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Foreword
PACCOA was formed in 1998 to fill a void in national communication within community corrections
and forge an identity for the profession in Australia. PACCOA aims to develop the profession of
community corrections, advance the quality of justice in Australia, promote ethical practice and
contribute to the professional education of members. Until now individual members have had
minimal opportunities to contribute to these aims on a national basis as was intended by the
formation of the association.
The short-term mentor program will offer a platform for PACCOA members to share their
experiences and support the professional and practical development of other members. This
will strengthen the PACCOA professional network and offer a product to members not otherwise
available within Australian Community Corrections.

Purpose of Guide
The PACCOA guide to mentoring is intended to be a resource to assist Mentors and Mentee’s in
having a collaborative and meaningful mentoring relationship. The guidebook will aim to be a
resource for members interested in being mentored or becoming a mentor.
The guide was prepared using resources readily available on the internet with references attached.

Introduction
At its heart, the mentoring relationship involves the sharing of knowledge, skills and life experience to
guide another towards reaching their full potential during a journey of shared discovery. The
mentoring partnership is normally characterised by a more experienced person (mentor) and
someone less experienced (mentee), to facilitate person and professional growth.
PACCOA’s mentorship program will utilise a structured approach to mentoring requiring the
relationship to be established for a pre-determined period and operate in accordance with the
Mentoring Terms of Agreement document/guidelines.

“If you want a harvest in one year, grow a
crop. If you want a harvest in ten years,
grow trees, if you want a harvest that will
last a life time, grow people”.
CHINESE PROVERB

Benefits of Mentoring

“I am not a teacher, but an awakener.”
- ROBERT FROST

Effective Mentoring
·

Alliance
Alliance consists of three components: the bond that is forged, agreement
on the goals, and agreement on the specific tasks and activities that will be
undertaken to achieve those goals.

·

Empathy and related constructs
Understanding and adopting the perspective of the other person. Related
constructs refer to: attunement, positive regard and genuineness.

·

Positive relationship expectations
Mentees and mentors both need to have expectations that their work will be
successful. Articulating these expectations and explaining how the mentee
will be able to meet them will facilitate change.

·

Cultural adaptions
How mentees’ problems and solutions are framed, and even the ritual of
one-on-one meetings, may not always align with the values and perspectives
of ethnic and racial minority groups. Participants are encouraged to consider
each other's cultural needs.

·

Mentor skills & experience
Not every volunteer has the capacity to be a mentor. Participants are
encouraged to consider if this role is genuinely suited to their skills and
experience. Mentors also need to be open to learning not just from the
program but from their mentees, and willing to ask for advice when they
need it. Mentors should be open and willing to get the support they need
and avoid an overly prescriptive, heavy-handed, or rigid mentoring approach

·

Homework and practice
Consider homework or activities that the mentee can work on between
sessions. These activities allow mentors to use their limited time during
meetings with mentees most effectively and give mentees an opportunity to
practice applying what they have learned to real-life situations. Seeing the
effectiveness of new skills or habits first-hand in their own lives builds
confidence and helps mentees progress more quickly.

The Chronicle of Evidence-Based Mentoring | 5 features of highly effective mentoring relationships by Jean Rhodes

Guidelines for a Mentoring Relationship
· Mentors and mentees should not be in a direct reporting relationship
· Mentoring partnerships are about professional development
· Mentoring partnerships are grounded in confidentiality and trust.
· Mentoring partnerships should be dynamic and reciprocal experiences in which the
mentor and mentee grow and learn from each other.
·
The responsibility for identifying discussion topics, surfacing ideas and structuring the
relationship is shared by both mentors and mentees
·
Mentoring is a volunteer activity. Either party can end the relationship for any reason
at any time with no fault assigned.
· The conversations between the mentee and mentor should remain confidential, unless
otherwise specified upfront.
Source: Career Connect Mentoring Guide

The Role of the Mentor
The mentor helps the mentee to see the big picture. As part of this process, the mentor
helps the mentee to identify themes and patterns in their past behavior, and potentially
limiting or unproductive beliefs. The mentor does this by listening deeply, sharing their
experience, asking hard questions, encouraging the mentee to be clear and affirming the
mentee.
The most effective mentors are honest and generous with their experience, especially real
life examples of what they did and how they managed situations.
Source: Australia Council for the Arts Guide to Mentoring

The Role of the Mentee
It is up to the mentee to make the most of the mentorship. This means driving the success
of the relationship – scheduling meetings and speaking up if it is not working. It also means
being open to change and being challenged, reflecting regularly on the process and taking
action. The mentee is most likely at a point in their career where they are thinking of
transition or change, ideally the mentee will enter the mentorship with an idea of what
knowledge they want to acquire.
Source: Australia Council for the Arts Guide to Mentoring

Common Mentor Concerns
Confidentiality
Effective mentoring involves sharing real life experiences. To establish the trust necessary
for this to happen, mentors need to know that the information they share will be treated
as confidential. Mentees and mentors may choose to sign a confidentiality agreement at
the outset.

Time
Mentees can reassure mentors that they will keep appointments and generally not take
advantage of mentors’ goodwill.

Not being knowledgeable
Mentors might worry that they don’t know ‘everything.’ The mentor’s role is not to answer
every question, but to create space for the mentee’s self-inquiry.

Raising difficult topics
The core of transformational mentoring is engaging mentees at their ‘learning edge.’ This
is almost always uncomfortable. Asking challenging questions with good intent are
crucial, and mentors can do this by creating a safe space inside the mentorship
relationship to raise these questions

“In learning you will teach, and in teaching
you will learn.”
PHIL COLLINS

The Mentoring Lifecyle

Establishing the relationship
When mentors and mentees first start their mentorship relationship, it is important not to
try to ‘dive in’ to the issues at once. First, mentors and mentees should establish rapport,
for example by sharing common ground and stories. This involves showing a certain
amount of vulnerability in opening up to get to know each other on a deeper level.

Setting direction
At the start of the relationship, it is common for the mentee to find it hard to define their
goals. Mentors can Encourage the mentee to think big, dream and be unrealistic, whilst
also defining a closer range of more tangible goals.

Progression
With the Established foundation of trust it is time to delve into issues and challenge
assumptions and ways of doing things. Mentors and mentees identify themes, patterns,
blocks, limiting beliefs and options. You reflect regularly on how the mentoring process is
going, identifying deeper goals and adjusting plans accordingly

End of program
The PACCOA mentor program will run for a maximum 12 weeks as it is designed to be
short-term. Mentors and mentees may chose to finish this earlier if it is agreed upon by
both parties.

