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Tribute   

This Mentoring Guide was inspired by my Mentor and long-time friend Dr 
Tony Morrison, who played a major mentoring and support role throughout 
my child protection social work career right up to his untimely death in 2010. 
Tony’s influence in the child protection field is known globally and his work 
on supervision in social care is widely used and universally influential. Tony 
taught me everything I know about resilience and endurance in the field of 
child protection and most of all the critical importance of supervision and 
mentoring. This is dedicated to his memory and ongoing influence in child 
protection.

 “In healthy organisations, anxiety and stress is openly acknowledged and 
seen as normative, allowing for the expression of healthy uncertainty, and 
difference, where problems and ‘mistakes’ are opportunities for learning and 
not punishment”

(Taken from a personal Tribute- Tony Morrison, 2010) 

In the spirit of ongoing learning, this guide has been developed to support 
child protection workers, however it is recognised that this is a work in 
progress, and there will be a need to review and update periodically.

Acknowledgements to contributors and 
reviewers

• Karen Flanagan AM – Principal Advisor Child Protection, Save the 
Children Australia

• Ingrid Kirchner – Family Violence Policy Officer- hugely indebted to 
this wonderful volunteer for her   time and significant contribution to 
the development of this Guide 

• Helen Martin - Humanitarian Child Protection Consultant-major 
appreciation and thanks for Helen’s advice, inputs, editing and ongoing 
support.

• Gary Ovington, ex Principal Advisor Education-sincere thanks to Gary 
for allowing utilisation of the Mentoring Handbook he produced for 
Save the Children in the Solomon Islands

• Clark Baim – Psychotherapist, Clinical Supervisor – Family Relations 
Institute

• Cath Napier – International Social Work Consultant, Australia  

• Jane Calder- Senior Child Protection Advisor - Asia and Pacific - Save 
the Children International

• Andri Utami & Yanti Kusumawardhani  YSTC – Save the Children -  
Indonesia

• Phally Man – Save the Children International-  Cambodia

• Khem Krairit – Save the Children International - Thailand

• Rezaul Karim- Save the Children International- Bangladesh

• Catherine Bedford, Save the Children Australia, Papua New Guinea

• Ian Reid, Inclusiv Ventures 
 
 

Cover image: Jasmin is a Save the 
Children-trained peer leader, who runs an 
advocacy group for girls in their remote 
village in Bangladesh. The training she 
received from Save the Children helped 
Jasmin convince Shumi’s parents. “Before, 
we didn’t know the dangers of early 
marriage – the physical and mental ones. 
We also learned the risks for the baby if 
the girl is married early,” she explains. “We 
have the opportunity to educate older 
people in the community – we make them 
aware of the negatives of early marriage."
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Purpose of this guide
This guide has multiple purposes: 

• To support Save the Children staff in Country 
offices (CO) and Members delivering Child 
Protection programming in contexts where 
supervision or mentoring functions are not 
routinely available 

• To build staff capacity through mentoring to Save 
the Children staff, funded partner organisations, 
staff and volunteers, including field coordinators, 
child and youth group leaders, community 
mentors and facilitators

• To support mentoring in relation to the learning 
program of Common Approaches, e.g. Parenting 
Without Violence (PWV) and Steps to Protect/
Case Management which requires staff to mentor 
others, and seek mentoring support themselves, 
and supervision

• To provide guidance and support for remote 
mentoring when face to face is not possible, 
or during exceptional circumstances e.g. 
COVID-19

Mentors refer to the facilitator guide to discuss effective 
ways to open up conversations between children and 
parents to discuss delaying marriage.

Photo: Dara Pathammavong / Save the Children
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What is mentoring? 
Mentoring is a caring and supportive interpersonal 
relationship between an experienced practitioner (the 
Mentor) and a less experienced practitioner (the Mentee). 
In the relationship, the Mentor has a personal interest in 
the education and development of the  
Mentee1.

Mentoring:  

• enables someone to learn and develop faster than 
they would otherwise do so 

• aims at improving outcomes for the children and 
families we work with

• maintains and improves retention rates

Social work supervision “(enhances) the professional 
skills and competence of social work practitioners and 
thereby strengthening the capacities of social workers to 
achieve positive outcomes for the people with whom they 
work”2.  The three functions of supervision are referred to 
as Education, Support and Accountability3.

So, while supervision focuses on the tasks and work 
performance of the employee, mentoring usually focuses 
on the future and broader skills for personal or career 
development.  Nonetheless, both aim to enhance worker 
capacity to improve outcomes for children and families, 
but via different mechanisms.

Coaching, whilst related, is different again. It is 
usually a short-term intervention, done for the purpose 
of improving or gaining specific skills. Coaching is often 
part of mentoring and while the two are often used 
interchangeably, mentoring is an ongoing relationship 
that takes a broader view of the person than coaching 
does, and can last for a long period of time4. 

 
Common Approaches
Save the Children has introduced “Common Approaches” 
to support child protection work e.g. Parenting without 
Violence and Steps to Protect-Case Management with 
more to be added.  As part of the Gold and Silver courses, 
it is expected that participants involved in implementing 
common approaches will seek mentoring support and 
also provide mentoring to Partners.  This guide seeks to 
support that mentoring and quality implementation of the 
common approaches.

1 Schulze, S. (2010). Mentoring to develop research self-efficacy, with particular reference to previously disadvantaged individuals. Koers, 75(2), 
429–451.

2 P. 2 Australian Association of Social Workers (AASW), Supervision Standards-2014. Canberra.
3 Ibid.
4 Adapted from Ross-Sheriff, F., & Orme, J. (2017). Mentoring and Coaching. In Encyclopedia of Social Work.

Principles of Mentoring 
include: 

• Trust

• Confidentiality

• Mutual respect

• Sensitivity

• Agreed boundaries between 
mentor and mentee

• Limits to confidentiality 
if someone’s safety is 
compromised

• Do no harm

Photo:  Robert McKechnie / Save the 
Children
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Mentoring in Child 
Protection

Challenges faced by Child 
Protection workers

Child Protection can be very rewarding work but also 
stressful and difficult. It requires working with all levels 
of government, civil society, and the general population, 
including some of the most vulnerable and marginalised 
people in society where our personal safety can be 
compromised.  

In addition, many workers may be operating in isolated 
environments, away from family, friends, and other 
supportive networks.  Even if staff are working in their 
own countries, they may be working through different 
languages and ethnic groups.  In addition, staff may 
confront unfamiliar issues or harmful practices.  Child 
Protection mentoring aims to support and build capacity 
to consider how personal and professional competencies 
can be impacted by cultural norms and beliefs, including 
gender and power dynamics.    

In this context, Tony Morrison also outlines some other 
challenges for workers:

• The personal meaning for the worker  
Child abuse affects our emotions and feelings 
as workers and can trigger painful feelings and 
experiences from our own lives. 

• Expectations from the children and families we work 
with.  
The people we work with may not want our 
“help”.  They may be suspicious, afraid, angry or 
feel overwhelmed.  Sometimes they may refuse 
or deny the need for child protection-related 
support.  Despite this, workers are still expected 
to be calm, consistent and helpful at all times, even 
if things are unpredictable and volatile. 

• Impact of work  
Many staff do not feel able to talk about the 
emotional impact of child protection work and 
organisations may not provide the opportunity to 
talk about their feelings and concerns. 

• Organisational culture 
Organisations often expect that staff can look 
after and protect themselves  emotionally.  It may 
be assumed that staff are coping if they are not 
raising any concerns5. 

5 Adapted from Morrison, T. (1990). The emotional effects of child protection work on the worker. Practice, 4(4), 253–271.
6  UK Department of Health, Social Services and Public Safety. (2014). Coaching and Mentoring in Social Work. UK Government. http://www.

hscboard.hscni.net/download/PUBLICATIONS/SOCIAL-WORK-STRATEGY/Coaching_and_Mentoring_in_Social_Work-Review_of_the_
Evidence.pdf

7  Adapted from Morrison, T. (1990). The emotional effects of  
child protection work on the worker. Practice, 4(4), 253–271.

What are the benefits 
of mentoring in Child 
Protection?
Evidence indicates that mentoring is one way to support 
staff, community, and social workers to develop ways to 
cope with the challenges of child protection work and to 
improve resilience and job satisfaction. It can also help 
workers stay in the job for longer6. 

Some other benefits to the mentee include:

• Exposure to new ideas and ways of thinking

• A safe space to talk through challenges

• Advice on building on strengths and strategies 
for improvement in their work with children and 
families

• The opportunity to build new skills and 
knowledge

• The opportunity to develop leadership, 
operational or technical skills

• Get a broader perspective on alternative 
solutions, and explore new strategies for 
working in different situations and contexts e.g. 
COVID-19

• Increase confidence and ability to make better 
decisions

• Empower mentee to be proactive in their own 
career pathways and development

Role of the mentor in supporting 
staff to manage challenges 

Tony Morrison  outlines some ways that a mentor 
can support Child Protection staff in managing these 
difficulties. 

Support staff to feel safe

Create a safe and inclusive environment that meets the 
needs of individuals and the organisation. If we want 
staff to work in an area where there is pain, poverty and 
powerlessness, and to stay close enough to the action, 
we must help them feel safe and know how to seek help 
when needed7. 

 

http://www.hscboard.hscni.net/download/PUBLICATIONS/SOCIAL-WORK-STRATEGY/Coaching_and_Mentoring_in_Social_Work-Review_of_the_Evidence.pdf
http://www.hscboard.hscni.net/download/PUBLICATIONS/SOCIAL-WORK-STRATEGY/Coaching_and_Mentoring_in_Social_Work-Review_of_the_Evidence.pdf
http://www.hscboard.hscni.net/download/PUBLICATIONS/SOCIAL-WORK-STRATEGY/Coaching_and_Mentoring_in_Social_Work-Review_of_the_Evidence.pdf
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Practical support and guidance

Support workers to improve their knowledge and skills 
through roleplaying, constructive feedback, and sharing 
relevant knowledge and information e.g. reading, 
consultations, and encouraging discussions with relevant 
actors.  This can be followed up through subsequent 
reflection sessions.

Look for what’s good

Mentors should focus on the positive. Celebrating 
achievements is very important to build confidence, 
resilience and commitment. Mistakes and doubts should 
be opportunities for improvement, rather than points for 
criticism. 

Support workers to build resilience 

It is important that staff understand their own values and 
what motivates them to work in child protection. It is also 
important that staff are aware of any personal issues in 
dealing with child abuse and family violence.  

Importance of Relationship Building 

Establishing a relationship of trust, respect and 
confidentiality between mentor and mentee is required 
for the arrangement to be beneficial and enjoyable for 
both mentee and mentor.  This provides a safe space 
to discuss any personal issues that may arise from the 
work8.

In order to build a positive relationship, mentors should 
focus on the following:            

• A relationship of trust and collegiality

• Fostering a culture of support, not inspection

• Engaging with mentees as co-learners

• Valuing the knowledge of mentees

• The importance of being non-judgemental

• Making mistakes is a part of normal practice 
and provides opportunities for reflection and 
improvement

• Affirming successes

• Building confidence

• Actively seeking feedback from the mentee, so 
difficulties can be named and resolved, and the 
relationship can be strengthen

8 Adapted from Ovington, G.  (2019) Mentoring Handbook  
Solomon Island Literacy Boost School Leadership and  
Mentoring Program, Save the Children.  

Power

It is important to be aware of 
our power when working in Child 
Protection. Acknowledging our 
power and making sure that we do 
not misuse it is critical. 

When you work for government 
and non-government organisations 
in Child Protection, workers need to 
acknowledge this power imbalance.  
Mentoring can explore how power 
and gender dynamics can be 
addressed for the best interests of 
children and families. 

Families First group mentoring activity 
Malang, Indonesia. 

Photo: Karen Flanagan / Save the Children
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Burnout

Mentoring as a process of reflection and support can also 
help to identify early signs of burnout in staff. 

The following prevention strategies are very useful when 
mentoring Child Protection workers.

Professional self-care strategies:

• Check with the mentee that there is a clear 
understanding of roles and responsibilities in the 
mentee’s workplace 

• Check with the mentee that they feel empowered 
and resourced to carry out their role effectively in 
the workplace  

• Check with the mentee if they believe they are 
working in a safe workplace and culture where 
mistakes are seen as opportunities for learning  

• Check with the mentee if they feel they 
are working in a supportive team and with 
management who give positive feedback and 
celebrate success  

• Check with the mentee if they have access to 
supportive supervision and assist in advocating if 
not

Personal self-care strategies: 

• The mentor should check in with the mentee 
about the mentee’s work/life balance.  Is there 
enough humour and other activities in their life 
to balance their workload?  This is particularly 
relevant if there are concerns about any of the 
areas above

• What opportunities does the mentee have to 
maintain their physical health and emotional 
wellbeing? 

• The mentor should also reflect on these self-care 
strategies for themselves, so that the mentor does 
not burnout either

Techniques to address challenging situations 
include: 

• Roleplaying different scenarios 

• Practising difficult conversations

• Identifying acceptable compromises 

• Acknowledging limits to their capacity to 
influence change.

Burnout

Child protection staff can experience 
a range of feelings and emotions 
about their work, including fear, being 
overwhelmed and frustrated. Without 
proper support this can result in what 
is called ‘burnout’. Burnout can affect 
workers in many ways: at one extreme, 
workers may start investing too much 
energy into their work and become 
overworked and worn out;  at the other 
extreme, workers may lose hope and 
meaning and forget why they began 
working in this field to start with. 

The best way to guard against burnout 
is to do things you enjoy, with people 
you like to spend time with, otherwise 
known as self-care.

Child protection volunteers receive training 
on COVID-19

Photo:  Odette Ntambara / Save the Children
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Communication skills 
required for Mentoring

Active Listening 

Active Listening is a process that is used to encourage 
mentees to explore and discover for themselves: 

• What their major issues are

• What resolutions they might consider

• And the steps they will take as a result

Utilise positive body language, such as looking interested 
and offering eye contact sensitively and appropriately, 
in order to establish and maintain an open approach to 
communication.

As well as positive body language, active listening involves 
using open, closed and ‘why’ questions appropriately, 
reflecting feelings and summarising facts. Paraphrasing 
statements can also be useful, such as “May I just check 
I’ve understood…”, “You seem to be saying…”, and “…is 
that right?”9 

Open questions 

A variety of question types are helpful, but the most 
useful are open questions, which encourage the mentee 
to develop their thoughts and consider numerous options 
and issues to help them make decisions and learn more 
effectively. 

Open questions allow a range of responses. An open 
question gives a signal that the mentee is free to make 
choices about what they will discuss and creates a more 
relaxed atmosphere. 

In the mentoring relationship, the mentor is seeking 
information around issues such as checking in; how to 
raise concerns with employer/manager e.g. workload; 
burnout; conflicts; office culture; team dynamics; lack of 
resources; over identification with children and families; 
professional boundaries etc.10

Suggested Open Questions for Mentor

1. What would you like to get out of this mentoring 
session?

2. What are you hoping to achieve?

3. What may stop you getting there?

9 Adapted from Dynes, T.  Coaching Toolkit for Child Protection in Emergencies: guidance and tools for coaches based on experience from the Child 
Protection Trainee Scheme, Save the Children.

10 ibid
11 ibid

4. Tell me another way to look at this situation or

5. Tell me more about that

6. Help me understand better

7. Explain why you took that course of action

8. What does your (significant others in personal life) 
think about how this is impacting on you?  (Is it 
possible to have an agreement to discuss this aspect 
of things when mentee signals it is becoming a 
problem for personal life?)

9. Can you tell me about a time you did a good job and 
felt proud of yourself- how did you manage that?

10. Describe at least 3 good things about yourself

11. Help me understand what you did well and how you 
can use those skills and strengths in this situation?

12. What will you do next as a result of this 
conversation?

13. How will you know you have been successful?

14. Let’s summarise what we have learned from this 
session….

Closed questions 

Closed questions usually call for a response from a very 
narrow range of choices and frequently elicit one-word 
answers, followed by a silence in which the mentee waits 
for the next question. In terms of mentoring, some useful 
examples might be:

1. Have you received mentoring before?

2. Do you know what the mentoring process involves?  

3. Are you still interested in receiving mentoring?

4. Was the (child/family/manager) responsive when you 
did this?

5. How many cases do you have at the moment?

Closed questions tend to contribute to a more 
authoritarian atmosphere, so they should be used 
sparingly. They leave authority and responsibility with the 
mentor, not the mentee, and can make an interview sound 
like an interrogation.  They are best used for information 
gathering rather than an active mentoring process.11
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Why questions 

Why questions can be problematic and can be perceived 
as judgemental.  Like closed questions, they need to be 
used thoughtfully in order to prompt reflection, learning 
and insight. 

 
The Miracle Question

If the Mentor feels that the Mentee is stuck, or unable 
to think their way through an issue, then one option is 
to use the miracle question.  The miracle question helps 
move the conversation quickly and easily into the future 
where the problems of the mentee are gone (de Shazer, 
2007).  The miracle question gets the mentee to imagine 
a solution to the problem they are experiencing, which 
helps them to establish goals in order to achieve the 
solution. 

Here is an example of the miracle question:

‘If you had three wishes about how your approach 
could have been different what would they be?’12  

 
The miracle allows the mentee to voice their wishes 
about the change they want to see, and the support 
needed to move towards it, instead of focusing on 
past negative experiences. Evidence shows that the 
miracle question leads to improved communication and 
relationships between mentors and mentee.13

12  Department for Education UK https://www.skillsforcare.org.uk/Documents/Learning-and-development/ASYE-adults/Tool-4.pdf
13  Toros, K. (2019). Miracle question promotes open communication and positive interaction between clients and practitioners. International 

Social Work, 62(2), 483–486.
14 Adapted from Ovington, G.  (2019) Mentoring Handbook Solomon Island Literacy Boost School Leadership and Mentoring Program, Save the 

Children.

Giving Feedback 

Well-conceived and constructive feedback has been 
demonstrated to be a powerful influence for learning and 
improvement.

Providing feedback is a vital aspect of mentoring. Giving 
feedback is a skill. And like all skills it requires lots of 
practice to get it right. Here are some guidelines for 
providing effective feedback.14  

Start with a positive experience

This helps put the mentee at ease. It also lets them "see" 
what success looks like and this helps them to take the 
right steps next time. Allow the mentee to speak first.

e.g. What do you think worked well for you in your 
practice? Why do you think this was the case?

NB:  Here the “why” question has been used to promote 
reflection (why do you think this happened?) rather than to 
judge (why did this happen?)

Then you can move to a more negative experience.

e.g. What didn’t work so well?

What would you do next time to improve this?

Open questions

What…?

How…?

(Please) tell me…

In what ways…?

Could you tell me 
about…?

Who…?

…?

Questions that require 
reflection are often open 
questions

Closed questions 

Is…?

Do…?

Are…?

Did…?

Where?

When 

Questions relating to time, 
quantity, location and  
those that require a simple 
yes or no answer are often 
closed questions

Guidelines for giving 
feedback
• Start with a positive experience 

• Be timely

• Make it regular

• Base your feedback on evidence

• Prepare your comments 

• Provide constructive feedback in 
private

• Use "I" statements 

• Limit your focus

• Follow up

https://www.skillsforcare.org.uk/Documents/Learning-and-development/ASYE-adults/Tool-4.pdf
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Be timely 

The best time to provide feedback is at the end of the 
session

Base your feedback on evidence 

When you give feedback to a mentee it should be specific, 
not general. This evidence might come from observations 
of their practice or previous conversations. 

An example:

I noticed you used a lot of closed questions. What do you 
think would happen if you used more open questions?

Prepare your comments 

Before you provide feedback to the mentee, you should 
examine all your evidence from their practice and make 
notes on these. This will help you to provide clear and 
concise feedback. 

Provide constructive feedback in private 

Your feedback sessions should always be he held in 
private, particularly if you want to provide constructive 
feedback to the mentee. You don’t want to be interrupted 
or overheard.  

Use "I" statements 

Give the feedback from your perspective. This way you 
avoid labelling the person. 

Limit your focus 

Don’t try to cover everything. By planning with the 
mentee, a mentor can help set specific goals designed to 
improve areas of weakness. Focus on these specific areas. 
Try not to cover more than two feedback issues in each  
session. You should also address behaviours the person 
can change or influence.

Follow up 

It is important to document your conversations and 
discuss what is working and what needs to change and 
to continue looking at these through the lens of learning. 
Remember: the whole purpose of feedback is to improve 
performance. 

Make it regular 

Mentors should try and schedule sessions at least once 
per fortnight to enhance ongoing learning opportunities.

Mentoring remotely
• You can be a mentor remotely, you just need 

to take some things into account, and also be 
aware of some advantages that technology can 
provide 

• If you are working remotely, your relationship will 
be facilitated by some form of technology (e.g. 
mail, email, SMS, phone, online video chat, online 
text chat).  For more information on this please 
see  SCI Safeguards and Digital Technology 
for Programs Tipsheet

• Privacy and confidentiality: be aware that if you 
are mentoring remotely, maintaining privacy 
(and therefore confidentiality) may not always be 
possible for your mentee.  Please check that the 
person can speak freely for the whole session 

• Feedback:  you can provide feedback remotely, but 
be aware that you need to be more thoughtful 
in this modality.  Input should be respectful, 
constructive and practical  

• Relationships: take time to build, particularly when 
working remotely.  Take care with your language 
and seek to understand what has been said 
before answering 

• Permission to share information:  Get permission 
to share written and verbal information, within 
agreed professional boundaries.  Permission must 
also be sought to record any sessions. 

• Preparation for mentoring sessions:  you may 
wish to share an agenda and any reading 
materials in advance for discussion in the 
session

• Sometimes it is easier to express emotions or 
describe difficult situations at a distance, over a 
more impersonal medium, such as a video call

• Of course, it can also make ‘close’ interaction 
more challenging than talking face to face. It is 
the role of the mentor to monitor and manage 
this.  Be aware that remote technologies, due 
to their ‘always on’ nature can tempt people 
to respond at all hours and have unrealistic 
expectations of rapid responses from others. 
It is important to set clear boundaries around 
working hours and response times (see First 
meeting template)

https://savethechildren1.sharepoint.com/what/humanitarian/SCDocuments/Global%20-%20COVID-19/Global/Technical%20resources/Child%20Safeguarding/01_Essential/Safeguarding%20%20Digital%20Technology%20in%20Programs%20Tipsheet_June-%202020.pdf
https://savethechildren1.sharepoint.com/what/humanitarian/SCDocuments/Global%20-%20COVID-19/Global/Technical%20resources/Child%20Safeguarding/01_Essential/Safeguarding%20%20Digital%20Technology%20in%20Programs%20Tipsheet_June-%202020.pdf
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The first meeting template15 

The first meeting is vital for building relationships. It sets the tone for all subsequent interactions.

15 Adapted from Save the Children, Mentoring Toolkit for Mentees

Getting to know each other

• Share educational and professional background, and something small 
about your personal background

• Share why you work in this area

• If you are mentoring remotely, you may wish to conduct this first 
meeting via video link, and then continue with any mechanism that is 
most reliable.  This said, face to face mentoring is optimal

• Ask the mentee to generate a list of things that the mentee likes to do 
to relax.  This can be used for future reference as necessary

Understanding and    
focus of mentoring

• What is your understanding of mentoring?  

• What do you want to get out of mentoring?

• Explain how mentoring differs from supervision

What the mentoring  
will include

• Share what you think the mentoring will look like, this may include 
roleplaying, shadowing, observation and conversations 

• Agree mutual expectations around availability and response times 

• Discuss how feedback is structured into the session, and be sure to 
provide feedback even at the end of the first session

Policy frameworks

• Discuss relevant policies and procedures e.g. Child Safeguarding, 
reporting responsibilities, Code of Conduct, Safeguards and Digital 
Technology for Programs Tipsheet and Preventing Sexual Exploitation 
and Abuse (PSEA) 

Logistics

• Confirm who will arrange the meetings (date, time etc.)

• Establish preferred and accessible means of communication and 
information sharing and contingency plans for tech failure

• How long will the mentoring relationship last?

• To maximise confidentiality, consider the context in which you hold the 
meeting e.g. location or online to ensure privacy

Confidentiality
• Discuss confidentiality and any limits to confidentiality and privacy 

issues e.g. internal organisational mentoring vs external mentoring

Reviewing

• Decide how often you will review how the mentoring is going

• Share any challenges you think there might be and how to overcome 
these

• Provide feedback
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What is the Mentees’ role 
in mentoring?
In order to gain maximum benefit from mentoring, 
mentees should be open to supportive and challenging 
consideration of their work.

Mentees should actively consider whom they select as a 
Mentor and engage in dialogue with a potential mentor 
before the process even commences to ensure they are 
compatible.

Suggested Open Questions for Mentee to ask the Mentor

• How do you describe your mentoring style? Ask 
clarifying questions, if needed.

• What way will you handle confidentiality in our 
mentoring relationship?

• What are the boundaries between personal and 
professional information I share?

• Tell me about a mentor you had that you 
respected and about their strengths?

• How will you encourage me and also challenge 
me to grow and develop and think differently? 
 
 
 

16  Morrison, T. (1990). The emotional effects of child protection  
work on the worker. Practice, 4(4), 253–271. 

• Once a mentor has been selected, these are some 
reasonable outcomes mentees should expect to 
see from engaging in mentoring:

• To develop realistic expectations of self and 
colleagues

• To be clear about issues of authority and 
control

• To know when to seek help, how to ask for it and 
from whom

• To advocate for regular supervision  

• To maintain good work/life balance

• To feel safe to learn from mistakes, be unsure, 
have feelings acknowledged, and to celebrate 
achievements16

Lastly, mentoring in child protection is a collaborative 
process that engages both the mentor and the mentee in 
optimising the strengths of the mentee. It challenges the 
mentee to develop and grow in a supportive environment.  
Ultimately, mentoring aims to increase safety and 
improve outcomes for children at risk and their families.

Friendship Circle activitiy at Chomyming village in Luang 
Prabang is a part of the Safe in my Community Program.

Photo:  Dara Pathammavong/ Save the Children
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