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I have great pleasure in writing this foreword for this important resource on mentoring. Having run
many leadership development programs, I am the first to acknowledge the unique value of
mentoring in developing individuals. The guidance provided by the mentor best helps the mentee to
integrate and incorporate the learning gained from study and other learning experiences. Mentoring
also has significant benefits for the mentor – I have learnt so much from being a mentor.

All great leaders have had mentors, even if the relationship has not been formalised. All people who
want to grow need feedback and guidance, which they can get from a mentoring relationship. A
person who wants to grow needs to choose a mentor, invite them to be a mentor and then work
with them to get the maximum benefit for their own development. This resource will assist you in
developing and maintaining a relationship with a mentor.

For mentoring to work, it requires experienced people to step up and take on the role of being a
mentor. The first time that you are a mentor can be a challenging experience as you guide and assist
your mentee to grow as an individual. As a mentor, you will need to learn new skills on how best to
assist your mentee, whether they are struggling with their new learning or if they appear to be
sailing through without any problems. This resource will assist you in establishing and continuing
your relationship with your mentee as long as they require it.

St John should be seen as an organisation which develops its people very well. Everyone should be
able to look back on their time in St John and say that they have grown through being a St John
member. Good quality mentoring is one of the ways in which we can achieve this goal. I commend
this resource to everyone in St John who wants to develop their skills and knowledge in being a
mentor or being mentored.

Peter LeCornu
Chief Executive Officer
Australian Office
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There are many different definitions of mentoring and many different types of mentoring programs.
Some definitions of mentoring include:


Mentoring is an opportunity for a member to learn new skills and gain experience from
another member who has shown leadership, experience and a wide range of skills and
attributes. –Matt Orton, Spokesperson Youth Consultative Group NSW



Mentoring is a mutually beneficial relationship that involves a more experienced person
helping a less experienced person to achieve their goals. – Mentoring Australia



Mentoring is to support and encourage people to manage their own learning in
order that they may maximise their potential, develop their skills, improve their
performance and become the person they want to be. – Eric Parsloe, the Oxford
School of Coaching & Mentoring



Mentoring is an offline, confidential activity with a self-directed focus, where the gap
between the two individuals (or group of individuals) enables a learning and development
outcome. – Australian Mentor Centre



Mentoring is a brain to pick, an ear to listen and a push in the right direction. – John Crosby

From this we can surmise that mentoring is:







a relationship between a more experienced person and a less experienced
person
mutually beneficial and confidential
self-directed
about learning and development
about setting and achieving goals
outcomes orientated

Being a mentee can be a great experience. You can bounce ideas
off your mentor, receive guidance and support and most
importantly map a pathway for whatever it is that you are trying to
achieve (personal or professional).
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Mentoring can be useful in a number of situations including:
 as a support person for a new employee (i.e. introducing them to new staff
members and letting them know where things are around the office or how
things work)
 a more experienced person to guide someone completing a big project (i.e.
offering suggestions and advice as the project progresses)
 to help a person through difficult circumstances or transition periods, or
 in a relationship between a more experienced person providing guidance to a
person looking to develop in some other area including personal or career
development.
Mentoring has been shown to assist with the retention of people, showing them that
they are valued and that the organisation is interested in helping them learn new skills
and achieve their goals.
Mentors can also act as a sounding board for the mentee, especially as the mentee
considers what goals they would like to achieve and how the mentor could assist them
in their learning and development.
Effective mentoring focuses on the needs of the mentee, fosters caring and supportive
relationships, encourages mentees to develop to their full potential and develops
active community partnerships (Mentoring Australia, 2011).

Mentoring can provide clarity, direction and more confidence.
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JEFFERY WILLIAMS – CHIEF SUPERINTENDENT

When I was Divisional Manager at the Wanneroo Division in Perth we developed a “buddy” system as
a simple mentor program at the Division.
To give some background, Wanneroo was a division with 75 volunteers. At any given time there
would be 10 – 15 prospective volunteers attending the division. The need to ensure new volunteers
were looked after was paramount to ensure we could maintain our strong retention rate.

So what’s involved?
Based on the Guide for Mentors of New Members, each new volunteer is assigned a “buddy”. The
“buddy” is a volunteer who has been with St John Ambulance for at least one year and they have
completed the First Responder accreditation. Their role is to provide a “go to” person for the
assigned volunteer, to be a familiar face on divisional meeting nights and where possible attend
duties with their buddy.
It’s a simple role, not designed to be onerous or intensive, but more a contact point and a friendly and
familiar face. The “buddy” role acts as an introducer to new people, processes and places.

Why?
The value of a good program cannot be over emphasised. It reinforces with all volunteers what we
are trying to achieve. It contributes to the development of both the buddy and the new volunteer. It
also recognises the buddy for the work they do. The positive feedback is portable and will be used in
other aspects of their lives.
Most importantly it builds a level of personal
resilience. My personal mantra is “If you provide good feedback, you get more of what you want”
The ability to be able to support a new volunteer when navigating the experience of becoming a St
John volunteer will no doubt make them feel comfortable, help them learn and understanding the
culture and subsequently help improve overall retention.
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"A mentor is someone who sees more talent and ability within you, than you see in yourself, and
helps bring it out of you." Bob Proctor, Author, Speaker and Success Coach

JESSICA WOOLEY
I completed the Leadership Development program in 2010, with Sally Hasler as my mentor through
the program. Although we never met face to face, I felt incredibly comfortable and able to discuss
challenges openly with Sally.
Initially I was hesitant about a mentor I hadn't met but the fact that a stranger would be passionate
enough about leadership and mentoring to volunteer their time won me over!
Sally was very approachable and non-judgmental in her approach to my topics. Sally was enthusiastic
about young women in professional leadership positions and encouraged me in this area a great
deal.
I found the mentoring component the most beneficial part of the leadership program as talking
through development areas with an experienced mentor was very 'real life'. It helped translate what I
was reading and learning into practical, workable discussions and solutions. It also helped put my
development areas into perspective and realise that other people had great experiences and ideas for
common development areas.
I would thoroughly recommend the St John mentoring program to anyone who wants to get feedback
and advice for ongoing professional development at any stage in their career.

9

Every kid needs a mentor. Everybody needs a mentor. - Donovan Bailey

Throughout your life you will face many challenges and there will be people you turn to for advice,
guidance and support. These relationships will often be informal and unlikely to be based on the
person’s skills or professional knowledge of the subject; they will often be friends’ family or work
colleagues.
A mentoring relationship is a way to get guidance and support on a particular goal or barrier from
someone who has experience or knowledge in the field, or is a well-respected person in the
community able to guide people on how to achieve their goals.
Being a mentee can:
 help your professional development
 provide networking opportunities and generate contacts for the field you are interested in
 develop skills and knowledge to aid you in future endeavours
 assist you to develop a future plan for your career or study
 provide support where you are dealing with difficult issues
 challenges your way of thinking, encourages flexibility and equips you with skills to deal with
not only your current objectives or issues but future objectives or issues
 develop new skills such as leadership or management abilities.

There are many benefits to a mentoring relationship including
having someone to bounce ideas off, learning and establishing
working relationships and creating a network for future assistance
and support.

Although an informal mentoring relationship is beneficial, formalising a mentoring relationship can:
 encourage you to be accountable for achieving what you set out to
 encourage you to reflect
 encourage you to move beyond short term thinking, and
 help you to define your goals.
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There are a few things that are required of you as a mentee to encourage a successful relationship
with your mentor:
 Before approaching a mentor or beginning a mentoring relationship, think about why you
would like a mentor, what areas they could help you with and what you would like to
achieve through a mentoring relationship.
 Consider if you have the time and dedication to enter into a mentoring relationship.
 If you agree to something, follow it through. If you can’t make a meeting, let your mentor
know in advance and reschedule. Be respectful of your mentor’s valuable time.
 Be proactive and drive the mentoring process (University of Sydney [US], 2009). This means
you should set goals, develop plans and follow through on them.
 You should be exercising your own judgement with guidance from your mentor (US, 2009).
Mentors aren’t there to tell you what to do.
 It is your responsibility to achieve your objectives and plans, and not the role of the mentor
to be doing the work.
 You should reflect on your progress and the progress of the mentoring relationship (US,
2009).
 As a mentee, you do not have to agree with everything your mentor suggests. It is however
important to listen, be open to feedback and new ideas for the relationship to be successful.
 Maintain a professional relationship with your mentor and have realistic expectations of the
relationship. This includes expectations around when your mentor is available to spend time
with you and what aspects the mentor can assist with.
 Remember that there are no stupid questions and to be yourself.
 Be aware that discussions with a mentor should be kept confidential unless you are
uncomfortable with something or worried about your safety.

A mentoring relationship doesn’t always have to focus on meetings to discuss
how you are going, you can organise fun activities with your mentor to build your
relationship. For example you could go for a coffee or see an exhibition.
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Ideally, your mentor should be someone who has more experience in a
particular area than you (no they don’t have to be older to have more
experience!), is willing, and has the availability or time to be a mentor.
Mentees should look for mentors who they think will be supportive and
not afraid to challenge them.

Before approaching someone to be your mentor you need to identify a few things to help guide you.
Answering a few questions will help determine who will be the best person to approach to assist you
in your journey. For example, you need to know the following:
 What are your goals or objectives?
 What knowledge, skills and attributes do you need to get there?
 What experiences or area of expertise would a mentor have to benefit your objectives?
 Where would you like assistance?

In thinking about what your goals and objectives are for the mentoring relationship, consider the
following:
 What are you passionate about?
 Do you have any ideas you would like to realise?
 Do you have a study or career path you would like to take?
 How much time do you have available?
 Are you currently facing any barriers in your journey you would like to work on.
Answering these questions will assist you in determining where you need assistance and to identify
an appropriate person to assist you gain that experience or knowledge.
Also consider a mentor that will be right for you personally as well as having the knowledge you need
to reach your objectives. A good mentor is someone who is excited about learning and is continuing
their own development (Chancellors Leadership Development Program (CLDP), n.d). A good mentor
encourages people to succeed and sets high standards for themselves in their own professional and
personal journeys.
Choose someone who is at the top in what they do and can really stretch you to reach your goals. Be
creative, if you’re interested in health services think about choosing a hospital CEO!
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Have an idea about what you want to achieve before you have your first
meeting. But also be willing to alter your goals, as your mentor might have
some fantastic ideas and innovative ways of doing things that you haven’t
thought about. If you hold on tightly to your ideas and don’t take on board
feedback, you are unlikely to get very much out of the mentoring relationship

The responsibility for initiating the mentoring relationship will largely be on you if you are not
participating in a formal mentoring program.
You will need to find a suitable mentor, ask them to participate and in doing so present the benefits
of such a relationship for them and you (see the mentor’s guide – rewards for you on page 18). To
present the benefits for you, having the above questions answered will assist you in articulating why
you would like to begin a mentoring relationship, what you would like to gain from the relationship
and why you think they are the best person to help you achieve your goals.
You should be aware that in asking someone to be your mentor they may decline your offer for a
number of reasons. In articulating what skills and experiences you need to gain from the
relationship, the person may think they are not best suited to assist you or they may not believe they
have the time needed to dedicate to the mentoring relationship. If you do not find a mentor
immediately don’t give up on your achieving your objectives, there are ways other than mentoring
relationships to gain the skills and experience you need. You may also find another person better
matched to your personal aims and objectives as you progress.

Look for someone who can commit to your mentoring journey, for a length of time
agreed and longer if necessary. Remember though that they are volunteering to be
your mentor, so don’t take them for granted.
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“Example is not the main thing in influencing others, it is the only thing.” – Albert Schweitzer

It is a good idea in the first meeting with your mentor to sit down and prepare a mentoring plan. In
doing this you may consider questions like (CLDP, n.d):






What your mentor should know about you in order to work with you successfully, such as
how do you learn best? (Reading, Observing or Doing.)
What your desired outcomes for the relationship are and your objectives so you can refer
back to these at regular intervals to keep you on track.
What do you expect from your mentor?
How will you know if the relationship is working?
You should also discuss with your mentor how you can contact each other and when, how
often you are going to meet and when and are there any other limits to the relationship you
need to discuss.

Ask lots of questions and listen as much as you talk.
Take all of the information on board and filter the appropriate information.
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It’s important to realise that sometimes, it just doesn’t work out and this is okay.
People aren’t always compatible, working styles might be different or there may be
different levels of investment in the process. It’s fine to admit when something isn’t
working out and end the relationship.

SCOTT MITCHELL

In 2006 I participated in the Chancellor’s Youth Leadership Development Program. A key element of
being a participant in this program required me to have a mentor. The purpose of having a mentor
was to be a guide for participants in the program to keep them motivated and focused to achieve the
goals which were set at the start of the program.
I found this experience very helpful as I didn’t use a mentor who was a member of St John. I found
that having an external mentor pushed me more to achieve what I had set out to do. We had monthly
teleconferences; regular document sharing and I took all of her feedback on board.
If I were given the opportunity to engage with a mentor again, I would take it up in an instant. A
mentor is a person where you can bounce any idea off, share thoughts and feelings and seek honest
advice from at any time. A mentor-mentee relationship is an essential part of every young person’s
development.
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JEFFERY WILLIAMS – CHIEF SUPERINTENDENT

Having worked in the health sector for a number of years, I thought that I had experienced just about
everything there was to experience at a middle manager level. I had done lots of roles, acted in many
positions and thought that I had achieved a lot.
In 2005 I made a move to another organisation. My objectives were to get some more experience in
a more senior nursing leadership role. The experience I was looking for was more around managing
more people, having a bigger budget to be responsible as well getting involved in projects and other
opportunities.
This was achieved with the new role, but rather than being achieved through undertaking the tasks
associated with the objectives, it was also achieved because I had a great boss who actually turned
out to be a great mentor as well.
The organisation I worked for had an established Mentoring program with some clear aims and
objectives.
As part of how I evaluated the success of the mentoring program, my annual performance
development plan (PDP), which was a discussion about what I had achieved in this new role, was also
an affirmation of role my mentor played throughout the year. It highlighted how the mentor helped
keep me on track with my aims and objectives, but also helped me “trouble shoot” issues that would
arise. The opportunity to have regular feedback in an informal setting was a key motivator for me
personally.
The mentoring program combined with some executive coaching through an Executive Development
Program I undertook was a fantastic opportunity to enhance my leadership skills as well as provide
me with future opportunities in my career.
My mentor has subsequently retired and is now travelling the world enjoying her retirement. We still
keep in touch and catch up for a coffee and a chat.
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“Better than a thousand days of diligent study is one day with a great teacher.” – Japanese Proverb
A mentor’s role is not to tell a mentee what the answer is or how to achieve their goals. A mentor’s
role, is to challenge the mentee’s way of thinking and assist them to develop the skills they need to
achieve their goals. The aim of mentoring is that the mentee will still leave with the same
questions, problem or goal they started with. The difference being that the mentee will leave with
a way forward, a sense of direction, a plan or some way of solving the problem.
Mentoring doesn’t usually come naturally as it isn’t something we consciously do on a daily basis.
Don’t worry if you don’t feel like you ‘pick it up’ straight away. You are spending time with
someone you probably don’t know very well and who you are not only expected to form a
relationship with, but provide guidance to. Mentoring isn’t always easy – but it can be very
rewarding (CLDP, n.d.).

Being a mentor can bring a sense of satisfaction through assisting someone and a
sense of pride when they achieve a task or goal.

Mentoring isn’t just about developing the mentee so they can achieve their goals. There are also
great benefits for the mentor.
Being involved in a mentoring program can expand your networks, and encourage personal
development and learning in areas you are not as confident about (DEEWR, 2008). It can be a great
way of showing and further developing leadership and management skills and can provide you with
insight into a different area of an organisation, workplace or position within the environment your
mentee is involved. Mentoring is also a great way to practice intergenerational communication and
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succession plan for the future (DEEWR, 2008). Through mentoring, you may even gain a friend,
have fun, learn new ways of achieving things and learn different ways of thinking.

Mentors can feel empowered as they assist in the
development of younger members

“You cannot teach a man anything; you can only help him find it within himself.” – Galileo Galilei
Structure – Getting to know each other is an important part of beginning a mentoring
relationship. However you shouldn’t let this take over future mentoring meetings however (CLDP,
n.d). Mentoring needs to focus on goals and tasks so the relationship does not dissolve into a
friendly talk session or advice giving that is not furthering the mentoring relationship and assisting
the mentee to grow and develop.
Initially, it is helpful to work out what the aims of the mentoring relationship are, such as helping
the mentee to decide a future career or study direction, showing them what a field of work is like
or assisting them with their schoolwork or business (CLDP, n.d). Establishing key goals will give you
and your mentee a focal point at the start of the relationship. It will also provide a way to reflect
and review progress in the relationship periodically, which will help ensure that you and your
mentee are on track to achieving what the relationship was set up to achieve.

Mentors need to be approachable. If you always get the brush off because
your mentor is busy, it doesn’t make you feel valued or want to continue to
approach them. If the mentor is just as invested in the relationship, they will
want to catch up with you and be approachable.
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Listen – Listening is the key to any healthy relationship and is especially important in a mentoring
relationship. It is by listening to your mentee that you will be able to work out what they would like
to achieve, where they are up to in the process and what you can do to assist them in the journey.
You would think listening would be easy, we do it every day; but in fact most of us are not good
active listeners. We actually remember only about 25-50% of what is said to us, which means in an
everyday 10 minute conversation people are only listening to less than half of the conversation
(Mind Tools, 2011). You’d better hope the important parts of the conversation are in that half of
the conversation you’re listening to!
Here are some tips for effective listening:


Show interest in what the mentee is saying by looking at them as they speak and not
fiddling with things around you like pens, paper or clothes.



Show you are listening by remembering what they are saying to refer to in future meetings,
take brief notes if necessary.



Use body language like nodding and use verbal cues to encourage the mentee to continue.



When the mentee has finished talking, show you were listening by summarising what they
were saying, reflect on parts of the conversation that stood out to you or use this time to
clarify parts of the conversation didn’t quite make sense.



Most importantly don’t interrupt while the mentee is speaking. Wait until they have
finished to ask for clarification, further information or to include your thoughts.



Avoid judging what the mentee is saying. Not judging a person involves accepting a person
as they are including their weaknesses and frailties (Geldard, 2005, p19). It doesn’t mean
that you have to agree with or accept the values of the person as your own, but it does
mean that you value the person as they are and do not judge their behaviour or force your
values on to them (Geldard, 2005, p19). This will allow your mentee to be open with you
without fear of criticism (Geldard, 2005, p19).



If your mentee is finding it hard to talk to you, or you don’t know where to start, try asking
open-ended questions as opposed to closed questions (CLDP, n.d).

Examples of open-ended questions:


What would you like to accomplish during our time together?



What kind of challenges are you facing?



What has happened since we last met?



Examples of closed questions include:
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You seem to be having trouble with…Is that true?



Are you available next week?



We were talking about…last time, is that still an issue?

Provide Guidance not Advice – It is tempting, especially when you are older than your mentee,
to give them advice (as you may have been through the same thing or you may have more
experience than them) (CDLP, n.d). Guiding your mentee on options that they may not have
thought about and exploring the consequences of the options or decisions is more helpful for the
mentee’s learning and development. Giving your mentee an example of your response to a related
experience or helping them make a list of pros and cons are good ways of assisting your mentee.
This process will not only assist your mentee in solving the problem but will give them the tools and
confidence to face future problems by themselves.

It’s important to remember that being a mentor isn’t about being directive or
telling the mentee what to do. This doesn’t mean that you can’t suggest that
something the mentee has decided on or is doing isn’t problematic or may
get in the way of them achieving goals. Your role is to gently guide your
mentee in a direction that helps them to achieve their goals. A ‘strengths and
goals’ focused approach works well.

It is important when becoming a mentor that you don’t set expectations of yourself and your
mentee too high. Depending on your mentee, their goals and what you can offer, their
achievements may be small, big or part of a longer journey.
Don’t be disheartened if you don’t see a huge amount of progress quickly, there may be things in
your mentee’s life that will take longer to achieve or resolve. They may also be getting more out of
the relationship than is showing on the surface. Remember that the central part of the mentoring
relationship is equipping your mentee to better approach these situations and not to push them
too hard in the direction you think they need to go in.
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Finally, avoid letting your mentee down. Only join a mentoring program if you have the time to give
to a mentoring relationship (CLDP, n.d).

Other things to avoid include (MentorSET, 2011):


saying that you know best, instead try sharing a story of your experiences or challenge the
way your mentee is approaching a situation by asking questions that enable them to think
further about their approach



offering your mentee easy ways out, that doesn’t further their journey or address the
problems facing the mentee



promising what you are unable to deliver



telling your mentee they need you



telling your mentee you’re the expert

Remember that mentoring is not therapy, coaching, teaching, a hierarchical relationship or rigid in
agenda and time. You don’t have to help a mentee with all of their problems and don’t worry when
you cannot help. Also, don’t be afraid to say you don’t know.

Additionally, you may not want to be involved in your mentee’s personal issues. This is completely
okay. If you find yourself in this situation, it is important that you tell your mentee that you cannot
assist with personal problems and suggest alternative sources of help.

When getting to know your mentee ask lots of questions, but listen as much as you
talk. Offer honest and constructive opinions and advice.

In the first meeting it is helpful to discuss the ‘ground rules’ for the relationship. Even if both
mentee and mentor favour an unstructured approach, it is important to be upfront in the
beginning about the boundaries of the relationship (Haberman, 2011). These include talking about
the times you are available, how and when you can contact each other and the extent of personal
involvement.
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It may be helpful to set up a mentoring plan, that will keep your mentoring relationship on track.
Some points to consider adding to your mentoring plan may include:


How often you will meet/talk, and for how long. If you are meeting in person it is best to
meet in a quiet comfortable place. Normally an hour is enough time to spend together.



Agree on how much notice you should give before canceling or altering a meeting



A list of goals and objectives of the mentee and the obstacles currently being faced to
achieving these goals.



A timeline or action plan for the best way of achieving these goals or objectives. This action
plan may vary over time as objectives change or the plan for achieving something becomes
clearer.



To attend all meetings prepared and with updates on goals or tasks discussed at the
previous meeting.



Discuss how each of you would like to work, i.e. are you a visual person or do you prefer a
hands on approach by being able to complete tasks to help you understand concepts.



An agreement on when the mentoring relationship should come to an end.

As the mentor, you should also take the initiative to be the one to set up meetings with your
mentee: this shows your mentee that you are interested in them and the mentoring relationship.

It is important to develop an agreement with your mentee about your
relationship and expectations.

A successful mentoring relationship is based on trust, respect and an ability to be open with each
other. At the onset of your relationship you should discuss the topic of confidentiality with your
mentee. Generally what you talk about in your meetings should be kept confidential. It should be
noted however that absolute confidentiality is not able to be guaranteed, nor is it ethical within a
mentoring relationship in some circumstances. You should discuss with your mentee the types of
circumstances in which their confidence may be breached, including for example where they reveal
something that may harm them or others and you feel morally obliged to let someone know.
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If your mentee discloses information to you that makes you worry about their safety or the safety
of others, you should encourage your mentee to seek help. There are many organisations that are
able to provide advice and assistance in these situations:


www.reachout.com.au



www.headspace.com.au



www.lifeline.org.au or 13 11 14 (24hrs)

You should also be aware of St John’s Child Protection Guidelines if working with a mentee under
the age of 18. The most important things to remember when working with a mentee under 18 is to
avoid mentoring them in your own home and trying to meet in a public place if you have to meet
with them alone.
St John’s Child Protection Guidelines can be found by clicking on the link below or going to the
National Website www.stjohn.org.au:
http://www.stjohn.org.au/images/stjohn/aboutus/CP_Rules_Standards_Guidelines_28.11.09.pdf

While you can obviously continue a mentoring relationship as long as both parties are happy,
sometimes it is necessary to end the relationship. Calling an end to a relationship in any
circumstances can be difficult (and for some uncomfortable), especially where either one or both
parties are not prepared for the relationship to come to an end. Often because of the fear of
offending someone, it being too difficult or because either party doesn’t know how to go about it,
a relationship may continue past its expiry date or indefinitely.
Ending a relationship is often necessary however, especially in a mentoring relationship where the
objectives of the relationship have been achieved, or where one or both parties are not getting
value from the relationship. In a mentoring relationship, concluding the relationship may actually
provide the most opportunity for growth in the mentee as they learn to fly solo (Leadership
Development, 2009).
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Also, just because your mentoring plan states that it is time for the relationship to end, doesn’t
mean that it has to. This time can also provide an opportunity to reflect and discuss if either the
mentoring relationship should continue or whether a friendship might continue and on what terms
(Leadership Development, 2009).

To relieve some of the discomfort or difficulty of closing a mentoring relationship, there are a
number of things you can do to help:


Discuss how and when you will end the relationship at the beginning of the mentoring
arrangement. Think about things such as a no-blame conclusion where the relationship is
not working and plan periodic reviews of the relationship, including if the objectives are
being met and that everyone is still feeling happy in the relationship. This will also mean
the ending of the relationship doesn’t come as a surprise.



Respect the other person if they feel the need to end the relationship early or at the time
agreed and you don’t feel the same way (Leadership Development, 2009). If it is not
working out for one participant, it is likely that neither party will benefit from the
relationship anyway.



The end of the relationship is also a good time to reflect on what you have learnt, how
you’ve applied it and what objectives you have and have not achieved.



Take the opportunity to celebrate your achievements and acknowledge the work of the
other person in the partnership.
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SALLY HASLER, NATIONAL CHAIR COMMUNITY CARE

In 2010, I started mentoring Jessica Wolley as part of her involvement in the NSW Leadership
Development Program. Jessica is a training manager in the NSW Wollongong St John office. The
mentoring relationship provided the perfect avenue for us to be able to share our very different
perspectives and experiences of St John.
I greatly enjoyed mentoring Jessica and found the opportunity to be just as rewarding from the
mentor's perspective. Jessica and I had never actually met before or worked together so it provided a
very 'neutral' ground to start. We had fortnightly teleconferences where Jessica would discuss her
involvement in the leadership program, recent readings, learnings, and developments in her
workplace. I was able to share my experiences as a leader in St John and in my professional
experience as a policy adviser responsible for a small team of people.
The mentoring discussions allowed me to actively reflect on my own leadership style and approaches
to communications--something that I probably wouldn't have done if I wasn't a mentor. I also really
enjoyed being involved in a young women's personal and professional development knowing that not
only Jessica but also St John would benefit from Jessica's progression.
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