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INTRODUCTION 
Everyone wants to get a job when they reach adulthood. This gives not only a sense of 
security and stability, but also self-fulfillment and self-esteem. As a consequence, individuals 
can participate fully in society, cover the necessities of life, and define their role and status 
in a social organisation. 

However, disability can sometimes become an obstacle to gaining or finding a place 
in the labour market. Nevertheless, research shows that labour market status of disabled 
people is changing in their favor. Employers more often and more readily employ these 
people, regardless of their deficiencies, but rather focus on their potential. In order to 
perform their professional duties competently and persistently, this population needs the 
support of both managers and colleagues. In particular they need a person who will provide 
ongoing support and care for them, helping them to overcome initial difficulties and fully 
develop their career at a later stage. People with disabilities need a master, an authority 
figure, and a mentor. 

 The situation of women with disabilities in the labour market is exceptional. 
Difficulties in combining a career with household chores, stereotypes of disability, barriers 
in the surrounding environment and persistent stereotypes of employing disabled people 
are problems encountered by this group on a daily basis. The combination of these two 
factors—disability and femininity—often contributes to social and professional exclusion of 
this social group. Thus, women with disabilities need special support in the workplace from 
people who will provide them not only with knowledge and skills, but also with an exemplary 
attitude, which will help to reduce barriers and enable stable career development. The result 
of this should be the social inclusion of women with disabilities in the workplace through 
workplace learning and mentoring. 

The presence of people with disabilities in the labour market has recently been an area 
of research interest and scientific reflection in Poland. So far, no one has developed a good 
all-purpose strategy for the integration of people with disabilities into the labour market. 
There are also no publications related to workplace mentoring of people with disabilities. 
The issue is extremely broad, therefore the author decided to limit the study only to the 
mentoring of women with disabilities, due to a number of barriers that affect them. 

The specificity of the topic addressed in this study requires clarification regarding at 
least two general concepts. The first one is ‘mentoring’. A review of the definition of 
'mentoring' would go well beyond the scope of this paper. One of the best known definitions 
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of this concept is D. Clutterbuck’s:  “Mentoring is voluntary independent off-line help from 
one person to another in making significant transitions in knowledge, work or thinking1. “ 

In the context of this study, the term ‘mentoring’ refers to caring for an employee, in 
this case a woman with a disability, during different periods of her professional development 
and career in the organization—from being recruited to achieving job security.  

The other term—disability—is to be understood as defined in the Charter of Rights 
for Persons with Disabilities. The Charter defines people with disabilities as those whose 
physical or mental condition permanently or temporarily impairs, limits or prevents daily life, 
learning, work and fulfilling social roles, in accordance with legal and customary standards, 
have the right to lead independent, self-reliant and active lives and cannot be subject to 
discrimination2. 

In view of the above, the aim of the paper is to show the objectives, tasks and benefits 
of workplace mentoring for women with disabilities.  

The research used the methods of analysis and synthesis. The methods were chosen 
to adapt the new issue of mentoring women with disabilities in the workplace to the existing 
knowledge. Therefore, bibliography concerning the issue discussed was used, and the study 
includes key bibliography, including Internet bibliography. 

Due to the purpose of the paper, the methods chosen and the collected material, the 
study consists of four parts. The first one focuses on the essence of mentoring and refers to 
mentoring as a process, takes into account types and advantages of mentoring and explains 
what it concerns. The second part discusses the objectives of mentoring women with 
disabilities from the point of view of the organization, mentor and mentee. 

The next part discusses the tasks of a mentor for women with disabilities. Finally, the 
benefits of mentoring women with disabilities are discussed, taking into account the three 
points of view. The results of the study are summarized in the conclusion. 

  

 
1 D. Clutterbuck, Każdy potrzebuje mentora. Jak kierować talentami?(Everyone Needs a Mentor.Fostering Talent in Your Organisation). 
Wydawnictwo Petit, Warsaw 2002, p. 13. 
2  Preamble to the Charter of Rights of Persons with Disabilities. 
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UNIT 1. Mentoring 

Why mentoring? 
In the world of work, the main purpose of mentoring is to promote integration between the 
individual and the organization, facilitating the integration or reintegration of workers and 
therefore enhancing their potential. Rarely, however, mentoring is activated as the only lever 
of development. Most of the time it integrates training or educational programs (both 
traditional and innovative) and always represents a valuable opportunity for mentees, who 
have the opportunity to be closely followed by those who have already reached a good 
level of professionalism and experience in a certain field. The protagonists of these are: 

Mentor: a person with a strong motivation to guide and counsel the mentee, a person 
with less experience. Good mentors have, among their main qualities, moral integrity, 
interpersonal skills and extensive professional experience. In a mentoring relationship, 
mentors shouldn’t present themselves as consultants, but rather as "wise and honest 
counselors": they do not tell their mentees what to do or take decisions in their place; they 
do not present their own case or experience as the only point of reference, but propose 
different points of observation of the problems; they help mentees to acquire greater 
awareness of their own potential and to overcome the inner fears that are the first obstacle 
to a correct and successful management of their professional and personal development 
project. Mentors accompany mentees in facing challenges, sharing with them knowledge, 
methods and strategies. For example, in the ability to make decisions: identifying the 
criticality; evaluating the situation and the risks that changing or not changing involves; 
analyzing the available alternatives; making the choice once the possible alternatives have 
been gathered; making the commitment, implementing the decision and sticking to it. 

Mentee: the one who is guided and advised by the mentor in professional learning 
and personal development process; mentee and mentor together create the overall action 
of mentorship as a relationship between the aforementioned figures. The role of the 
menteeis that of someone who listens to learn the right techniques to manage and make 
their activities and, ultimately, their life, a success. The mentee is an active person who 
proves to be seriously willing to acquire professionalism, to take the risks of their actions, to 
speak openly and clearly about their ideas, perplexities and fears, but also to be able to 
accept willingly the criticisms made by the mentor, turning them into something 
constructive. Those who receive mentoring should never find themselves in the condition 
of feeling in a state of psychological dependence on the mentor, or even enter into 
"negative" competition with them, but should always be able to realize that the relationship 
with the mentor is that of two equals, thus having the freedom and ability to terminate it if 
the possibility of psychological subordination occurs. At the beginning of the mentoring 
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path, mentees should always clearly set out the objectives they wants to achieve in order to 
for the mentor to better understand the learning needs, trying to recognize their own 
strengths and weaknesses and using them as a starting point to encourage and further 
develop their professionalism. 

Essential conditions in a mentoring relationship 
A good mentor-mentee relationship is based on: 

First condition: TRUST 

 Mentor and mentee are willing to cooperate. A good mentoring competence relies 
on the ability to create, maintain and develop a relationship of trust with the learner. Men-
tors accompany mentee in their reflection, respecting their own pace. They must create a 
particular space, but without taking up space, in order to allow their mentees to explore the 
opportunity to express themselves freely.  

Second condition: ATTITUDE 

The mentee should feel involved and show a certain amount of curiosity. The apparent 
simplicity of the mentor/mentee relationship tends to mask the particular conditions that 
allow it to be created, developed and continued. The mentor's  general attitude and inter-
personal skills are essential in a mentoring relationship. The mentor should be be clear about 
roles, set clear outcomes and appropriate indicators to measure them. They should also 
focus on opportunities, not problems, and encourage independence. It’s important to keep 
a record of everything that was said and agreed during your meetings.  

The mentee should feel involved in the decisions and show a certain amount of curi-
osity and proactivity for what they are learning/creating with their mentor.  

Third condition: EXPERIENCE 

 The mentor should have significant experience in the field. Mentors must ensure that 
their level of experience and knowledge are sufficient to meet the needs of the learner. An 
experienced mentor knows, for example, that for the relationship to be successful, it needs 
to be organized for a limited period (between 6 months and one year), on the basis of 
regular meetings (approximately once a month).  

A good mentor should count the following skills:  

 Building rapport (the ability to establish a meaningful dialogue); 
 Active listening;  
 Setting direction (it includes the skills of goal identification, clarification and 

management; personal project planning; testing the learner’s level of commitment 
to specific goals; reality testing) 
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 Action planning and goal setting (It includes the skills of obtaining information 
on the learner’s goals; defining and detailing the mentoring goals etc.) 

 Evaluation (of both the relationship and their own role). 

Types of mentoring 
Mentoring can be done in different ways and take different forms: 

 Individual mentoring, which involves face-to-face meetings and where the calendar 
and agenda are decided on the basis of the initial agreement between mentor and 
mentee; 

 Group mentoring: where the social norms and rules of a specific group produce 
results on the career of a single member of the group; 

 Peer mentoring where a mutual stimulus is established between two peers or be-
tween two people who perceive themselves as peers; 

 Mixed mentoring, i.e. individual moments are combined with group moments; 
 E-mentoring: when a face to face relationship is not possible, mentoring can also be 
done online; 

 Blended mentoring: combinations of face-to-face and distance contacts between 
mentors and mentees. 

Techniques 
There are numerous techniques used to manage complex mentoring dynamics; the five 
most commonly used are summarized in the following processes: 

 Accompanying: follow your mentee step by step through the process in question; 
 Sowing: teach the mentees something they is not immediately understandable to 
them, but which will prepare them for the transformation process they are about to 
undergo. 

 Catalyzing: having reached a critical level of pressure, the mentee decides to provoke 
a different way of thinking, a change of identity or a reorganization of values, bring-
ing the mentee directly into the situation of change. 

 Showing: make the process understandable by making the current situation an ex-
ample and proof of the teachings. 

 Gathering: When "the fruits are ripe" the mentor creates awareness of what has been 
learned with key questions like "What have you learned?", "How useful is it?". 

The different techniques can be used by the mentor depending on the situation and the 
experience and mentality of the mentee. 
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Roles of the effective mentor 
Amongst the array of roles that mentors display, there are three main roles that distinguish 
effective mentors: 

The sounding board: A mentor who performs the role of being a sounding board for 
their mentee attends fully to what the mentee is communicating. By asking clarifying ques-
tions, the mentor assists the mentee to articulate exactly what their work/life situation is. 
Through their description of what is happening, the mentee can more readily identify the 
issues, and in many cases, see the solutions for themselves. 

As a sounding board, a mentor often asks their mentee challenging and probing ques-
tions. Questions that provoke the mentee to think and feel differently about their work/life 
situation. Other times it may be necessary for the mentor to explain a certain topic. To avoid 
sounding like theory lessons, it is often more effective for mentors to tell a story that illus-
trates the practical application of work or personal skills or knowledge. The mentor who is 
a “sounding board” listens attentively by asking clarifying and challenging questions and 
tells relevant stories. 

The leader: There is a saying, “You don’t know what you don’t know”. There are times 
when, despite a mentee’s best efforts, he/she simply does not know what to do – either in 
the mentoring process or in their work/life situation. When this is the case, it is appropriate 
that the mentor take the initiative of making suggestions about what actions the mentee 
could take. 

The mentor who leads often offers suggestions by asking questions such as “What 
would happen if you did ABC?” Suggestions phrased as questions provoke the mentee to 
think independently and come to their own decisions. Such mentors are not afraid to give 
their mentees honest feedback about the effectiveness of their proposed plans. They may 
model relevant skills and knowledge and coach their mentee in how to apply them to their 
work/life situations. 

Mentors who rescue their mentees actually foster dependence and can often be heard 
to say, “If I was in your situation, I’d do XYZ”. Mentors who are leaders offer suggestions 
when their mentees have none. They guide their mentees in the skills and knowledge they 
need to solve their work/life issues for themselves. 

The supportes: For many mentees, trying to apply a new skill, knowledge or attitude 
in their work lives is seen as a very risky business. Concerns abound e.g. “What if I make a 
mistake?; What if my colleagues don’t cooperate?; These doubts can be reinforced if initial 
attempts at applying a new skill/knowledge are only partially successful. When setbacks and 
doubts combine, mentees can become discouraged and decide to give up. 
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This is where the mentor in the role of supporter can make a huge difference. After 
attempting to apply a skill/knowledge, mentees often want to share what happened. 

When a mentee is sharing, it is essential that the mentor respects the mentee’s account 
of what happened. Questions like ‘Tell me what happened?” are a good to start with, but to 
fully understand what happened, mentors often need to ask questions that invite the mentee 
to describe the context in which the attempt was made, the specific actions the mentee took 
and the results that were achieved. 

This enables the supportive mentor to point out what went well and to encourage the 
mentee to acknowledge the progress he/she has made in learning to apply the new 
skill/knowledge/attitude. Knowing their mentor believes them renews the mentee’s commit-
ment to achieve their learning outcome. This gives the mentee the courage and confidence 
to keep experimenting and practicing until they master the new skill/knowledge/attitude. 

A mentor with a well-developed supporter role respects the mentee’s account and 
asks questions to fully understand the context, actions and results of what happened. They 
acknowledge the progress the mentee has made and communicate their belief in the 
mentee to achieve their learning outcomes. 

Mentoring assessment 
It is crucial to review each individual mentoring relationship on a regular basis to make sure 
it is beneficial for the mentee:  

  When is the mentoring cycle due to end and how will you manage this transition to 
independence? 

  What are we going to evaluate within the mentoring programme and how are we 
going to evaluate it? 

  What are the key outcomes in relation to the original objectives/success criteria? 

The mentor should ideally prepare an individual self-assessment after each meeting, by 
preparing a set of questions and attitudes to review and reflect on, to also observe how the 
mentoring relationship has changed overtime. These questions can include: 

 What percentage of the talking did I do? 
 Was I actively listening? 
 Who asked the questions? 
 Who found the solutions/Who did the creative thinking? 

 

 

Mentor self-assessment example 
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1.  Comfort level with skills 
Consider how comfortable are you with using each skill. Check the column that represents 
your comfort level: 
1 – not comfortable       2 – moderately comfortable         3 – very comfortable 
Skills 1 2 3 

 Building relationships    

 Being a community networker    

3. Listening    

4. Managing conflict    

5. Reflecting    

6. Encouraging    

7. Providing & Receiving Feedback    

8. Guiding    

9. Solution Finding & Problem Solving    

2. Reflection 

  Which skills are strength for you? 
  Which skills you need to develop? 
  Which one skill do you want to develop most at this time? 
 

Benefits of mentoring 
As for the benefits, those of mentoring concern the mentee, the mentor and the organiza-
tion. Obviously it is crucial to carefully select the mentor to prevent mentoring from doing 
more harm than good. 

1) Benefits for the mentee 

The main benefits for the mentee are: 

 promotion of professional growth: the mentee can learn from the professional op-
portunities offered and at the same time learn from the example of a successful 
person, with the possibility of vertical mobility and increased rewards; 

 from a strictly professional point of view: learning skills, career facilitation, cultural 
integration into the organisation; 

 from a personal point of view: increasing motivation, emotional support and under-
standing of the meaning of one's work. 

2) Benefits for the mentor 
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The main benefits for mentors are: 

 the renewal of work motivation; 
 more prestige within the company; 
 the satisfaction of being able to transfer one's skills to others; 
 the possibility to update and increase one's relationship skills. 

3) Benefits for organizations 

The main advantages for organisations are: 

 the improvement of employees' performance; 
 increased overall satisfaction; 
 spreading the organisational culture; 
 a better working environment. 

Mentoring and women 
Closing the gender gap is imperative for organizations to perform at the highest priority, 
and mentoring is the ideal strategy to enable skill development and build networks, increas-
ing employee engagement and retention. With the addition of technological innovation, 
mentoring has expanded beyond just the traditional one-on-one approach. Modern men-
toring is a collection of new uses and formats of mentoring adapted for the modern work-
force that enables employees to drive their own development while creating a highly scal-
able model for organizations. Mentoring imparts a feeling of inclusivity that can help em-
ployees of all genders and with various needs, feel more connected and engaged with their 
place of employment. Mentoring in the workplace allows mentees to engage in experiential 
learning, so they are able to apply concepts immediately, helping them to understand and 
adopt new skills. This can lead to better employee engagement over time.3 

  

 
3 Norman Cohen, 2000. A Step-by-Step Guide on Starting an Effective Mentoring Program. HRD Press.  
http://www.professionalsaustralia.org.au/ 
https://it.wikipedia.org/wiki/Mentoring 
https://chronus.com/mentoring-women-in-the-workplace 
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Unit 2. Gender issues related to employment. Work-life balance  

Introduction to gender & employment 
Although some progress has been made over the last few decades when it comes to in-
creasing the participation of women in the labour market and narrowing the gap in wages 
between the men and women, there is still a lot to do. While millions of women have be-
come successful entrepreneurs, many others, particularly in the developing countries, con-
tinue to be poorer than men, earn less income and suffer more risks to be affected by long-
unemployment than men. 

Women have more difficulties when it comes to accessing and education, productive 
resources or labour market opportunities. They also have to bear the responsibility of the 
most traditional roles assigned to women with regards to taking care of the family and being 
in charge of the household; and this becomes an extra challenge in their efforts to engage 
in a specific job.  

The interaction between the fact that women have less access to education and the 
fact that later in life they encounter different jobs opportunities than men traps women in 
low-paying jobs and low-productivity businesses for most of their lives. Interventions that 
lift women’s constrains, increase their access to education and correct market failures and 
injustices are needed in order to break this productivity trap. 

Men’s and women’s jobs differ greatly across sectors, industries, occupations, types of 
jobs and types of firms. Although these specifications change and evolve as the economy 
develops, the resulting changes in the structure of employment are not enough to erase 
segregation by gender in the field of employment.  

Women are usually paid less than men for performing the same jobs, they are more 
likely to be turned over for a promotion and their pay raises are smaller. Women are also 
seen as less desirable candidates for some positions because of the existing “risk” that they 
become pregnant and have to leave their job (for a specific period of time or for ever).  

Disability and employment from a gender perspective 
Disabled people account for 15% of the world population, and 80% of those are of working 
age. In comparison to those who do not suffer from any disability, those affected by an 
impaired mobility experiment higher unemployment and inactivity rate and run a higher risk 
of falling into poverty and social exclusion.  

Furthermore, women with disabilities and men with disabilities have different life ex-
periences due to economic, social, political and cultural aspects associated with being fe-
male or male. Women with disabilities face multiple discriminations and are often more 
disadvantaged than men with disabilities in similar circumstances. Consequently, women 
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with disabilities face significantly more difficulties in attaining access to adequate education, 
vocational training and employment. They also experience inequality in hiring, promotion 
rates and pay for equal work, access to training and retraining and rarely participate in 
economic decision making.     

Women with disabilities have historically been neglected and it is only since the mid-
1980s that serious attempts have been made to identify and understand how being female 
and having a disability interacts with employment.   

Measures related to gender 
The aim of gender equality in the workplace is to achieve broadly equal outcomes for 
women and men. Achieving gender equality is important for workplaces because it is also 
linked to a country’s overall economic performance. To achieve this, companies need to 
take into consideration several aspects: 

 Salary & Promotions 

Companies need to provide equal pay for work of equal or comparable value. Salaries and 
promotions should be monitored and evaluated on a regular basis to ensure equal treat-
ment. It is necessary to remove barriers to guarantee the full and equal participation of 
women in the workforce, such as the access to positions of management and leadership, 
and discrimination in relation to family and caring responsibilities. Companies should intro-
duce measures to ensure promotions are equal and offer flexibility and work-life balance as 
a part of the wider company culture.  

When working with women with disabilities, mentors should have in mind that, ac-
cording to many studies, women don’t perform as well as men in negotiations. Often women 
avoid negotiation altogether, accepting the first offer presented by a prospective employer. 
One of the reasons for this, it’s that they fear they will not be liked if they aggressively pursue 
a higher salary. If your mentee is going to have to negotiate her salary, you can give them 
some tips such as: research the market and salary ranges, focus on the benefit to the com-
pany, keep a level tone and listen calmly; be assertive and keep it positive! 

 Job interviews  

Interviewers should avoid discriminatory questions, provide a fair and transparent salary 
range and consider the professional achievements and added value that a candidate can 
bring to the table, regardless of gender and family situation. A good measure to tackle this, 
it’s requesting a blind CV. 

When working with mentees, mentors need to have in mind that they may be asked 
inappropriate questions during an interview, such as their relationship status, if they plan to 
have children, how they manage at home, etc. In those case, mentors can advise women 
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that they are not obliged to answer discriminatory questions in interviews. They can provide 
a general answer such as that their family situation has never influenced their career or 
professional capabilities; or they can politely decline to answer; or they can decide to redirect 
the question to another topic. Tips that mentors can give mentees when dealing with these 
kind of questions, are: to maintain eye contact, to smile, to breath calmly and do not raise 
their voices, and be assertive. 

 Education 

Gender equality should be part of the training and education that the company provides to 
their employees in the workplace. The horizontal segregation is seen as one of the reasons 
for the gender pay gap, as female connoted jobs are regularly lower compensated. Thus, 
some of the initiatives aim at increasing women’s participation in so-called “male sectors” to 
contribute to more gender equality and to tackle companies’ skills shortages at the same 
time. There also persists a vertical gender segregation which results in an underrepresenta-
tion of women in management positions and contributes to the gender pay gap as well. 
Thus, some initiatives explicitly focus on measures to increase the share of women in deci-
sion-making bodies. 

In relation to this, when working with mentees, keep in mind that it’s important to 
foster the feeling among women, encouraging them to pursue careers in male-specific 
fields, and also carry that message to men. It is important to educate all parties so that 
women do not feel threaten or uncomfortable about the environment surrounding her.  

 Childcare  

Having children has long been a factor for women’s workforce participation. Access to qual-
ity, affordable childcare is one of the biggest challenges for working women. But with help, 
women can get the care they need to keep working ― and children can get a strong start 
toward success. As most of the times the responsibility of taking care of children is put upon 
mothers, they tend to be the ones that damage and diminish their job schedule in order to 
fit it into their child’s necessities.  

When working with mentees with children, mentors should make sure the proper ar-
rangements have been made and that the company is complying with reconciliation 
measures.  

 Equality plan and a protocol against sexual harassment or harassment based on sex.  

Companies should design and implement an equality plan, and stablish a protocol against 
sexual harassment. These plans should adapt to the company’s specific activity and specifi-
cation and should include an impact assessment; a set of actions and strategies to correct 
any bias identified and possible inequalities; targets and supervision via specific indicators. 
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When working with mentees, as companies for their plans and make sure mentees are 
aware that there are protocols in place to avoid inequalities and inappropriate behaviours 
at work.  

Introduction to work-life balance  
The reconciliation of work, private and family life has been one of the basic aspects in the 
fight for workers’ rights for many years. The confrontation between personal growth and 
family life and the development of a professional career that exists in our society is an im-
portant issue that worries many people.  

Most people feel as if they do not make the most out of their personal life and work 
too much. This is due to long workdays, not disconnecting after leaving the workplace and 
the over exertion that this implies. Reconciliation with the private and familiar life is not an 
individual issue, but a problem that affects society as a whole: men as much as women, the 
working population, people with impaired mobility and disabilities, enterprises, workers and 
public authorities.  Nevertheless, the situation is even worse for women, as they are generally 
and socially expected to be the ones that take care of the family and the household. 

Work-life balance guarantees workers wellbeing, as it contributes to the empower-
ment of individuals and promotes the development of self-esteem. Reconciliation can also 
contribute to achieving some EU policy goals: stimulating employment, encouraging gender 
equality and promoting child and youth development.  

Another important point, which is not so related with maternity or paternity, is the 
right that dependent people have to be looked after by their relatives without these being 
prevented from doing so by an excessively long workday. 

Work-life balance and gender perspective 
Gender roles are of great importance when it comes to the lack of balance between work 
and personal life, given that most of the times the family and domestic responsibility falls on 
women. Therefore, they are the ones who usually leave their jobs early to pick up their 
children if one of them gets ill, or give up their career to devote their lives specifically to 
taking care of their household and family. Balancing personal, family and work life is a citi-
zenship’s right and an essential requirement to guarantee equality between men and 
women.  

There is a double standard when it comes to how women and men are perceived 
differently in their working environment. While men are encouraged to push further and 
pursue their vocational career in order to become the best on their field, women are always 
reminded that their priorities should be their family and the household. This, linked to the 
existing gender roles, makes the experience of women in the labour market more difficult 
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and requires an extra effort to achieve their goals. There is also the so called “motherhood 
penalty”, which consists on blaming women who decide not to have children, or enquiring 
women when they are planning to have children. 

This double standard can also be seen when it comes to taking the day off. While 
many women use these days off to take care of their sick child or to deal with staff related 
to them (parent-teacher reunions, for example), men tend to take these days off to relax 
and focus on themselves.  

Additional challenges due to disability 
People with disabilities in general are faced with difficulties when entering the labour market. 
On average, in the EU28 the disability gap is higher than the gender gap particularly in the 
labour market and income conditions. Nevertheless, disabled men are almost twice as likely 
to find a job as women; and when they do find it, women tend to experiment unequal hiring 
or promotion conditions, or unequal pay for equal work. 

Work-life balance may be a difficult task for many people. It is important to coordinate 
schedules that allow employees to accomplish their own personal obligations without ne-
glecting their work ones, and taking into account that we all need a period of free time for 
leisure, rest or family time. Not achieving this can lead to the accumulation of stress and 
strain that could develop into an anxiety disorder or depression. 

There is a clear gender component in the job positions that people with disabilities 
usually carry out, given that women tend to access positions related to administration and 
the big public services, commerce or cleaning services. Also, women tend to be more prone 
to have temporary contracts than men. In addition, the proportion of people working from 
home is higher among women with a disability than other women. 

Measures related work-life balance 
In order to achieve a balance between private life, family and work, thus enabling workers 
to reach their objectives in the work place as much as in the personal field, all actors involved 
must cooperate and work together. That is, families, enterprises, public administrations, un-
ions and workers. It is necessary that both parents (in the case of two-parent households), 
independent of their gender, have an equal share of parental responsibilities. Children 
should also participate in the chores according to their capacity, which contributes to their 
development.  

Enterprises should apply gender equality policies and measures to help reconcile work, 
private and family life among their staff that guarantee that these rights can be exercised in 
their totality. Public administrations are also responsible for designing family policies and 
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encouraging equal opportunities between men and women; and unions should promote 
the inclusion of these measures in the collective bargaining.  

People who try to balance their work and their family life may end up feeling anxious 
and frustrated when they are not able to do it properly. This can cause stress and arise the 
feeling that one of the parts –or, in the worst case scenario, both of them– is being left 
behind and not taking care of. Some parents may feel bad about not spending enough time 
with their children, but they also may feel that they are not making the most out of their 
career if they don’t spend as much time as they would in their working place.  

Therefore, mentors should advise mentees about the importance of prioritising work-
life balance and coordinating both aspects of their life. Mentors should be aware of the 
company’s policies and measures offered to workers and inform their mentees accordingly. 
Some of the measures that may be in place are, for example:  

 Digital tools to work from home 
 Schedule flexibility 
  Intensive working days 
 Part-time schedule 
 Goal-oriented tasks 
 Meetings through online tools 
 Work permits for family emergencies or illnesses 
 Study permits 

Mentors must ensure that each person is aware of the possibilities available and what 
they entail so that they choose according to their abilities, needs and preferences. They 
must guide each person taking into account the consequences of each of the choices, since 
the disabled woman is the protagonist of the entire process. Talk to her about the options 
available and how to make use of those tools. It is important that she understand the process 
to request the measures available at the company and that she is confident and does not 
fear to make use of these measures.  

Conflict resolution  
After starting a new job, workers may face conflicts or bad environments at work. With this 
specific target group, it is especially appropriate to work in acquiring strategies to face and 
solve problems that allow them to achieve their objectives and enhance their self-esteem. 
Although conflict is usually associated with something negative, it is just based on different 
points of view. Conflict resolution is closely linked to social skills, and assertiveness is a key 
concept in the process.  
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Furthermore, people with disabilities may be faced with the fact that they are asked to 
do certain things they are not prepare to do, do not have enough training, are not part of 
the specifications of their employment contract, or simply, they do not feel comfortable 
doing. In this case, according to several studies, women with disabilities are more likely to 
not say anything for fear of retaliation or for fear of being fired. It is therefore very important 
that mentors work with them in case they have to face any difficult scenarios at work. 

There are four basic steps in conflict resolution: identifying the problem, knowing what 
can you do about it, identifying who can help you, analysing how you are managing the 
problem, and finally addressing the possibility of failure and identifying what other options 
you may have for the same problem.  It is very important that mentors remind them that, 
sometimes, problem cannot be solved, or at least not at the first try. Women should never 
be given the impression that everything is easy, as this may create high hopes that cannot 
be really met.  

When dealing with conflict, advice women to keep calm, and bear in mind that it is 
not personal and conflict may arise to very different reasons. Disability can sometimes be a 
difficult conversation for example between an organisation and an individual. It is important 
to keep calm, have open and honest communication, to avoid misleading communication, 
and not to build on the conflict. Advise women to talk to you or their work manager in case 
of conflict.  

When dealing with an uncomfortable situation, ask mentees to keep calm, to remove 
themselves from the situation think through the other person's actions. Serious actions, such 
as derogatory insults or sexual harassment should be handled through the workplace chain 
of command. Make sure mentees are aware of the proper channels to report these kind of 
situations. If the mentee is not sure about what to do or if actions should be taken, advise 
them to talk to someone about it, whether yourself or a friend, to help them analyse the 
situation better. 

Assertiveness  
Social skills are behaviours: they are observable, measurable and modifiable aspects. This 
means that social skills are not an innate trait of the person, determined by their genetic 
code or their disability condition; they can be changed and improved. Not knowing how to 
interact with others or not knowing how to use certain social skill at a given moment can 
lead the person to have problems of self-esteem, behaviour and mental health, and suffer 
difficulties in their integration or even social isolation. Apart from not being innate, social 
skills they are put in practice in interpersonal contexts, which means that other people are 
involved in the process. For this exact reason they influence and are influenced by other 
people.  
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Some consider assertiveness and social skills to be synonymous. However, assertive-
ness is only a part of social skills which gathers the behaviours and thoughts that allow us 
to defend our rights without attacking the other, or being attacked. The assertive training 
allows reducing the stress that is produced in the interactions with the others, and it influ-
ences the self-esteem of the person in a very positive way. One of the reasons people are 
unassertive is because they think they are not entitled to their beliefs, rights or opinions. 

In the case of people with disabilities, many of them may have difficulties being asser-
tive and saying “no”. Assertiveness means standing up for your personal rights - expressing 
thoughts, feelings and beliefs in direct, honest and appropriate ways. Some people, espe-
cially women, are brought up to nurture and this can mean that they are conditioned to 
bend their own wills for the assumed greater good of others. With disabled women, this 
situation is even worse, as many of them suffer from paternalism from others and other 
specific situations. Being assertive can help women in improving their self-esteem and self-
awareness. 

With these women, it is important to keep in mind that communication is crucial, as 
sometimes assertiveness can be misunderstood for bad behaviour due to lack of commu-
nication between both parties. 

Mentors should talk with their mentees about the importance of being assertive and 
the value of communication. Speech has three components that, if used right, show asser-
tiveness: the words we choose, our body language, and our tone of voice. It is important to 
take into consideration that women with disabilities may be lacking some of them due to 
their specific disability, for example: body language, as they may not be able to modify their 
body posture or use eye contact in the proper way.  

To improve their assertiveness, first, they should learn the definition of assertiveness, 
and its differences with aggressive and passive behaviours. Some of the traits of these com-
munication styles are: 

 Individuals who use the passive communication style often act indifferently, yielding 
to others. Passive communicators usually fail to express their feelings or needs, al-
lowing others to express themselves. Frequently, their lack of outward communica-
tion can lead to misunderstanding, anger build-up or resentment. Passive commu-
nicators often display a lack of eye contact, poor body posture and an inability to 
say “no.”  

 The aggressive communication style is emphasized by speaking in a loud and de-
manding voice, maintaining intense eye contact and dominating or controlling oth-
ers by blaming, intimidating, criticizing, threatening or attacking them. Assertive 
communicators can express their own needs, desires, ideas and feelings, while also 
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considering the needs of others. They aim for both sides to win in a situation, bal-
ancing one’s rights with the rights of others. 

 Assertive communication, however, is based on mutual respect, it's an effective and 
diplomatic communication style. Being assertive shows that you respect yourself be-
cause you're willing to stand up for your interests and express your thoughts and 
feelings. Some ways of expressing assertive behaviour are: voice, facial expression, 
body posture, gestures and eye contact. Since most women may not be able to use 
at least one of these features, attending to cues such as their physical position in 
relation to another person, hands, eyes, or the tone of their voice are additional 
methods of displaying assertive responses. To practice this, mentors should explain 
the five basic rules of assertive communication and adapt those that they can use:  

 Maintain eye contact with your interlocutor.  
 Maintain an upright body position. 
 Speak clearly, audibly and firmly. 
 Do not speak in a tone of lamentation or in a false way. 
 To give more emphasis to your words, use gestures and facial expressions. 

Keeping in mind that some of these things are difficult for some disabled women, but 
they have to try their best to improve their assertiveness with the tools they have. A good 
way to do this is to place themselves in front of a mirror and try to practice their speech, 
eye contact, tone, etc. Another great activity is to have a role play situation where they have 
to face a situation. Think about some situations they may encounter at work and how to be 
assertive, for example: 

 If you need something, and there is someone who can help you (such as: opening a 
door, reaching for something, giving information…) do not hesitate to ask politely 
using please & thank you. 

 If you hear your workmates or other employees planning some activity, and you want 
to join, ask directly and politely if you can join in, do not drop hints implying you 
would like to. They may not realize you want to go and you will probably feel like 
they don’t want you along and make you upset.     

 If someone offers to help you with do something, do not be afraid to accept. Being 
helped by others does not mean you cannot do it on your own. If you feel the need 
to reject the offer, do it as politely as possible and explain why (“thank you very much, 
I really appreciate it, but I’m trying to learn to do it on my own and I want to prove 
myself”, for example). This way, the other person won’t have the impression that you 
are offended by the offering and they may want to help you again if you need it 
someday. 
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 Never demand something immediately and don’t act like you are owed because this 
will impede assertiveness.  

 Instead of the slogan “just do it”, when being assertive, try thinking “just ask”. Do not 
be afraid to ask, because the worst that can happen is that you get a “no” for an 
answer! 

Some disabled women may think that their disabilities negate their rights to express 
anger or stand up for their beliefs. Others may question the "shoulds" and "should nots" of 
saying no, compromising too much in relationships or playing down their social needs. 

Many people have problems saying “no” to something, especially if it is related to 
work. Women with disabilities are usually more hesitant to say “no” due to fear of being fire 
or having consequences. Mentors should take this into consideration and review with them 
some techniques to be assertive and saying no politely when the situation requires it. For 
example, they can review the following advices: 

First, it is important to hear the request and express that you understand the situation. 
It is something you cannot do, focus on what you can actually do, in order to offer a solution 
or an alternative, or negotiate the conditions that you feel that you can comply with. Keep 
calm and say no with kindness. Use the word “no” if you are absolutely, unequivocally sure 
that there is no other answer. Do not apologise for saying it. If need be, practise saying the 
word until it loses its power over you. You don’t have to have an elaborately fabricated ruse, 
just present the situation clearly and do not over-elaborate. Make eye contact and speak 
clearly, this is extremely helpful if you feel that you are being taken advantage of. 

Recommendations  
During the whole process, mentors must ensure that the person is aware of their choices 
and what they entail so that they choose according to their abilities and preferences. Like-
wise, it is necessary to explain in what way will the fact of earning a salary have an impact 
on their daily life and what options and opportunities are opened for them with regard to 
the improvement of their quality of life and self-determination. 

Family has a determining role in the whole process of labour inclusion of the persons 
with disabilities, for this reason it is very important to maintain constant communication with 
the nuclear family in order to propose joint actions that facilitate and improve the labour 
itinerary. 

It is also key that mentors establish relationships based on empathy with each member 
of the family, understanding the reasons for the behaviours, understanding them without 
judging them in such a way that actions can be formalised together. It is important to remind 
the family that decisions are made by the disabled person together with their support. 
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On the other hand, it is important to convey to them that women with disabilities will 
probably face more difficulties given their condition as women and also as a person with a 
disability, but this should not break them down. They have to learn to prioritise themselves 
before others, and avoid trying to do everything by themselves, as this will only lead to stress 
and a feeling of failure. Mentors should make sure they feel supported and keep in mind 
that the more relaxed and happy they are with themselves and their situation, the better will 
be the environment that surrounds them, as everything will flow naturally and they will have 
time to foster their career and their personal time.  

Mentors also deal frequently with different companies, acting as a liaison and contact 
person. In case they have the chance, they can advise companies that they can adopt several 
measures to improve the situation of their female employees with disabilities. Some measure 
the mentor can propose are: teleworking, offering childcare, flexible working hours, and to 
facilitate transportation making the workplace more accessible. 

It would also be interesting to train the workforce and management at about disability 
to raise awareness and create a better work environment, as well as helping erase some 
false myths, such as: “disabled employees are more difficult to maintain” or that “they miss 
work more often”. 

It is also important to consider and bear in mind the specification of each disability so 
that mentors can adapt the procedures to each individual. 
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Unit 3. Relations with employers, workers and workers with 
disabilities.  

Mentoring Programs 
Those who design and implement mentoring programs also need guidance and support.4 
This statement is true in education and is a key point in the workplace. Mentoring programs 
should underpin the creation of an inclusive culture where each individual is treated with 
respect and consistently, where there is no harassment, discrimination, violence or other 
disrespectful behavior. 
Measures to make the workplace more inclusive: 

One - Consider what you want to achieve and what the benefits will be. 
Two - Undertake an inclusion review of your workplace. 
Three - Decide where work is needed and create an action plan. 
Four - Communicate the plan with staff and put the plan into action. 
Five - Review, monitor and evaluate the plan’s impact and use what you find to plan 
future action.5 
Training is essential to the mentor preparation process. Not every person possesses 

the qualities, emotional stability, or skills to be a mentor.6 According Megginson and Clut-
terbuck (2005) mentoring relates primarily to the “identification and nurturing of potential 
for the whole person” based on the mentor–protégé a long-term relationship where the 
mentor’s role is pivotal for providing useful insights for enhancing the protégé’s self-aware-
ness. 

Mentors are positive role models who invite open communication and mutual respect. 
Katherine Dashper state that “mentoring has an important role to play in both career de-
velopment and in confronting gender inequality”. Mentoring works best when the mentor 
encourages the mentee’s aspirations, the mentee is helped to reach their potential, the 
mentor also learns and develops through developing mentoring skills and being a mentor, 
there is trust and mutual respect. 7 

The principles of mentoring:8 
Mentoring – is about learning not teaching; 
Mentee – drives the mentoring agenda; 
Engagement – of the mentee is voluntary; 
Relationship – is confidential, non-directive, built on trust and mutual respect; 

 
4   https://educationnorthwest.org/sites/default/files/resources/building_relationships.pdf 
5 Equality and Human Rights Commission (2010) Guidance 
6 https://drjulieconnor.com/10-mentoring-tips/ 
7 https://www.michaelpage.co.in/advice/management-advice/leadership/what-are-benefits-mentoring 
8 https://www.reading.ac.uk/engageinmentoring/becoming-a-mentor/eim-principles-mentoring.aspx 
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Mentor – empowers the mentee to take responsibility for their own learning and de-
velopment. 

A mentor in the workplace is someone who is capable of providing guidance to a less-
experienced employee, the mentee. A mentor can be an employee of the same company, 
or perhaps a professional from an outside company.9 

Companies benefit 
Mentoring influences, the organizational culture, sending a message that the company cares 
about people, values employees, and accepts diversity among both mentees and employ-
ees. 

Workplace mentoring programs help employees do the right thing by exposing them 
to senior employees that know how to do the right thing. This helps the employee perform 
more effectively and gives the employee more satisfaction.10Mentoring is a fundamental 
resource in the integration of workers who are in the hiring process, becoming an asset for 
the company, not only in the speed of new hires but also in the process of introducing them 
in the new lines of work.11 

Through mentoring programs, it is possible to constitute knowledge management. An 
effective program within a company, allows the sharing of knowledge and skills among em-
ployees, is a benefit not only for the organization but also for its employees, who end up 
reducing the workload.12 Where people with disabilities are mentored, the mentors and em-
ployers learn about the capabilities in spite of any disabilities, they may have. 

According company’s respondents of the Disability Equality Index (DEI) the four key 
actions for attracting, hiring, retaining and advancing diverse talent are: 

1 - Employ   
Organisations must ensure that persons with disabilities are represented in their work-
place. Beyond hiring, employers should implement practices that encourage and pro-
gress persons with disabilities. 
2 - Enable 
Leaders must provide employees with disabilities with accessible tools and technology 
and/or a formal accommodation program. Consider cultivating greater awareness 
through formal training programs for those without disabilities to learn about the tools 
and accommodations available for better integration across teams.   
3 - Engage 

 
9 http://www.mentorsme.co.uk/about/principles 
10 https://www.mentorscout.com/mentoring-tips-and-frequently-asked-questions.cfm 
11 https://www.inc.com/guides/2010/04/building-an-onboarding-plan.html 
12 https://www.togetherplatform.com/blog/what-is-the-purpose-of-mentoring 
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To foster an inclusive culture throughout the organization, companies must generate 
awareness-building through recruitment efforts, disability education programs and 
grass-roots-led efforts (for example, an employee resource group) and events. 
4 - Empower 
Companies must offer mentoring and coaching initiatives, as well as skilling/reskilling 
programs, to ensure that persons with disabilities continue to grow and succeed. Per-
sons with disabilities should occupy roles at all levels, including top leadership posi-
tions. 

Employees benefit 
Mentoring programs turn out to be a strategy that helps employees to find resources and 
answers to problems. 

With regard to the professional integration of people with disabilities, mentoring pro-
grams are a resource to trigger change, in order to enhance skills, develop knowledge and 
skills and increase their participation. Involvement and participation in change processes are 
essential, the proper planning of actions that should contribute to change is a decisive fac-
tor. 

Mentoring promotes interactions that incorporate people's interests, concerns and as-
pirations, the ability to make decisions related to their job development, participation and 
involvement in supporting the development of personal qualities and professional talents 
(knowing their values, beliefs, personality). 

People with disabilities almost of their lives face barriers that conduct to big isolation 
and high levels of anxiety and stress. 13Mentoring allow the new employees having a broad 
picture of the meaning of be part of a company and how the inclusion is always a challenge 
when we start a new job and feel that we are the strange that needs more time to learn and 
adapt.  

Learning how to manage emotions and relationships allows the person with disability 
to enlarge his or her network at the workplace and be included in events and other life 
opportunities. 14 

Mentoring Models in the Workplace 
“Mentoring is a partnership between two people built on trust. It is a process in which the 
mentor offers on-going support and developmental opportunities to the mentee. Address-
ing issues and blockages identified by the mentee, the mentor offers guidance, counselling 

 
13 https://www.who.int/mental_health/media/en/712.pdf 
14 https://www.mentalhealth.org.uk/publications/how-support-mental-health-work 
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and support in the form of pragmatic and objective assistance. Both share a common pur-
pose of developing a strong two-way learning relationship.” 15 

Understanding the different "types" of business mentoring models (and their comple-
mentary programs, such as coaching) is essential to mentoring success. 

 One-on-one Mentoring 
According Senior (2016) 16this model of mentoring is individualized and personal. This is 
wonderful for developing a close relationship. However, the model offers only one point of 
view and may not meet the mentee's needs if the mentor is not well versed in all of the 
mentee's areas of interest. 

 Team Mentoring 
The collaborative nature of this model often requires a team-based approach for success. 
Thus, as a mentee assembles his or her team of department it may be helpful to consider 
team mentoring. In the team mentoring model, the mentee and mentors meet jointly as a 
team. This model has benefits for everyone. The mentors can discover new colleagues with 
whom to collaborate. The mentee has access to different points of view and to discussions 
among more senior professionals, and issues regarding conflicting advice or demands can 
be negotiated without the mentee feeling pulled in different directions. 

 Multiple Mentors 
In this model, the mentee has more than one mentor, and the mentors meet individually 
with the mentee. While some of the benefits of team mentoring are lost, this method may 
be easier to manage, given busy schedules and the possibility that mentors are located 
across the country. Having ready access to multiple mentors from different sectors can be 
an ideal source of advice and guidance for a mentee on a complex organization. 

 Peer Mentoring 
Involves mentoring by colleagues who are at a similar point in their career or are maybe a 
year or two ahead of the mentee. The peer mentoring model is less formal and less inhib-
iting than other mentoring models. Peers can provide important advice and guidance about 
negotiating in the work world and about mentoring relationships, and this advice can be 
effective, but it is not sufficient as the only mentoring model. Nothing can replace having 
one or more senior professionals work with the junior professional and help him or her 
move toward a successful career as an independent professional. 

 
15 Jenny Sweeney, quoted in Keele University document, 2014. 
16 Senior, Lynn (2016) A Teacher's Guide to 14-19 Policy and Practice, Routledge 
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Mentor & Mentee Roles and Responsibilities 
Mentoring enables each of us to grow, learn, transform, and accomplish goals in education 
and our personal lives. It is a positive developmental relationship, which is driven primarily 
by the mentee, and through which the mentee can take responsibility for their development. 

 Clarify Roles 
The mentor's responsibilities should be clearly defined when the organization estabilish the 
mentoring program. According CIPD mentoring in a voluntary capacity is an excellent way 
to develop professional communication and coaching skills. One of the fundamental aspects 
to be taken into account in this program is the definition of mentor training and the confi-
dentiality issues.  

Another key point to a successful mentoring relationship is ensuring that mentors and 
mentees truly enjoy each other’s company are formed regardless of sex, age, ethnicity, or 
education level.  

 Establish commitment 
As Beheshti states “employees reach their full potential when their job also brings intrinsic 
rewards—the feeling of doing meaningful work that is connected to their own personal and 
professional development. A good mentor can be a bridge between individual and organ-
izational needs, between extrinsic and intrinsic rewards17. 

The social and professional training of people with disabilities is possible, being nec-
essary for this, a job that makes their potentials emerge and if there is the involvement of 
all the protagonists in order to reduce gaps and differences, valuing aspects with greater 
personal meaning and professional. 

It is important to transition from organizational culture to a desired environment that 
requires respect to become an essential value, assuming the responsibility to act in a way 
that demonstrates self-respect and respect for others. 

People with disabilities can and must determine what happens in their lives and all 
wishes (even if difficult) must be considered in a process of dialogue and negotiation. 

 Channels of communication 
Communication channels is the term given to the way in which we communicate. It is there-
fore the method used to transmit our message to a recipient, or to receive a message from 
someone else18. 

 Tools 
Communication tools are often linked to the culture of each organization and a first step is 
a clear understanding of the organization’s priorities and how their role contributes to these. 

 
17 Beheshti, Naz (2019) Improve Workplace Culture With A Strong Mentoring Program, Forbes 
18   https://www.skillsyouneed.com/ips/what-is-communication.html 
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People should have a clear idea of what is expected of them but should be allowed to 
contribute their thinking and experience as to how to achieve this goal. 

Mentoring is about discovering shared values and connecting with someone else on 
a professional level. It’s a safe place to openly discuss career growth or how to update a 
resume, or even talk about personal, everyday life. And it starts with a socially distant phone 
call, text, or email. 

During the first meeting it is important that all channels to communicate be discussed 
but at the same time some limits be also defined. The availability of the mentor is a very 
important condition to a safe and trustable relationship but the right to privacy and rest is 
also important to be agreed.  

E-mentoring through the use of synchronous and asynchronous computer-mediated 
communication is a new means for establishing mentor protégé relationships by creating 
virtual teams.19 Colky and Young (2006) cited by Rowland the authors believe that it is im-
portant for a mentoring process to be established in a traditional method before moving 
into an e-mentoring process. E-mentoring has several different names: tele mentoring, 
cybermentoring, virtual mentoring distance mentoring and online mentoring.  

The main characteristic is the use of technology such as Facetime, Skype, or any other 
method. 

  

 
19 Rowland, Nicole (2012)  E-Mentoring: An Innovative Twist to Traditional Mentoring, Journal of Technology Management & Innovation, 
Volume 7, Issue 1 
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UNIT 4. Communication  
Communication is an integral instinct of all living things. At its simplest, communication is 
any exchange of information between two entities. Communication is also a social behavior 
produced by the interaction between situational factors and cognitions, needs, attitudes, 
opinions, beliefs, ideas, projects, and traits of individual interpersonal / intrapersonal re-
sponse. 

As modern humans living in a busy world, we rely on good communication every day 
to make our way through life. Every interaction we have with another person, from a raised 
eyebrow in a busy checkout lane, to an obscene gesture at another motorist in traffic, to 
the simple wave to your family as you pull out of the driveway in the morning, is a form of 
communication. Today, communication has gone from individual levels of conversing to 
mass communication. The most important aspects of communication are best understood 
when there is a lack of it. 

Good communication is not just a process of transferring information from one entity 
to another. It's an art of first listening or reading the information, comprehending it, pro-
cessing it and then transferring it. There is a huge amount of effort that goes into commu-
nication. Gestures, tone of voice, body language and spoken language are some of the 
important aspects of communication. If the other person is unable to comprehend any of 
these factors, then the process fails.20 

The importance of communication in an organization can be summarized as follows: 
 Communication promotes motivation by informing and clarifying the employees 
about the task to be done, the manner they are performing the task, and how to 
improve their performance if it is not up to the mark. 

 Communication is a source of information to the organizational members for deci-
sion-making process as it helps identifying and assessing alternative course of ac-
tions. 

 Communication also plays a crucial role in altering individual’s attitudes, i.e., a well-
informed individual will have better attitude than a less-informed individual. Organ-
izational magazines, journals, meetings and various other forms of oral and written 
communication help in molding employee’s attitudes. 

 Communication also helps in socializing. In today’s life the only presence of another 
individual fosters communication. It is also said that one cannot survive without com-
munication. 

 As discussed earlier, communication also assists in controlling process. It helps con-
trolling organizational member’s behavior in various ways. There are various levels 

 
20   http://phicare.com/competencies/communicationbarriers.php 
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of hierarchy and certain principles and guidelines that employees must follow in an 
organization. They must comply with organizational policies, perform their job role 
efficiently and communicate any work problem and grievance to their superiors. 
Thus, communication helps in controlling function of management. 

Styles of communication 
Directed style - is most effective at the start of the mentoring relationship when both the 
mentee and the relationship itself require strong direction. It's also useful and appropriate 
to use whenever the mentee ventures into a new area of accomplishment. Communication 
tends to be one sided, with the mentor "directing" the mentee by doing one or more of the 
following: 

 sharing personal experience 
 prescribing a method for success 
 accessing other resources for the mentee 
 providing a step-by-step approach 

 
Co-Directed Style - is more of a dialogue, with the mentor still dominating the ex-

change of information but allowing for questions and input from the mentee. The mentor 
uses more persuasion and reasoning than direction but is still the dominant presence in the 
relationship. 

If the relationship is dominated too long by this style, conflict could occur as the 
mentee attempts to assume a more active role in the relationship. Use this style of commu-
nication when the mentee has some experience or knowledge of the issue or when the 
mentee is at a point to take some developmental risks and can benefit from guidance. 

Consulting Style - is most effective when the mentee has achieved knowledge/exper-
tise in the focus area. As the mentee becomes more independent, the partnership becomes 
more of a dialogue between peers, reflected by a strong sense of collaboration and con-
sensus building. The prime mover in the discussion switches back and forth between the 
mentor and the mentee. Once the teacher and guiding force in the relationship, the men-
tor's primary role now is to encourage and support the mentee. 

Self-Directed Style - is most appropriate in the latter stages of the mentoring relation-
ship when the mentee has gained sufficient knowledge and mastery of the subject. Moving 
to this style is a key indicator that the mentoring relationship has achieved its purpose and 
the mentee is ready to move on to another area of mastery or that it's time to end the 
relationship. 
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Barriers of communication 
There are many reasons why interpersonal communications may fail. In many communica-
tions, the message (what is said) may not be received exactly the way the sender intended. 
It is, therefore, important that the communicator seeks feedback to check that their message 
is clearly understood.21 

During the mentoring process as well in similar situations based in interpersonal rela-
tionships there are problems specific that affecting the context of the communication that 
should be considered when mentoring is planned: 

Timing - is fundamental to successful communication, as well as considering a suitable 
time to hold a conversation you should make sure that there is enough time to cover all 
that is needed, including time to clarify and negotiate.  Talking to an employee about a 
strategic decision five minutes before they have to leave the office for the day, for example, 
would probably not be as successful as having the same conversation the following morn-
ing. 

Location - It should be fairly obvious that communication is going to be less effective 
if it is conducted in a noisy, uncomfortable or busy place. Such places have many distractions 
and often a lack of privacy. 

Misconceptions - The context of communication is also governed by our own feelings 
about it. As already discussed, we stereotype people and therefore can develop inaccurate 
misconceptions and false assumptions. When communicating we may assume that: 

 all parties know what we are talking about; 
 we know the other person’s views and opinions of the situation; 
 we should not show any emotion; 
 we are right, they are wrong. 

There are many other examples of misconceptions highlighting the importance of 
careful reflection and clarification in all communication.22 

 Emotions; 
 Body language, 
 Defensiveness or premature assumptions; 
 Judgments based on cultural differences or interpersonal relationships; 
 Mixed messages; 
 The inability to think clearly and logically about what will be communicated, such 
as saying, "Envelopes are running out.", When what I meant was, "We need more 
envelopes;" 

 
21   https://www.skillsyouneed.com/ips/barriers-communication.html 
22 https://www.skillsyouneed.com/ips/principles-communication.html 
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 The inability to understand the interlocutor's interests and characteristics and 
shape the message in order to gain their full attention and understanding; 
 Lack of feedback. 

Mentor communication skills 
In a highly technological and competitive society dominated by image, speed, efficiency, 
creativity and permanent updating relationships seem to fade. This type of society causes 
various types of fear, especially for those who, because of their age or disability, feel inse-
curity, instability, unpredictability in their workplace, and fear of their performance does not 
meet the expectations of others.  

Arora & Rangnekar argue that” in this context, facilitation of mentoring support to 
protégés can play a significant role in building employees’ self-confidence through feedback 
and positive reinforcement. This will also contribute toward creating an environment con-
ducive to risk taking that reduces the fear of failure. Taking the concept of career resilience 
of (London & Mone, 1987) as the extent to which people resist career barriers or disruptions 
that affect their work, self-confidence, need for achievement, willingness, risk-taking ability, 
and acting independently and cooperatively. In this uncertain context it is very important 
above all to communicate, to inform, to clarify. Using empathy, putting oneself in the other's 
point of view is the first step towards establishing effective communication and at the same 
time reduce job anxiety and stress and promote a safe environment.   

According Morris-Williams and Grant many of the skills to be a good mentor are com-
mon to other professionals such:23 

 Self- awareness: that is, the recognition of oneself, one's own character, one's own 
strengths and weaknesses, one's own desires and one's own intolerance. Developing 
self-awareness can help you recognize when you are stressed or when you are under 
pressure. It is a basic prerequisite for effective communication, for establishing inter-
personal relationships, for developing empathy towards others. 

 Empathy: it is the ability to imagine how life can be for another person even in situ-
ations with which you are not familiar. Trying empathy can help understand and 
accept the "different"; this can improve social interactions for ex. in situations of cul-
tural or ethnic differences.  

Empathic capacity can also be a sensitive help to offer support to people in need of 
care and assistance, or tolerance. Empathy is defined as a communication competency, 
which includes three components: 

 Cognitive; 
 Affective; 

 
23 Zoe Morris & Andrew Grant (2012) Be a good mentor, Education for Primary Care, 23:1, 56-58, DOI: 10.1080/14739879.2012.11494070 
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 Behavioral. 

Watson (2003),24 although she in her study refers to the area of education, makes a 
compelling argument that also can be transferred to mentoring. Building supportive rela-
tionships implies training and learning on social, emotional, moral skills and understandings. 
First mentor should try to understand three important mentees needs and working to find 
out how to fill that need and motivate the mentee: 

 the need to belong, a need that may not have been adequately met in the past; 
 the need to be competent;   
 the need to experience autonomy. 

Learning to trust is a skill required not only for the mentee but also for the mentor 
since all the mentoring process is an interpersonal relationship construction based on mu-
tual understanding and trust.  

Interpersonal relationships skills: helps to relate and interact with others in a positive 
way, to help mentees build positive relationships with others through many interpersonal 
skills such as smiling and saying hello to a work partner or forgiving a friend after a conflict; 
to create and maintain friendly relationships that may have a strong impact on mental and 
social well-being. This ability can be expressed in terms of relations with the members of 
one's team, favoring the maintenance of an important source of social support; work meet-
ings and community-oriented language to build a sense of group membership and shared 
values. It may also mean being able, if appropriate, to end the work relationships construc-
tively. If during the mentoring cycle the mentee conclude that other work environment will 
feet more with her expectations can plan this change keeping the social capital acquired.  

Active Listening: is an art that can be learned. Often, when you listen to another person 
speak, you are listening to some extent but you can also be distracted and engaged in other 
pursuits –thinking about something else, looking around, typing, listening to others, reading, 
etc. Sometimes, you assume that you know what the speaker is going to say and you start 
to formulate a response, rather than paying complete attention to what they are saying in 
the moment. Active listening involves forgoing all other activities for the time being and 
giving your full attention to the act of listening to ensure that you understand the speaker's 
intent as well as the feelings behind the speaker's words.25 

 Maintain eye contact with the mentee while he/she is talking; 
 Avoid distractions; 
 Stop all other activities; 

 
24 Watson, Marilyn (2003) Learning to Trust: Transforming Difficult Elementary Classrooms Through Developmental Discipline 
25   https://www.ohsu.edu/school-of-medicine/mentoring/active-listening 
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 Pay attention to what the mentee is saying, shut up;  
 Respect silences;  
 say yes, yes ... 
 Reformulate showing an attitude of understanding; 
 “Say” what the other said;  
 Ask for clarification; 
 Summarize what the mentee has said; 
 Pay attention not only to the words but also to the feelings behind the words. (By 
referring to the mentee's feelings ["It seems that you are angry about..."], you can 
make it clear that you understand what the speaker is saying and also understand 
the speaker's feelings about the topic.) 

 Express yourself 
Open questioning - Asking the right question is at the heart of effective communica-

tions and information exchange. By using the right questions in a particular situation, you 
can improve a whole range of communications skills. For example, you can gather better 
information and learn more, you can build stronger relationships, manage people more 
effectively, and help others to learn too. Open questions elicit longer answers. They usually 
begin with what, why, how. An open question asks the respondent for his or her knowledge, 
opinion or feelings. "Tell me" and "describe" can also be used in the same way as open 
questions. Here are some examples: 

 What happened at the meeting? 
 Why did she/he react that way? 
 How was the training? 
 Tell me what happened next. 
 Describe the circumstances in more detail. 
Open questions are good for: 
 Developing an open conversation: "What did you get up to on vacation?"26 
 Finding out more detail: "What else do we need to do to make this a success?" 
 Finding out the other person's opinion or issues: "What do you think about those 
changes?" 

In a mentoring meeting close questions are used only in the end of the session when 
the mentor needs to test the understand of the mentees objective problems, to help con-
cluding a discussion “we agree” to reach a commitment or help the mentee to make a 
decision about the next step of the mentoring cycle stepping goals. 

 
26 https://www.mindtools.com/pages/article/newTMC_88.htm 
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Effective communication: knowing how to express oneself, both on the verbal and 
non-verbal level, with appropriate methods with regard to culture and situations. This means 
being able to express opinions and desires, needs and fears, to be able, in case of necessity, 
to ask for advice and help. To communicate mentor needs space and time plan and pre-
paring meetings is a very important tool to work on the message for a feedback: 

 Try to clarify ideas before communicating; 
 Define the true purpose of each communication; 
 Analyse before communicating all material and human aspects involved; 
 When planning communications, and when convenient to consult others (colleagues, 
supervisors, employers) 

 When communicating, be very careful about any double meanings and the basic 
content of the message. 

 Logically structuring it; 
 Holding the interlocutor's attention; 
 Being himself/herself, permanently aware of the feedback information; 
 Accompanying and confirming what is said. 

7Cs of Effective Communication in Mentoring 
To ensure that you communicate in the most efficient and engaging manner possible and 
thereby enhance your productivity at work, your communication needs to follow the 7Cs of 
effective communication, also known as the seven principles of communication. 

Clear - Any message needs to come out clearly from your communication rather than 
the mentee having to assume things and coming back to you for more information. This will 
only lead to more time being wasted on emails or phone calls. Do not try to communicate 
too many things in one message.27 

Correct - you need to ensure that the mentee has sufficient knowledge and education 
to understand the technical terms that you use in your communication. 

Complete - Incomplete messages lead to iterations, a lot of back-and-forth, and waste 
of time and effort on both ends. 

Concise - Conciseness means wordiness, i.e, communicating what you want to convey 
in least possible words without forgoing the other C’s of communication. Conciseness is a 
necessity for effective communication. Concise communication has following features: 

 It is both time-saving as well as cost-saving. 
 It underlines and highlights the main message as it avoids using excessive and 
needless words. 

 
27 https://www.invensislearning.com/blog/7-rules-of-effective-communication-with-examples/ 
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 Concise communication provides short and essential message in limited words to 
the audience. 
 Concise message is more appealing and comprehensible to the audience. 
 Concise message is non-repetitive in nature.28 

Concrete - implies being particular and clear rather than fuzzy and general. Concrete-
ness strengthens the confidence. Concrete message has following features: 

 It is supported with specific facts and figures. 
 It makes use of words that are clear and that build the reputation. 
 Concrete messages are not misinterpreted. 

Coherent - The message needs to have a logical flow. 
Courteous - Being courteous is of profound importance in a corporate setting. Indi-

viduals who work together are not necessarily friends and therefore, to maintain a healthy 
working relationship, being courteous is a necessity. Hidden insults and aggressive tones 
will only cause trouble among individuals and result in reduced morale and productivity.  

Courtesy implies the message should show the sender’s expression as well as should 
respect the receiver. The sender of the message should be sincerely polite, judicious, reflec-
tive and enthusiastic. Courteous message has following features: 

 Courtesy implies taking into consideration both viewpoints as well as feelings of 
the receiver of the message. 
 Courteous message is positive and focused at the audience. 
 It makes use of terms showing respect for the receiver of message. 
 It is not at all biased. 

According Rubenstein (1978: 209) “If everyone knew in advance exactly what a person 
was going to say, he wouldn't need to say it. Communication occurs only when his/her 
message is, at least to some degree, unpredictable.29  Let also your mentee have much of 
the control over what the two of you talk about—and how you talk about it. Treat others as 
you want to be treated. 

Nonverbal communication 
Nonverbal make up the biggest part of communication, because they are hard to fake - the 
body automatically flashes the truth; words can lie. The science of body language is a fasci-
nating look at the mechanics underneath the subconscious behaviour that we all convey, 
intentionally and unintentionally, through our nonverbal. Body language involves the 

 
28 https://www.managementstudyguide.com/seven-cs-of-effective-communication.htm 
29 RUBENSTEIN, H. (1978) - Language and Probability, 209- 220, in MILLER, G.A. (1978) - Psychology and Communication, Washington, 
Voice of America, Forum Series, (1ª ed. 1974) 
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physical behaviour of our bodies —  eye contact, posture, gesture, orientation and so forth 
—  while nonverbal communication embraces all body language communication, and also 
includes clothing and adornment, environmental factors and even the manner in which we 
use time. Remember not to jump to conclusions with nonverbal communication: a gesture 
or posture or other manifestation in isolation may mean nothing.  Groups  or clusters  of  
behaviours or tells may build up a more predictable picture.30 

In the world of communication, we interact with others through our 3 major senses - 
sight, sound, and touch (smell and taste are the lessor senses, rounding out the 5 senses). 

The components of Non Verbal Communication are: 
Kinesics: It is the study of facial expressions, postures & gestures. Kinesics helps in 

effective communication as it helps: 
 to know what our personal appearance helps in your effective communica-
tion;  

 in learning the facial expressions while speaking to a particular vs to a com-
munity; 

 in maintaining eye contact, proper posture, and effective gesture throughout 
the whole communication process. 

 to improve our body language and interaction quality;  

Examples of nonverbal communication that express meaning without saying a word 
are numerous; a hug for affection, a pat on the back for comfort, a light touch on the arm 
or hand for instant connection, a handshake upon greeting, etc. According Eunson “In some 
situations, of course, nonverbal communication comprises 100 per cent of the message be-
ing sent — for example, touching the hand of a grieving relative, or two lovers gazing into 
each other’s eyes — but in others it might comprise only 10 per cent or less. The idea of 
applying percentages is misguided anyway”. 

Then there’s all the examples of self-placating and body movement that communi-
cates much: a finger on the temple, rubbing of the chin, tugging of an ear, playing with 
one’s hair, itching one’s nose, steep ling one’s fingers, clenching one’s hands into fists, biting 
one’s lip, swinging one’s leg, crossing one’s leg, etc, etc, etc. It’s a long list. 

If the person you are speaking to is behaving one way, their body language may be 
an indication that what they are saying is not entirely accurate. I say “may” because there 
are instances when what they’re doing has nothing to do with what they’re saying. For ex-
ample, it’s always said that a person who crosses their arms in conversation is giving the 
sign that they are pulling away/reserved/wants no contact. But that’s not always true, it could 
be the person is cold, have anxiety, doing it as power pose, etc. It serves a purpose, but it’s 

 
30 Eunson, Baden Ian (2012) Communicating in the 21st Century, Edition: 3, Chapter: NVC, Publisher: John Wiley & Sons 
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up to the other people to interpret correctly. And that’s from the perspective if you are 
actively engaged in conversation with the person. 

Never keep your arms crossed especially during formal one-on-one meetings. It sug-
gests you are not open to feedback and could also suggest that you are trying to dominate 
the situation. 

Most important is not only noticing the nonverbal, but then understanding the com-
munication signals that are conveyed. For example, what do different handshakes say about 
the other person entering into a meeting with you? What does your handshake say about 
your feelings towards the upcoming interaction? Are you happy? tenuous? nervous? with-
holding? insecure? hopeful? timid? When should you use a light touch on the arm, or better 
yet, on the hand (skin to skin)? What does it convey? 

Nonverbal communication is often culture specific. While the positive head nod and 
negative head shake are commonly understood around the world, they are far from univer-
sal. In parts of Bulgaria and Greece, for example, nodding means no, while in parts of the 
former Yugoslavia and southern India, shaking the head signifies yes (Axtell 1998).  Histori-
cally, nodding the head may be related to bowing, which was — and is — a way of showing 
submission to another’s will. 

The author also refers that “In western cultures, individuals in conversation who wish 
to take over the speaking role may increase their rate of head-nods, move forward in their 
seats, increase the ‘friendly grunts’ and further ‘bid’ for at-
tention with a raised hand, finger or pen.  And argues 
about the different meanings citing (Fast 2002; Krumhuber, 
Manstead & Kappas 2007) “A tilted head may mean a num-
ber of things, including ‘I am listening’ (with thoughtful ex-
pression), ‘I like you a lot’ (with coy, smiling expression) or 
‘I am feeling angry’ (with aggressive expression)”. 

Oculesics: It is the study of the role of eye movement, eye behavior, related nonverbal 
communication, including eye contact, blinks, widening the eyes, raise the eyebrows and 
public dilation. 

Eyes are perhaps the most expressive feature of human body. Eyes tell more than 
words could ever say. Eye contact indicates interest, openness, and sometimes even arousal, 
though aggressive eye contact--or staring--can be interpreted as a sign of hostility.  In ad-
dition to this, lack of eye contact also transmits a message, oftentimes that the listener is 
bored and/or is not paying attention. Eye contact can signal that: 

 You are paying attention. 
 You respect the person you are speaking with. 
 As well as variety of different emotions. 

Did you know that while in 
Argentina to raise a fist in the 
air with knuckles pointing 
outwards expresses victory, 
in Lebanon, raising a closed 
fist is considered rude? 
 



 

Project nr. 2018-1-PL01-KA202-051049 

 

Project co-funded by the Erasmus plus programme This publication  reflects the views only of the author, and the Commission cannot be 
held responsible for any use which may be made of the information contained therein. 

For instance, when your teacher notices the most of his student are not looking at him, 
he might conclude that you are not paying attention. 

It must be noted that culture plays a role in oculesics, for the necessity of eye contact 
and the civility it provides in American culture differs greatly from an Asian culture, for ex-
ample, where eye contact is often considered rude (DeFleur, 2005). Americans use eye con-
tact to show respect and they are listening. But, prolonged gaze is considered rude there. 
Japanese don't prefer eye contact; they direct their gaze below the chin. 

In western groups eye contact is used to regulate con-
versation: a person who is speaking in a group may break 
eye contact with others while talking, refocusing on a per-
son making ‘bidding’ signals only when ready to yield the 
floor (Argyle 1999). Similarly, listeners tend to look at speak-
ers more than speakers look at listeners, but speakers will 
tend to re-establish eye contact at critical points while talk-
ing to seek reinforcement, feedback or approval from lis-
teners; when each is looking at the other, a ‘gaze window’ 
is established (Bavalas, Coates & Johnson 2002). 

Eunson highlight two more “apparently universal phe-
nomenon is the ‘eyebrow flash’ — a lifting of the eyebrows 

when meeting or acknowledging someone (Eibl-Eibesfeldt 2007) and the pupil’ dilation or 
expansion when we are interested in something. 

Haptics: It is the study of touching. Touch is the most effective means to communicate 
feelings and emotions. Haptics is closely related to the 
study of Proxemics (the study of space in body lan-
guage). In both cases we deal with personal space and 
territory - touch is usually the direct result of allowing 
others into our intimate space. We obviously wouldn't 
allow others to touch us if we don't feel comfortable be-
ing around them. 

Proxemics: It is the study of measurable distance between people as they interact. It 
relates to the space between you and an individual, showing how comfortable they are 
around each other. There are different space measurements to indicate this. 

According to Edward T. Hall difference of space can result in anxiety or relaxation. The 
use of proxemics shows how close you are to a person. 

Did you know that in the first 
90 sec - 4 min you decide 
whether you are interested in 
someone? Studies reveal that 
50% of this first impression 
comes from non-verbal com-
munication which includes oc-
ulesics. This is a questioned 
percentage but appears in 
several studies that say that 
only 7% of comes from actual 
spoken words. 

Did you know that acceptable 
level of touching varies from 
one culture to another? In Thai-
land, touching someone's head 
may be considered as rude. 
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There can be: 
 Intimate distance of 15–45cm for embracing 
 Personal distance of 45–120cm for interacting 
with friends 

 Social distance of 1.2–3.5m for interacting with 
acquaintances 

 Public distance of over 3.5m for public speaking 
 These distances described are culturally based 
from the American culture, in Latin they may be 
smaller. 
 

Chronemics: It is the study of use of time in non-verbal communication. Have you ever 
observed that while AN employee will not worry about running a few minutes late to meet 
a colleague, a manager who has a meeting with the CEO, a late arrival will be considered 
as a nonverbal cue that he / she does not give adequate respect to his superior? 

Paralinguistic: It is the study of variations in pitch, speed, volume, and pauses to convey 
meaning. It is a kind of nonverbal communication based on the qualities of your voice and 
the way you vocalize.   

 Ability to calm people through voice tone, tempo and facial expressions. 
 The ability to excite a crowd by vocal quality, loudness, tempo, and gestures. 
In addition to the words you say (verbal communication), your voice includes lots of 

information that can be interpreted (often unconsciously) by those you are communicating 
with. For example, your accent not only hints at where you are from, but can make you 
sound smart, sexy, scary or more depending stereotypes or what a listener associates with 
that accent.  

Other qualities of your voice can be interpreted as well. Think of James Earl Jones' and 
Morgan Freeman's deep, resonant voices -- they sound authoritative.  Think of Steve Urkel's 
nasal twang -- annoying!  A slow talker might sound thoughtful, tired, or perhaps unintelli-
gent.  A fast talker might sound excited, shady, or anxious.  

Stammering, vocal volume, and inflection are more paralinguistic qualities that shape 
the more literal, verbal messages we speak. Paralanguage affects communication because 
it allows words to be interpreted differently depending on the message we want to convey. 

Depends on the tone of voice is understood the emotionality and affectivity of the 
sender and when analysing the rhythm if it is warm, alive, modulated, animated, is linked to 
the person lends to contact and conversation, to that we add courtesy. All this influences 
the communicative process, so that it is not what we say but how we say it. Interestingly, 

Did you know that the amount 
of personal space when having 
an informal conversation 
should vary between more or 
less 45 cm – 1,20 m while, the 
personal distance needed when 
speaking to a crowd of people 
should be around 3 a 3,5m? 
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when the speaker is making a presentation and is looking for a response, he will pause. 
However, when no response is desired, he will talk faster with minimal pause. 

Physical Appearance: Your physical appearance always contributes towards how peo-
ple perceive you. Neatly combed hair, ironed clothes and a lively smile will always carry 
more weight than words.  

According Kozonoman (2019) the clothes we wear send powerful signals to our peers 
and strangers, projecting the self-image of us that we want to display. The same author 
highlights that “the use of colour has become an important expression of who we are, how 
we feel and what we believe.” 

Color psychology is also used to determine or identify a person's "appearance". If 
someone wears black, this might indicate mourning or gloomy feelings. Bright colors indi-
cate happiness and peace. It is also rather critical to point out that the way one dresses and 
the color he/she chooses really helps an outsider conclude personality traits and prefer-
ences.31 

Remember, “what we say” is less important than “how we say it” as words are only 7% 
of our communication. Understand and enjoy nonverbal communication as it helps forming 
better first impressions.32 

 

 
31 http://www.colour-affects.co.uk/psychological-properties-of-colours 
32 https://www.managementstudyguide.com/non-verbal-communication.htm 
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Mentee communication skills 

Mentees should be aware that more and more jobs are lost to automation and increasingly 
sophisticated products and technologies. They have to adapt and invest in a continual up-
date or they will be marginalized or excluded from the world of work. Therefore it will be-
come increasingly important for employees to focus on and develop soft skills; skills like 
leadership and communication.33 Upgrading implies changing in one direction positive, use-
ful and enjoyable for those who are up to date. 

Tips for a successful Mentor/ Mentee Relationship – Best Practices 
Mentors and mentee should be aware that it takes time to build a relationship based on 
trust and maintain this trust along all the mentoring process. Remember that both are re-
sponsible for building the relationship. Consider that for someone that is new in the com-
pany he/she may listen mentor words, but will pay more attention to his/her actions. Make 
sure your actions are aligned with your values and your role. Being empathetic allows people 
to understand the dynamics of power that often influence social relationships, especially in 
the workplace. Some final tips: 

 Be available 
 Be resilient. Citing Arora & Rangnekar34 workplace mentoring has an important role 
for enhancing the resilience of employees. In addition, creating a resilient workforce 
has become one of the toughest challenges for organizations in the present decade 
owing to prevalence of uncertainty and other competitive pressures across the 
globe. As a result, employees often find it difficult to persevere in their chosen career 
line. Thus, for stability under such ambiguous circumstances, the guidance and sup-
port of an experienced senior person who can function as a protector and a role 
model instils a sense of confidence among employees and helps them effectively 
deal with the obstacles. According to Lidenberger (2008), mentors enable protégés 
to see the wider realm of opportunities and give their valuable advice for career 
advancement to strengthen the fabric of resilience. 

 Give your mentee voice and choice in deciding on activities. 
 Be positive. 
 Respect the trust your mentee places in you. 

 
33https://mentorloop.com/blog/your-employees-need-mentoring/ 
34 Arora,Ridhi & Rangnekar, Santosh Workplace Mentoring and Career Resilience: An Empirical Test 


