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INFORMATION PACK 

Welcome to the Women in Flood and Coastal Erosion Risk Management (WiFCERM) 

group mentoring programme. This pack contains information on what you can 

expect from the mentoring programme.  

Please ensure you read all the information before completing your application.  

If you have any other questions, please contact us at 

WiFCERMMentoring@environment-agency.gov.uk  
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HOW IS THE WIFCERM MENTORING PROGRAMME 

DIFFERENT? 
 

What are the benefits of mentoring?  

Within this programme, we define mentoring as:  

“A reciprocal, collaborative relationship developed to share and discuss information for the purpose of the 
mentees’ growth, learning and career development. The mentor shares their knowledge and experiences with 
others to support the development of the mentee.”  

 
Effective mentoring benefits both the mentor and the mentee, the mentees’ line manager, and the organisation 
as a whole.  
 
For the mentee, mentoring provides a safe haven to explore personal, work and career issues. The mentor 
provides a sounding board for difficult decisions, an independent view to put things into perspective and 
someone to encourage and support you when things aren’t going so well. Mentees can progress faster and 
develop a wider skill sets than un-mentored colleagues.  
 
For the mentor, mentoring is a great opportunity to develop the skills of developing others, away from the 
confines of their own team. It provides a time for the mentor to reflect during the working day. Working with 

mentees can provide valuable insights about the mentor’s own experiences and team.  

 

What are the benefits of group-based mentoring? 
The WiFCERM mentoring programme is group-based.  We believe that this group-based mentoring approach 
gives mentees an opportunity to gain insight and support from a larger group of people. It also assists the 
development of a support network of people all working towards similar goals in the same topics.   
 
In 2019, we piloted the first WiFCERM group mentoring programme. Since then, the mentoring programme has 
supported over 300 women to grow personally and professionally.  Feedback from our groups showed there are 
significant benefits for both mentors and mentees.  

 
Mentors 

▪ “Group mentoring is great because you get to spend time with a group of thoughtful and inspiring women. And 

if I can share my experiences and perspectives to help them succeed then that makes me feel honoured and 

proud. As a mentor I think you learn a lot about yourself, and it opens your mind up to differing views, 

challenges, and perspectives. The benefits go both ways”. 

▪ “Having never done anything like this did push me out of my comfort zone but I found it an immensely useful 

and positive experience. I feel I have gained confidence in myself and my own skills and abilities”. 
 

 
Mentees  

▪ “I liked the small group and felt it worked very well in terms of shyness etc.  The content was good and definitely 

covered the subject.  We all had time to practice and put ourselves out of our comfort zones.  I also liked the 

group helped shape the mentoring to what we all needed”. 

▪ “It has been a very positive experience for me. On the outside it may seem like not much I has changed as I still 

have the same job and hours, but my attitude and parental guilt has changed a lot and I owe my new found 
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peace to this group”. 

▪ “10/10 positive – I have formed a great relationship with the people in my group who have helped me identify 

some of my strengths. We have been able to have open conversations about how we feel our confidence affects 

us and talked about the barriers to further success”. 

 

What are the topics for the mentoring groups?  
The group mentoring programme is topic-based. The mentoring groups cover specific issues and topics that 
women have told us they want support and mentoring on. The aim is to bring people together who want to 
develop personally and professionally on the same specific topics. Group conversations may vary over the 
mentoring period and discuss a wide range of other issues or concerns outside of the topic. It is up to the group 
to decide what other issues, concerns, or skills they want to discuss.    
 
The mentoring group topics are:    

 

Personal skills 

▪ Personal Presence and Confidence – Building, creating, and sustaining your personal presence and 
confidence so you can go out there and do what you need to do brilliantly. 

▪ Speaking in public– Learning new skills and developing your confidence in public speaking, presenting, and 
networking.  

▪ Personal resilience – Understanding and developing new skills to maintain and improve your personal 
resilience. 

 

Career progression 

▪ How to get ahead in your career - Sharing advice and experience on looking for, and taking forward, 
opportunities to progress your career (note there are separate groups for new starters / entry grades, and 
for those looking for promotion / progression) 

▪ Developing as a line manager - Developing confidence and skills to become an effective, supportive, and 
trusted line manager (note there are separate groups for aspiring / new line managers and for existing line 
managers) 

▪ Becoming an effective leader – learning what makes an effective and confident leader (note there are 
separate groups for new leaders / those working in or towards a senior leadership role note. This group is 
different to Developing as a line manager) 

▪ Women operatives - developing our outdoor skilled workforce - Building and sustaining your personal 

presence and confidence so you can overcome the challenges of a male dominated workforce  

 

Work-Life balance 

▪ Being an older woman in the workplace – Building confidence to continue your career development and 
face challenges of being an older woman in the workplace  

▪ Work-Life balance - Sharing advice, support, and guidance on how to make the work-life balance work for 
you  

▪ Part-time working and career development – Sharing advice, support, and guidance on how to progress 
your career whilst working part-time 
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Are there any other benefits of being part of WIFCERM Mentoring Programme? 
As members of the WiFCERM group mentoring programme, you are offered unique access to a series of training 
sessions throughout the course of the year. In 2022/23 we ran training sessions on: interview techniques; being 
a productivity ninja; #iamremarkable; parenthood and careers; and CIWEM Chartership.   

 

Why is the mentoring programme for women only?  
Women in FCERM is a networking group of professionals set up to support and connect women working across 
the flood and coastal erosion risk management (FCERM) sector. We are focussed on women and those who line-
manage them. However, this is within a broader context of striving for gender equality for everyone, so our 
membership is open to all.  Our mentoring groups help women’s personal and professional development 
through topics that women have told us they want support and mentoring on. We want to provide women with 
an opportunity to have a safe space to share experience and get collective support through a different format of 
mentoring. However, the programme is open to both male and female mentors.  
 

WHAT CAN YOU EXPECT FROM THE WIFCERM 

MENTORING PROGRAMME? 
 

How does group mentoring work? 
After you have submitted your applications, we will assign you a group depending on the mentoring topics 
you’ve selected, your location, and your preference for virtual or hybrid meetings. 

 
Mentoring relationships usually move along a pattern as shown in the diagram below: 

 
Source: Clutterbuck Associates Training Material. Copyright 2002. 
 
After you’ve been assigned a group, the initial emphasis is to build rapport and relationships between mentors 
and mentees. This will help everyone in the group feel comfortable, safe, supported, and confident in sharing 
issues and concerns. 
 
At the first mentoring meeting, mentees and mentors will set the direction of discussions, and share thoughts 
and objectives on issues relevant to the mentoring topic. We encourage you to have our first meeting face to 
face if possible. This can help you get to know the rest of your group and build relationships faster. However, we 
also know that relationships can be built just as effectively virtually. This is an important conversation for 
mentors and mentees to have as a group.  The first mentoring group meeting should last a minimum of 1 hour.  
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After the first mentoring meeting, groups should aim to meet at least every 4-6 weeks. These meetings are an 
opportunity for you all to discuss any further issues, share progress on specific actions, and discuss other tools 
and techniques you have tried. Previous mentoring groups have also successfully kept in touch through 
WhatsApp and MS Teams chat in between group meetings.   
 
After 9-12 months, it will be important to wind up the relationship mindfully and learn how to move on without 
the mentor – mentee relationships in place. There is no set process for this: share responsibility for the smooth 
winding down of the relationship at the agreed and appropriate time.  
 

How long will the programme last? 
Mentees and mentors should commit between 9-12 months for the mentoring programme.  
 
We recommend that the programme runs for a minimum of 9 months. This allows for the relationships within 
the group to grow and develop, and for personal and professional objectives to be met. The mentoring groups 
can last longer if both mentors and mentees agree. However, we do not recommend that the mentoring 
relationship last longer than 12 months. Usually personal and professional objectives have been met and a 
comfortable dependency can develop. This is not productive for either the mentor or mentee. 
 

What are the time commitments for the mentors and mentees?  
Both mentors and mentees should commit regular time to the mentoring programme over 9-12 months.   
 

• The first mentoring group meeting should last a minimum of 1 hour. Groups should then meet every 4-6 
weeks. The regularity and length of your meetings can be discussed as a group at the start of the 
programme. Regular group meetings help build relationships and check in on progress.  

• Mentees are expected to take time to prepare for meetings and complete actions or tasks after the 
meeting. We recommend this is between 1- 2 hrs for each meeting.  

• Mentors are expected to respond to, and act on, outcomes from the meetings as well as plan for the 
next meeting.  Mentors should also book several months of meetings well in advance. This helps 
mentees and mentors prioritise attendance and ensures their commitment to the programme.  

• WiFCERM will also hold several webinars over the course of the programme. These include an 
introductory webinar at the start of the programme, a mid-point check in webinar, and an end of 
programme webinar to share successes and feedback. These will be an hour each.  

 

By applying to be a mentor or mentee in this programme you are agreeing that will be able to make 
these time commitments. Please ensure you tick the relevant box on the application form.  
 

How big are the mentoring groups? 
You will be part of a small group of 5 (1 mentor and 4 mentees) for your mentoring sessions. This size group 
allows enough time for mentees and mentors to have in depth discussions and get to know each other.  
 

Am I guaranteed a place on the mentoring programme if I apply? 
We aim to provide all applicants a place in the mentoring programme. However, the number of mentees that 
we can accept onto the programme is dependent on the number of mentors we have. The more mentors that 
apply, the more mentees and mentoring groups we can have as part of the programme. If lots of mentees apply 
for the programme, but we have a limited number of mentors, we will use the following to assess your place on 
the programme. 

• Whether you have been a mentee on the programme before  

• Your completed application form 

• Your choice of mentoring topics (we may be able to offer you a place, but it may not be for your first or 
second choice topics)  
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• Your location and whether you choose virtual or a combination of meeting formats (we may be able to 
offer you a place, but it may be for all virtual meetings if there are no other mentees or mentors near to 
where you are based).  

If we can’t offer you a place, we will add you to the waiting list.   

 

HOW CAN YOU PREARE FOR MENTORING?  
It is important that both mentors and mentees take some time to prepare for the start of the programme. This 
will help ensure that the mentoring starts positively and constructively. This will also help ensure you focus on 
the personal or professional goals you want to achieve.  
 

What do you want to achieve as a mentee?  
Mentees should consider their goals and objectives and discuss the programme with their line manager. The 
mentoring programme could be part of your ongoing professional training and development.  The best place to 
start is to analyse the gaps between where you are now and where you want to be.  
 
We encourage you to consider the following questions before your first meeting:  
▪ What current issues, concerns do you have around your particular mentoring topic?  

▪ What do you want to be different by the end of the mentoring programme?  

▪ How will you know when you have made progress or achieved your goal?  

▪ What specific help do you want from your mentor (and mentees)?  

 

Please use these questions to complete the mentee application form 
 

Do I need any experience of being a mentor to join the programme? 
No previous experience of mentoring is required to be part of the programme as a mentor. We can provide 
mentors with useful resources on mentoring and provide additional support at the start of the programme.   

 

How do you want to mentor?  
Great mentors are adaptable. They know when to be direct, pushing the mentees, and when to be relatively 
passive, letting the mentee control the relationship process. They also know when to focus on stretching and 
intellectual growth, and when it is better to provide support to nurture and help the mentee cope.  
 
Mentors should consider the approach to take and think about their own strengths and weaknesses in the topic 
they are mentoring on.  
 

What happens if my circumstances change, and I need to leave the mentoring programme 

before the agreed end? 
We ask that all mentors and mentees commit appropriate time to the mentoring programme for 9-12 months. 
However, we know that sometimes circumstances change, and a mentor or mentee will need to leave the 
mentoring programme. If something changes, or you have any concerns about your mentor or mentee, please 
contact us immediately at WiFCERMMentoring@environment-agency.gov.uk and we will work with you to find a 
solution.  
  

What is the difference between coaching and mentoring?  
Coaching and mentoring are similar, but not the same.  
 
Coaching is used to help with a specific skill or to overcome a specific issue. Coaching is about helping the 
individual work out what they need to do themselves to improve, and in the process, what motivates them, and 

mailto:WiFCERMMentoring@environment-agency.gov.uk
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what gets in their way. A coach would not offer their own advice or opinion, but help the individual find their 
own solution. 
 
In comparison, mentoring is more about sharing information, guiding, and advising. The mentor will use their 
greater knowledge and understanding of the work or workplace to support the development of the mentees.   
The relationship between a mentor and mentee is different to that which will develop through coaching. 
Mentors can be more ‘direct’ and provide specific advice where appropriate.  
 
Some of the most important differences between coaching and mentoring are:  
 

Mentoring Coaching 

Concentrates on the mentor sharing experience and 
offering advice to the mentee.  

Concentrates on asking questions to help the coachee 
explore and uncover their own thoughts and answers.  

Ongoing relationships that can last for a long time. To be 
really successful, the mentor and mentee need to develop 
“rapport”. They often become friends.  

Relationship generally has a short duration. “Rapport” is not 
so important, although the client needs to be more 
comfortable with being open and honest.  

Can be informal and meetings can take place as and when 
the mentee needs guidance or support.  

Generally, more structured in nature and meetings will be 
scheduled on a regular basis.  

Agenda is set by the mentee with the mentor providing 
support and guidance to prepare them for future rolls or 
specific skills development.  

Agenda is set by the client and is focused on achieving 
specific, immediate goals.  

Revolves more around developing the mentee 
professionally, particularly regarding their skills and their 
application to the specific work context.  

Revolves more around specific personal development 
areas/issues perhaps related to behaviour, attitudes, or self-
awareness.  

More long term and takes a broader view of the person. 
Often known as the “mentee”.  

Short-term (sometime time bounded) and focused on specific 
current development areas/issues.  

(Reference: Coaching vs mentoring - why the difference matters (apm.org.uk)) 

 

WHAT ARE THE EXPECTATED BEHAVIOURS OF 

MENTORS AND MENTEES?  
 

What is the role of the mentors?  
Mentors will  
▪ arrange mentoring group meetings several months in advance. This helps mentees and mentors prioritise 

attendance and ensures their commitment to the programme. 
▪ discuss and agree the length, frequency, and format (face to face or virtual) of the group meetings with their 

mentees.  
▪ plan and consider how they structure each meeting and what they could cover as part of their mentoring 

topic. We have a short resources pack that may help with some ideas.  
▪ host and facilitate group discussions, actively encouraging mentee contributions and sharing of experiences. 
▪ respond to, and act on, outcomes from the meetings.    
▪ let the mentoring programme leads know if there are any issues or concerns as soon as possible via 

WiFCERMMentoring@environment-agency.gov.uk. Mentors and mentees may dissolve the relationship if 
they feel it is not working for them. However, they have a responsibility for discussing the matter together, as 
part of mutual learning and update the mentoring programme leads of any concerns and decisions.  

 

Expected behaviour of mentors   
Mentors should:  
▪ Show empathy – mentors may not have experienced exactly the issues that a mentee faces. However, 

mentors should demonstrate an interest in them, their development, and a willingness to understand things 
from the mentees point of view  

https://www.apm.org.uk/blog/coaching-vs-mentoring-why-the-difference-matters/
mailto:WiFCERMMentoring@environment-agency.gov.uk
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▪ Constructively challenge/ stretching – mentors will, when appropriate, push mentees to think deeper, 
address uncomfortable issues and set higher personal ambitions.  

▪ Share experience – mentors should use his or her own experience to provide guidance and advice. Mentors 
should be conscious that what was right for them, may not be the best solution for the mentees. The 
important outcome is that the mentee finds a route forward that they feel comfortable with 

▪ Respect confidentiality – what is said between mentor and mentees is fully confidential, except in very 
special circumstances that may be defined by the programme or by law. Mentors will not intrude into areas 
the mentees wish to keep “off limits” unless invited to do so. However, discussing these off-limit areas may 
help the mentee recognise how other issues relate to them 

▪ Be friendly – mentors and mentees don’t have to be great friends. But mentors and mentees should offer 
each other respect, trust, and a degree of liking. It’s hard to be fully open with someone you don’t feel 
comfortable with 

▪ Help in building networks – whether the mentee is trying to get on the career ladder, to move up it, or simply 
wants to be more effective where they are, they need a variety of sources of help. A mentor can be an 
important gateway to these, either making introductions or helping them identify and contact people, who 
will be helpful to them 

▪ Be a sounding board – whenever the mentee needs to make a difficult decision, or rehearse a difficult 

conversation, the mentor can help think it through  

▪ Listen – sometimes mentors help just by being there, when the mentee needs someone to talk to, who isn’t 

directly involved in the issue.  

What is the role of the mentees? 

Mentees will 
▪ commit to and prioritise attendance to the mentoring group meetings set up by the mentor 
▪ prepare for meetings and complete actions or tasks after the meeting 
▪ actively contribute to, or lead, group discussions, sharing experiences, ideas, and resources they have found, 

and suggestions for discussion topics.  
▪ provide additional support, advice, and guidance from their own personal experiences to share with the rest 

of the group. This will help mentees develop a network of contacts, dealing with similar issues, who will be 
able to offer continued support, possibly beyond the end of the mentoring pilots.   

▪ let the mentor and mentoring leads know asap if there are any changes in their circumstances which means 
you can no longer participate in the programme. 

 

Expected behaviour of mentees  
Mentees should:  
▪ Prioritise - recognise that the mentor’s time and energy are precious. Prioritise the mentoring group 

meetings and ensure you can commit to the time that is required. Please discuss and agree your 
involvement in the mentoring group with your line manager.  

▪ Ask questions - to make use of the experience and wisdom of their mentors (and mentees) 
▪ Prepare - think through how to make use of the learning opportunity. Prepare thoroughly for each 

mentoring each session 
▪ Challenge - be prepared to challenge the mentor constructively – mentees shouldn’t take everything 

mentors say for granted 
▪ Listen - listen to a mentor’s views and consider the advice given. However, mentees are not obligated to 

follow the mentor’s advice and have a responsibility to make their own mind up about what to do  
▪ Respect confidentiality – mentees should not share details of private personal matters that are ‘off limits” 

unless invited to do so  
▪ Provide feedback - Offer honest feedback about the nature and quality of the help they are receiving from 

the mentors. This is especially important if the relationship is not working and needs to be changed. 
 
Mentors should NOT / mentees should not expect:  
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▪ Sponsorship – mentors should not put a mentee forward for assignments, take their part in discussions about 
a mentees career, and so on  

▪ Protection – mentors should not shield mentees from learning from their mistakes. Mentors should not 
intervene in the relationship between the mentee and their line manager or other authority figure  

▪ Hands-on coaching – mentors should not do the job of the mentee’s line manager’s   
▪ Therapy – mentors should not dig deeply into psychological and personality issues  
▪ Social work – mentors should not sort out personal problems for mentees*  
▪ A guru to follow – mentors should be human, too!  
 
*Even where the mentor has the skills to provide professional counselling on, say, financial or marital problems, 
to do so would change the role and the nature of the relationship. In this circumstance, mentors should put the 
mentee in contact with other relevant professional resources. 
 

By applying to be a mentor or mentee in this programme you are agreeing that you understand and 
will meet the expected behaviours. Please tick the relevant box on the application form.  

FEEDBACK  
We will regularly seek feedback from mentors and mentees on their experience of the mentoring programme. 
Open and honest feedback helps us improve the programme for future mentors and mentees.    


