the world of coaching) made significant 

contributions and Max Lansberg makes claims to it in the TAO of Coaching

Å OARS - Motivational interviewing (MI) refers to a counselling approach in 

part developed by clinical psychologists William R Miller PhD. and Stephen 

Rollnick, PhD.
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