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Foreword 
The benefits of mentoring are manifold both to the mentors and mentees. Mentees have the opportunity 

to gain knowledge and insight from experienced individuals which can aid develop their skills and careers. 

Mentors have the opportunity to expand their managerial skills, gain fulfilment and satisfaction of helping 

foster early career geoscientists or individuals going through a transition period in their careers. 

Organisations and companies also benefit from mentoring by facilitating growth within their 

organisations, promoting knowledge share and demonstrating a commitment to continuing professional 

development.  

Mentoring can take many forms and mentoring relationships can range from short lived sessions dealing 

with a particular topic through to long term connections. The impacts of mentoring range from minor 

beneficial impacts through to life changing. I have been fortunate to have benefited from mentoring both 

as a mentor and mentee during my career. In my early career I received mentoring from a range of 

experienced geoscientists and professionals from different disciplines. At the time, I (and perhaps the 

mentor) was not aware that mentoring was occurring as it was not formal or discussed within an 

mentoring framework. Some of my early career mentors had a big impact on my direction and I remain in 

contact with them many years later. I have also had the good fortune to be part of more organised 

mentoring relationships as a mentor which has been very rewarding.   

Fundamentally mentoring is a simple process however it requires significant effort and time for those 

involved. Mentoring relationships are confidential and must be based on mutual respect. These guidelines 

and the accompanying training workshops and the have been developed to establish some ground rules, 

boundaries and useful tip to try and give mentoring relationships their best changes of providing 

successful outcomes for all parties.  

The IGI established a mentoring scheme a number of years ago with the assistance of John Arthurs. John 

and his wife Trudy are experts both in career coaching and geology and the IGI are very fortunate and 

grateful to have them assisting us in implementing the mentoring scheme. Mentoring embodies a number 

of IGI’s key objectives including promoting and maintaining the highest professional standards within 

geoscience community, fostering and supporting early career stage geoscientists and developing the 

network within our community.  

We thank those who have contributed to mentoring scheme to date and we hope that the IGI 

membership will continue to engage and support mentorship within our community.  

 
 
EurGeol Cian O’Hora PGeo 
President 

on behalf of the Board of Directors of the Institute of Geologists of Ireland  



IGI Mentoring Scheme: Guidelines           V1.4 29/01/2023 

   
3 

 

Table of Contents 
 

Foreword ....................................................................................................................................................................... 2 

1. The IGI Mentoring Scheme .................................................................................................................................. 3 

2. What is Mentoring? ................................................................................................................................................. 5 

3. Essential Mentoring Skills ...................................................................................................................................... 8 

4. Mentoring Principles ............................................................................................................................................. 11 

5. Structuring a Mentoring Engagement ................................................................................................................ 12 

6. Recommended Reading ........................................................................................................................................ 17 

7. Summary ................................................................................................................................................................. 19 

 

 

 

 

 

 

 
 
 
 
 
Disclaimer Notice 
Note that the IGI does not enquire into the confidential details of any individual mentoring pairs.  The IGI 

takes no other part in any individual mentoring transaction, apart from facilitating the initial contact and 

requesting some basic non-confidential information for statistical reporting at the close of the mentoring 

engagement.  The IGI will accept no responsibility for any dysfunctional mentoring that occurs as a result 

of putting individual mentees in contact with mentors. Mentors and Mentees must abide by the IGI’s Code 

of Ethics and Articles of Association.  



IGI Mentoring Scheme: Guidelines           V1.4 29/01/2023 

   
4 

 

1. The IGI Mentoring Scheme 
It is a commonplace fact that throughout human history mentoring has produced huge positive changes 

in the lives and careers of individuals.  Recent social science research shows that mentoring helps both 

mentees and mentors.  When compared with peers who are not engaged in mentoring, both mentees and 

mentors draw higher salaries, climb their career ladders faster and express greater satisfaction with their 

careers. 

All geoscience managers have the responsibility to ensure best practice, to protect their organisation and 

its stakeholders against technical error and to encourage the professional development of their staff.  

Modern mentoring techniques increase professional knowledge and skill and also embed in personal 

practice the learning gained from general training courses. 

Since 2018 the IGI has maintained a register of volunteer mentors and has carried out occasional mentor 

training sessions.  The IGI Board is committed to the continual promotion and improvement of 

mentoring within the membership. 

Mentoring is very closely aligned with the IGI’s Objectives.  Article 2 of the Constitution states: 

2.  The main objects for which the Company is established are:  
a) To promote and advance the science of geology and its professional application in all disciplines, especially the 
geosciences, and to facilitate the exchange of information and ideas in relation thereto. 
b) To require its members to uphold, develop and maintain the highest professional standards in the practice of 
their profession, as described in the Company’s Code of Ethics and Conduct. 
In furtherance of the above main Objects, the Company shall have the following Subsidiary Objects: 
c)  To promote the interests of the geoscientific professions and those engaged therein and advance the science of 
geology, its practice, and that of the geosciences in Ireland. 
d)  To increase the confidence of the community in the employment of professional geologists by admitting to 
professional membership of the Company only such persons as shall have satisfied the Directors of the Company 
that they have an adequate knowledge and experience of both the theory and practice of the geosciences. 
e)  To raise the awareness of the contribution of the geological profession to society in general. 
f)  To promote honourable practice, to actively discourage malpractice, and to settle disputed points of practice and 
to decide all questions of professional usage and etiquette affecting members of the Company. 
g)  To improve the general and professional practice of persons engaged or intending to engage in the profession by 
organising appropriate professional development programmes for its members 
h)  To grant certificates of membership, and to provide for the registration by the Company of holders of such 
certificates. 
i)  To develop good relations with other relevant geological organisations in Ireland and elsewhere in the world, 
and to promote mutual recognition of geological certification. 

The IGI achieves all these objectives by assessing Applicants (see 2b, 2f), awarding professional status to 

members who achieve a specified level of professional excellence (see 2d, 2h), increasing the membership 

at that level (see 2a) and, through time, increasing the confidence of the community and other 

stakeholders in the employment of professional geologists (see 2d).  Mentoring can have a substantial 

impact, directly or indirectly, on the achievement of all these objectives, and especially (2g).  Elsewhere, 

professional geoscience institutions and learned societies with similar objectives have found that an 
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overwhelming majority of applicants for membership who were unsuccessful did not have the benefit of 

mentoring.  The same is probably true for IGI. 

If mentoring is such a good thing in general, why is there not a great deal more of it?  The answer is that 

mentoring is simple but not easy.  An estimated 40% of all mentoring pairs fail through lack of training 

and understanding of the mentor’s role.  To be effective, mentoring must be very much more than 

informal, one-to-one instruction, or what used to be called ‘coaching’.   Modern mentoring techniques are 

modelled on those of professional executive coaching as well as expert academic tutoring.  No great 

effort is required to study the literature but, for mentoring to be effective, not only must the mentor be an 

expert in the same field as the mentee but also, he/she must exercise specific interpersonal skills and 

adhere to a set of basic principles.  

So, to serve the wider society with the highest quality of geoscience available and to increase membership 

of that professional quality, the Board of IGI encourages all members to support and engage in 

mentoring in whatever way they can.  

The IGI Mentoring Scheme will: 

1. Assist potential mentees and mentors to find suitable matches by maintaining a register of 

volunteer mentors and encouraging potential mentees to engage with a mentor, 

2. Conduct an on-line survey to understand what have been the IGI’s recent levels of 

engagement in mentoring,  

3. Promote training, webinars, publications and discussion to raise awareness and to increase 

mentoring effectiveness within the Irish geoscience community, and,  

4. Publish best-practice guidelines for mentoring. 

 

2. What is Mentoring? 
The dictionary definition of a mentor1 is simply, “An experienced and trusted advisor”. The world’s 

best known professional institution for human resources, the Chartered Institute of Personnel & 

Development (CIPD), defines mentoring, as follows: 

Mentoring in the workplace tends to describe a relationship in which a more 

experienced colleague shares their greater knowledge to support the development of an 

inexperienced member of staff.  It calls on the skills of questioning, listening, clarifying 

 
1 Oxford English Dictionary, 1964. 



IGI Mentoring Scheme: Guidelines           V1.4 29/01/2023 

   
6 

 

and reframing that are also associated with coaching.  One key distinction is that 

mentoring relationships tend to be longer term than coaching arrangements.2 

Key words in this definition are, “Relationship” and “Coaching”.  Mentoring is not an intervention or a 

procedure.  It is a professional relationship, comparable to that between a trusted family doctor or 

solicitor and his/her patient or client.  Similarly, the quality of that relationship is an important 

determinant of the mentee’s subsequent success. 

The other key word, “Coaching”, refers to the modern practice of executive coaching which is a 

professional discipline requiring training and regulated by professional institutions that have similar 

objectives in their own field to those of IGI in geoscience.  Coach training imparts a specific set of skills 

that include those mentioned in the CIPD definition. 

Some different forms of mentoring and subject areas are: 

• Informal or traditional mentoring - by far the commonest form in which the mentee the asks 
the mentor for some ad hoc advice. The pair comes together through ordinary circumstances of 
work.  Mentoring ranges from the occasional bit of casual advice with repeated requests up to 
the mentee’s career-changing realisations and development of a professional friendship.  
Unstructured mentoring comes with an increased risk of dysfunctional outcomes. 

• Formal mentoring - increasingly common as the central part of a formal organisational 
mentoring scheme.  Schemes range in complexity from simple contact services to highly 
structured, centrally administered schemes with regulated matching of pairs and formal 
reporting. 

• Technical mentoring - learning about the substantive aspects of the job is the commonest way for 
mentoring to begin.  But simply instructing someone what to do in their job is not mentoring.  That is 
what managers and trainers do. Mentoring is about personal and professional development. 

• Career mentoring - mentees all want to achieve more in their careers, perhaps navigating a rough 
passage or acquiring further qualifications, including professional status. 

• Support (or psychosocial) mentoring - professional friendship and guidance in times of stress or 
difficulty.  Difficulties with motivation and self-confidence are relatively common mentoring topics. 

• Sponsorship mentoring - practical help in making professional introductions and giving references 
with aim of advancing the mentee’s career (a protégé). Note that this form can give rise to ethical 
dilemmas. 

• Role modelling - whether intentionally or not, the mentee copies the mentor’s attitudes, thinking 
style, limitations and prejudices. 

 

An important note on mental health.  Mentors and coaches are not trained to treat mental or 

emotional disorders and should never attempt to do so.  In fact, they have a duty of care to refer their 

mentees to appropriate sources of specialist support should the need arise. 

 

 

 
2 Coaching and mentoring factsheet. 2020. Chartered Institute of Personnel & Development. Website: https//cipd.co.uk  
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Mentoring has been practiced for millennia and so the word has come to refer to all kinds of human 

development activity.  To clarify, it is helpful to compare modern mentoring with other common varieties 

of learning and development (see Fig.1).  

Figure 1: Mentoring compared to other learning and development functions. 

 

Contrasting styles of interaction with personal helpers can be represented on a 2x2 grid.  The vertical axis 

contrasts the difference between the helper’s focus the interests of the organisation, project or profession, 

and on the interests of the individual.  The horizontal axis contrasts a directive and commanding style 

with a non-directive and facilitating style.  So, while managers have a duty to instruct their staff, their 

main focus is naturally on the organisation or project.  A command-and-control management style is 

directive and, as in emergencies, tells people precisely what to do.  Whereas a consultative management 

style takes into account the views of others, especially in organisations staffed by vocational professionals, 

and is therefore less directive.  Similarly, a technical consultant is retained by managers to solve a specific 

problem within his/her area of expertise and is therefore usually directive in style. 

 

Trainers and lecturers are employed on behalf of an organisation or profession to impart some knowledge 

or explain to staff or students how to do something.  Conventional sports coaching and teaching in junior 

schools is typically directive although tends to be focussed on individual achievement.  In contrast, 

professional and executive coaches are retained to facilitate an individual client’s thinking.  They are 

trained non-directive and not to give advice and to work exclusively on behalf of their client.  Mentoring 

is similar to executive coaching in that it uses the skills of modern executive coaching to facilitate learning 

in individual adult mentees.  However, mentoring differs from coaching in that mentors are experts and 
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therefore can give advice in their field.  The best mentoring outcomes are achieved when mentors do not 

direct mentees about what to do but rather enable them to work out solutions for themselves. 

 

Mentoring is about adult professional development.  All professional geoscientists should be self-

motivated and independently minded.  A directive style of development is therefore inappropriate 

because it models passive learning as in old-fashioned junior-school teaching.  In general, adults learn best 

when they direct their own learning by reading, discussion, experience and thinking through issues and 

problems for themselves.  Adults learn skills best through their own real-world experiences f under 

supervision by experts.  Mentoring is therefore most effective when it encourages the mentee’s own 

desire to learn. 

When mentoring goes wrong the imbalance in position-power between a mentor and mentee invariably 

means that the fault lies with the mentor.  It is very occasionally in ethical matters but much more often 

in the lack of training and mentoring skill.  If the mentee is obviously at fault or misguided, then the 

mentor has a duty to provide feedback, which is itself a specific mentoring skill. 

Some common faults in mentoring practice are: 

• Conflict of interest between mentor and mentee – sound ethics are at the heart of mentoring. 
• Poor communication – vagueness and its opposite, data dumping 
• Assumed equivalence – guidance based on your own experience, “If I was you I would …” 
• Complacency – assuming the answer to the mentee’s problem or topic is obvious 
• Pride – pretending that you know more than you actually do 
• Cognitive biases and emotional blind spots – naturally unconscious and the most difficult to counter. 
 

It is hard to avoid making some mistakes in mentoring, but mentors can avoid stumbling into 

dysfunctional relationships by: 

• Practicing the basic mentoring skills 
• Adhering to mentoring principles 
• Structuring the mentoring process. 

Note that the IGI does not enquire into the confidential details of any individual mentoring pairs.  The 

IGI takes no other part in any individual mentoring transaction, apart from facilitating the initial contact 

and requesting some basic non-confidential information for statistical reporting at the close of the 

mentoring engagement.  The IGI will accept no responsibility for any dysfunctional mentoring that 

occurs as a result of putting individual mentees in contact with mentors. 

 

3. The Essential Mentoring Skills 
The CIPD definition of mentoring refers to a set of skills that are also associated with coaching.  Just as 

IGI and other professional geoscience institutions establish a clear view of the professional competencies 
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required for good geoscience practice; so professional coaching and mentoring institutions also prescribe 

the essential competencies for coaching.  The main European institutions are the Association for 

Coaching (https://www.associationforcoaching.com ), the International Coach Federation 

(https://coachingfederation.org ) and the European Mentoring and Coaching Council 

(https://emccuk.org ).  There is unanimous agreement on the range skills but too many for an 

introductory description that is intended here.  For a detailed account the reader may look up the websites 

and consult standard coaching and mentoring texts.  As a simplification, we believe that five interlinked 

skills are essential for effective mentoring. 

1. Active Listening.  While it is often assumed that mentoring is telling mentees what the mentor thinks 

they need to know and do, in fact mentoring is most effective when it is practiced as a listening art.  

Hearing is a physical activity whereas active listening is a learned skill.  For mentoring to be successful, the 

mentee needs to feel that he/she has been listened to and understood. An essential aspect of mentoring is 

reflective listening and that involves questioning sequences.  The mentor’s response to a mentee’s 

statement may involve echoing, paraphrasing, clarifying, summarising and reflection of feelings - for 

example, “ I understand you mean …. Is that right?”, or, “You sound hesitant.  Perhaps you feel uncertain about that 

choice?”, and other forms of skilful questioning. If, as a mentor, you catch yourself talking most of the 

time, ask some questions, then just sit back and listen consciously.  

2. Skilful Questioning.  The obvious function of a question is to gain information, but it helps to ask 

who benefits most from the answer?  Since the purpose of mentoring is the mentee’s development, it 

follows that the answer to a question must primarily benefit the mentee, not the mentor.  The most 

effective questions are concise, clear and asked with an open mind about the what the answer is.  Avoid 

leading questions because you are covertly telling the mentee what to think.  Questions are preferably 

open (as opposed to closed). Closed questions are those that call for a simple, binary answer, “Yes” or 

“No”, “Right” or “Wrong”, etc.  In contrast, open questions are those that call for extended or more 

reflective answers. Open questions start with an interrogative word – what, which, how, where, when, who.  Use 

“Why…?” only with caution.  It may seem to the mentee to call for justification and so elicit a defensive 

response.  Aim for probing questions that cause the mentee to explore their initial response but manage 

your tone carefully so as not to give the impression of conducting a hostile interrogation. The best of all 

are powerful questions - those that trigger a meaningful insight for a mentee. 

3. Building Trust.  Mentoring is professional advisory activity based on trust.  Fear and hostility inhibit 

learning and development, whereas trust facilitates it.  In legal jargon it is a fiduciary relationship, meaning 

that the mentor has a duty of care towards the mentee.  The best role models for this kind of relationship 

are trusted family doctors and solicitors.  The ability to build trust is based on strict professional ethics as 

well as empathy, or understanding the feelings of another person, which is a learned skill.  Among the 

most important aspects of building trust are confidentiality, honesty and reliability.  The subject is 

https://www.associationforcoaching.com/
https://coachingfederation.org/
https://emccuk.org/
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discussed further below in the section on Principles.  Note especially that challenging and holding your 

mentee to account for performance can only work if you have first gained their trust. 

4. Self-management.   Creating awareness is the primary condition for professional development.  The 

ability to help a mentee to increase their level of awareness requires that the mentor also has a relatively 

high level of self-awareness.  Another way of thinking of self-awareness is as emotional intelligence, a 

term coined by Daniel Goleman in the 1990s to mean the capacity for recognising our own feelings and 

those of others, for motivating ourselves and manging our emotions. Emotional intelligence is a learned 

cognitive skill, like empathy.  Good self-management appears in mentoring as being fully conscious and 

present, focussed, open, grounded appropriately confident and non-directive.  Mentors need to be aware 

of their own personal non-verbal communication (NVC) style, also called body language and 

paralinguistics (or speech patterns), as well as that of their mentees. It is also helpful to be aware of what 

your intuition seems to be telling you, although do not to act on that without asking for confirmation. 

5.  Giving Constructive Advice and Performance Feedback.  The word “advice” has various shades 

of meaning.   Depending on the context, it can be a straightforward piece of professional opinion, but it 

can also mean also feedback on and individual’s performance.  As a geoscientist, you are an expert and so 

you are professionally qualified to give technical advice in your field.   Counter-intuitively, however, 

g iving technical advice to your mentee is usually not the best way to help their professional 

development.  If mentee asks you for technical advice, the best course is usually to direct them to 

appropriate literature sources and then offer to discuss and ask questions about options for practical 

implementation.  

There are exceptions to this general rule.  One is for practical skill training, for example in field work, 

when it is better to show the mentee the skill in operation and then watch and comment as they carry out 

the procedure themselves.  Another exception can be when the mentee cannot make progress without 

some essential knowledge, perhaps something forgotten from primary training in the middle of a 

mentoring session or working under tight time constraints.  You then have the choice of either 

suspending the session until the mentee has read up on the subject or simply giving the mentee the basic 

information in the moment.  In the latter case, make sure the mentee knows that your role is to offer 

guidance, not make decisions for them.  Ideally, offer a series of options for solutions and guide the 

mentee in closing on a decision. 

Advice, in the sense of performance feedback can be either positive, as in approval for something well 

done, or negative, as in criticism for a mistake.  Well delivered constructive feedback is another learned 

skill.  The objective is for the mentee to learn by positive reinforcement of good performance and by 

constructive help in correcting poor performance.  The latter is really only possible when the mentee 

trusts the mentor and the feedback is appropriately delivered.  If there is a lack of trust or if feedback is 

not well delivered, then the mentee can fail to learn and the mentoring relationship may be damaged.  On 
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the other hand, if there is trust and if the feedback is well delivered, then the mentee can learn an 

important lesson and the relationship can be strengthened.   

 

4. Mentoring Principles 
The philosophical approach to mentoring engagements that guides the practical application of skills and 

underpins a sound structure is derived from counselling practice.  The basic principles of mentoring are: 

1. The primary role of a mentor is to create awareness of a mentee’s possible choices and to support 

the mentee in taking responsibility for the decisions they make.  One corollary is that mentoring is a 

skilled activity in its own right.  Another is that all effective mentoring is outcome orientated. 

2. Mentoring is client centred.  In a term borrowed from Rogerian counselling, modern mentoring is 

based on how the individual mentee sees the world and learns, rather than on how the mentor thinks they 

ought to see it and learn from it.  This means that the primary beneficiary of mentoring must always be 

the mentee.  Sponsoring organisations, line managers, the mentor him/herself and others with an interest 

in the mentee can only ever be secondary beneficiaries, if at all.  As a mentor you should beware of 

conflicts of interest. 

3. Self-responsibility.  Among the essential qualities of a high-functioning professional geoscientist is 

included taking responsibility for his or her own performance and for maintaining a self-motivated, 

independent mind-set.  This means that the mentee must learn to take responsibility for his/her own 

professional development, including the outcomes of mentoring.  The mentor has responsibility for 

facilitation and as a role model.  The corollary is that the mentor’s role is simply catalytic.  He/she can 

take no credit for the mentee’s success.  A further consequence is that all mentoring must be voluntary.  

Nobody can be coerced into mentoring. 

4. Intrinsic Motivation.  An axiom accepted by all the coaching and mentoring institutions is that 

human beings are naturally inclined to be creative, resourceful, self-motivated and capable of generating 

solutions, a view that has received support from experimental psychology3.  The role of a mentor is 

simply to facilitate that creativity and resourcefulness in pursuit of the mentee’s professional 

development.  If a mentee is resistant and disinclined to learn, the question arising is not about the 

supposed extent of mentee’s intellectual capacity but rather what is inhibiting his/her intrinsic motivation.  

The best service you can provide to any mentee is to help them rediscover their own natural abilities and 

interests. 

5. Ethical Responsibility.  Mentors have a duty of care for their mentees.  If mentors have the capacity 

to promote their mentee’s professional development, then they also have the potential to cause harm by 

 
3 Dweck, 2012 
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inhibiting their mentee’s development.  Dysfunctional mentoring can foster negative attitudes, cause 

demotivation, stress and emotional upset, giving rise to adverse effects on their professional performance.  

The mentor’s most basic duty is to cause no harm.  Maintaining professional boundaries, obeying the law 

and avoiding inappropriate interactions are obviously necessary but not sufficient.  The success of 

mentoring depends on some specific attitudes and actions of and by mentors.  Mentors must: 

• Make their best effort on behalf of their mentees 
• Be open and honest, especially about expectation for mentoring outcomes 
• Manage the mentoring process conscientiously 
• Preserve the mentee’s issues in confidence 
• Develop their own mentoring skills and undertake continuous professional development (CPD). 

Conflicts of interest.  Confidential issues often arise in mentoring and so maintenance of professional 

boundaries can be a very significant issue.  If it is possible, we do not recommend that a mentor is also 

the mentee’s line manager.  A manager has a primary duty to the organisation he/she represents, whereas 

the mentor’s primary duty is to the mentee (see Fig.1).  For example, conflicts of interest can arise in the 

event of retrenchment and redundancy.  Similarly, if a mentor is employed by a different organisation to 

the mentee, conflicts of interest can arise in insider knowledge that affects competition.  Confidentiality 

agreements may be considered. 

 

5. Structuring a Mentoring Engagement 
With traditional, informal mentoring, a new pairing comes with a degree of anxiety about the possibility 

of dysfunctional relationships and poor outcomes.  Potential mentors and mentees both fear their time 

will be wasted or even abused or that they might not be able to do what is asked of them.  Anxiety and 

risks on both sides can be reduced by explicitly framing expectations and structuring the mentoring 

engagement. 

There are five stages in a mentoring engagement: 

1. Connecting.  The principle of self-responsibility requires that a potential mentee takes the initiative to 

seek mentoring.   The IGI facilitates this by maintaining a register of volunteer mentors to which the 

potential mentee may have access4.  The service is free.  

If you are a potential mentee, write an email to info@igi.ie giving: 

• Name, including titles and qualifications 
• Your county/region 
• Email address 
• Year first graduated 
• Current occupation 
• Your specialism(s) as listed in the IGI members’ listing 
• The general subject area of mentoring – e.g.: membership application, technical matters, career issues. 

 
4 http://igi.ie/membership-benefits 

mailto:info@igi.ie
http://igi.ie/membership-benefits
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The IGI Administrator will then send you a short selection of names of volunteer mentors, together with 

their email contacts, who may be able to help you.  At the same time the Administrator will inform each 

mentor that their name has been given out and send on your details.  You should then write separately to 

one or even all of the mentors named, enclosing your CV.  Explain who you are, what you’d like to 

discuss in mentoring and why you have chosen to contact this particular mentor(s).  Each mentor you 

write to should reply separately saying either that they will not be available to mentor you or proposing a 

scoping meeting (see below).  Neither you nor any of the mentors are obliged to work with the other, nor 

need you or they offer an explanation for declining.  

  

2. A Scoping Meeting.  Before engaging in mentoring each one of the pair needs first to see if the other 

might be a good match and if they could work productively together.  The object of the meeting is a brief 

opportunity for mutual assessment.  Some detailed do’s and don’ts are shown in Table 1. 

Table 1: Recommended Actions for Prospective Mentors and Mentees for a Scoping Meeting  

Prospective Mentor Prospective Mentee 

• On first contact, propose a time and neutral, safe 
public place to meet for 30 mins, say a café or by 
video call. 

• Be relaxed and informal.  Introduce yourself and 
engage in some normal social chat for a few minutes 

• Explain the purpose of the meeting and say that the 
content will be confidential. Then ask what the 
prospective mentee wishes to achieve in mentoring. 

• Briefly explain the principles and processes of 
mentoring and your expectations of your mentees. 

• Encourage the prospective mentee to talk.  Listen 
carefully.  Use the opportunity to conduct a 10 
minute “taster” mentoring session. 

• Explore all possible constraints on time, availability, 
conflicts of interest, obvious mismatches of values 
and attitudes. 

• Privately notice your own feelings and intuition. 

• Respond promptly to the mentor’s proposal.  You 
are free to offer an alternative proposal. 

• Be relaxed and informal.  Introduce yourself and 
engage in some normal social chat for a few 
minutes. 

• Explain what you wish to achieve, why you would 
like to engage in mentoring, and why you think the 
prospective mentor could be a good match for you. 

• Ask the mentor about him-/herself, their career, 
their experience of mentoring and of the kind of 
issues you are addressing. 

• Make sure you understand what mentoring would 
entail for you, what you will do and whether or not 
you are prepared to make to the commitment. 

• Explore all possible constraints on time, conflict of 
interest, obvious mismatch of values and attitudes. 

• Privately notice your own feelings and intuition 

• If, and only if, you think that mentoring might work, 
propose a short series of sessions (see next section). 

• If the mentee accepts, propose a date, time and place 
for the first session. 

• If some constraint or misunderstanding appears that 
obviously means you cannot work together, 
acknowledge the mentee for meeting with you.  
Offer to help find someone else, if appropriate. 

• If you’re not immediately sure, ask for time to 
reflect.  Investigate further, say by contacting mutual 
acquaintances. Get back with a specified time. 

• Respectfully take your leave and honour any 
agreements made 

• If, and only if, you think that mentoring might work, 
accept the proposal in principle. (see next section) 

• Negotiate the proposal for date time and place for 
the first session. 

• If some constraint or misunderstanding appears that 
obviously means you cannot work together, 
acknowledge the mentor for the meeting. 

• If you’re not sure, ask for time to reflect.  Investigate 
further, say by contacting mutual acquaintances. 
Undertake to get back within a specified time, say a 
week. 

• Respectfully take your leave and honour any 
agreements made 
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3.  Mentoring Sessions.  After the scoping meeting, most mentors and mentees agree to a short series 

of mentoring sessions, say 3 or 4, spaced 1 to 4 weeks apart, each of 90 minutes duration. Even a large 

subject can be sub-divided into sub-areas or stages to fit into short series of sessions. “Homework” 

assignments between sessions are an essential part of the development work.  Constraining the 

engagement in this way helps to reduce anxiety and risks because each knows there will be a natural exit. 

The tone and setting of the mentoring session are both important for psychological comfort.  The tone 

should be relaxed, enjoyable and energised or reflective depending on the subject.  Arrange not to be 

interrupted by calls and externals noises.  The mentor’s or mentee’s own offices are usually not suitable 

because of the possibility for interruptions and distractions, or even distracting associations.  Turn all 

mobile phones off and make sure that there will be no interruptions.  Many organisations have meeting 

rooms that can be booked.  If conveniently located nearby, private homes are often suitable.  An internet 

video conferencing platform can also be very effective. 

Figure 2: The structure of an individual mentoring session 

 

There are four phases within each mentoring session (see Fig.2): 

(a) Re-connecting.  Begin by re-establishing rapport in the normal way of an informal meeting.  The 

initial stage can include brief discussion of the homework assignment completed since either the 

scoping meeting or the last mentoring session. 

(b) Contracting.  The term is borrowed from counselling practice and refers to a psychological contract, 

meaning framing expectations, and explicit negotiation about the topic for discussion, how the session 

is to be managed and what the intended outcome is.  It is important that the mentee brings the 

topic that he/she wishes to consider in the mentoring session.  The mentor should re-assure the 

mentee that the content will be kept confidential and that the mentor will manage the time.  
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(c) Raising Awareness is the substantive phase of the session, the part that takes the greatest proportion 

of the time.  The mentor asks questions, but mainly listens while the mentee responds and thinks 

through the details of the issue he/she has brought to the session.  The objective to create awareness 

or insight that solves a problem or leads the mentee on to a higher stage of professional development.  

The mentor may use one of the so-called coaching models to create structure within this phase.  

However, it is not desirable explicitly to hold to any rigid structure that might inhibit or detract from 

the learning.  In this phase the mentor’s flexibility is an important self-management skill.  The best-

known coaching model is GROW.  That is the acronym for successive questioning sequences - Goals, 

Realities, Options and Way forward.  An application of the GROW model to a technical mentoring 

session is shown in Fig.3. 

 

Figure 3: The GROW coaching model 

 
 

(d) Review and agreements.  Experience shows that time-limited sessions produce better outcomes 

than rambling sessions.  In any case, most people cannot maintain the concentration and intensity of 

effort required in mentoring for more than 90 minutes.  The mentor is in charge of timing the session. 

About 5 minutes before the close, he/she should draw the meeting to a close by inviting the mentee 

to summarise his/her learning or at least, the main “take away” points.  If it appears that the 

presenting issue has not been resolved or sufficient learning has not been created, then the mentor 

may propose to return to this topic in a subsequent session with a different approach.  He/she should 

confirm that the mentee wishes to continue mentoring. If so, then propose the date and time for the 

next session and a “homework” assignment to be completed before then.  The subject of the 

homework will often be apparent from the content of the previous phase.  It might include 
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recommended reading, exploring an idea or proposal, or practicing a specific skill.  It is important the 

homework and arrangements for the next meeting are not imposed by the mentor but negotiated 

equally. 

 

Taking notes.  For most geoscientists taking notes is a default response in a meeting.  In the case of 

mentoring, however, the details are confidential, and the mentee is legally entitled to see what you have 

written. Perhaps more importantly, note-taking is liable to distract you from active listening.  It can slow 

down the pace of the conversation and distract the mentee.  Write notes after the session and include 

only keywords of the main points, agreed actions, homework, dates, etc.  Let the mentee know what you 

are doing. 

 

4. Final Review and Close.  Effective mentoring is outcome orientated.  At the end of the final session 

of the series of meetings, the pair should review overall progress.  Ideally, the mentee will have resolved 

the presenting issue or achieved the goal he/she set for themselves at the outset, but it is in the nature of 

human development that this cannot be guaranteed.  The pair should individually decide whether or not 

they wish to continue mentoring with each other.  If so, whether it should be an extension of the same 

topic or tackling something new, and the cycle can begin again. 
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6. Recommended Reading 

The IGI Guidelines presented in the foregoing sections of this document are largely based on the recently 

published book by John Arthurs, who also wrote these Guidelines.  John is not only a professional 

member of IGI, but also a Chartered Geologist and a qualified executive coach.  His book was developed 

from workshop manuals provided for a series of geoscience mentor training courses presented to the 

Institute of Geologists of Ireland and also the Geological Society of London in 2016-2019.  It contains a 

good deal more than the IGI Guidelines and includes not only more detailed explanations of the 

Guidelines, but also exercises, examples and mentoring case histories written by other senior scientists 

and engineers.  John’s book was written for those practitioners in science, technology, engineering and 

mathematics, the STEM fields, who have been pitched into the role of mentor without any prior 

training.  Its objective is to alleviate anxiety, frustration and stress caused by not knowing exactly what is 

expected. In offering an introduction to mentoring it gives practical guidance as a quick and easy read.   

John Arthurs.  30 July 2021.  Mentoring Scientists and Engineers.  The Essential Skills, Principles and Processes. 

CRC Press., Taylor & Francis Group, Boca Raton, London, New York. (ISBN: 978-0-367-72400-9) 

 

There are not many books published on mentoring alone and none for a non-specialist audience of 

scientists and engineers other than that described above.  One good general book is by the well-known 

coach and author: 

Julie Starr. 2014.  The Mentoring Manual. Pearson Education Ltd. 

 

The websites of the professional coaching and mentoring institutions and of the Chartered Institute of 

Personnel and Development contain an abundance of information about coaching and mentoring, its 

professional competencies practice and applications, references to the literature, practitioners and training 

courses. 

Association for Coaching. 2020.  Website: https://www.associationforcoaching.com  

European Mentoring & Coaching Council. 2020.  Website https://www.emccglobal.org  

International Coach Federation. 2020. Website: https://coachfederation.org 

Chartered Institute of Personnel and Development. 2020. Website: 

https://www.cipd.co.uk/knowledge/fundamentals/people/development 

 

Modern executive coaching skills and practice are fundament to mentoring.  Nowadays an abundance of 

books on executive coaching have appeared and the reader is encouraged to browse and find something 

that appeals to them personally. Some I particularly favour are: 

Julie Starr. 2012.  Brilliant Coaching.  Pearson Education Ltd. 2nd edition. 

John Leary-Joyce. 2014.  The fertile void: Gestalt coaching at work.  Academy of Executive Coaching Press, 

St. Albans. 

https://www.associationforcoaching.com/
https://www.emccglobal.org/
https://coachfederation.org/
https://www.cipd.co.uk/knowledge/fundamentals/people/development
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Peter Hawkins and Nick Smith. 2006. Coaching, mentoring and organisational consultancy. Open University 

Press. McGraw Hill Education, Maidenhead. 

John Blakey and Ian Day. 2012. Challenging Coaching. Nicholas Brealey Publishing. UK 

Paul Jackson and Mark McKergow. 2002.  The Solutions Focus. Making Coaching and Change Simple. 

Nicholas Brealey International. London, Boston. 2nd Edn 

 

Modern mentoring practice has been informed by social psychology and allied disciplines.  Some easily 

accessible general works which are relevant to mentoring are: 

Peter Drucker. 2005. Managing Oneself. in The best of HBR 1999. Harvard Business Review. January 

2005. 

Carol Dweck. 2012. Mind-set. How you can fulfil your potential. Constable & Robinson Ltd, London 

Timothy Gallwey. 2002. The inner game of work.  TEXERE Publishing Ltd., London 

Garvin, D.A., and Margolis, J.D. 2015. The art of giving and receiving advice. Harvard Business Review. Jan-

Feb, 61-70. 

Hargie, O. and Dickson, D. 2004. Skilled interpersonal communication. Routledge, London and New York, 

4th Edn. 

Daniel Goleman. 1996. Emotional intelligence. Bloomsbury Publishing, London 

Patterson, K., Grenny, J., Maxfield, D., McMillan and Switzler, A. 2013. Crucial Accountability.  Tools 

for resolving violated expectations, broken commitments and bad behaviour.  McGraw-Hill Education. 2nd Edition. 
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7. Summary 
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