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About the project
All about the Green Mentor project

Fostering green entrepreneurship through an innovative ECVET curriculum for the new
professional profile of Mentor for Green Entrepreneurs
It is a 24 month-project inserted within the framework of the ERASMUS + Programme,
Key Action Cooperation for innovation and the exchange of good practices. This project
aims to design and elaborate innovative VET contents and products to encourage the
new professional profile of Mentor for Green Entrepreneurs, identifying and developing
the competences, methodologies and tools that Mentors for Green Entrepreneurs
requires to effectively support green entrepreneurship in Europe through VET.
Project Coordinator:
UTOPICUS innovación cultural SL

utopic_US is a spanish private initiative, based in Madrid (Spain). It is a
launching and accelerating platform for innovative projects. The
mission is fostering new organizational models where co-working,
networking, training, mentoring and entrepreneurship are most
important pillars.

Partners:

INFODEF Instituto para el fomento del
desarrollo y la formación s.l.
Based in Valladolid (Spain), Infodef is an
organization founded with the intention to provide
services and develop projects for the promotion of
the Local Development through Education and
Culture. It has large experience in the design and
management of projects related with the fields of
professional qualification, Local Development,
promotion of Entrepreneurship and research of
socio-economic environment.

BGE Budapesti Gazdasági Egyetem
BGE is the Budapest Business School (BBS), a
government-run institution , with about 16000
students based in Budapest (Hungary) and created
in 2000. The vision is to become a leading
institution of higher education in business studies
and related areas. Both in initial education and
continuing trainings BBS started to introduce
innovative curricula for entrepreneurs.

CIT Cork Institute of Technology
CIT is a publicly funded higher education provider
which offers programmes and training in the fields
of Business, Computing, Engineering, Fine Art &
Design, Humanities, Maritime Education, Music and
Science up to PHD level. Located in Cork (Ireland)
and currently has in the region of 12;000 registered
students.

BEST Institut fur Berufsbezogene
Weiterbildung und Personal Training
GMBH
It is an organization based in Vienna (Austria) and
founded in 1990.The institute was founded as an
independent Austrian organization for providing
continuous training, vocational qualification and
career services
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1. Introduction to the Handbook
This mentoring Handbook has been compiled using data from research of available
material on Green Entrepreneurship, Mentoring and Green Mentoring and from the
state of the art research carried out in the Green Mentor Consortium partner countries.
The handbook examines the overall process, roles and skills involved in green
mentoring and aims to provide the mentor with a good understanding of the mentoring
journey. By reading and using the handbook, the mentor and mentee will:






Develop an understanding of the breadth and complexity of the Green
mentoring roles
Develop an awareness of mentoring techniques and processes
Examine the key stages of a mentoring relationship and what happens within
them
Understand the skills & competencies of a mentor and his/her relation with the
mentee
Gain an insight into green mentoring

The handbook has been written in a way to provide the reader an appreciation of
traditional mentoring and green mentoring. It will also help the readers and users to
become more effective mentors and mentees. Each Chapter will provide an overview of
the relevant concepts and frameworks.
The Green Mentor Handbook is intended to be independent from but linked with the
other project outputs, i.e. the tools and templates available in The Green Mentor
Toolkit and the knowledge, skills and competences identified in the Mentor for Green
Entrepreneurs ECVET Curriculum. These three project outputs, as well as other training
materials and information from the Green Mentor Project are all available on the
project website.
http://greenmentor-project.eu

INTRODUCTION
Chapter 1
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1.1 Theoretical introduction, approaches and general
guidelines on mentoring of green companies
Before proceeding, we need to define what we mean by the terms Green
Entrepreneurship, Mentoring and Green Mentoring.
Green Entrepreneurship
Defining green entrepreneurship is a difficult task (OECD, 2011). The concept itself is
relatively recent and has been receiving growing attention since the 1990s. The
interest in green entrepreneurship is not only reflected in the growing literature on the
topic but also in the proliferation of terms used to identify the concept itself. Among
the terms available to describe green entrepreneurship, the following are the most
commonly used:

ecoentrepreneurship, ecopreneurship, environmental entrepreneurship,
sustainable entrepreneurship, ecological entrepreneurship,
enviro-preneurship or sustainopreneurship.
A green entrepreneur can be either making a business “green” or simply entering a
“green business”. In other words, green entrepreneurship could be defined in terms of
the technology used for production in any sector of the economy, or in terms of the
sectors firms are active in, in which case our attention is restricted to parts of the
economy producing specific types of output. The former is sometimes referred to as a
process approach in defining green business, while the latter as an output approach.
Authors also add complexity to those definitions by incorporating ethical, social, or
environmental motivations in definitions of green entrepreneurial activity
For the purpose of this project, we adopt a broad definition of Green entrepreneurship
and we see it ‘as a way of ‘developing business solutions to environmental challenges
that are economically viable and socially empowering’. A green entrepreneur therefore
considers environmental, economic and social axes in core businesses, provides
innovative solutions to the way goods and services are produced and consumed, and
proposes a business model which contributes to the greening of the economy.
Green entrepreneurs may realise that any business activity will have effects on the
environment and society due to the use of resources, generation of waste and provision
of goods and services. Accordingly, they will develop their business considering three
dimensions: economy, environment and society. This has a clear consequence:
whatever the activity is, it will have an impact on society and the environment, and in
return, anything that happens in the social and environmental spheres will impact on
the business activity.
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Mentoring
Many definitions of mentoring exist (Haggard et al., 2011, Mc Kevitt & Marshall, 2015).
Mentoring shares “concept space” with other developmental relationships including
coaching (D’Abate et al., 2003). In seminal research on mentoring, coaching is a process
that can be used in the context of a mentoring relationship (Kram, 1983). In the
entrepreneurship literature coaching and mentoring are distinct relationships. Coaching
is a short-term business relationship designed to improve current performance through
the acquisition of skills. Mentoring is a voluntary relationship that focuses upon longterm goals and capabilities (D’Abate et al., 2003; Clutterbuck, 2004; Audet and
Couteret, 2012). For the purpose of this project, we are concerned with mentoring: “a
process for the informal transmission of knowledge, social capital, and psychosocial
support perceived by the recipient as relevant to work, career, or professional
development” (Bozeman and Feeney, 2007, p. 731). The specific focus being the green
entrepreneurial setting and for the purpose of this handbook, A mentor is ‘an individual
who is able to provide help and advice based on his/her expertise and background in a
specific area’ The Green adjective is referred to the sector/business type mentorship is
held, in this case Green Economy (an Economy based on sustainability principles).
Green Mentor
There is no official profile or specific skills requirements for a Green Mentor, in so far as
the professional role does not exist officially. However, based on the previous
discussion on defining the sector, we can deduct that the goal of the Green Mentor is
‘to support the green entrepreneur’s fundamental goal which is based on maximising
the environmental value created, through a socially empowering project, and over a
viable and effective business model’. For the purposes of the green mentor project, we
have defined what we mean by a green mentor and this definition is available in
Section 3.2.

1.2 Evidence from Country Level Analysis
The following sections provides a summary of the green mentorship context in each
country (Austria, Hungary, Ireland and Spain) and at a European level.
European Level
At a European level the transition to a Green Economy has been identified, by European
Commission (EC), as a priority area to act as well as the promotion of entrepreneurship.
The high potential of the green jobs and the new path for a green economy has been
noted.
The European 2020 strategy “A European strategy for smart, sustainable and inclusive
growth” is the most relevant policy in this terms. The EC has proposed five measurable
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EU targets for 2020 that will steer the process and be translated into national targets:
for employment; for research and innovation; for climate change and energy; for
education; and for combating poverty. Under this the EC has proposed actions
regarding the promotion and support of entrepreneurship and green jobs, which is
connected to the transition to a Green Economy and consequently to Green mentorship.
Besides EC, there are some institutions at the European level that are working on
promoting business through training, mentoring and coaching. These institutions are
private, public, NGOs or other kind of organizations promoting entrepreneurship,
mentoring or green and social issues.
The green entrepreneurship and green mentorship at this level is highlighted by the
EC under the framework of the strategy Horizon 2020 and supported by the general
budgets of the EU, but still there lacks a distinction for green professionals who
promote green entrepreneurship or business from a green vision.
Austria
The Austrian Unemployment Service (AMS) is the most relevant organization in these
issues, which started an initiative for unemployed and still employed people, who plan
to start their own business. The process of starting and maintain the business is
mentored. On the other hand, the WKO-Austrian chamber of commerce offers
counselling before, during and after a business start. According to the results of the
external evaluation, individual counselling is preferred.
At the public level, there are funding structures to promote (green) entrepreneurship.
The overall approach includes financial funding, but also mentoring/coaching by
industry experts, who have in particular an entrepreneurial background.
Currently, there is no unique structure for mentoring of green entrepreneurs. According
to the intergovernmental agreement 2015, the city of Vienna promotes green
initiatives, green jobs as well as social entrepreneurship, which it does through
different initiatives and funding. However, a current trend is cross-mentoring, also
including b2b approaches.
Depending on the offer, the focus lies on qualification in the area of sustainability
(green technology in particular), financial promotion of green businesses or
business/start-up consulting with management and entrepreneurial expertise.
Hungary
The new National Sustainable Development Framework Strategy (NSDFS) was prepared
in a wide based public consultation process during 2011 and 2012. In 2013, the
Hungarian Parliament adopted the new National Framework Strategy on Sustainable
Development in Hungary for the period 2012-24. One of the vertical priorities of
National CSR Action Plan of Hungarian Government (adopted in 2015) is environmental
protection by business means as well. The Hungarian nation is currently a very long
way from a condition that could satisfy sustainability requirements, therefore the
achievement of sustainable development may only be performed gradually, step by
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step, and the current Framework Strategy is the first step of the sustainability
transition.
The main drivers for the Green Economy in Hungary are more the economic crisis
management and competitiveness issues (mainly energy efficiency) than the real
engagement with global sustainability objectives.
There is no existing mentoring practice for the business entrepreneurs with green
vision, neither in the public sector, nor in the private. However, as long as the
environmental awareness is quite high among the young people, the education -based
on sustainability orientation could be exploited in developing a new green mentor
profession in Hungary.
Ireland
The Green Economy presents a major opportunity for employment creation in Ireland
and for the development of indigenous enterprises. Comprehensive data on
employment in the Green Economy in Ireland is problematic because of the breadth of
the sectors it covers. A number of strategies and programmes are already implemented
to support individual sectors in the Green Economy.
Regarding the mentoring practises, the use of mentors in Ireland to help existing SMEs
grow and scale is varied and in many sectors there is quite low usage of experienced
mentors by management teams, and apart from some specific measures such as Green
Business, the mentorship support related to green jobs is limited.
In the start--up sector of, the vast majority of mentors are funded by the state and
provided as a free support service to the start-up either directly or through participation
in a business support programme in a business incubator through the local enterprise
offices, further collaboration with the existing agencies and incubators for green
mentors is recommended.
There is a broad range of mentoring services for SMEs in Ireland. The various
government bodies providing these services subsidise a large portion of the costs of
these services.
Spain
The main leading institution regarding green entrepreneurship in the environmental
field is the Biodiversity Foundation (Fundación biodiversidad), which launched The
Green Entrepreneur Support Network (Red Emprendeverde), co-founded by the
European Social Fund, with more than 7.500 entrepreneurs of the green sector.
At national level there is not a comprehensive national training strategy for green
skills.

1.3 Needs analysis of target users at European Level
A good way to start is looking at end user’s need: Who is receiving mentor’s support?
Who are those end users? In accordance with the mentor definition, the person who is
receiving support is the “Mentee”, usually, Green Entrepreneurs and established

10

The Green Mentor
Handbook

businesses that want to become “greener”. Mentee’s needs (translated into Mentor’s
needs) could be identified and divided in three levels: Competences, Caring and
Integrity (source: http://www.sfedi.co.uk/).
Competences
Mentors are typically drawn from a variety of backgrounds including entrepreneurial,
general business/management experience, technical and sectoral specialty. In the case
of start-ups, mentors play a particularly crucial role in supporting a fledgling business
to get off the ground and into a viable position. General supports offered to
entrepreneurs may include assessing and validating business opportunities; assistance
with coping with the pressures involved in startups; team building; business strategy
supports e.g. in the areas of sales and marketing, product/service development, or
investment and internationalization; preparation of a business plan and the selection
and operation of a suitable business model; support to identify and enter new markets
for existing products; as well as support to manage the legal, financial and operational
requirements of the business. The ECVET Curriculum proposed in this project outlines
the knowledge, skills and competences required by Green mentors.
Caring
The human relationship between GM and mentee is key. Caring is about personal &
soft skills, like empathy and other social aptitudes, it is about generosity and facing
challenges together.
Integrity
Integrity is about shared values and commitment with the mentee and with the project.
Green business (protecting the environment) is a special topic. It is based on ethics and
value relations, which should not be ignored in the case of green business. Saving our
world from the ecological crisis is a very good starting point of mutual work and
engagement. Further information about integrity relevant to green mentoring is found
in Section 6. The Green Mentor Code of Practice.
All of the needs are built upon trust, the main pillar of the relationship between GM
and Mentee.

1.4 The need for Mentor Recognition
There is a lack of a defined and structured profile for Mentors for Green Entrepreneurs,
in terms of skills and competencies; furthermore there isn’t documentation or studies
analyzing this particular profile. Like honoris causa entitlement, potential candidates
become Mentors, after being recognized because of their wide and proven experience.
There is a huge opportunity to harmonize this vocational trajectory towards a common
profile throughout EU.
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To aid the process of recognition and to encourage the adoption of a professional
profile for mentors to green entrepreneurs, the second output of the Green Mentor
Project is a Green Mentor Competence Framework and an outline ECVET (European
Credit system for Vocational Education and Training) Curriculum. [Insert link to the
Curriculum]. This proposed curriculum has been designed for level 6 in the European
Qualifications Framework (EQF). It identifies nine areas of competence and outlines
recommendations for delivering and assessing each learning unit. It also provides links
to the Green Mentor Toolkit.
The following section summarises mentor recognition in the consortium countries,
namely, Austria, Hungary, Ireland and Spain.
Austria
For the Austrian context, the missing link between mentoring and knowledge in the
field of sustainability has to be defined. Although the mentoring process is particularly
defined by giving advice and support, the mentor has to have good insights in the topic
he/she is dealing with. It strongly depends on the kind of start-up he/she is mentoring
and what their needs are. The competences of a mentor should comprise professional
knowledge and skills, business skills such as leadership, decision making and
networking, combined with social skills.
Hungary
Currently there is no need for officially “recognized” (certified) skills, as the SME market
is very cost sensitive and not tolerant of any additional fee-increasing factors. The
(easily controllable) communication and practical problem-solving skills are more
important than any formalized “certification”. Mentoring is anyhow a more personalized
relationship, than formal consultancy works and is more and more important especially
in the field of social business and other special issues like the green economy.
Ireland
In Ireland, there is no previous work on green mentoring specifically, however, there is
a government report on mentorship that provides a detailed analysis of the needs and
profile of business mentors for start-ups and SMEs in general. According to the report,
mentors play a critical role in supporting the management teams for both start-up and
for growing existing businesses. Mentors perform a range of roles from a general role
across all areas of the business to a specific-focus role such as in the sales and
marketing area. Mentors are typically drawn from a variety of backgrounds including
entrepreneurial, general business/management experience, technical and sectoral
expertise.
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Spain
In Spain, one relevant conclusion of a “Red Emprendeverde” research (a network with
more than 7.500 participants) is that more than 50% of green entrepreneurs have low
or null knowledge on business management. That is, they have skill needs on business
management issues. At the same time, more than 80% have attended training activities
related to this area. Another relevant conclusion is that most green entrepreneurs are
highly-qualified (84% college degree), have high environmental awareness (72%) and
have high knowledge about their specific area of green activity (80%).
Stakeholders
Among the different kinds of entities managing the green economy in general, a great
relevance to the topic could be given by any NGO, social platform,
national/international agency dealing with mentoring and coaching programmes
and/or green economy issues. They serve as platforms and communities of
entrepreneurs willing to develop new, greener business models.
In addition, lobby groups could also be very interested in defining the profile of a green
mentor in order to increase their efficiency and achieve their objectives at both
national and European level. Furthermore, civil society as a whole could be identified
as a unique stakeholder: the success of this project could contribute to improving or
maintaining an adequate quality of life securing our social models. More specifically,
among the numerous stakeholders involved, we have identified the most relevant at
European level and at national level (Austria, Hungary, Ireland and Spain) that can be
consulted in the State of The Art report.

1.5 Summary of green economy, green skills, green
entrepreneurship
In narrowing the focus to green mentoring, The International Society of Sustainability
Professionals (ISSP) published ‘The Sustainability Professional: 2010 Competency
Survey Report’. While the study focused on a sample of US based professional in the
field, it is one of the few studies that provides specific evidence of mentoring skills
needed in the context of this handbook. Relevant findings are summarized here. The
top two most important challenges facing the sustainability professional (or their
clients’ organizations) were:
1) Promoting an understanding of the value of sustainability (34%)
2) Dealing with climate change and related energy needs (29%)
Gaining the support of management and customers, proving fiscal viability and
attracting funding were most often cited as the other very important issues they faced.
Also included at the top of the list of competencies needed were change
management—dealing with changing business priorities, overcoming resistance to
change, redesigning products and services to be more sustainable, and ensuring
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environmental compliance. Social responsibility performances tended to be less
important than environmental concerns.
The study revealed that North American sustainability professionals are more focused
on establishing and managing priorities and facilitating or training groups as compared
to their non-North American counterparts. North Americans also cite vendor
management and financial analysis -specifically ROI (47%), and systems thinking (59%)
were more important. Those outside North America were more concerned than North
Americans with policy expertise and risk assessment.
Larger organizations seem to value internal communication skills more as they see it as
a stumbling block for implementing sustainability programs. Whereas, smaller
organizations are more concerned with external stakeholders and influencing change
outside the organization. Sustainability accounting and reporting was cited as
extremely important no matter what the size of the organization. Introduction of an
Environmental Monitoring System in the organization provides a benefit of measuring
and analyzing the gains to the business made by introducing sustainability measures.
Regulation can also be a driver of such sustainability accountancy practices in business
although they need to be appropriate to the business size and available resources.
The need to develop the business case for sustainability was considered more critical
by smaller organizations. Sustainability professionals were more concerned with
developing business cases and getting buy-in from top management, and
benchmarking. Funding for individual initiatives was somewhat more important to
consultants and those in government, education and nonprofits than to those in
manufacturing/services. Those working in non-consulting organizations tended to be
more concerned than consultants with educating customers and with staying current
with scientific findings.
Innovation is also seen as much more important to consultants and those in
manufacturing as not-for-profits (including government and education.) Those working
in manufacturing/ services were more likely than those in other industries to think
designing or redesigning product and service offerings is very important. Financial
analysis/ROI, auditing (GHG, sustainability) and risk assessment were cited as very
important by all types of organizations.
Respondents cited soft skills as much more important than hard skills. Respondents
said “soft” skills will continue to be needed in the future because they are necessary for
bringing about transformational change. The soft skills most often cited as needed for
success as a sustainability professional are communication skills (written & verbal). The
most critical soft skills for sustainability professionals surveyed include communication
with internal and external stakeholders, problem solving and inspiring and motivating
others. Non-consultants felt more strongly than consultants about the importance of
networking and influencing change. Several skills were cited as most important to
those in government, education and non-profits: those included flexibility or
adaptability, inspiring and motivating others communication with internal stakeholders,
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and consensus building. Sustainability professionals across all organization sizes and
types cited change management is important. As a result, “soft” skills such as
communication, facilitation, consensus building and networking are deemed of
especially high value by the group as a whole. Demonstrating financial viability and
return on investment are considered by respondents to be important enablers of
change.
Other skills were mentioned less often by the group as a whole. Respondents said most
hard skills will continue to be needed in the future because they are necessary for
enabling a strategic approach, competing in a business climate, are fundamental to
change, and/or allow performance tracking. The most important hard skills cited were
strategic planning, project management and systems thinking. Scientific expertise and
sustainability accounting/ reporting tended to be more important to larger
organizations than to smaller ones. With the exception of planning and project
management, many hard skills needed seem to vary in importance by industry. The one
exception to this rule is in the area of greenhouse gas auditing and action planning.
The survey results indicate that organizations in all sectors will need help in managing,
mitigating and monitoring greenhouse gases.
Source: http://greeneconomypost.com/skills-needed-sustainability-professional8866.htm#ixzz4EwyQZYlh
While this handbook refers specifically to Green mentoring, the European Mentoring
and Coaching Council provides a useful framework to build on and categorizes
competencies into eight distinct categories as follows:
1.
2.
3.
4.
5.
6.
7.
8.

Understanding Self
Commitment to Self-Development
Managing the Contract
Building the Relationship
Enabling Insight and Learning
Outcome and Action Orientation
Use of Models and Techniques
Evaluation

ECVET
Curriculum

These eight competencies along with a ninth competency, Green
Mindset, form the basis of the IO2 ECVET Learning unit
competencies required for certification of Mentoring abilities. There
is also a requirement that the Insight and Learning referred to
above be related to green entrepreneurship.
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2. What Mentoring Is and Isn’t
There are two very different schools of thought about the nature and purpose of
mentoring, which can be described as the US and the European models (Hussain, 2009).
These can be summarised as:
The US Model: A Sponsorship Model– where the role of the mentor is as sponsor and
protector of a younger person’s career.
The European Model: A Developmental Model – which emphasises the empowering of
people to take charge of their own development and career momentum.
These diverse views have much in common, but they also point to distinct differences
in the nature and functioning of mentoring relationships. Together they represent a rich
composition that can best be appreciated by understanding their unique parts and
country culture context. However, a basic level of understanding can be achieved by
briefly reviewing what mentoring includes and what it does not include. And it can also
be of assistance to review the techniques and processes that are included within the
mentoring remit.
What Mentoring Is










One-to-one
Confidential
Understanding and trusting
Developmental
Building capacity & intangible skills
Person focussed
Partnership and friendship
Mutual, 2-way learning relationship
Building self-reliance

What Mentoring Is Not









Direct sponsorship
Undermining the line manager
Secretive
Task Focused
Doing it for you/giving the answer
Detailed
Therapy
Protection

The following techniques and processes can be very helpful in a mentoring
relationship:
Understanding Perspective: The mentor and mentee may have very different set of
experiences, values and ambitions from each other, especially if they are from a
different culture. It is therefore, important to recognise their existence and validity,
even if you do not fully agree with them. Having a good understanding of each other’s
perspective will lead to more fruitful discussions and outcomes.
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Developing Networks: A mentor can help a mentee develop their networks by sharing
networking techniques and helping the mentee understand how to develop and
maintain relationships with others.
Being A Good Role Model: Effective mentors always become good role models to their
mentee. However, they need to be mindful that the mentee may well adopt some of
their behaviours and potential weaknesses which are not appropriate. Therefore, the
mentor must help the mentee think about what behaviours fit best with their
personality and strengths.
Being A Critical Friend: Plain, straightforward speaking is not always comfortable either
for the mentor or the mentee, but it is one of the things they are most likely to
appreciate. Plain talking and effective challenging will lead to a more meaningful
dialogue, deeper reflection and better learning outcomes.
Giving Advice: It is important for the mentor to hold back from giving advice and
jumping straight into solution mode. The mentee should be helped to develop their
own solutions through the use of effective questions. However, there are times when a
simple “This is what you need to do” is an appropriate approach. The trick is to
understand when to give advice and when to hold back. This will undoubtedly come
with practice and experience.
Career Planning: A mentor can often draw upon knowledge and experience of the
organisation to help the mentee identify specific career paths and job opportunities.
Encouraging and Supporting: There will be times when a mentor just needs to be there
to listen and help a mentee regain their confidence. Jumping in to solve their problem
for them will not help build self-reliance.
Where these are all common approaches to business mentoring in general, what
distinguishes mentoring for green businesses can be described as a ‘green mindset’.
What are the main features of a Green Mindset?
According to the Competency Survey Report carried out by The Sustainability
Professional in 2010, six key features of a green mindset are
1.
2.
3.
4.
5.
6.

promoting an understanding of the value of sustainability
dealing with climate change and related energy needs
attracting funding and fiscal viability
applying change management
redesigning for more sustainable products and services
ensuring environmental compliance

In introducing SMEs/businesses to environmental sustainability (Source
http://www.envirocentre.ie/ - description of a typical greenstart programme), it is
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important to differentiate between those companies which are capable of applying for
recognised certification such as ISO14001 and those that do not have the resources or
time for such a large commitment. For smaller operators, consultants typically:
1.
2.

3.
4.

5.
6.

7.

Review environmental activities and practices at the site
Provide advice on regulatory compliance issues (licences/permits)and how to
resolve them
Assistance with preparation of an Environmental Policy Statement
Assistance with preparation of a basic or simplified Environmental Management
System (EMS) based on a ‘Plan, Do, Check, Act’ philosophy to deal with site
issues
Establish baseline assessment to identify possible savings and KPIs
Provide training for relevant staff (building a creative and committed team is a
key factor)
Assistance with access to other tools and resources to assess and maintain
performance and to improve resource efficiency

Outcomes of such a simplified programme result in completion of a cost saving project,
raising awareness of the market benefits of improving environmental reputation and
assistance with development of a simplified EMS systems through generating reports
on the cost saving project and the metrics generated to support it.

2.1 What is Green and Greening?
Defining what is meant by green and greening, in business terms is, at least, as
complicated as defining what a mentor is? Many people use the word green but the
meaning of what is green in each instance can vary considerably.
One area of difference is whether the business is working within the existing business
culture and seeking ways to limit or reduce their use of energy, waste, emissions,
material usage etc. This is green within a linear process where a typical sequence is as
follows: resource extraction, product or service offered, purchase, use, discard. It is here
that ‘end-of-pipe’ solutions fit. It matches to the ‘reduce, reuse, recycle’( and regulate)
culture. Sustainability and eco-efficiency (defined as doing more with less) also feature
here. Much of the available green certification is centred on measuring (and reducing)
to meet green regulation.
Abrams (2005) identifies eight cornerstones from the growth of the sustainable-focused
architectural/construction business, called South Mountain Company, as: (1) Cultivating
workplace democracy, (2) challenging the gospel of growth, (3) balancing multiple
bottom lines, (4) committing to the business of place, (5) celebrating the business of
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craft, (6) advancing ‘people conservation’, (7) practicing community entrepreneurism
and (8) thinking like cathedral builders.
Critics of linear processes of greenness believe that they at best slow down the earth’s
depletion process but reductions do not halt the depletion and destruction of the
environment. Critics of recycling indicate that the materials tend to be downgraded in
value as they are recycled and that as they were not originally designed for recycling
other chemicals and resources may need to be added to make them suitable for
recycled use (e.g. bleach and other chemicals are required to remove print from
recycled paper before reuse). These critics of linear green processes believe that to
achieve ‘greenness’ being less bad is not enough and that circular processes are
required.
Circular processes take a long perspective, beyond the lifetime of the product or service
being provided and including the eventual ‘re-adsorption’ and regeneration of the
materials, in effect mimicking nature’s processes. Such a process is described by
McDonough and Braungart (2010) in their book ‘Cradle to Cradle’. They differentiate
between ‘saving the planet’ and learning to thrive on it. Achieving this requires a move
from a linear ‘cradle to grave’ to a circular ‘cradle to cradle’, or closed loop, approach.
Cradle to cradle approaches involve design with the next evolution of the
materials/resources extracted in mind, a move from eco-efficiency to eco-effectiveness.
It is in the move to eco-effectiveness that McDonough and Braungart (2010) see the
chance for innovation. They envision a design concept where products and services are
designed from the outset so that biological cycles and technical cycles are kept
separate and material that is biodegradable feeds back into the biological cycle and
technical materials (metals etc.) are retained with closed-loop technical cycles, with
care taken that the two cycles are not allowed to contaminate each other. This is
impossible or very difficult with some of the hybrid materials that contain a mix of
technical and biological materials meaning that neither can be salvaged at end-of-life.
“To eliminate the concept of waste means to design things – products, packaging,
and systems – from the very beginning on the understanding that waste does not
exist” and “Designing products as products of service means designing them to be
disassembled” (McDonough and Braungart, 2010).

McDonough and Braungart (2010) outlined five steps to eco-effectiveness as follows:
1. Get ‘free of’ known culprits – turning away from known harmful
substances (lead-free, asbestos-free etc.)
2. Follow informed personal preferences – as full information is not always
available it often happens that we are choosing between non-ideal
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situations. In such instances it is better to prefer ecological intelligence,
prefer respect, prefer delight, celebration and fun.
3. Create a ‘passive positive’ list – produce a detailed palette of materials
used in a given product and the substances that it may give off during
manufacture or use. This results in three lists: An X list includes
problematic substances such as those that are mutagenic or carcinogenic
and harmful to health or the environment, A gray list which includes
problematic substances that are desirable to design out but not urgent
and a P list or positive or preferred list where substances are healthy and
safe to use.
4. Activate the positive list – a redesign incorporating eco-effectiveness
principles
5. Re-invent – model the system or product on natural systems. This phase
has no end-point and can be continuous.
In supporting the transition to eco-effectiveness they recommend that leaders and
innovators must: Signal their intention and commit to a new paradigm rather than
incrementally improving the old system; Restore and strive for growth that is good for
example, if products and services are designed to be restorative of their technical and
biological components; Be ready to continuously innovate, understand and prepare for
the learning curve (Change management techniques); and consider intergenerational
responsibility.
The Ellen MacArthur Foundation outline three principles on which the circular economy
is based
Source:
https://www.ellenmacarthurfoundation.org/assets/downloads/
TCE_EllenMacArthur-Foundation-9-Dec-2015.pdf :
Principle 1: Preserve and enhance natural capital by controlling finite stocks and
balancing renewable resource flows
Principle 2: Optimise resource yields by circulating products, components, and
materials at the highest utility at all times in both technical and biological
cycles.
Principle 3: Foster system effectiveness by revealing and designing out negative
externalities
Green can be incorporated in a linear process or in a cyclical holistic process. Green can
also feature in finding solutions to a particular business problem (e.g. a reduction in
energy use or effluents) or can be a way of life or ethos. It has meaning for large
multinationals who design for worst case (universal design conditions) and seek to
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adapt the mass production culture to be sustainable and meet local tastes and
requirements and equally, for small businesses, who seek an optimum unique design or
service but are seeking to grow their green business.
Greening supports transitions from mono-culturism to supporting diversity. It resides
somewhere in the struggle for globalisation with greater markets and for localisation
with better quality of life. Greenness can be found in moves from ‘takes, makes and
wastes’ to systems that integrate economic, environmental and ethical issues or a
‘triple bottom line’ or even ‘triple top line’ approach. Greenness is found in business
strategies which result in a move from acting in isolation to a recognition and support
of interdependency. The above illustrates some of the complexity of the concept of
green.
In seeking to further understand the green mindset a bit, the following section reviews
greening models, for micro-businesses in the first instance and at a large multinational
company.

2.2 Greening Models
The following green business models are intended as examples. Their purpose is to
support the Green Mentor Curriculum. One mentor competence is the requirement for
green mentors to know and understand green models and techniques.

ECVET Curriculum
Competence N8

According to Esty and Winston (2009 p.3) “an
environmental lens is not just a nice strategy tool or a
feel-good digression from the real work of a company. It’s
an essential element of business strategy in a modern
world.”
Greening provides both opportunities for businesses as
well as threats. In examining eco-advantage they
identified patterns followed by the leading-edge
companies.

These were as follows:
● they design innovative products to help customers with their environmental
problems or create new eco-defined market spaces
● they push their suppliers for better environmental performance or select
suppliers on that basis
● they use data and metrics to track performance and progress
● they partner with other stakeholders to learn about and find innovative
solutions to environmental problems
● they build ‘eco-advantage’ culture using ambitious goal setting, incentives,
training and tools that engage all employees in their green vision.
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Esty and Winston (2009) are clear that finding ‘eco-advantage’ in business is difficult
and hard work. It can add an extra layer of complexity to an already considerable
management challenge and not all environmental strategies or initiatives are
successful. Among the reasons for environmental initiatives failing, they list focusing
on the wrong issues, misunderstanding the marketplace, miscalculating customer
reactions to green products and failing to integrate environmental thinking fully into
the business. Also the number of stakeholders who influence business environmental
strategy is growing. A mapping and systematic review all of the stakeholders in the
industry to which the business belongs is also a requirement.

2.2.1 Microbusiness Model
Based on comparative case studies of six micro businesses in the UK, Parry (2012) plots
a greening process for micro-businesses. Greening is a dynamic process which means
that the motivation, the drivers and the appropriate support mechanisms can change
during the process. Parry (2012) proposed a model for greening of microbusiness with
three distinct phases to the greening process.
Phase 1: the Exploration Phase – here the business is still exploring its market,
identity and the scope of its activities. Key features are cost savings, business
legitimisation, personal ethics, sustainability, formal environmental policies, external
assistance and energy usage. Social capital is the driver that brings the businesses into
phase 2.
Phase 2: the Substantiation Phase - occurs when the business has established sound
environmental practices and includes. Key features are social capital and networking,
publicity, branding as key elements. Networking , both formal and informal, with
formal being the most prominent.
Phase 3 – the integration phase where strategic significance of green branding had
been recognised and a clear business identity established. Key features of phase 3 are
competitive advantage, greater investment and external support. By phase three a clear
identity based on environmental practices had been established and the main driver
was strategic action where green practice is used to gain competitive advantage.
Negative drivers to greening were conflict with health and safety requirements and in
some cases, misconceptions about environmentalism. Also, what constitutes the best
way of greening changes alongside changing social attitudes, legislation and political
pressures. Information and appropriate support therefore needs to keep pace with these
changes.
Parry (2012, p. 233) noted that ‘there was a call for mentoring support from parties that
the micro-business could trust as being both objective and experienced as they developed
green investments that were for them very complex, costly and therefore high risk‘. He also
23

The Green Mentor
Handbook

noted that the need for mentoring was particularly keen in phase two. All of the six
businesses passed from minor low cost projects to more ambitious and more financially
risky projects in an incremental process which allowed the building up of confidence,
experience and knowledge. Parry (2012) recommended further exploration of the area
to develop the model presented and the drivers identified.
O'Neil and Ucbasaran (2016) studied six environmental, entrepreneurial businesses in
the first year of start-up and proposed a three phase process model of environmental
entrepreneur’s new venture legitimation based on how the entrepreneur’s beliefs and
values throughout the process. They indicated that for environmental entrepreneurs,
the phases in a start up can be characterised as “What matters to me” followed by
‘What matters to them”, with a final stage of “Balancing what matters to me and them”.
Stages of reflection and reflexivity drove adaptations and progression in the
entrepreneurs’ work in legitimation of their businesses. For example, to access financial
investment in their business, entrepreneurs may need to ‘crop down’ their dreams to
meet requirements of investors (Rindova et al., 2009p. 483) or answer such either/or
identity questions as - Are you an entrepreneur or an environmentalist?
In the ‘What matters to me” stage, entrepreneurs may view their business as a “route for
advancing environmentalism” and in “blending environmental and market logics”. This
initial values-based positioning could be associated with the start-up being either “too
green or not green enough”, depending on the audience/customer base being
encountered. The second phase featured efforts based on business survival and
commercial viability - a shift towards a “What matters to them” approach, mostly used
to widen the business appeal from a narrow environmental niche towards the
mainstream. Dissonance, or a sense of inconsistency between one’s beliefs and one’s
actions, was associated with the move from ‘matters to me’ to incorporate a wider
customer base. Five of the six business start-ups studied experienced this dissonance of
achieving “broader legitimacy but one that they were also personally at ease with”. In this
study, all of the entrepreneurs found an approach to balancing the legitimisation
between the ‘me’ and the ‘them’. In balancing this dissonance, most shifted the focus to
their capabilities with the environmental values as a “second layer”. This effort to
balance dissonance remained an area of stress for some of the entrepreneurs studied.

2.2.2 Larger Scale Business Models
In 1987 Georg Winter first proposed ‘The Winter Model’ or “Integrated System of
Environmental Management” as a helpful guide for management on conservation of
natural resources and the environment while at the same time meeting business profit
goals. (Source: Business and the environment; a handbook of industrial ecology with 22
checklists for practical use and a concrete example of the integrated system of
environmentalist business management (the Winter Model), London, McGraw-Hill,
1988).
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Counseling

Criminal Liability

12 Contaminated
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The Winter Model
Source: (WINTER, G. & PETERS, T. 1995. Blueprint for green management: creating your company's own
environmental action plan, McGraw-Hill International. p. 60)

The fundamental principles for the long-term success of a properly and responsibly run
company are: Quality, Creativity, Humanity, Profitability, Continuity and Civic
Responsibility. All six are easier to comply with if management follows an
environmental line. Based on the Winter-model the key areas of environmental
management are:
●
●
●
●
●
●
●
●

The benefits of environmental materials management
Opportunities of water and energy management
Ways of reducing the liability risk
Weakness analysis and crisis planning
Benefits from ecological value analysis
The goals and policies of environmental business strategies
Corporate culture and public relations work
Public subsidies for environmental activities in business
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●

Environmental building and renovation.

A large scale business greening model, called the Interface model was proposed by
Interface, a multinational industrial carpeting manufacturer. (Source: “Mid-Course
Correction: Toward a Sustainable Enterprise: The Interface Model”, 1999 Author Ray
Anderson). The Interface Model describes a seven step process for greening as
implemented by the Interface Company. the seven steps include: Zero waste, Benign
emissions, Renewable energy, Closing the loop (cradle to cradle approaches), Resource
efficient transportation, Sensitivity hook-up (community, networking etc.), Redesign of
commerce (to reflect full costs, move from product to service e.g. rent carpet instead of
purchase with the company responsible for fitting, cleaning, maintenance and replacing
and recycling etc. i.e sustainable cradle to cradle).
For the purposes of supporting Green Mentoring, a greening process based on ecodesign principles are proposed. The Green Mentor Toolkit has tools, based on ecodesign to support green business, such as Tool N7 the Lifecycle Ecocanvas and Tool N9
The Ecocanvas. A green business plan is also available at http://greenbusiness.ie/.

2.2.3 Drivers for Green Business
What are the drivers for green business? They can be varied but progress in this area
probably depends on whether the mentor takes a prescriptive approach (i.e. 'you must
do things this way because legislation demands it') or whether 'green' will be perceived
as having a transformative approach (i.e. 'winning hearts and minds') on the business.
There is merit in both approaches.
Where the business case of compliance and cost-saving drive the prescriptive approach,
the transformative approach is, perhaps, a better approach long term. However,
changing hearts and minds is more difficult to define and also to achieve. Both
approaches can be encompassed within green business and the correct approach to
take may form part of the initial rapport building parts of a green mentoring
relationship.
Time factors will also play a large role in this area. The time available to the busy green
entrepreneur and to a busy green mentor, may dictate that a more prescriptive
approach will get a greening process started. The models outlined in the previous
section have all shown that green and greening is a continuous process within a
business. Most recommend starting with a realistic green target, building success and
outlining a path for further success.
The benefits to being a green business may include
● Cost savings through reductions in energy, waste and water usage
● Being a more attractive supplier for prospective customers
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● Marketing advantages
● Being ahead of upcoming regulatory processes
● Employee or team benefits to working in a business that is actively value-based
(more engaged workforce, better staff retention etc.)
● promotion of innovation within the business in new areas of ‘greening’
● access to green business networks
● access to available supports and training in greening
● value placed on all aspects of the business, not just the economic elements
● being more embedded within the local business community and environment
Where this section has sought to understand the approaches to mentoring and what a
green mindset is, Chapter 3 gives an overview of mentoring and green mentoring.
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3. What is Mentoring?
This section will look at the background, definitions and concepts of mentoring and
provide a clearer understanding of what mentoring is and how it can be used in
practice for real benefit in the Green Economy. In general, mentoring taps a basic
instinct most people share – the desire to pass on their learning, to help other people
develop and fulfil their potential.

3.1 What is Green Mentoring?
Green mentoring consists of all the basic components of general business mentoring
alongside a deeper understanding and appreciation of Green Business and the
techniques to support individuals to start a green business or green an existing
business.
Green businesses, according to the International Labour Organisation (2015) adopt
principles, policies, and practices that improve the quality of life for their customers,
their employees, the communities in which they operate, and the environment. Many
green businesses begin with a desire to resolve the impacts of climate change and
other environmental problems. Green businesses must follow a green approach and
green standards in their operational management and in the output of products. For
green business, it is essential to always comply with labour standards and decent work
principles. Green business can be defined from two perspectives related to the output
in the form of green products (goods and services) as well as the process (or
production) of an economic activity. Entrepreneurs can enter into an overtly ‘green’
business sector, providing green and environmentally friendly products (e.g. waste
management, renewable energy among others). Alternately, green business can provide
their goods or services through an environmentally friendly process or with the help of
clean technologies (e.g. ecotourism). Pillars of a green business are outlined in figure 1.
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Figure 1: The Pillars of Green Business
Recycling and
waste
reduction

• Reduce • Reuse • Recycle • Upcycle • Separate waste • Dispose in a
suitable way

Energy and
Water

• Save heat and electricity use • Save water use • Use efficient equipment
• Use only when needed source om renewable energy sources

Conservation

• Use low emission equipment • Operate efficiently • Use degradable packaging

Polution
Prevention

• Produce environmentally sustainable and local materials/products
• Choose suppliers based on sustainable principles

Green
Procurement

• Avoid transport to long distances • Use the most sustainable method of
transport • Choose distributor based on sustainable principles

Green
Distribution

• Avoid transport to long distances • Use the most sustainable method of
transport • Choose distributor based on sustainable principles

Green after sale
service

• Productive work • Fair income • Security in the work place • Social protection
• Personal development • Social integration • Participation • Equality of
opportunity and treatmen for all women and men.

Source: International Labour Organisation (2015)

3.2 What Is The Definition Of Mentoring?
There are many varying definitions of mentoring ( Hussain, 2009). The following
definitions are widely accepted and quoted in the literature on mentoring. They reflect
different yet related ideas and in a way capture the essence and spirit of mentoring.
"Off-line help by one person to another in making significant transitions in knowledge, work
or thinking." Clutterbuck & Megginson (1995).
“Mentoring is seen as a process whereby mentor and mentee work together to discover and
develop the mentee’s latent abilities.” Shea (1997).
“Mentoring can be defined as: a significant, long-term, beneficial effect on the life or style of
another person, generally as a result of personal one-on-one contact.” Shea (1997).
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Mentoring is “a deliberate pairing of a more skilled or experienced person with a lesser
skilled or experienced one, with the agreed-upon goal of having the lesser skilled person
grow and develop specific competencies” Murray (1991).

“Mentoring means to facilitate, guide and encourage continuous innovation, learning and
growth to prepare the business for the future. Mentoring in business is most effective when
discretely targeted at three levels: 1) the individual workers; 2) the management team and
other working groups; 3) the entire organisation and its culture.” Johnson (1997).
Our definition of mentoring for the Green Mentor project is:
“Mentoring is a practical approach to helping entrepreneurs develop their own abilities
and insights as they start a green business and /or green an existing business”
Mentoring can happen in two ways:
● Face to face – sessions are done in person. If practical this is usually the best
way to get started in a relationship and should be used as much as possible
● Remote – for various reasons you may not be able to meet face to face, then
sessions can also be arranged by Skype or phone and in some instances emails
Mentoring can take different forms:
● Formal – sessions that are structured for a fixed time period and usually
planned in advance. They form the bedrock of the relationship
● Informal sessions – these sessions are more spontaneous and varied in length.
Informal sessions work best when they are mixed with formal sessions. They can
include: face-to-face, remote, email or even messaging
● Group mentoring – usually involves a mentor working in a group with 2 or more
mentees representing 2 or more businesses. These sessions are very
collaborative as mentees learn from their fellow entrepreneurs as well

3.3 Purpose of Mentoring
To build sustainable, trusting relationships with mentees in order to enhance their
ability to start, maintain and grow their businesses.

3.4 Mentor Role
Mentors will be required to:
● Engage with mentees to agree how mentoring could support their prospective or
existing business
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●
●
●
●
●
●
●
●

Agree a programme of mentoring activity which best meets the needs of their
mentee
Encourage their mentee to express and discuss their ideas, concerns and
understanding of the business situation facing them
Help mentees to review their progress and set realistic and practical options to
realise their goals
Help mentees to reflect on and learn from things that did not turn out as
expected
Refer mentees to other sources of information, advice or further support when
appropriate
Encourage mentees to take responsibility for their own decisions, plans and
actions
Present a positive image of business mentoring and follow the code of practice
for Green Mentoring.
Keep up to date and accurate records of mentee contact

3.5 What Is The Difference Between Mentoring And
Coaching?
There is considerable debate about the use of the terms ‘mentoring’ and ‘coaching’. It is
therefore important to have clear definitions as a base for mentoring or coaching
programmes (Hussain, 2009). This assists in clarifying and communicating to others the
focal purpose of the mentoring scheme. It also helps to identify key components that
may need to be included in any supporting training programme.
A mentor is commonly described as a critical friend, or guide who is responsible for
overseeing the career and development of another person outside the normal
manager/subordinate relationship.” Clutterbuck and Sweeney (1997).
A coach is someone who plans an intervention “designed to improve the performance
of an individual in a specific task.” Clutterbuck and Sweeney (1997).
Some people do not distinguish between coaching and mentoring, although
Clutterbuck and Sweeney (1997) consider such a distinction important as highlighted in
the table 1 below.
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Table 1: Difference between Coaching and Mentoring

Coaching

Mentoring

Focus on task

Focus on progress

Usually short term

Usually longer term – sometimes for life

Explicit feedback

Intuitive feedback

Develops skills

Develops capabilities

Driven by coach

Driven by mentee/learner

Shows you where you went wrong

Helps you to work it out yourself

Source: Clutterbuck & Sweeney (1997)

3.6 Mentoring Skills
Building on the earlier discussion on general and green mentoring definitions and skills
needs, Table 2 outlines the skills requirements for Green Mentors and matches the
Green Mentors Competence Framework as outlined in the Green Entrepreneurs ECVET
Curriculum (Green Mentor IO2 Output).

33

The Green Mentor
Handbook

Table 2: Skills Requirement for Green Mentors
Green Mindset
Develop an understanding of the value of sustainability and the Green Economy for new and existing
businesses across sectors.

Self-understanding the profesional role
Demonstrate awareness of own green values, beliefs and behaviours, recognises how these affect their
practice and uses this self-awareness to manage their effectiveness in meeting the entrepreneur’s general
and green objectives.

Commitment to self-development
Explore and improve the standard of their practice, develop and maintain the reputation of the profession.

Managing the mentoring contract
Establish and maintains the expectations and boundaries of the mentoring contract with the Green
entrepreneur.

Building the mentoring relationship
Skilfully builds and maintains an effective relationship with the Green Entrepreneur.

Enabling insights and learning in Green field
Work with the Green Entrepreneur to bring about insights and learning with particular emphasis on the
green economy and sustainable sector.

Outcome and action orientation
Demonstrate approach and use the skills in supporting the entrepreneur in the creation of a green
company, or the transition to green from a standard one.

Use of models and techniques
Apply models and tools, techniques and ideas beyond the core communication skills, in order to bring
about insight and learning, with particular emphasis on the green and sustainable sector.

Assessment
Gather information on the effectiveness of their practice and contributes to establishing a culture of
evaluation of general and Green outcomes.
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3.7 The learning process
It is important to have a good understanding of essential learning theory in order to
make the mentoring relationship as effective as possible (Hussain, 2009). Enabling
Insight and Learning in the Green Field is a key mentor competence as illustrated by
the mentoring competence skills requirement shown above.
There are a number of basic principles of importance to anyone undertaking, learning,
or helping others to learn. These are summarised as follows:
Pre-Requisites for Learning
●
●

●
●

●

There has to be a level of physical development sufficient to enable the learner
to undertake the tasks of learning.
There has to be a level of mental development sufficient to enable the learner
to learn. Being at a particular general level of intelligence may not be sufficient
– a specific aptitude may be required.
The learner has to have adequate motivation (or drive) to learn.
‘Wanting’ to learn or ‘being interested’ in learning, or being compelled to learn
(e.g. to gain qualifications) may not be enough. The learner has to be able to
relate effort to end results and judge these as worthwhile.
The learning has to be such that it provides for and encourages active
participation.

3.8 How Learning Takes Place
The way learning takes place can be summarised in the following way:
● Information is taken in by the senses. The more senses in operation
simultaneously, the more quickly is the information absorbed.
● Association of new information with previous known information. This puts what
is new into a meaningful frame of reference and the learner is able to progress
from known to unknown.
● Assimilation of new information takes place best when it is presented in a series
of manageable steps or parts.
● Acquisition of new information takes place by active recall and repetition.
● Practice with knowledge of the results forms this into a habit.
● Learning is an active and not a passive process.
Different individuals prefer to learn in different ways broadly related to
Kolb’s cycle and in line with Honey & Mumford’s learning styles inventory as follows:
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ACTIVISTS prefer to learn from EXPERIENCES (GET IT DONE)
REFLECTORS prefer to learn from REFLECTION (THINK FIRST)
THEORISTS prefer to learn from THEORISING (UNDERSTAND IT)
PRAGMATISTS prefer to learn from ACTION PLAN (WILL IT WORK?)
It is true to say that by applying principles outlined in above, the skill of learning can
be acquired to a large extent through training and development. However, for the
training to be effective it is essential to determine which type of learning is needed and
learning/training designed accordingly.
To effectively acquire the skill of learning and maximise the benefits you must reflect
on what you are doing, try to understand it, and experiment with ways of doing things
better. Otherwise the experience is likely to teach you almost nothing. Similarly, purely
theoretical knowledge if not related to experience, and experimented with, is unlikely
to be productive of useful learning.
Although using the learning styles inventory to learn is a very powerful tool, you must
first identify your preferred learning style. Identifying the barriers that need to be
overcome in improving your non-preferred learning styles can then follow this. Again
all the principles of learning need to be followed to make the learning successful.

3.9 What Are The Benefits Of Mentoring?
There are numerous mentoring outcomes for the mentor, the mentee and the
organisation. Mentee outcomes include career advancement, success and satisfaction
as highlighted by Dreher and Cox, (1996); Fagenson, (1988); and Ragins and Cotton,
(1999). Mentors can benefit from increased promotion rates, rejuvenation and the
acquisition of useful information as described by Kram, (1985); and Mullen (1994).
Organisational outcomes include increased employee motivation, better job
performance and increased competitive advantage as highlighted by Kram and Hall,
(1989); and Shea, (1994).

What Are The Potential Benefits For The Mentor?
The benefits for the mentor are as follows:
● Increased motivation and sense of achievement
● Refined interpersonal skills
● Revitalised interest in work
● Enhanced status
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●
●
●
●
●
●

Extended influence
Close relationship with the mentee
Satisfaction of seeing someone else grow
Opportunity to take time out/reflect
Improved understanding of the different generations
Fulfilment of own developmental need

What Are The Potential Benefits For The Mentee?
The benefits for the mentee can be summarised as follows:
● Positive role model
● A source of guidance and perspective
● A safe space to try out ideas
● An opportunity for personal reflective space
● A source of stretch and challenge
● Access to networks and other learning sources
● More responsibility for own learning and training
● Increased self esteem
● Increased motivation and achievement
● Personal growth and development
● Enhance existing skills & learn new skills
●

What Are The Potential Benefits For The Organisation?
The benefits for the organisation can be summarised as follows:
● Better recruitment, retention & progression of employees
● Means of supporting succession planning
● Motivated workforce with improved skills
● Improved communications across the business
● Reinforcement of culture change
● Tacit knowledge is shared
● Helps building of the learning culture
● Cost-effective personalised development programme
● Maximising human potential
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4. How the mentoring relationship
works
Mentoring schemes either have a finite lifetime or allow participants to find their own
timing. Whichever approach is used, research has shown that a mentoring relationship
moves through five recognisable phases, as shown below in The Lifecycle Model
developed by Clutterbuck & Lane (2004). The activities to be taken throughout each
phase is guided by Hussain (2009).
This Lifecycle (or Five Step) Model is used as an underlying basis to guide the Green
Mentor Toolkit materials and templates. Seventeen tools have been created and are
available in the Green Mentor Toolkit. They follow the course of the mentoring
relationship as outlined in Figure 2. A summary of the tools in the toolkit is listed here.

Figure 2: The Lifecycle Model

Source: Phases of Mentoring Relationships, Clatterbuck & Lane, 2004
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4.1. Preparation Phase
The lifecycle model begins with the start of the relationship. However, for a successful
green mentoring relationship a preparation phase is envisioned. It is important to know
what your expectations are around providing or receiving mentoring. Some selfreflection on your areas of strength and weakness is recommended for both parties. For
the green mentor, it is beneficial to gather as much information as you can about the
mentee, their business, their business sector etc. before the first meeting.

4.2. Phase 1: Building Rapport
In this phase it is important to look at what values the mentor and mentee
share and how they are going to work together. The first meetings build trust, identify
the business needs and define goals.
The following five key components are essential for rapport:
● Trust – there must be confidence that mentor and mentee will both keep
confidential anything discussed between them, and that they will do what they
say they will.
● Focus – the attention needs to be fully on the mentor/mentee. There should be
active listening taking place, which must be open and non-judgemental.
● Empathy – there must be mutual respect between the mentor and mentee. Both
need to try and understand the other’s point of view, their feelings, ambitions
and drives.
● Congruence – There should be a shared sense of purpose for the relationship
and confidence to talk about some of the fears, weaknesses or mistakes of both
individuals.
● Empowerment – The mentoring relationship needs to be liberating on both
sides.

Toolkit Tool
N2

A good set of indicators for amount of rapport between mentor and
mentee are:
●
●
●
●

Body language of mentor and mentee
Number of uncomfortable issues being explored
Liveliness and depth of discussions taking place
Amount of enthusiasm about learning being displayed.

Where building rapport is shown as phase 1 in the relationship lifecycle, good rapport
is an important factor throughout the mentoring journey. It should be reflected upon
and evaluated by both the mentor and mentee on a regular basis.
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4.3. The First Meeting
The first meeting provides a great opportunity to build the personal rapport, which is
crucial for the success of the partnership. Mentor and mentee must be prepared to talk
about their expectations and hopes for the relationship. It is also very important for the
mentor and mentee to share some personal interests and stories to help establish
common ground.
The mentor and mentee both need to prepare prior to the meeting by asking
themselves some of the following questions:

Mentee
●
●
●
●
●
●
●

What are my strengths?
What are my major needs?
What are my short, medium and long term objectives?
What are the things that the mentor can help me with?
How can I help the mentor help me?
What do I want out of the mentoring relationship?
How will I know if the mentoring is working or not working?

Mentor

What can I offer the mentee?
What do I want out of the relationship?
What career and life experiences have helped me most in my own personal and
professional development? What are important lessons learnt? How can I use
these to help my mentee?
● How will I know if the mentoring is working or not working?
●
●
●

Agreeing Ground Rules

It is very important that the ground rules for the relationship are discussed and agreed
up front, whether or not these are written down in terms of a formal contract or
agreement.

Toolkit Tool
N4

Some of the following areas should be discussed:
● What is expected from the mentoring relationship by both
parties?
● How, when and where will the meetings take place?
● What are the boundaries of the relationship?
● How can you ensure other people e.g. line manager are
comfortable with the relationship?
● How will you measure/review progress?
● How will you conclude the relationship both whilst it is
working and/or when it is not working?
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4.4. Phase 2: Setting Direction
Having clear aims and objectives is important in creating a sense of purpose and in
some respect urgency. The mentee needs to articulate with the help of the mentor if
required, what kind of transition they want to achieve.

Toolkit Tool

N3, 5 and 6

In order to help with this process it is useful to consider questions
like:
● What does the mentee want to do and/or achieve in short,
medium and long term?
● Where does the mentee want to be in one year later?
● How will you know progress has been made?
● What sort of help, advice and support is the mentee looking
for?

4.5. Phase 3: Progression
This phase is the mature and the most productive stage of the mentoring relationship
especially as the mentor and mentee will be well used to each other by this time and
the relationship will be running pretty smoothly. The mentee will start to show more
independence as their confidence grows and will be in less need of support and advice
from the mentor.
The ground rules will no doubt be well understood and the meeting agenda, structure,
timing etc. will be well established. This is a very good time to look at whether or not
best use is being made of the learning opportunity. It is also useful to look at the way
the meetings are being managed to ensure best use is being made of the time and the
mentoring relationship.

Toolkit Tool
N7, 8, 9
and 10

A review of all the elements of the mentoring relationship at this
stage is strongly recommended to allow any adjustments and new
plans to be made if necessary. As the progression phase is the heart
of the mentoring process, many of the tools developed in the Green
Mentor Toolkit are aimed at the progression phase of the
relationship lifecycle. Some tools are aimed at working on the
mentees green business needs e.g, N7 Ecodesign cards and N8
Ecocanvas, N9 Social innovation cards and N10 Mission, vision and
values and others are intended to keep the mentor and mentee on
track during the meetings such as N11 Presencing and N12 Dos and
Don’ts reminder.
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4.6. Phase 4: Winding Up
In this phase, the relationship becomes more mutual in terms of learning and support.
The mentee gradually becomes more and more self-reliant. The mentee by now should
be in charge of the mentoring process, so that the mentor’s role is much more reactive.
It is appropriate during this stage for the mentor to review frequently with the mentee
what both parties are getting out of the relationship and let matters take their course.
The objectives defined at the start of the relationship will gradually be realised by this
time and the mentor will start to see the end of the relationship in sight.
Alternatively a much wider range of issues may be encompassed with mutual
agreement. Many of these could be more personal and outside the scope of the
mentee’s initial goals.
In this situation, it is important to be aware of and stay within the boundaries of the
mentoring role and not move or drift into a counselling role.

Toolkit

Evaluation
Tools

The Green Mentor Toolkit includes tools to assist with the winding
up process. Tool N13 is useful to see if the objectives set for the
mentoring need to be realigned and Tools N14 and 15 assist in
evaluating the mentoring with N14 assisting with the assessment of
the mentoring relationship by both parties and N15 assesses
whether the objective(s) set have been achieved. This leads then to
moving on, the final phase of the green mentoring relationship.

4.7. Phase 5: Moving On
There comes a time in the relationship when it is appropriate to move on. This could be
defined by the specifics of the mentoring scheme or when the mentee has achieved
most/all of their goals. This could also happen when discussions lack freshness and
either the mentor or the mentee begin to feel constrained by the relationship.
There are some key questions and issues, which should be considered in this phase as
follows:
● Has the mentee become too reliant on the mentor to let go?
● Have missed meeting(s) started to create a guilt feeling that inhibits further
contact?
A formal ending is a “release” from commitment
● It is better to end within a mentoring session
● The mentee should be left with a structure for further green development
● Ensure the mentee has a network of other sources of green support
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It is better to achieve a proper closure in all cases. To help act as a guide:
DO…
●
●
●
●
●
●
●
●

Prepare for the transition ahead of time
Frequently review the relationship
Emphasise the mutual learning – how much was green learning?
Be open and honest about your feelings
Celebrate the successes
Help the mentee plan how to manage on their own
Encourage the mentee to become a mentor
Agree how/when you will keep in touch

DON’T…
● Allow things to drift away
● Make the break abrupt
● Allow friendship to obscure the practical purposes
● Make your mentee feel guilty about their independence
● Try to keep the relationship going at anything but a very reduced level

Toolkit Tool N16

The Green Mentor Toolkit includes Tool N16: Achievement and moving
on, to help with celebrating the achievements and with moving on for
both the mentor and mentee.
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5. EVALUATING THE IMPACT OF
GREEN MENTORING
Evaluation of the mentoring experience is essential for continuous improvement of
Mentor programme. The evaluation process includes appraisal of mentor’s contribution
to the process (Doyle, 2001). Criteria for reporting of effectiveness of mentoring
programs are often not disclosed or not quantifiable.
The assessment criteria may comprise a comparison of enterprises position at
beginning and at the end of assignment and also include Green outcomes for the
individual and for the business. According to Doyle (2001), the use of an Assessment
Questionnaire is a useful tool for assessment and to design the format of a mentor
assignment evaluation report. It is recommended that this be as short as possible but
asking a sufficient number of questions to yield a fair appreciation of assignment value.
As pointed out by Berk et al. (2005) in their efforts to develop a measurement
instrument for faculty mentoring effectiveness in the area of medicine/nursing, there
are inherent difficulties that limit collection of validity and reliability data to properly
test measurement scales for mentoring. They recommend that a panel of experts in the
area be convened to review and form a consensus that the scale items match both the
mentoring characteristics required and the required program characteristics, thus
ensuring content validity. They point out the dangers of halo and/or acquiescence
biasing where mentees may inflate ratings of their mentors. There is no way to take the
degree of this inflation into account – although the direction of the bias is known. Also,
as each mentor/mentee relationship is unique, a statistical sample of mentor ratings is
not usually obtainable. This means that typical validity coefficients, such as alpha
coefficients, cannot be computed.
A typical assessment – form comprises a questionnaire with columnar points sections.
The opinions of mentor and mentee are recorded on this document with points
awarded in response to their answers to the statements listed on the questionnaire.
A suggested format is shown in Table 3. It is recommended to layout the relevant
statements per Table 3 below and ask the Mentee to complete once the green mentor
assignment is complete.
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Table 3: Sample Mentor Evaluation Form
Please indicate your level of agreement with the following statements
Strongl
y Agree
(5)
The mentor
understood
our industry

The mentor
understands
the Green
Economy

Agree
(4)

No
Opinion
(3)

Disagree
(2)

Strongly
Disagree
(1)

Not
Relevant
(0)

X

X

Etc

Consider also including some open ended questions to allow for more qualitative
comments on the experience itself and also on the impact of the mentoring
intervention, e.g. What changes have you implemented as a direct result of the
mentoring experience?, What improvements would you suggest for future green
mentoring programmes? Etc.
Review overall rating of individual topics awarded by the mentor to identify of areas for
self-improvement or further self-development. In evaluating a mentoring program, it is
important to evaluate the effect on the business or entrepreneur in receipt of the
mentoring and also to evaluate the mentoring relationship itself. With green mentoring
an additional desired outcome is the furthering of the green mindset of green
awareness of the Mentor and the Mentee.

Toolkit

For the purposes of the Green Mentor Project, two separate evaluations are
included in the Green Mentor Toolkit. The first, N14 Mentoring Relationship
Assessment evaluates the green mentoring relationship and the second, N15
Mentoring Results Assessment, reviews whether the mentoring objectives set
have been achieved or what progress has been made.
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6. THE GREEN MENTOR CODE OF
PRACTICE
Adapted from the GLOBAL CODE OF ETHICS - For Coaches & Mentors developed and
approved by the Association for Coaching and the European Mentoring and Coaching
Council.

Working with Clients
Context

Mentors will do their utmost to understand their clients’ and sponsors’ expectations
and reach agreement on how they plan to meet them.

Contracting

Before they start working with a client, mentors will explain, and make explicit,
their commitment to abide by this code. Mentors will also make their clients and
sponsors aware of their respective bodies’ complaints procedures.
● Before starting to work with a client, mentors will explain and strive to ensure
that a client knows, and fully understands, the nature and terms and conditions,
of any coaching or mentoring contract, including financial, logistical and
confidentiality arrangements.
● Mentors will be open about the methods they use, and on request be ready to
supply the client with information about the processes involved.
● Mentors will ensure that the duration of the contract is appropriate to achieve
the client’s and sponsor’s goals and will actively work to avoid the client’s
dependency.
●

Integrity

Mentors will accurately and honestly represent their relevant professional
qualifications, experience, training, certifications and accreditations to clients,
sponsors, mentors, coaches and mentors.
● When talking with any party, mentors will accurately and honestly represent the
potential value they provide as a coach or mentor.
● Mentors will attribute ownership of work, ideas and materials of others to the
originator and not claim it as their own.
●

Confidentiality
●

When working with a client, mentors will maintain the strictest level of
confidentiality with all client and sponsor information unless release of
information is required by law.
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Mentors will store, and dispose of, any records regarding clients, including
electronic files and communications, in a manner that promotes confidentiality,
security and privacy, and complies with all applicable laws and agreements.
● Mentors will have a clear agreement with clients and sponsors about the
conditions under which confidentiality will not be maintained (e.g. illegal
activity, danger to self or others etc) and gain agreement to that limit of
confidentiality where possible.
● Mentors will share with clients that they are receiving supervision and identify
that the client may well be referred to in this context anonymously. The client
should be reassured that the supervision relationship is itself a confidential
relationship.
●

Inappropriate interactions

Mentors are responsible for setting and keeping clear, appropriate and culturally
sensitive boundaries that govern interactions, physical or otherwise, with clients
or sponsor(s).
● Mentors will avoid any romantic or sexual relationship with current clients,
sponsor(s), students or supervisees. Further, mentors will be alert to the
possibility of any potential sexual intimacy between the aforementioned parties
and take appropriate action to avoid the intimacy or cancel the engagement in
order to provide a safe environment overall.
●

Conflict of interest
●
●

●

●

●

Mentors will not exploit a client or seek to gain any inappropriate advantage
from the relationship – financial or non-financial.
To avoid any conflict of interest, mentors will distinguish a coaching or
mentoring relationship from other forms of relationships, such as a friendship or
a business relationship.
Mentors will be aware of the potential for conflicts of interest of either a
commercial or personal nature arising through the working relationship and deal
with them quickly and effectively to ensure there is no detriment to the client or
sponsor or the member.
Mentors will consider the impact of any client relationships on other client
relationships and discuss any potential conflict of interest with those who might
be affected.
Mentors will disclose any conflict openly with the client and agree to withdraw
from the relationship if a conflict arises which cannot be managed effectively.

Terminating
professional
responsibilities
●

relationships

&

on-going

Mentors will respect the client's right to terminate the engagement at any point
in the process, subject to the provisions of the coaching or mentoring service
agreement.
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Mentors will encourage the client or sponsor to stop the coaching or mentoring
engagement if it is believed that the client or sponsor would be served better by
another coach, mentor or another form of professional help.
● Mentors understand that their professional responsibilities continue beyond the
termination of any professional relationship. These include:
o Maintenance of agreed confidentiality of all information relating to
clients and sponsors.
o Safe and secure maintenance of all related records and data.
o Avoidance of any exploitation of the former relationship, which could
otherwise call into question the professionalism or integrity of the
member or the professional community.
o Provision of any follow-up that has been agreed to.
●

Professional Conduct
Maintaining the reputation of coaching and mentoring
Mentors are expected to behave in a way that at all times reflects positively
upon, and enhances the reputation of, the coaching and mentoring profession.
● Mentors will demonstrate respect for the variety of coaches, mentors and other
individuals in the coaching and mentoring profession and for the different
approaches to coaching and mentoring.
●

Recognising equality and diversity
●
●

●

●
●

Mentors will avoid knowingly discriminating on any grounds and will constantly
seek to enhance their own awareness of possible areas of discrimination.
Mentors will be cognisant of the potential for unconscious bias and seek to
ensure they take a respectful and inclusive approach that embraces and explores
individual difference.
Mentors will challenge in a supportive way any colleagues, employees, service
providers, clients or participants who are perceived to be using discriminatory
behaviour.
Mentors will monitor their language, spoken, written and non-verbal, for
inadvertent discrimination.
Mentors will engage in developmental activities that are likely to increase their
self-awareness in relation to equality and diversity.

Breaches of professional conduct
●

Mentors accept that any breach that is upheld may result in sanctions including
loss of accredited status and/or body mentorship. The bodies may share details
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of such breaches between them in the interest of client safety, upholding quality
standards and maintaining the reputation of coaching and mentoring.
● Mentors will ensure that no false or misleading claims are made, or implied,
about their professional competence, qualifications or accreditation in any
published, promotional material or otherwise.
● A member can challenge another member when having reasonable cause to
believe that this member is acting in an unethical manner and, failing
resolution, will report that person to the body.

Legal and statutory obligations and duties
Mentors are obliged to stay up to date and comply with all statutory/legal
requirements in the country in which their work takes place and work within any
organisational policies/procedures in the context in which the coaching or
mentoring takes place.
● Mentors will keep appropriate and accurate records of their work with clients
and ensure they remain confidential, are stored securely, and comply with their
country’s data protection and privacy legislation.
● In the context of the country in which the member operates, mentors will have
the appropriate professional indemnity insurance to cover their coaching and
mentoring work.
●

Excellent Practice
Ability to perform
●

Mentors will have the qualifications, skills and experience appropriate to meet
the needs of the client and operate within the limits of their competence.
Mentors should refer the client to more experienced or suitably qualified
coaches, mentors or professionals, if appropriate. Mentors will be fit and healthy
enough to practice as a coach or mentor. If they are not, or are unsure if they are
able to practice safely for health reasons, they will seek professional
guidance/support. Where necessary/appropriate, the coach or mentor should
manage the ending of the client work and refer the client to alternative support.

On-going supervision
To support their learning and on-going professional development, mentors will
engage in regular reflective practice.
● Mentors will engage in supervision with a suitably qualified supervisor or peer
supervision group with a level of frequency that is appropriate to their coaching
or mentoring practice, the requirements of their professional body and the level
of their accreditation.
●
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Mentors need to ensure that any other existing relationship with the supervisor
does not interfere with the quality of the supervision provided.
● Mentors will discuss any ethical dilemmas and potential, or actual, breaches of
this code with their supervisor or peer supervision group for support/guidance.
●

Continuing professional development and reflection
Mentors will reflect regularly on their client work and coaching and mentoring
practice and their professional and personal learning and development.
● Mentors will develop their level of coaching and/or mentoring competence by
participating in relevant and appropriate amounts of training and/or continuing
professional development (CPD).
● Mentors will endeavour to make a contribution to the coaching and mentoring
community appropriate to their level of expertise. This may take many forms e.g.
informal peer support to fellow coaches and mentors, advancing the profession,
research and writing etc.
● Mentors will systematically evaluate the quality of their work e.g. through
feedback from clients and other relevant parties.
●

Or
In some cases, a reduced or more informal code of practice may be required. The Code
of Practice from Hussain (2009) is given as an example of this.

Code of Practice from Hussain, 2009
The following points provide a short general code of practice for the mentoring
relationship.
1. Mentoring is a confidential activity, in which both parties have a duty of care
towards each other.
2. The mentor’s role is to respond to the mentee’s developmental needs and
agenda and not to impose one of their own.
3. Mentor and mentee should discuss and agree the aims and objectives of the
mentoring relationship.
4. Mentor and mentee should discuss and agree the ground rules which will be
used to govern the mentoring relationships.
5. The mentee must accept increasing responsibility for managing the relationship
and the mentor must empower them to do so.
6. Mentor and mentee must be open and truthful to each other about the
relationship itself, regularly reviewing how it might be improved.
7. Mentor and Mentee may end the relationship at any time if it is not working for
them. However, they have a responsibility for discussing the matter together, as
part of mutual learning.
8. Mentor and mentee share responsibility for the smooth winding down of the
relationship, when it has achieved its purpose.
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7. Frequently asked questions
This section provides answers to some of the most frequently asked questions about
mentoring.
Q1. What’s the difference between coaching and mentoring?
A1. Coaching is primarily about performance and the development of specific skills.
Mentoring is much more broadly based and intuitive, focusing on developing capability
and often includes longer term help in career self-management.
Q2. How long should a mentoring session last?
A2. Between one and two hours, typically.
Q3. How frequently should we meet?
A3. Every 4 – 6 weeks, typically.
Q4. Where is the best place to meet?
A4. Where mentor and mentee both feel able to relax, yet be business like in their
discussions. In general, a neutral, private space is usually best.
Q5. How long should a mentoring relationship last?
A5. Between 6 months to a year is typical. However, these relationships can last much
longer in cases where the mentoring pairs set new goals and continue after they reach
the end of the initially agreed period.
Q6. Can I have more than one mentee at a time?
A6. Yes, but it is best to start with one or two, while you develop your skills in the role.
Q7. What is the role of the line manager and the mentor?
A7. In general, line managers focus on developing people for the roles they are
currently in and sort out their day to day work issues. Mentors focus on the longer term
and work on a much broader range of issues to help the mentees develop their
capabilities and plan their future career path.
Q8. How confidential is the mentoring relationship?
A8. In general, everything said in the mentoring discussion is private to the mentor and
mentee. However, you have certain legal obligations to report any criminal conduct
which could include for example, incidents of sexual harassment or bullying.
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8. Troubleshooting checklist
The following checklist covers some of the most frequent problems reported in
mentoring relationships.

Problem

Possible Solutions

Our discussions are very shallow.

• Check and ensure that the aims and objectives of
the relationship are clear and fully understood.
• Create an environment where there is fully
open and frank debate and discussion.
• Ensure that there is sufficient level of challenge
and reflection during the meetings.

We seem to have run out of steam.

• Review the aims and objectives of the relationship
and decide whether or not there is a need for the
relationship to continue.
• If the relationship is to continue then discuss and
agree how it can be reinvigorated.
• If the relationship is to end then it should be
formally wound down.

Meetings keep getting postponed.

• Check how committed the mentor and mentee are
to the relationship.
• Consider using e-mentoring to overcome lack of
time pressures.
• Discuss and agree better ways of managing time.

We don’t seem to have much rapport.

• Recognise and tackle the problem by trying to
work together to build better rapport.
• Agree mutually to withdraw from the relationship if
rapport cannot be established for whatever reason.
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My mentee expects too much of me.

• Review and agree the aims and objectives
of the relationship.
• Set and agree manageable expectations.

My mentor won’t stop talking.

• Discuss the concerns openly and agree a way
forward. As a
‘Rule of thumb’ an effective mentor should rarely talk
for more than 20% of the time.

I am confused about the role of my
line manager and my mentor.

• Discuss the issue with both the line manager
and the mentor
To ensure that there is clarity of their respective roles.
In general, the line manager is responsible for the day
to day issues the mentee may need help with, and the
mentor is responsible for the ongoing long term
development.
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9. GOOD PRACTICE CASE STUDIES
All the good practices identified at the national and European level concerns to the
European country mentors as a result of a main guidance from the UE. The most
relevant of them are the following ones:
● Skills for the green economy by CEDEFOP in Europe
This project explores employment effects, skill requirements and policy implications of
the transition towards a greener economy. CEDEFOP underline that understanding the
environmental implications of an occupation needs to be mainstreamed into education
and training systems.
● The Green Entrepreneurship Europe in Europe
The GEE (Green Entrepreneurship Europe) project links the understanding of the
paradigm change to a green economy and the promotion of the entrepreneurship and
the development of its skills. A way to rethink how important the training, mentoring or
any other way of learning/teaching/guiding is.
● Ecopreneurs4climate by Ecopreneur.eu in Europe
Ecopreneur.eu is the European Sustainable Business Federation, an alliance of more
than 1.000 sustainable businesses. One of the most important practices is the program
Ecopreneur for Climate (http://ecopreneurs4climate.org/) and its Champion Award to
the best and brightest green businesses at the city/community and country levels.
● EMCC in Europe
European Mentoring and Coaching Council (EMCC) has 5,000+ mentors in 67 countries.
It has two important standards: European Individual Accreditation (EIA v2) and European
Quality Award (EQA).
It has also an interesting database search engine to find a Mentor and/or Coach
filtering results by Location, Working languages, Fields of expertise, EIA Accreditation
level and EQA Qualification level.
● Youth and Environment Europe in Europe
The long-term project "Green entrepreneurship" is an Erasmus+ project and it was
developed within Youth and Environment Europe network based on observation of lack
of work opportunities of young people, lack of support for young entrepreneurs and the
need to promote environmentally friendly solutions. The project aims to facilitate the
access of young people to the labor market by training their skills, inspiring them to
create their own green start-ups and promoting entrepreneurship.
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● SWITCHMED program in EU
In order to boost green entrepreneurship, SwitchMed developed in 2015 a methodology
to help Green Entrepreneurs through Green Mentorship. It is currently delivering a
Training / Mentorship Programme up to 2,700 entrepreneurs in MENA region.
● PRO CONCEPT/schooltalk.at in Austria
The Education Mentoring Program is aimed at committed and performance-oriented
young people who early on are based on the model of seasoned executives and also
want to build a network of contacts for her career. Following, a suitable Mentoring
Matching is introduced. Mentees get practical tips from the professionals` own
experiences and may they occasionally accompany during their employment.
● Green Business in Ireland
Green Business is a free and confidential resource efficiency service for all types of
SMEs iIreland. The service is funded by the Environmental Protection Agency (EPA)
under the National Waste Prevention Programme with the objective of delivering
substantive resource efficiency improvements and cost savings, through waste
prevention and reductions in water and energy consumption.
● Green Start in Ireland
The GreenStart programme is supported by Enterprise Ireland and is designed for SME
companies only. It aims to increase the level of environmental awareness relating to
regulatory compliance and help with the development of a simplified management
system.
● Eco-Recinnova by Red emprendeVerde in Spain
The mentoring program Eco-Recinnova is aimed at providing an individualized and
specialized support. Five entrepreneurs per year, from Emprendeverde network, will
take part in the mentorship process, which implies four face to face sessions and
mentoring via email and phone during three months.
● Empleaverde Programme, in Spain
Green projects funding programme, depending on the Biodiversity Foundation and the
Spanish Ministry of Agriculture, Food and Environment. This programme funds projects
(via ESF) aimed at "support green transition, encouraging changes in labour force
towards greener jobs and to help tackle skills gaps". Within the last 5 years,
Empleaverde have invested over 42 million Euros in 270 projects, with more than 500
organizations involved.
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● KÖVET Association for Sustainable Economies, Hungary
KÖVET Association for Sustainable Economies, established in October 1995, is an
association to promote environmentally aware business management in enterprises.
The main activity of KÖVET is to promote preventive environmental solutions, and
ensure information exchange primarily in the business sector. The organization acts as
a platform for ongoing information exchange, with the aim of promoting
environmentally aware business management, to find new ways for industry to reduce
its environmental impacts and to help to use this as a basis for a competitive
advantage.
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10. Sources of further information
The Green Mentor Project Outputs
Within the Green Mentor Project Framework, six intellectual outputs (IOs) have been
developed. These form a source of reference documents and useful resources to
implement mentoring for green business. The six outputs are as follows:







IO1 State of the Art Report on mentoring of green companies in Europe
IO2 The Mentor for Green Entrepreneurs ECVET Curriculum
IO3 The Green Mentor Handbook
IO4 The Green Mentor Toolkit
IO5 Video Lessons: Green Entrepreneurship
IO6 Open Online Centre - http://greenmentor-project.eu/

This next section has been compiled to ‘sign post’ the reader to sources of further
useful information.

Recommended Reading
The following books will provide a good insight into mentoring and arm the
reader with the essential tools and techniques for effective mentoring.
● Carter, S. (1994) An Essential Guide to Mentoring, Institute of Management.
● Clutterbuck, D. (2004) Everyone Needs a Mentor, CIPD.
● Clutterbuck, D. & Megginson, D. (1995) Mentoring in Action, Kogan Page.
● Clutterbuck, D., Ragins, B. R. (2002) Mentoring and Diversity: An International
Perspective, Butterworth – Heinemann.
● Hay, J. (1995) Transformational Mentoring: Creating Developmental Alliances for
Changing Organisational Culture, The McGraw-Hill Book Company.
● Honey, P and Mumford, A. (1986) The Manual of Learning Styles, Peter Honey.
● Johnson, Harold. 1997. Mentoring For Exceptional Performance. Glendale, CA:
Griffin.
● Megginson, D. & Clutterbuck, D (2005), Techniques for Coaching and Mentoring,
Butterworth – Heinemann.
● Shea, G. F. (1992) Mentoring: A Guide to the Basics, Kogan Page.
●

Doyle, B. & O Neill, N.V. 2001, Mentoring entrepreneurs: shared wisdom from
experience, Oak Tree Press, Dublin.

The following books provide insight into the Green Mindset and Business greening or
sustainability.
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● Anderson, R. C. 1998. Mid-course Correction: Toward a Sustainable Enterprise :The
Interface Model, Chelsea Green Publishing.
● Esty, D. & Winiston, A. 2009. Green to gold: How smart companies use
environmental strategy to innovate, create value, and build competitive advantage,
John Wiley & Sons.
● Hawken, P. 2010. The ecology of commerce, revised edition. New York, Harper
Business.
● McDonough, W. & Braungart, M. 2010. Cradle to cradle: Remaking the way we
make things, MacMillan.
● Winter, G. 1988. Business and the environment; a handbook of industrial ecology
with 22 checklists for practical use and a concrete example of the integrated system
of environmentalist business management (the Winter Model), London, McGrawHill, ISBN 3-89028-223-7
● Winter, G. 1995. Blueprint for green management; creating your company’s own
environmental action plan, London, McGraw-Hill, ISBN 0-07-709015-2
● BOULDING, K. E. [1966]: The Economics of the Coming Spaceship Earth, Sixth
Resources for the Future Forum on Environmental Quality in a Growing Economy
in Washington, D.C. on March 8
● COHEN, B. – WARWICK, M. [2006]: Values-driven Business – How to Change the
World, Make Money, and Have Fun. Berrett-Koehler Publishers, Inc. San
Francisco
● HOLLIDAY, C. O. – SCHMIDHEINY, S. – WATTS, P. [2002]: Walking the Talk - The
Business Case for Sustainable Development. Greenleaf Publishing, BerrettKoehler Publishers, Inc., San Francisco
● SCHUMACHER, E. F. [1993]: Small is Beautiful. Vintage Books Random House UK
Limited, London
● TÓTH, G. [2007]: The Truly Responsible Enterprise. KÖVET-INEM Hungária, 2007
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Useful Websites
https://www.ceres.org/
http://www.zeri.org/
http://biopolitics.gr/biowp/wp-content/uploads/2013/04/VOL-III-ib-winter.pdf
http://www.inem.org/ - The International Network for Environmental Management
https://www.ellenmacarthurfoundation.org/circular-economy
https://www.wrforum.org/events/?lang=de (the World Resources Forum)

European
http://eur-lex.europa.eu/homepage.html
Ireland
https://www.epa.ie/pubs/legislation/
http://www.envirocentre.ie/index.html
http://greenbusiness.ie/
http://www.seai.ie/
http://crni.ie/our-activities/publications (Community Reuse Network Ireland)

Spain
http://www.redemprendeverde.es/
http://empleaverde.es/en
http://www.institutoimedes.com/about-us/
Austria
Hungary
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11. Glossary
b2b/B2B – business-to-business (/Business-to-Business) indicating that the main
customers of the business are other businesses rather than individual customers or
end-users.
Dissonance – is the struggle the green entrepreneur encounters in seeking to reconcile
their green values and ethics with the growth and business needs of their start-up or
existing company.
ECVET – the European Credit System for Vocational Education and Training where
learning outcomes are organised into knowledge, skills and competences structured
into specific competence units, where each unit can be subject to evaluation and
autonomous validation, thereby facilitating incorporation into existing national
qualifications frameworks within EU countries.
Environmental Management Systems- assist the business in managing its
environmental impacts based on systematically recording and reviewing environmental
data through all of the business processes and includes preventative and corrective
actions, records of savings made and reports to summarise findings.
Environmental Policy Statement - A document that sets out the company’s commitment
to managing its environmental impacts, to complying with environmental regulations
and to manage or reduce environmental impacts of its business operations.
EQF – the European Qualifications Framework has been developed by the European
Commission for eight education levels and acts as a translation tool to help
communication and comparison of qualifications across education systems within
Europe.
Global Code of Ethics - A description of best practices for Coaches & Mentors
developed and approved by the Association for Coaching and the European Mentoring
and Coaching Council
Green Entrepreneurship - relates to starting up and developing a business as a green,
sustainable or environmental enterprise.
Green Mentor - Mentoring is a practical approach to helping entrepreneurs develop
their own abilities and insights as they start a green business and /or green an existing
business
Greenwash - greenwash occurs where a business makes environmental claims in their
marketing or advertising that do not have green actions behind them.
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Legitimisation – is a process whereby the business seeks the recognition and
acceptance of their business community or industrial sector. This is an area where
mentors can add significant value to a company.
Mentee - the person or entrepreneur who is being mentored.
Mentor- “a process for the informal transmission of knowledge, social capital, and
psychosocial support perceived by the recipient as relevant to work, career, or
professional development” (definition per Bozeman and Feeney, 2007, p. 731)
Sustainability- Many definitions exist for what sustainability is. A common definition
comes from The Bruntland Report, 1987, and defines sustainability as “development that
meets the needs of the present without compromising the ability of future generations to
meet their own needs”.
SME - Small to Medium size Enterprise.
The Lifecycle Model - This model (by Clutterbuck and Lane, 2004) describes the
lifecycle of the mentoring process as consisting of five stages or phases which progress
from ( 1.) Building rapport; (2.) setting a goal or direction; (3.) progression towards the
goal; (4.)Winding up; and (5.) Moving on.
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More info at: http://greenmentor-project.eu/

This Project has been funded with the support of the European
Commission. The information reflects the views of the authors, and
Commission cannot be held responsible for any use which may be
made of the information contained therein.

UTOPICUS - greenmentor@utopicus.es
INFODEF - projects@infodef.es
CIT - breda.Kenny@cit.ie
BGF - varga.laszlo@uni-bge.hu
BEST - office@best.at

