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Mentoring is when one person, a mentor, shares their skills, knowledge and experience with others, mentees, to assist them to develop and progress personally and professionally.  Mentoring is an ongoing process that can last a long time, depending on the needs of the mentee notes Benson et al (2002).  
 The meeting began in a friendly manner, the mentee was discussing his camping trip with his family.  This is considered to be good practice as mentors and mentees who build a good relationship and have good rapport with one another are more likely to have successful mentoring sessions.  A mentoring relationship works like most, they can take time to develop and taking a personal interest builds trust which strengthens a relationship.  Trust is the foundation to any relationship, if trust is established it will have a positive impact on an effective mentoring relationship (Cross et al, 2019).  
The mentee addressed his mentor as ‘Miss Higgins’ which is considered to be formal, this could be due to the fact mentors are usually superior, it also shows respect from the mentee.  The conversation shows a personal interest, it also ensures the mentee is comfortable and at ease with his mentor (Kay and Hinds, 2012).  Mentoring can be formal or informal, this mentoring session is considered to be informal.  Informal mentoring can lead to stronger more trusting relationships which can in turn lead to friendships.  Informal mentoring is believed to be more beneficial for both the mentor and mentee, furthermore better career prospects transpire (Chao, Walz and Gardner, 1992). 
A good mentor is likely to possess many skills and attributes.  One key skill for a mentor is active listening – it is an active process where the listener concentrates, understands and responds accordingly.  This can include verbal or non-verbal signs, if this is not shown the conversation could collapse and potentially affect the mentees willingness to open up.  For the vast majority of the session the mentor and mentee engaged in eye-contact which is advocated by Hoppe (2006).  The mentor did lose eye contact when asking questions, however, re-engaged when the mentor was speaking.  The mentor smiled, nodded, agreed and offered a high-five to celebrate passing a test, all of these are deemed a positive aspect of communication, more so active listening (Martinez et al, 2016).  
[bookmark: _Hlk41570404]Whilst the mentor was engaging in conversation, she was also taking notes, this is considered to be a drawback of a mentor as it appears the mentor is disconnecting from the conversation and not actively listening (Parsloe and Leedham, 2009).  The meeting was in a quiet room and free from distractions, however, the laptop did ping a couple of times which could be a distraction and disturb the flow of the session.  The mentor did lean into the mentee when speaking which showed she was again actively listening however, the mentor did at some points have her hands covering her mouth, limiting facial responses.  If non-verbal communication, such as smiles, are to be used they must be visible and not hidden behind hands (Hamilton, 1993).  
The mentor remembered previous information shared, for example when the mentee discussed his tests, the mentor referred to them which shows she pays attention – this will encourage the mentee to continue speaking.  A mentor should not pass judgement (Hawkins and Smith, 2013) and this was evident when the mentee revealed he had failed his history test, the mentor was smiling and focused on the positives.  The mentor questioned the mentee with regards to the preparation for the test, triggering the mentee to reflect.  Reflection is a valuable strength to have as it allows a person to look back and acknowledge what went well or not so well (DuBrin, 2005).  The mentee revealed he had not studied as much as he could have and prioritised his maths test, he was also able to recognise missing an objective caused the failure.
The mentor asked open ended questions with, who, what, why, where, when and how, which prompted the mentee to respond with dialogue rather than a simple yes or no which would have been the response to closed questions (Murray, 1991).  When discussing future test’s, the mentor asked the mentee to explain how he would plan for it.  The mentee disclosed his thoughts, which were a little disorganised, and proposed a possible strategy to support his learning.  The mentor then said “so what I’m hearing is…” which supports the mentor to clarify and organise his own thoughts.  The ability to organise your thoughts allows for a step by step approach to a situation or problem to be created (Wallace and Gravells, 2007).
The role of a mentor is not to provide answers for the mentee, but rather support them to help themselves.  The mentor and mentee began their meeting by recapping on previously decided goals and concluded the meeting with new goals being set.  Setting goals makes tasks more achievable, clearly defined goals and objectives allows for more control (Locke, 2019).  Meyer (2006) promotes the use of setting ‘SMART’ goals – they should be specific, measurable, attainable, realistic and time bound.  The goals set by the mentee were SMART so success should be achieved.  Goals can also give a person confidence, especially once they are achieved and ticked off the list and new goals set (Smithson, 2012).  The mentee had successfully achieved his goal of passing his maths test and using his knowledge from this was able to set a new goal with clear objectives as to how he can achieve the same future success.  Ultimately goals are great for realising a person’s fullest potential (Welsh, 2016). 
To conclude clear, open honest communication is essential (Tomescu-Dumitrescu, 2016).  A good relationship is fundamental to successful mentoring, mentees will open up more and have a far more enjoyable experience if they can relate to their mentor (DuBrin, 2005).  Mentoring requires time and effort, and commitment from both parties for a productive and prosperous mentoring relationship (Rogers, 2016). 
As a mentor I can now recognise my potential strengths and weaknesses.
My weaknesses are:
· My first few mentoring sessions were quite lengthy, I believe this is due to inexperience and moving forward I can set a timer which would prove beneficial for future meetings.
· I can sometimes speak for my mentee instead of allowing them to process their own thoughts.
· I would need to organise my notes from previous sessions, one book has proven to be easier than separate sheets for every session.
My strengths are:
· After five years of higher education and a fifteen-year career in education I have a wealth of knowledge and experience to share.
· I can actively listen to conversations and reserve judgement, as these are both skills I require as part of my role as a Teaching Assistant, they are both transferable skills.
· I am comfortable at giving honest, constructive feedback which I do as part of my role as a Teaching Assistant daily with children, parents and professionals. 
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