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MENTORING PANEL EVENT – QUESTIONS AND ANSWERS  

This note is from an event run where existing mentors were able to meet and discuss issues 
arising from their mentoring sessions, to share good practice and to get advice on how to 
handle various situations.  The questions shared and information discussed covered a variety 
of situations which any mentor may face.  

The Panel were Jan Bowen-Nielsen, of Quiver Management, Dianne Millen, Solicitor with 
extensive experience of coaching and mentoring, Kristy Summers and Jackie Gallagher, 
Mentoring Co-ordinators at Edinburgh Napier University 

1. HOW DO MENTORS AVOID TAKING THE LEAD AND STOP THEIR MENTEE 
PUSHING RESPONSIBILITIES AND TASKS ON TO THE MENTOR? 

The Panel suggested:  

• Using open questions, reflecting techniques, mirroring and empathy. 
• Develop your “killer questions”. One that was suggested was “What would your answer 

be if you were advising a friend??”   
• Allowing silence. Silence is only uncomfortable when you think it is.   
• Challenge your Mentee appropriately – you could advise that you have noticed that they 

are expecting you as the Mentor to take on tasks and responsibilities, and ask what is 
leading them to do this. 

• Mentors may point out that what the Mentee is asking is not part of the mentoring 
relationship and suggest that they might require a different type of support. Can include 
referring back to the mentoring relationship contract. 

• The Mentee must be encouraged to take control – make it clear it is not a process where 
the Mentee is given all the answers by the mentor.   

2. ANY ADVICE FOR CONDUCTING A MENTORING RELATIONSHIP OVER THE 
TELEPHONE? 

The Panel considered that telephone mentoring is difficult as you lose the face to face 
contact which helps to establish the meaning of what someone is saying.   Also it is not easy 
to establish if someone is failing to engage or is taking time to reflect and consider their 
responses.  It was suggested that conducting a mentoring relationship by e-mail may be 
preferable, as this allows for time to reflect on what is being asked of you, and to craft your 
reply.   

If you are uncomfortable carrying out telephone mentoring, it is appropriate to point this out 
to the Mentee and see how they feel.  It is important to remember this is a two way 
relationship, admitting that you may feel uncomfortable, and that you can be vulnerable too, 
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helps to establish trust between the mentor and the mentee.  You can use it to be honest 
with your Mentee and get feedback.     

Conducting meetings by telephone might work better if there is a face to face meeting 
initially, as it sets the tone and allows you to reach agreement on how the mentoring 
relationship will proceed.  One panel member suggested a technique for handling telephone 
mentoring is to tell the mentor what you are doing during those gaps, for example, if you 
were thinking about an appropriate response then to tell the Mentee.  

The Panel noted that some people think that phone coaching is preferable, as you are not 
distracted by external factors.  It can be challenging but it is better to have at least some 
contact by telephone rather than not doing anything at all. 

3. HOW TO END THE MENTORING RELATIONSHIP AS A MENTOR ? 

The panel suggested that you be honest with your Mentee.  Question whether you can give 
the Mentee what they need.  You do not want to waste your time, nor their time.  If you have 
reached the stage where you cannot help the Mentee any further, then think about mutually 
ending the relationship, it will have been successful if you reach that stage. 

4. CHANGES TO A MENTEE’S SITUATION – HOW THIS MIGHT AFFECT THE 
MENTORING RELATIONSHIP 

If a Mentee’s situation has changed for the better, but the Mentee still wishes to be mentored, 
should they proceed with the mentoring relationship? 

The Panel suggested there might be underlying issues which resulted in the original 
unsatisfactory issue, which lead the person to seek mentoring. It was suggested that the 
Mentee take time to settle into their new situation and then come back to mentoring later, 
to see if there are any issues arising which can be addressed through mentoring.   

In relation to the Society’s scheme itself, if the mentoring relationship continues to benefit 
both the Mentee and Mentor and both wish for it to go on then the Society is happy to 
support both parties to continue. It is a developmental tool, so even if the original issue the 
Mentee sought help with has been resolved, the mentoring relationship can go on to 
address new and different issues or to discuss for new career development opportunities .   

5. MENTEES NOT BEING PREPARED AND HAVING EXPECTATIONS WHICH HAVE 
NOT BEEN MET BY MENTORING. 

The mentors raised the following points: 

• People not reading the pack of information they had been sent. 
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• A mentee advised the mentoring was not what they expected. 
• A mentee pushing back actions and responsibilities to the mentor. 

The panel suggested there are lots of reasons for why these things happen.  It may be that 
it’s not what they need, or that they are testing the waters so that they can build the trust 
between them and their Mentor.  They may set out a simple question about issues to see 
where the solution is so that they can see if they can trust the Mentor.  Panel members from 
Napier University  advised that during the preparation they undertake with Mentees, they 
carry out an exercise with them asking them who they think would be the ideal type of 
person to mentor them. This challenges the Mentees to consider what they want from a 
Mentor – e.g. an industry expert or sounding board.  Thinking about how your Mentee 
perceives you is helpful – is the Mentee seeing you as the expert that will tell them what to 
do, and could they lack confidence to take the steps themselves?  

One issue that may arise is that a mentee may feel they must be guarded in front of 
someone who in the same profession, especially as the legal profession in Scotland is a 
limited pool, meaning they may be reluctant to open up in front of their Mentor.   They may 
not wish to discuss problems with someone who they may be in contact with professionally 
in the future.  The Panel noted that it is important for Mentees to try and take responsibility 
for solutions which may ultimately fail – this is a good learning experience.  One technique to 
use is to ask Mentees what others would say about them, and to ask them what others 
expect from them; this will help get the conversation going. 

6. STRUCTURING MEETINGS, THE BEGINNING AND THE ENDING 

• Can you speak too long? 

The Panel suggested that you structure meetings to suit you both.  Negotiate and settle on 
that. 

• Should you have a long term plan or plan meeting to meeting? 
• Should summarising be at the beginning of a meeting?   
• Should action points be agreed and challenged at meetings?   

The Panel suggested that these are all possible options.  You would want to see a 
progression from the beginning to the ending of the mentoring relationship.  The Mentee 
might have a very specific issue or it can be much wider.  Allow each meeting to flow from 
where the Mentee is when they came in but you should try to keep your Mentee to the 
agreed structure.  You do not want to be prescriptive but you do want to have an idea of 
where they want to go with the relationship.  The Panel suggested that you can have a 
structure planned out in your head but be prepared to be flexible. 
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• What is a good length of a meeting? 

The panel indicated you could be flexible, but you would want to try to keep your Mentees 
to a timescale.   

If meetings are running on then look at why this is happening – is there a pattern?  Are you 
trying to do too much at one meeting?  It may be appropriate to discuss this with your 
Mentee and consider other options.  There has to be a balance between setting a timetable 
that is too strict and letting it drift too much.   

The Panel recommended negotiating key points and goals for the meetings.   These can be 
reflected upon to decide whether they are still appropriate or need to be looked at again. 

One panel member had experience of a useful technique, which involved the Mentee 
emailing an agenda for each meeting to the Mentor the day before they met and then the 
Mentee shared a bullet point summary of what they thought had been achieved afterwards.  
This was a real recognition of the Mentee taking control and ownership of the relationship.  

Scheduling may depends on the issue itself.  If the issue is then specific such as getting a job, 
then you may need to have more regular meetings at the start of the relationship but may 
need to be less in the longer term.  Alternatives for setting an appropriate timetable include 
asking where the Mentee wants to be in a specific time period for example, 12 months, you 
could plan per session or plan per quarter.  It is a good idea to divide a big issue into chunks 
and mentor accordingly.   

The Panel agreed that the first session is always the longest and you should allow more time 
for that.   

9. HOW DO YOU DEAL WITH MENTEES WHO WILL NOT SPEAK AND 
CONTRIBUTE? 

Be honest and tell them that they are not contributing.  Ask them why they are not giving 
their replies and ask them what you can do, what would help them.  They have made the 
effort to be there so they should try and get the best out of it.  There is a limit to how far you 
can go – if they won’t communicate they cannot get anything out the relationship.  You 
should share your frustrations with the Mentee, be honest and ask for their views. 

The Panel suggested that if there is no progress being made then considering ending the 
relationship.  If the Mentors require any assistance with this contact the staff administering 
the mentoring programme at the Society (mentoring@lawscot.org.uk ).   
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10. HOW DO YOU DEAL WITH A DISINGENUOUS MENTEE – ONE WHO IS 
DISSEMBLING AND DISPLAYING FALSE MODESTY? 

If it is the first meeting, and then allow it, they may be testing you.  But if it does go on then 
you can challenge your mentee on it.  You can point out that it is clear they have the skills to 
deal with the issue, is there something else underlying this? There may be a gap in the 
person’s self-perception and others or your perceptions of them.  You could reflect on that -  
is that their underlying issue?  People also fear judgement.  It was noted that there is 
guidance in the training booklet the mentors received - look at questions on page 12 and 13.  
Ask your mentee for evidence, what makes them think this way? 

11. NOTE TAKING – WHAT DOES THE PANEL SUGGEST YOU DO? 

The questioner noted that the application form the Mentees had completed was not a full 
disclosure, and they wanted to know what notes should be kept to prevent gaps in their 
knowledge.  

The Panel advised keeping notes and that they are used for preparing for next meeting. This 
allows you to reflect on the meeting.  You could prepare the notes in front of the Mentee as 
this shows to them how important the mentoring relationship is to you.  However, it is not 
recommended that you let them read the notes.  One of the Mentors suggested that the 
Mentor prepare and share agreed actions with the Mentee.   

Summarising and checking your understanding is a good practice.  Taking notes helps 
reinforce the process with the Mentee and shows a desire to understand.  Full note taking is 
not recommended –bullet points to be used as an aide memoire may be better, as it allows 
you to concentrate on interacting with the mentee.  It is important to make sure the mentee 
knows you are taking notes and reassure them about the confidentiality of those notes.   

The Panel members from Napier University advised that in the process they use, they have 
the students prepare notes and have them share them with the Co-ordinators to see how the 
process is progressing. 

Keeping notes also allows the Mentor to reflect upon what they are learning and gaining 
from being a mentor.   

12. HOW DO YOU KEEP THE RELATIONSHIP PROFESSIONAL? 

The Panel suggested that if it is straying into a personal relationship then be honest and say 
you are not comfortable.  Bring them back within the boundaries gently.   Setting the 
boundaries and reminding the mentee them that you have to keep to the “professional” time 
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agreed.  If you and they want to maintain a friendly relationship and have a drink afterwards 
then there is no difficulty in doing that but you could explain that to the Mentee. 

If you are encountering any issue which is not covered here, or you would like to discuss 
anything covered in more detail please contact the scheme  managers at 
mentoring@lawscot.org.uk  
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