Line managers as mentors
Background:
Sarah is a team leader in a medium-sized technology company. She manages a team of ten people and has five years of managerial experience. Her company recently launched a mentoring scheme to support the career development of junior staff members. Sarah volunteered to mentor Priya, a recent graduate who joined the firm as a data analyst.
Mentoring Objectives:
Sarah and Priya agreed to the following goals:
· Enhance Priya’s confidence in presenting analytical findings to stakeholders.
· Help Priya identify long-term career development opportunities within the company.
· Offer constructive feedback and emotional support during Priya’s transition from university to the workplace.
Mentoring Actions:
· Sarah scheduled regular monthly meetings with Priya. During these sessions, Priya shared her recent achievements, challenges, and questions about workplace culture.
· Sarah encouraged Priya to lead a team meeting presentation, providing feedback and rehearsal tips in advance.
· To broaden Priya’s network, Sarah invited her to join cross-departmental project meetings.
· When Priya struggled with imposter syndrome, Sarah shared her own experience of self-doubt and discussed strategies for building resilience.
Challenges Encountered:
· Sarah occasionally found it difficult to balance her mentoring role with the demands of managing her team, especially during busy periods.
· Priya sometimes felt uncomfortable receiving feedback about her presentation style, initially perceiving it as criticism rather than guidance.
Outcomes:
· Priya reported that she grew more confident and was able to deliver a team presentation successfully.
· Priya became more proactive in seeking out learning opportunities and applied for an internal skills development program.
· Sarah reflected that acting as a mentor helped her improve her own listening skills and made her more aware of the support needs of junior staff.

Questions
1. What were the main benefits and drawbacks for the line manager in combining line management with mentoring?
2. How did the mentoring relationship impact Priya’s development and confidence?
3. What potential ethical or practical conflicts can arise when a line manager also acts as a mentor? How could these be managed?
4. What alternative approaches or improvements could be suggested for Sarah’s mentoring style?

