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Summary: Presents background information and options for developing a full 

mentoring scheme for Councillors 
 
Recommendation:  To consider the options outlined and agree a way forward 
 
 
1. INTRODUCTION 

1.1   Following the visit by members of the Panel to Halton BC on 25 February, this report 
sets out background information and options for developing Councillor mentoring as part 
of member development at Copeland.    

2. WHAT MENTORING IS 

2.1 Mentoring is a voluntary, confidential one-to-one relationship in which an individual 
works with a peer or more experienced person to explore issues or situations where they 
need support, development or guidance. Mentoring is intended to enable the mentee to 
grow in their skills, knowledge and understanding, with the mentee controlling the 
agenda and taking responsibility for their own learning. The mentor helps the mentee 
through listening, questioning and sharing experiences, without being prescriptive or 
directive. Trust, honesty and confidentiality are keys to successful mentoring 
partnerships. 

2.2 The following are examples of situations where a councillor might find mentoring 
beneficial: 

  As a new member, finding his/her way around an organisation – coping with time 
management, workload pressures, how to approach constituency problems, and getting 
to know political and officer relationships 
  As an existing member, taking on a new role asa for example, a portfolio holder, 
committee chair or group leader 
  When needing to build skills and knowledge for new roles, for example in community 
engagement, locality working or new partnerships 
  When facing a particular community or political challenge 
  When considering a change in role or career advancement 
 

 

 

 



 

3.     TYPES OF MENTORING 

3.1 Mentoring in organisations can range from highly structured and organised programmes 
through to informal arrangements made by the participants themselves. Many local 
authority members have made these kinds of informal arrangements, sometimes with 
the support of officers and/or political groups in facilitating them.  

3.2 Mentoring schemes can be either internally or externally organised and resourced. Of 
the latter, the IDeA Councillor Mentoring Programme has become one of the most highly 
rated programmes and is in increasing use by UK local authorities. The IDeA offers four 
mentoring programmes: 

 One-to-one Mentoring – involves placement of an accredited peer mentor with 
appropriate skills, knowledge and experience in a one-to-one mentoring partnership with 
a Councillor mentee. The peer mentor is drawn from a regional pool of trained mentors 
who are practising Councillors with other authorities in the region. One-to-one mentoring 
is suitable for Councillors who face particular challenges in becoming senior portfolio-
holders or group leaders, or seeking further development as frontline councillors, or for 
new Councillors in preparation for development of their civic careers. One-to-one 
mentoring is a developmental and learning technique aimed at building personal 
capacity, skills and learning, and increasing personal confidence and effectiveness. We 
have some experience of using accredited peer mentors for a small number of Copeland 
members in this year’s member development programme. This has not had any cost as 
a limited number of mentoring hours have been made available at nil cost through the 
Member Development Gateway funded by CIEP.  

 Political Group Mentoring – is intended to benefit political groups facing periods of 
radical change, particularly those moving into or out of positions of power, or those 
operating in politically hung councils. It can also benefit under-performing authorities 
who have decided that political group development can contribute to overall 
organisational improvement. It involves structured programmes of face-to-face meetings 
and review sessions with peer members from other authorities but from the same 
political group. 

 Councillor Role Mentoring – is intended to benefit small groups of members from one 
authority with similar roles – for example executive members, scrutiny members or those 
with regulatory responsibilities, e.g. licensing or planning. The mentoring relationship is 
with a peer group of councillors from another authority with similar responsibilities. Role 
mentoring can be beneficial for councillors wishing to increase their skill levels in 
discrete areas or strengthen their internal or external relations or community leadership 
roles.  

 Induction Mentoring – is specifically designed to help in supporting and developing 
newly elected members. It involves a structured training programme delivered by IDeA 
to a pool of experienced Members from the same authority to act as “buddy” mentors to 
the new Councillors for a limited period (see also para __ below). 

 Full details of the IDeA Programme are attached at Appendix “A”.  

 



 

3.3 An internally structured and resourced mentoring programme would typically follow the 
broad outline of the IDeA one-to-one model described above, but would involve a 
trained pool of councillor mentors offering mentor partnerships with other councillors 
from the same authority. This model is in common use in a number of authorities 
including Halton. The trained pool could be relatively small in the context of overall 
Council membership. Alternatively all councillors could be involvedin a mentoring 
partnership, both as a mentor and as a mentee. Internally structured mentoring can 
include a programme specifically designed for newly-elected Councillors following an 
election. 

3.4 Mentoring partnerships can be either time-limited or permanent – in most cases the 
length of the partnership will depend on the aspirations of the partners themselves.     

4. ROLES IN MENTORING 

4.1 Successful mentoring partnerships depend on the participants being clear on their 
respective roles and on the framework and rules in which the partnership operates. For 
mentors as facilitators in the partnership some form of training in this role is usually 
beneficial. 

4.2 Mentors need to be clear about: 

 The nature of mentoring 
 The role of mentor as facilitator not as prescriber 
 Appropriate behaviours to deploy in mentoring, e.g. 

o Respect for the mentee even though their beliefs and values may 
differ from the mentor’s 

o Empathy – the ability to view a situation from the mentee’s 
viewpoint 

o Commitment to supporting the mentee in setting their own agenda 
and coming to their own conclusions 

o Commitment to confidentiality 
o Awareness of the mentor’s position as role model 

 Advantages of using a framework for the partnership – e.g. the GROW  
model (Goals/Reality/Options/Way Forward) 

 Skills to use including active listening, questioning techniques, ability to 
summarise. 

 
4.3 Mentees need to be clear about: 
 

 The nature of mentoring 
 What to expect from mentors 
 Mentee responsibility to: 

o Set the agenda  
o Maintain confidentiality 
o Honesty and trust 

 What to do if the partnership isn’t working 
 

 



 

4.4 A Mentoring Contract is sometimes used to clarify the roles and responsibilities of the 
participants in the partnership at the outset. 

5. OPTIONS 

5.1 In view of the foregoing the Panel is asked to consider how to take mentoring forward as 
part of our Member Development programme. The following options are suggested, 
which are not mutually exclusive: 

 A Make externally-sourced one-to-one mentoring (IDeA or similar) available to all 
Members as part of the 2009/2010 Member Development Programme, provided a 
development need is identified in the Member’s MAP. This would have a cost implication 
unless the CIEP subsidy is continued into another year. 

 B Arrange for mentoring training for a small group of existing Councillors through 
IDeA, NWEO or similar, and offer one-to-one mentoring from this pool in 2009/2010. 
This could be rolled out to a larger group of Members in subsequent years depending on 
demand.  

 C Plan structured induction mentoring (internally or externally sourced) as part of 
the Induction Programme in 2011. 

 

 

 

CHECKLIST FOR DEALING WITH KEY ISSUES 
 
Please confirm against the issue if the key issues below have been addressed. This can be 
by either a short narrative or quoting the paragraph number in the report in which it has been 
covered. 
 
Impact on Crime and Disorder None 
Impact on Sustainability None 
Impact on Rural Proofing None 
Health and Safety Implications None 
Impact on Equality and Diversity Issues None 
Children and Young Persons 
Implications 

None 

Human Rights Act Implications None 
Monitoring Officer comments  
S. 151 Officer comments  
   

     



 

  

 
List of Appendices: Appendix “A” – IdeA Mentoring Programme 
 
 
 
 
List of Background Documents:   
  
List of Consultees: Head of Legal & Democratic Services; Head of Finance & 

Business Development; Human Resources Manager; 
Portfolio Holder, Resources & Local Democracy 

  
  

 

 
 
























