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FROM DIRECTIVE GUIDANCE TO MENTORING

Introduction

This paper aims at presenting the practical approaches to chosen forms of sup-
port of self-reliance gaining process of young people coming from different forms
of foster care. The most important forms of support include vocational counsel-
ling practiced during the realisation of the following projects by the Academy of
Management in Lodz in the period of 2004 — 2012:

* The EQUAL Community Initiative project “Leaving Children’s Homes —
New Chances, Better Tomorrow” realised in a national and an international part-
nership (2004 — 2008).

* “Development Support Centre as a tool of vocational and social integration
of youths endangered with social exclusion” implemented within measure 7.2.1
of Human Capital Programme co-financed by the European Social Fund (2008 —
2009).

* “Development Support Centre” implemented within measure 7.2.1 of
Human Capital Programme co-financed by the European Social Fund (2010 —
2011).

Vocational counselling, used in this case as one of the tools supporting the
process of gaining self-reliance by the pupils from children’s homes (and lat-
er also from other forms of foster care), was not always directed at youths. In
two projects, there was also a slightly different target group — pupils from chil-
dren’s homes cooperating with the Academy of Management in realisation of the
EQUAL project, and volunteers trained to be mentors for the beneficiaries of the
last realised project: “Development Support Centre”.

A chosen group of educators from children’s homes, cooperating with the
Academy of Management in realisation of the EQUAL project, took part in post-
graduate studies on vocational and social guidance. These complex (940 hours in
total) two-year long studies were a chance not only for learning the guidance but
also for using the gained knowledge, competencies and skills later in work with
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their pupils, still during the education. It can be stated that for the students these
four semesters of studies were an experience of participating in a long counselling
session — after graduating (and in some cases during the studies) 25% of the par-
ticipants made autonomous decisions of changing their jobs. In a sense, this was
also one of the success indicators of this undertaking.

In the second case — basing on the mentor and peer mentor education path
for groups endangered with social exclusion (Sottys, Tarkowska, 2008), prepared
during the realisation of the EQUAL Community Initiative — the applying volun-
teers were prepared to taking on the role of mentors during a long, extended train-
ing. The training lasted from May to December and included distinct elements of
vocational counselling (knowledge of professions, career information). This role
was played also by a series of supervision sessions for the mentors, organised dur-
ing the period of their work with the pupils.

The thesis included in the title — from directive guidance to mentoring — does
not imply a preference of the linear or the parallel vocational processes. The linear
image is relating to guidance and its directive forms still being in the process of
change, shifting towards chosen models of contemporary understanding of guid-
ance as a lifelong accompaniment (Paszkowska, 2008 after: Lamb, 1998, Gesicki,
2004) — including coaching and mentoring. The parallel process of counselling
indicates realising simultaneously the classical guidance — in its directive form —
and its modern forms, such as mentoring.

An analysis of guidance activities realised in the mentioned projects gives an
image of both linear and parallel counselling — although the image of the parallel
guidance is much more visible.

The intention of the author of this paper is that the reader, by analysing the
described counselling processes in the realised projects, can judge and decide on
the predominance of one or the other type of guidance, or recognize the need to
make that choice as a false dilemma.

Before a description of the specific counselling strategies implemented in
the projects is presented, it is necessary to address the key concepts of this study
— vocational guidance (or counselling — the author treats both of these terms in-
terchangeably and equally, unwilling to engage in theoretical disputes which do
not add anything special to the basic problem of this presentation) and coaching
with its particular form that is mentoring (Parsole, Wray, 2002, Sottys, Piekarska,
2008).

The modern approach to counselling emphasizes the extension of its mission
by placing counselling as a permanent component of lifelong learning. It is no
longer a clearly individualised form of activity performed by vocational counsel-
lors, psychologists and pedagogues supporting career decision-making processes
in the comfort of their offices, or even, in more modern models, during group
meetings or school classes, or in other circumstances. This approach results in the
emergence of two major challenges (Krawiec, 2007):
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* The need to transform vocational guidance from activities aimed at helping
students in making career decisions, to actions leading these students to acquire
skills of independent career management;

The ability to build and develop ones own competencies, and finally to man-
age them, is the basis and the determinant of career and life (family, social) suc-
cess, definitely differentiates the income, the positions in social structures, and the
placement in the organisational hierarchy. The development of these skills is now
the subject of the European Employment Strategy.

* The need to take action of increasing the availability of vocational guid-
ance for the entrants to the labour market, workers and students, in particular the
representatives of disadvantaged groups, the excluded, or the ones at risk of social
exclusion;

The situation in Poland today is that the use of these services is easier for the
unemployed and the students, although, as it was mentioned before, generally
these are not the services that help to shape the career in the wider meaning. In ad-
dition, the vocational counselling for adults (less than for young people) is mostly
performed during realisation of specific projects, and in practice is often used for
selection for trainings, or for participation in certain social events. Perhaps the
basis of this state are the problems in defining the expectations towards modern
systems of information and vocational guidance — in fact, this has been made clear
in few countries so far (Grubb, 2002, Krawiec, 2007).

Career guidance for young people entering adult life, including the ones from
children’s homes and other forms of foster care, who are involved in the process
of gaining self-reliance, is generally implemented through counselling services
offered by schools (mainly psychological counselling offices and school peda-
gogues), and also as a part of work performed by the Voluntary Labour Corps,
and occasionally by vocational counsellors in the District Employment Agencies,
or by the staff of the Centres for Information and Career Planning of Voivodeship
Employment Agencies and their branches. Sometimes there are vocational coun-
sellors working directly in institutions or schools — but such cases are very rare,
or the vocational counsellors who possess appropriate competencies are able to
provide their services in a very limited way.

The vocational counselling services are also offered by other entities — train-
ing facilities, District Employment Agencies, NGOs, as a part of their ongoing
social projects (training, education) — but one has to remember that these projects
mostly serve the implementing of the state social policy which does not always
meet the individual needs their beneficiaries.

Changes taking place in vocational guidance in Poland, and around the world,
relate to changes that societies are going through during their turbulent develop-
ment in recent years. Career guidance has been successfully adapting in the 60s
and the 70s to the needs of the industrial society, in the 80s to the service society,
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and in the 90s to the information society — and today, in the twenty-first century,
to the Web society (Kargulowa, 2005).

Vocational counselling is frequently equated with career guidance, and often
these terms (like in this study) are used interchangeably. Typically, vocational
counselling is seen as a social process that takes place within an interaction of two
entities, and its characteristics are:

— voluntariness,

— meeting of entities,

— dialogue.

Thus, in this interpretation, the aim of vocational counselling is helping a per-
son in achieving self-reliantly the maturity, the courage, and the critical approach
in making choices and assessments. A significant part of this interpretation of vo-
cational counselling is the fact that the decision to ask for advice, and the way of
using it, are a result of a self-reliant choice. (Czerepaniak-Walczak, 2001)

Counselling can also be adapted to a mass scale and carried out by providing
advice, information, or instructions, by the means of mass communication. In this
perspective, its directiveness becomes more apparent — derived from managing,
convincing, preaching, and persuading, that result from the strong advantage of
competencies of the counsellor over the client’s. (Matecka, 2004)

When it comes to the perspectives of guidance, in 2004 the European Council
accepted a resolution concerning lifelong vocational counselling, which stressed
the need for empowerment of the institutions creating and implementing political,
legal and system solutions on national and regional levels. An attempt was made
to build structures for implementation of the decisions made in the mentioned
resolution by establishing a Lifelong Guidance Policy Network. All EU countries
declared to participate in the work of the Network, including Poland. New chal-
lenges for European (including Polish) vocational counsellors led to the evolution
of their activity, often described as vocational euroguidance or lifelong career
guidance. It is one of the key actions of the Lisbon strategy directed towards
building a European identity and eliminating unemployment.

Finally, it is important to note that what really is making the changes occur-
ring in career guidance visible, is its reorientation towards the recipient of those
services, the real client.

The focus on the client evokes a strong interest in the recipients at different
stages of life — not only the ones entering the labour market or making important
educational decisions. The area of interest contains not only the career problems,
but the overall life situation of the client, and the development of skills of self-
reliant career management. It is also assumed to go beyond the specified groups of
recipients (for example, certain risk groups), and to include the people from these
groups in the mechanisms, procedures, and guidance methods.
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New Forms of Guidance - Coaching and Mentoring

The new approach will be visible in creation of service quality assessments,
and in new forms and methods of counselling. The last decade brought a lot of
new tools and techniques of counselling. A significant revolution happened even
earlier — the primacy of the restrictions was replaced with the primacy of resourc-
es; for example, through the ideas of the so-called Spanish method, guidance be-
came a process for the development, and not only leading to decision-making.
Methods of group work with customers are being used more frequently; coaching
and mentoring are becoming increasingly more important. The former is mainly
used to support and develop professional skills, often by discussing personal mat-
ters. It excludes guiding the client towards the “right* solution, or advising any-
thing, and focuses on accompanying the client in discovering their own resources,
supporting, motivating.

On the other hand, mentoring means using ones own experience and skills in
supporting the client’s actions, who often has a similar (or the same) social back-
ground. This method is being included more and more often in the counselling
practices, especially when working with excluded groups, or the ones endangered
with exclusion. Because of its place in the guidance practice realised in the men-
tioned projects and the main thesis presented in the beginning of the article, it is
analysed more thoroughly.

The idea of mentoring has been developing gradually since the 80s as one
of the effects of popular demands for more personalised forms of work with in-
dividuals and groups at risk of development stagnation. The growth of this idea
was made possible thanks to including the objectives of mentoring in the scope
of the pursued and promoted social policy demands (mainly in the UK and the
US). Today, mentoring is considered the intellectual and social revolution of the
methods of working with people — effectively replacing the institutional, some-
what rigid, hierarchical procedures of supporting development and individual or
group changes. The individual work method allows neutralising the negative ef-
fects of the traditional forms of support based on an instrumental, often directive
approach towards the client, frequently limited to defining his/her status, and
responding formally in accordance with the procedures, rights and obligations
prescribed to this particular state of affairs. The method of mentoring guarantees
by assumption that the clients do not experience the feeling of losing control
over themselves and the institution, because they are involved in defining the
work plan and the objectives, and are co-responsible for the effects. Engaging
and stimulating the client to achieve tangible results overcomes the attitude of
learned helplessness, and the feeling of meaninglessness and lack of influence
on their own lives or achieved results. The client copes more easily with the state
of frustration and aggression resulting from, for example, the inadequacy of
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possibilities and expectations. Positive aspects of individual work are measured
by an increase in knowledge and competencies, first successes, acquisition of
the ability to assess the environment and its expectations towards the individual
properly, and on the other hand, the increased efficiency of the institutions — the
client becomes self-reliant and self-steering, more effective in life, and in result
does not require further engagement of resources from the institutions (time,
money, people), or starts to achieve tangible benefits (increased productivity,
better performance, and financial success).

Mentoring and coaching are a kind of a hybrid response (Sottys, Piekarska,
2007) to the problem of working on the effectiveness and potential of a person,
and thus had to develop methods of work which include patterns, tools and stand-
ards modelled on those areas in which the development, effectivity, potential,
change and improvement are both the starting point and the ultimate goal.

There is no doubt that the genesis of the idea of mentoring is related to the
academic influence and output, especially in the field of management, the con-
cepts of process re-engineering, total quality management, improvement of cus-
tomer service, the idea of a learning organisation, or management of knowledge
and intellectual capital of the company. “A learning organisation harnesses the
full power of the mind and the available knowledge and experience to constantly
evolve for the benefit of all of its shareholders.” (Parsole, Wray, 2002, p. 27) The
theoretical and practical output in the field of management science contributed to
the promotion of the active attitude, involvement in the decision-making proc-
esses, increasing the self-reliance and responsibility of people whose potential can
only be activated by increasing their autonomy and sense of subjectivity, which is
also the key to organisational, economic and personal success. Of course, a basic
fact cannot be omitted — that the science of management has its roots in the social
psychology and the psychology of work.

Sport is undoubtedly another area of experience derived from effective per-
sonal work with individuals and groups. It is a rich source of the most spectacular
evidence that success results from the quality of the “overall” work of the coach
(starting with the beliefin the possibility of training “great coaches” able to achieve
the “unprecedented results”, the border of the set requirements, the mastery in mo-
tivating and asking questions , the ability to provide and receive feedback, the use
of the PDP model (personal development plan) and GROW (goal, reality, options,
will), and the potential and work of the player). The common element is creating
a need for a person who, through their knowledge, experience and commitment
to the development of the pupil, is able to guide him/her through changes which
form the basis of his success (in sports, in career). And such perfect coach “...is
fully committed to the work with the pupil, and that kind of relationship can be
compared to a dance between two people, in which harmony and partnership are
the most important” (Parsole, Wray, 2002, s. 48).
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Mentoring and coaching refer also to the experience of psychotherapists and
vocational counsellors who define themselves as experts in “helping people solve
personal crises or cope with too strong stress” (Parsole, Wray, 2002, p. 15), or as
co-participants of consciously pursued path of development. The result of com-
bining of these experiences is the development of standardised and certified pro-
fessionals — business coaches and mentors working generally on commission for
large corporations. The rules of work are taken from the psychotherapeutic work
rules, and applied to “training” sessions during which all the tools of working
with a client are used (personality profiles, feedback, etc.). “The problem of these
people — bosses, CEOs, leaders — lies in the fact that they always have to be in
shape (...) Because they are ambitious, they constantly ask themselves a question:
I’'m good, but can I get even better?” (Pomocnik psychologiczny, Nr 47 (2581),
25.11.06, s. 36).

Another component of the modern image of mentoring and coaching is the
influence of the trend called “new life” which includes exploring ones own per-
sonality, performing formally attractive trainings from the field of management
and interpersonal relations, using the practical and theoretical output of the Gestalt
school, transactional analysis, neuro-linguistic programming.

Mentoring and coaching are usually defined as modern forms of individual
work with the client (ward), aiming to support his/her growth and to gain success
(in life, society, career, education), using tools inspired by the work techniques of
sport trainers and practicing therapists, oriented at goals, active performance, and
achievements. The key to success of these activities is the personal involvement
of the trainer/therapist in the pupil’s activities, supporting him/her, and taking into
account his/her needs and potential.

For many researchers and authors (Parsol, Wray, 2002, Sottys, Pickarska,
2007) the difference between coaching and mentoring is rather a semantic one,
and practice shows that coaching is a practical form of support in business insti-
tutions, and as such is a form of mentoring that focuses on career and achieve-
ments (organisational sponsor), while mentoring refers to the sphere of social and
educational activities, and is equivalent to supporting the development (personal
development and learning are the aims) (Clatterbuck, 1998).

Eric Parsloe (1997) defines coaching as “a two-way process of helping to
develop skills and achieve better results through a reliable assessment, focused
practice and feedback”, and perceives mentoring as “taking care of a worker in
various stages of their professional development and of their career in the enter-
prise — from the moment of employment, up to reaching the position at the top”.
We now know for sure that these definitions need to be significantly expanded.

Mentoring developed as a form of support for individuals who had difficul-
ties in adjusting to social requirements and expectations. This form of support,
preventing social exclusion, is often called social mentoring — it has several
versions and is being implemented on various institutional levels, often through
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various government social programs, or through social initiatives. Well known
is the use of mentoring in the processes of education and in teaching workers,
which is a part of Fair Deal at Work, promoted by the Government of the United
Kingdom, aimed at help in finding a job, especially for the unemployed youth
(or other groups — single parents), allowing them entrance into work life, and
thus preventing social exclusion. The British Department for Education and
Employment carried out the “educational mentors” project which gave employ-
ment to thousands of people working with students achieving poor results in
education, and the Ministry of Internal Affairs supported mentoring projects
aimed at persons at risk of involvement in drugs, alcohol, or other criminal fac-
tors (Sottys, Piekarska, 2007). The idea of these projects was based on a sim-
ple principle to prevent the socially unacceptable phenomena by supporting the
groups at risk of maladjustment or exclusion, and fighting discrimination in all
its forms. The largest British charities, such as Reiner or Princes Trust, have
been implementing the idea of mentoring for young people leaving institutional
care centres (children’s homes, foster homes — in Poland, these are different
forms of foster care). The idea of peer-mentoring is promoted as strongly in the
UK. In Poland, it was used probably for the first time during the implementation
of the EQUAL Initiative — “Children’s Homes Pupils — New Chances, Better
Tomorrow” (Krawiec, 2007). Most of the institutions implementing mentoring
are developing their own manuals and training programs for mentors, although
regular studies and training offers are available (Academy of Executive Coaching,
Oxford School of Coaching & Mentoring, Oxford Brookes University, School
of Coaching at the Industrial Society), which shows, of course, that another step
in the process of institutionalisation of support and counselling was taken, ex-
actly in accordance with the definition: “a direct relationship of unappreciative
nature, in which a person voluntarily devotes their time in order to support (en-
courage) the other person in a special period of change of the pupil, and lasting
for a significant period of time”. In Poland, during the aforementioned EQUAL
program, a certified path of training for mentors dedicated to support young
people in the processes of gaining self-reliance was created (Soltys, Tarkowska,
2008, Krawiec, 2007).

In the U.S., the practical realisation of the idea of mentoring can be seen in
the introduced in the 80s and the 90s Puente Program — created to support the
educational efforts of Hispanic students. The idea used in this program is based
on the work of the counsellor playing here the role of a mentor and a counsellor-
mentor liaison. Such person is usually recruited from the local community (Latin
American). His/her tasks include assistance in diagnosing the school problems,
and developing measures to solve them, help with preparing students to take the
school skill tests, and above all, together with other professionals, construction of
individual career paths (Grubb, 2002, Krawiec 2006).
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Mentoring and Peer Mentoring in Working with Disfavoured Youths

From the counselling performed during the EQUAL project, to the activities
of the Development Support Centre funded for the next four years by the ESF
(Human Capital Programme), mentoring was a particularly important tool in the
counselling activities. Its participation in the processes of gaining self-reliance
can be portrayed in three basic dimensions (types):

— peer mentoring,

— entrepreneurship camps,

— the 3rd type of mentoring.

This division is rather symbolic — in practice it is not definitive, the three
types or dimensions interpenetrate each other, the proportion of mentoring is also
different for the each phase (project) of the performed counselling.

1. The use of mentoring as a tool for supporting the effectiveness of self-reli-
ance gaining process began with the implementation of a special kind of mentoring
used in the UK — peer mentoring. In our reality (and also in British), peer mentoring
was based on engaging older colleagues in working with the self-reliance gaining
pupils — those colleagues who have successfully completed the process of becoming
independent, or were in a stage that boded well. The main expectation here was the
best possible knowledge of the pupils’ environment, but also the individual features
of the pupils, positive from the point of view of social norms and values. These
features (among other things) allowed them to find themselves at this stage of the
effective process of gaining self-reliance, and going into the independent living.

There was one other major reason for the high hopes associated with peer
mentoring. Engaging people from the same background and at a similar age, with
similar life experiences, practically guaranteed avoiding communication barriers
appearing normally between pupils and people from the outside (adults, the inde-
pendent). In fact, this assumption proved to be extremely accurate, but as it turned
out later, it was not quite enough.

Thus, the first form of mentoring, peer mentoring, was carried out by the
established Mentoring Office and its members — the independent pupils, or the
ones in the final stage of gaining self-reliance. The office organised its work by
making plans and constructing efficient ways of maintaining contact and helping
their colleagues.

2. Another way (dimension) of participation of mentoring in the self-reliance
gaining processes was the entrepreneurship camps. The idea was based on the
assumption that all models, programs and instruments that were to be used for ef-
fective self-reliance gaining processes were not really effective without the active
participation of the pupils. After all, in order for the actions aiming at gaining self-
reliance to have a point, the pupils had to participate actively in them (compare:
Gas, 2000). It is obvious that this would be possible, if:
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— the program’s target group knew not only the basic guidelines, but also all
the opportunities they can gain from,

— the importance of personal, individual motivation for participating in the
project was included,

— the participants were able to apply their own vision of participating in the
project, based on their individual experience,

— the project in a sense “took part” in the educational process of its benefi-
ciaries.

In order to achieve these conditions, it was decided to use the idea of camps
— as a pretext for specific actions directed at the pupils participating in the project.
Three editions of camps were planned:

* The first one — in a sense, it started the whole activity of the project directed
at the beneficiaries — it was organised in summer 2005.

* The second one — in 2006, on one side it played the same role for the
newly recruited participants, and on the other it was an opportunity for the most
interested participants to develop further some of the agreements made in the
first camp. During this camp, for the first time, the idea of mentoring was com-
bined with the guidelines of an entrepreneurship camp — or in other words: using
mentoring as a basis for organising and functioning of an entrepreneurship camp
(Krawiec, 2007).

* The third, fourth and fifth ones were a developed continuation of the sec-
ond camp with small modifications that did not change the main goals.

The experience gained during the first camp was the main inspiration for de-
signing and modifying the plans for the next camps made in the beginning, and so
it needs to be described in more detail.

Firstly, it was supposed to serve as a tool for accurate, reliable informing of
pupils about the guidelines and possibilities of the project.

Secondly, it was supposed to equip participants with social competencies that
are particularly important when entering into independent, adult life, especially
interpersonal skills, knowledge of the basic possibilities of the surrounding social
infrastructure, ability to work in a group, internalisation of the socially accepted
norms and values.

Thirdly, it was intended to provide participants with the opportunity to spend
their holidays surrounded by woods and water, away from the hustle and pollution
of their environment.

Fourthly, it was supposed to be an opportunity to test the defined educa-
tional assumptions, with a particular emphasis on the preventive aspect (Gas,
Szymanska, 2000).

Building the camp’s program was based on the procedures of constructing the
early intervention programs (Gas, 2000), taking into account the basis of profes-
sional psychological prevention (Szymanska, 2000), and also on the fundamental
assumptions of the social rehabilitation methodology. Due to the specificity of the
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camp’s participants, their number, and the characteristics of individual partici-
pants, prepared and provided by their foster care institutions, an adequate number
of tutors was provided. Constant and direct care was provided by educators from
the foster care institutions, who applied for participating in the project. The essen-
tial part of the camp’s program was realised by the scouts at the age of about 20
years. Moreover, both groups were assisted by a group of volunteers — students,
trainees, who not only helped in the supervision of the participants, but also gave
their own additional ideas concerning the camp’s program.

A very important aspect of the camp’s functioning was “using” the partici-
pants’ activity on a larger scale than it is usually done in this type of projects.
When observing the daily functioning of the camp, it was visible that the number
of conflicts between the participants, the participants with the scouts and the stu-
dents, is much smaller than between the participants and the “professional” educa-
tors. In the final assessment, this type of organising supervision was evaluated as
unfit for the objectives of the camp. Besides, it was quite a difficult experience for
some of the “professional” educators.

The evaluation of the first camp allowed drawing conclusions and introduc-
ing some changes:

* The “professional” tutors and the volunteers were replaced with the self-
reliant pupils, the participants of the first camp working in the mentoring office,
active mentors, and even the participants of the first camp who were still in the
foster care institutions, but who possessed some authority among their colleagues.

* These groups, together with the scouts, were prepared to perform the roles
of tutors in a special training during which they took part in a professional course
allowing them to work as educators at holiday camps. Moreover, they created
a precise program of the camp in the form of concrete scenarios planning the
whole predicted time.

The basic problem and the main guideline was organising the social relations
at the camp in such way that even if they had an element of dependency, they still
were mutually beneficial, also for all of the participants — which is in accordance
with the standards of modern vocational counselling.

The applied organisational and educational solutions were based on the goals
of mentoring (and peer mentoring also), being the effect of a search for the best
methods of cooperation between a teacher and a student — effective but still con-
nected to the traditional types of bonding and interacting.

Basing the organisational and educational goals of the camp on the idea of
mentoring was a risky task. The newly recruited tutors were only about 20 years
of age, they quite recently had left the foster care institutions, had various types of
relationships with other pupils. They were to be assisted by the scouts who were
also young, but had some experience in working with youths. However, this also
caused a certain problem — during the former camp, the scouts were realising some
parts of the program, sometimes even played the roles of tutors by establishing the
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limits and demanding respect of the regulations — which could have had an impact
on the quality of the relationships. Moreover, the experience from the first camp
showed a quite strong aloofness of the participants towards some points of the
program, sometimes evolving towards a strong opposition.

3. The 3rd type of mentoring — it relates to working with the self-reliant pupils
within the 2010 — 2011 project “Development Support Centre”. After a few years
of experience, the implementers of these projects came to deal with the increasingly
visible signs of “wear and tear” — not so much of the ideas, as the mentoring prac-
tices carried out by a relatively homogeneous group of young people. On the one
hand, they were not inclined to popularising the method among their potential suc-
cessors — as though they were making it somewhat difficult for the new colleagues
to engage in the work of the Mentoring Office. On the other hand, they limited their
own participation in its activities. The reasons for the decreased mentoring activi-
ties were different - many of them needed to focus on their studies at the university,
a number of them started their own families, the financial situation of some of them
was in the way — their jobs began to absorb more time. The project implementers be-
gan to raise hypotheses concerning the impact of the too cursory preparation and the
not careful enough selection of this diversified group of very young people. Young
mentors themselves also began to formulate judgments, noticing that being at the
start of an adult life they have relatively few “achievements” in life — they have
not yet completed their studies, did not reach a suitable financial status, or planned
living conditions. It was not about impressing younger colleagues, but rather about
identifying the indicators of the defined and achieved life goals. Many of the men-
tors also mentioned their declining motivation to work.

Everything pointed clearly to the need of replacing the mentor team with
a new one, and modifying the recruitment criteria and the ways of preparing the
volunteers to work. Firstly, the circle of persons to whom the offer to participate
in the project as mentors was sent was extended — instead of engaging only the
younger pupils or the older independent ones, the offer was addressed to a much
wider body — students of pedagogy and psychology, probation officers, social
service workers. They were offered participating in the project through volunteer-
ing with all its legal characteristics.

Secondly, a new way of selection was introduced — an interview during which
all those willing to work in the project presented the strength of their motivation,
the reasons for which they wish to participate in the project, their social and eco-
nomic situation, and even their life and career plans.

Thirdly, basing on the certified learning paths for mentors and peer mentors
(Sottys, Tarkowska, 2008) developed within the EQUAL project, a training pro-
gram was created — rich in content and relatively stretched in time — which was
also a test of motivation for the candidates, and a test of the project implementers’
ability to replace the candidates in case if anyone resigned from the project during
the training. The training program contained four basic modules:
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— contact in the situation of giving help,

— communication between a mentor and a pupil,

— family context of a pupil in the work of a mentor,

— difficult situations in the relation with a pupil, lasted for 96 hours in total
for each participant, and was realised within twelve days, during a period of six
months.

Fourthly, the mentors were provided with professional supervision sessions
conducted by experienced trainers perfectly acquainted with the pupils’ environ-
ments.

Thus, mentoring is understood in our projects both as a tool used in career
counselling, as well as its special form — on the one hand, it is an effect of the
counsellor’s work (and the recommended way to increase the efficiency of the
processes of empowerment), as well as a special type of the counselling process
— in which the mentor acts as a guide and helps not only in the construction of
individual career paths, but also offers assistance in solving life problems.

“Classic” Forms of Counselling — a Description of Practice

In this context, how does the “classic” vocational counselling, aimed at the
disfavoured youth at risk of social exclusion, and realised in our projects, appear?
In order to present it the right way, a wider context needs to be considered. This
will enable understanding the situation of the guidance recipients, as well as the
used methods and tools.

Young people, who are having a great difficulty in acquiring the educational
basics, often displaying behaviour issues, sometimes coming into conflict with the
law, are in a situation that requires a particular care on the part of both the educa-
tional, as well as the care system. It would seem obvious that these youths, staying
under care of government, should receive from their caregivers a special support,
especially in as important areas as education, entering the labour market, and pro-
fessional development. It would seem that, while staying under care of special-
ists, they will be diagnosed accurately — especially when it comes to vocational
predispositions and cognitive abilities. And that the specialists will construct ap-
propriate career paths and support at least the initial steps of their implementation.
(Hochman Musielak, 1994, Paszkowska Rogacz, 2004)

It would be desired, if young people were placed in schools in accordance
with their interests and intellectual capabilities. The caregivers should think about
it before making a decision concerning the choice of a secondary school, and
prepare young people for a larger, but qualitatively different mental effort, encour-
aging their pupils in this process. In this course of actions, some of the specific
personal, social and economic determinants should be taken into account. This
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requires a professionally prepared program for gaining self-reliance; a care, foster,
and education program. And above all — a program that allows the construction of
implementable career development paths. This cannot be done without the partici-
pation of a vocational counsellor.

Among the 87 foster care pupils who applied independently’ for participation
in the aforementioned EQUAL Community Initiative:

— 37 wanted to participate in computer skill trainings (courses),

— 75 wanted to participate in language courses,

— 37 wanted to participate in vocational trainings,

18 (over 20%) needed to go to an appointment in the Vocational and Social
Counselling Office functioning within the project — according to the initial infor-
mation, they needed to change theirs schools quickly.

It should be noticed that over 40% of the Project participants expressed the
need for participating in additional vocational trainings. They were going to start
their independent lives — but with what social and vocational competencies?
Nobody offered them any ways of development, nor talked to them about their
needs. The number of the ones who later took effective steps in order to fulfil
those needs, is another question.

This data was collected at the beginning of the project, which started in 2005,
and in the first half of 2007 only, the counselling office served 48 new clients who
were given the opportunity to attend various professional courses.

Until the first half of June 2007, the vocational counsellors worked with over
200 pupils who received over 200 positive decisions concerning participation in
professional courses, after attending specialist psychological tests.

It needs to be stated that these youths were able to use the chance of better
preparation to entering the labour market, and starting independent lives, only
thanks to the realised project. It provided consultations and assistance of the vo-
cational counsellors, and financed the trainings — but are those needs not possible
to fulfil without such support?

It is well known that finding vocational counsellors employed outside psy-
chological counselling centres, or specialist and school career centres, is practi-
cally impossible. The tasks of vocational counsellors in the counselling centres
are successfully fulfilled by the employed psychologists and pedagogues, but the
number of School Career Centre is not very high. Schools are obliged to provide
career guidance services that are performed by the employed pedagogues, psy-
chologists, or trained teachers, who give lessons on entrepreneurship, for exam-
ple. The role of the Voluntary Labour Corps also cannot be forgotten — with their
Youth Employment Agencies, Youth Education and Labour Centres, and Mobile
Centres for Career Information.

' Among over 110 pupils put up by the foster care institutions — data from the Initial Report
on Project realisation
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Despite all that, no one offered our youth the vocational counselling services
in the field of creating career path, nor the ways of achieving some of its steps.

It is obvious that if the vocational counselling system functioned well, even in
its truncated form, this group of clients surely could have received the necessary
support. The reason cannot be the lack of funds for vocational trainings — they
can be financed from the Labour Fund (the law on employment promotion and
labour market institutions) by the District Employment Agencies or the Voluntary
Labour Corps.

Clearly, there is a need to ensure a well-organized and well-functioning sys-
tem of vocational guidance aimed especially at disfavoured youth, including the
pupils from the foster care and social rehabilitation institutions, and also foster
families. The experience gained from the project clearly shows the need for a
“special” support system for development of young people leaving care facilities,
but also shows the specific difficulties of this group. Beyond doubt, the main hin-
drance in creating a universal system, even on a regional level, is the significantly
different approach of the local government to the process gaining self-reliance. To
a large extent, it results from various opportunities in finances, premises, and even
in personal traits.

However, regardless of the form of gaining self-reliance, young people start
their independent lives completely unprepared. They do not know how to manage
reasonably their marginal financial resources, possess little knowledge on rational
nutrition, and sometimes, despite large facilities, they are unable to cope in the
social infrastructure that was created for them, too, after all.

The experience gained during the realisation of the project allowed creating
the concept of Development Support Centre — an integrated model of introducing
the disfavoured youth into the labour market.

Development Support Centre

Development Support Centre should be an institution harmonising and inte-
grating a variety of activities aimed at supporting the professional development
and the process of entering into the labour market of the children's homes pupils
and other groups of young people at risk of social exclusion, facilitating the under-
standing of mechanisms and requirements of the modern labour market, conduct-
ing introductory vocational orientation, and allowing the acquiring of the neces-
sary social competencies.

In the course of the activity hitherto, no forms of cooperation between insti-
tutions dealing with the disadvantaged youth, and other institutions, such as aid,
education, employment services and employers, were created. The organizations
representing young people have not yet developed any effective ways of shaping
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the personal, educational, and professional paths, the education, or the ways of
cooperation with the local labour market institutions (voivodeship employment
agencies, district employment agencies, training providers, employers). Young
people often lack support in choosing the path of personal and professional de-
velopment, and do not possess the experience enabling them to benefit form the
available training, educational, and professional offers. They lack the skills of job
seeking, employment conditions, career choice, and recruitment procedures (self-
presentation, writing resumes and cover letters).

Moreover, the environment of employers, employment services (voivode-
ship and district employment agencies), and the local government, has not created
a model of systematic support for social activities and projects, and has limited
itself mainly to a quite rare support of the companies during charitable and social
events — not involving them in the creation of lasting effects of mutual coopera-
tion. There is no support system for long-term activities of the socially responsible
companies created by the local employment offices, and other elements of social
infrastructure, possessing the aid measures that can contribute to the construc-
tion of a social partnership and to the support of disfavoured groups in the labour
market.

Moreover, there is a lack of a place, a common platform for the exchange
of information; a lack of an integrated system for the collection of information
among the partners from the local labour market; a lack of information on lives
of the self-reliant pupils from children’s homes and other foster care institutions.
There is a chaos of information; there is no coherent system for exchange of in-
formation, which leads to a lack of an integrated influence of various institutions
supporting this social category of the disfavoured group.

Our proposition gives a chance to eliminate at least some of the mentioned
problems.

The most meaningful would be the activities of Development Support Centre
oriented towards:

— the permanent care of social and career guidance,

— the possibility of responding directly in the process of gaining self-reliance
by young people, through flexible and professionally selected instruments of vo-
cational training,

— supporting the self-reliance gaining process from the moment the pupils
come to the children’s home or another form of foster care,

— the use of mentoring as one of the basic tools of career guidance — and also
of a separate, independent (autonomous) method of supporting the self-reliance
gaining processes at the same time.

The proposed Development Support Centre model, which would work in
the structures of social aid, will give a chance to provide comprehensive support
for young people from disfavoured groups and at the risk of social exclusion,
and the organizations representing them in the construction of individual paths of
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professional and personal development. These actions will create more favourable
conditions for making and implementing decisions related to the process of gain-
ing self-reliance and adapting to society.

The assumed effects of the Development Support Centre’s activity towards
youth were:

— reinforcement of the self-reliance gaining process,

— increasing the chances of finding employment,

— improved life and vocational orientation of the pupils,

— joining various forms of aid within a single institution (easier accessibility),

— permanent and multi-dimensional support, not incidental.

The effects of the Development Support Centre’s activity towards the system
will be:

— integration of the various entities from the local labour market in deal-
ing with specific issues of the local community (a network of employers, local
government organisations, NGOs, public administration, universities, educational
and training institutions, other stakeholders);

— improvement of the communication system, information flow, and data
collection, through the use of a modern web-based platform;

— increased efficiency of the activities carried out for the benefit of the target
group by the social and economic institutions through integrating the support and
communication system;

— development and increased flexibility of the existing social care through
the creation of a new professional structure;

— a support system for the employers in the process of realising the idea of
social responsibility, implemented in a sustainable, not incidental manner;

— a monitoring system of the pupils’ lives, and of the effectiveness of taken
actions, basing on accepted indicators.

Unfortunately, the situation today is as follows:

— In early December 2011, the Centre for Immaterial Support (a part of
the Social Welfare Centre in Lodz) will be replaced with the Centre for Social
Integration as a part of the reorganisation of social care. Some of the objectives
and planned tasks are similar, but have different range — and also some signifi-
cantly different guidelines. In our plans, it is the social care that was supposed to
be, through the mentioned centre, an animator, and partially a sponsor, of the basic
activity — including initiation of mentoring. One of the conclusions, developed
mainly in the last project, was a proposal of paid mentoring — withdrawing from
the use of volunteering only, and commissioning mentoring, for example, under
civil law contracts. The contracts seem to increase the possibility of supervising
the mentors, and the rules concerning the three participants of this project are also
clearer. If there is no possibility of financing mentoring in this way — the only re-
maining option is to continue using the voluntary service with all of its advantages
and disadvantages.
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— A comparison of the two approaches to mentoring (peer mentoring, im-
plemented by the autonomous structures of Mentoring Office, and mentoring, ap-
plied in the last project) clearly highlights another difference (which was stressed
weakly earlier) — the mentoring implemented in the EQUAL Initiative, and in
the next project, by peer mentors working in the Mentoring Office, was based on
the activity of this office — peer mentors were sharing the information among the
pupils from social care institutions in Lodz and in the voivodeship, and support-
ing the interested colleagues. In the third project, mentoring was implemented as
a recommendation of the counselling office — as a result of the carried out diag-
nostic and counselling activities, which was also one of the reasons for postulating
the introduction of paid mentoring.

— The Voivodeship Labour Office in Lodz assessed our continued support
towards the self-reliance gaining processes as not meeting the objectives of in-
novation, and refused to continue to support (co-finance) them. At the same time,
in other parts of the country (for example, in Podlasie and Zachodniopomorskie
Voivodeship), the first steps in using mentoring are currently funded under the
Human Capital Programme. It might be a Polish specificity.

Despite this, the Development Support Centre team will continue its activi-
ties. It was mentioned earlier that some of the trained mentors have not stopped
their activity — they continue to support their pupils. It is also planned to start
commercial diagnostic and counselling activities, and to finance the processes of
gaining self-reliance with the incomes. We will also share our experiences and
support the development of the family assistant services, working for the promo-
tion of this form of social work.
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