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Introduction 

 

The COGNOS project aims to contribute to the EU2020 strategy, helping to achieve the objectives of 

the 15% by 2020 of adults taking part in training activities, by improving their level of key 

competences and skills, with particular regard to their relevance for the labour market and their 

contribution to a cohesive society through the development of basic skills (especially literacy and 

digital skills), contributing to reduce the low skilled adults who are in in risk of social exclusion. 

Through this we are developing an open, flexible and innovative learning method on literacy and 

digital competences, based on intergenerational learning communities, in which young people will be 

adults’ trainers. 

 

The methodology applied for during the COGNOS project will be Mentoring, as a collaborative 

methodology, allowing a necessary bridge between different generations that coexist in the (take 

out) society and defined with scientific and pedagogical rigor, structured in a Training pathway (from 

a modular approach and based on EFQ). 

 

The main outputs from COGNOS are the following: 

-A Methodological handbook for trainers and facilitators (to support trainers interested in promoting 
intergenerational learning processes in adult education). 
 
- A guide for the intergenerational trainer, focused on adults who are interested in training 
methodologies based on intergenerational mentoring.  
 
-A guide for young mentors, which offers a new version about the mentoring process to young 
people.  
 
The relation between them is illustrated on the following pages in the fig.1 and explained in more 
detail. 
 

The current Guide for Intergenerational Trainers on how to take part in training activities is 

addressed to senior mentees-mentors (intergenerational facilitators,) to support them in the learning 

experience, being mentor and mentees. This guide for senior mentees will be intended to train the 

future mentees about mentoring, and especially in this reverse mentoring process. By reverse 

mentoring process in this context it means that a senior person is the mentee and the less senior the 

mentor, where the individual needs and expectations are at the core of the mentoring relationship 

and the learning process is based on the real world and life experiences. This implies an open mind 

and an open relationship in which to discuss their needs and objectives whilst overcoming obstacles 

of age, status and power, rooted in respect and will to learn more and continue to develop 

themselves personal and professionally.  
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The guide will have the following objectives: 

1. Provide learning to seniors mentees; 

2. Raise awareness about the mentoring process; 

3. Promote mentoring among adults; 

4. Boost the participation of adults in training activities; 

5. Encourage the principle of participation in active life and active citizenship. 

 

The Guide for Intergenerational Trainers is structured into four main chapters: (1) Definitions of 

mentoring, reverse mentoring, types of mentoring, value and benefits of reverse mentoring  ; (2) 

Why a mentoring methodology for adult education? Highlighting mentoring methodology´s 

contributions/advantages in comparison with other educational approaches in adult education 

context and basic competences (Literacy and ICT), and stressing the meaning and purpose of 

mentoring as well as  possible disadvantages (pitfalls) of the mentoring methodology; (3) I want to be 

a mentee: how can a mentee prepare and  qualities of a successful mentee and the finally (4) I want 

to be a mentor: reasons you will want to be a mentor and qualities of a successful mentor. 
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II. Context 

 
 

Cognos is addressed to the collective that work within the adult education sector. As illustrated 
below on the figure 1, the main three intellectual outputs of Cognos project are the O3 -Cognos 
Trainer´s Handbook; O4 – Cognos Guide for Intergenerational Trainers and O5 – Guide for young 
mentors. What and How to Learn?  
 
Moreover the O3 - Trainer´s Handbook is meant to serve as a foundation for the two integrated 

products of the COGNOS-project. In general, the manual consists of practical guidelines for trainers, 

terminology and methods, good advice, and how to avoid common mistakes and offers some 

practical examples of using the toolbox and an insight into the trainer´s skills. This document 

provides some examples of tools that focus on adult basic competences such as literacy and ICT skills 

and promotes mentoring and reverse mentoring training.  

 
The O4 –Guide for Intergenerational Trainers is a manual on how take part in training activities, 
addressed to senior mentees-mentors (intergenerational facilitators). This guide provides support 
within the learning experience, how to be a mentor and mentee within the field of mentoring and 
especially in this reverse mentoring process.  
 
Finally the O5- Guide for young mentors. What and How to Learn?  Is addressed to young mentors 
and supports them in the learning experience, being mentor and mentees. The guide for young 
mentors intended to train the future young mentors about mentoring, and especially in this reverse 
mentoring process. 
 
International learning community for adult education is an important part of Lifelong Learning which 
involves the participation of members from two or more generations in learning activities, working 
together to gain skills, values and knowledge and learning from each other. On one hand, 
intergenerational learning addressed to seniors may play both roles: as a mentee with basic 
competences of literacy and ICT and as mentor who wants learn about mentoring, to become a 
mentor and teaching basic competences to adult people, both senior and/or young. On the other 
hand, intergenerational learning addressed to youngsters may assume both roles as well: as a 
mentor in which young people who want to learn about mentoring become a mentor, teaching basic 
competences to adult people, both senior and/or young.  And as a mentee who want to learn basic 
competences on literacy and ITC. 
 
Reverse mentoring process happens when traditional mentoring changes mentor and mentee roles: 
when an older person-mentor is training a young adult-mentee about their experience in life for 
instance and a young adult-mentor is teaching new situations and technological developments on ITC 
and the senior adult is the mentee. In the context of the present guide senior adults support them on 
mentoring and especially on reverse mentoring and helping to become mentor and mentee. It must 
emphasized that in the present guide the mentor is younger than the mentee even both being senior 
adults.  
 
 
 
 
Fig.1 International Learning Community for Adult Education on Cognos Context 
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III. CONTENTS 

III.1. Mentoring – Reverse mentoring 

Definitions of mentoring 

  

Guidance and support provided in a variety of ways to a young person or novice (i.e. someone joining 

a new learning community or organisation) by an experienced person (mentor) who acts as a role 

model, guide, tutor, coach or confidant. 

“Mentoring is a term generally used to describe a relationship between a less experienced individual, 

called a mentee or protégé, and a more experienced individual known as a mentor. Traditionally, 

mentoring is viewed as a face-to-face, long-term relationship between a supervisory adult and a 

novice student that fosters the mentee’s professional, academic, or personal development. It is 

important to acknowledge that the term “mentor” is borrowed from the male guide, Mentor, in 

Greek mythology, and this historical context has informed traditional manifestations of mentoring.” 

Source: http://ehrweb.aaas.org/sciMentoring/Mentor_Definitions_Packard.pdf 

 

The emotional drain on mentors can be daunting. A mentor in a study remarked, 

“You have to be a listener, you have to be a mother and you have to be a friend”. Mentors also act as 

protector, coach, therapist, as well as many other roles. Fairbanks et al. (2000) describe mentoring as 

dancing: the music changes frequently and with each change a new step is required and one never 

knows if a stumble and an unintended injury or a graceful lift and two joyous smiles will result. 

Source: http://www.businessdictionary.com/definition/mentoring.html#ixzz3pyv72Aq8 

 

Types of mentoring 

In general, we can distinguish between two general types of mentoring programmes: 

 

Formal Mentoring is a result of planned, organised and structured meetings between a Mentor and a 

Mentee 

 

Informal Mentoring is a result of unstructured but frequent contact between a Mentor and a 

Mentee over an extended period of time. 

In addition, we can distinguish between different forms of mentoring based on the mode of 

communication they are using. 

 

Pair (individual) mentoring is the type of mentoring where a Mentor communicates   with one 

Mentee; they meet each other, get acquainted and build relationship through a period of time. In 

such type of mentoring a Mentee and a Mentor get acquainted more quickly and begin to develop 

deeper discussions from the very beginning. This type of mentoring is suitable for the Mentee who 

feels more comfortable communicating and interacting directly with his/her Mentor. The Mentor can 

concentrate on the issues of one Mentee and pay all his/her attention to him/her. To achieve 

http://ehrweb.aaas.org/sciMentoring/Mentor_Definitions_Packard.pdf
http://www.businessdictionary.com/definition/mentoring.html#ixzz3pyv72Aq8
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effective development of this type of mentoring it is very important to match a Mentee and a 

Mentor appropriately. 

 

Group mentoring is mentoring where a Mentor works with a group of 4-5 Mentees. In this type of 

mentoring it takes more time for Mentees and a Mentor to get   acquainted and to build good 

working relationship. Mentees who participate in such kind of mentoring should have good 

communication skills and abilities to work in a group. They should also understand that they should 

collaborate together to reach the group’s goals. The most important aspect for a Mentor in group 

mentoring is that he/she should see each Mentee as an individual and understand that he/she has 

his/her own opinion and attitudes that he/she can express within the group. 

 

Face-to-face mentoring is a form of mentoring where a Mentor meets his/her Mentees regularly and 

communicates with them during individual or group face-to-face sessions. 

E-mentoring is an electronic form of mentoring that is based on using ICT tools for communication 

between Mentors and Mentees and for e-learning. Regular mentoring meetings take place on the 

Internet where a Mentor and a Mentee (-s) login to the special secure web platform and 

communicate with each other on issues connected with adult education leadership. 

 

Blended mentoring is a form of mentoring that combines face-to-face mentoring sessions and e- 

mentoring sessions. When this form of mentoring is used, a Mentor meets and communicates with 

his/her Mentees regularly on the special secure web platform on the Internet and also several face- 

to-face mentoring sessions are organized in between. It is recommended to have at least three face- 

to-face mentoring sessions – one at the beginning of the process, one in the middle and one at the 

end of the mentoring process. 

Online mentoring - This type of mentoring enables a mentoring relationship via emails or online 

communicators. This form of mentoring is suitable for people who cannot meet face to face. Thus, it 

can serve as an alternative for traditional face-to – face meetings. 

 

Community-based mentoring - This type of mentoring programme takes place within the mentors 

and mentees’ community. This can be the neighbourhood community, school based community, 

local community etc. 

The above styles of mentoring depend on different modes of communications and meetings. In 

choosing an appropriate form of mentoring, Mentor and Mentee should consider the time they are 

able to dedicate to mentoring and a mode of communication, which works for them the best. 

Mentor and Mentee should choose the one, which suits their needs and requirements. 

 

Reverse mentoring 

Do we really use all the knowledge and experience that exist within an organization? An effective 

way to share their valuable experience in an organization’s mentoring i.e. when a person with more 

experience will guide a person with less experience and knowledge in one or more areas. In order to 

forward learning and utilizing insights and knowledge from across the organization, they also can 
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practice the reverse mentoring, which means that the knowledge and experience also flows from the 

bottom up in the organization. 

There are a number of advantages of reverse mentoring. The engagement of employees increases, 

knowledge flow between functions and a learning and collaborative environment is created.  

Much of the learning that contributes to our success happens not through books, but through real 

world and life experiences. Without a mentor, that learning occurs mostly through trial and error. 

With a mentor, however, even experienced professionals can benefit from the experiences and 

expertise of someone else and use their knowledge to assist development. 

Similarly, those persons who are eager to gain new knowledge will discover that being a mentee 

shortens the learning curve for acquiring new skills which in turn will assist with future life, e.g. 

employment, training etc.  

  

What is reverse mentoring? 

You could say, it’s just like regular Mentoring, the only difference is that the Mentor is the less senior 

person, and Mentee the more senior. 

”Based on old paradigm mentoring where a more senior person (in terms of age, position or 

experience) mentors a junior, reverse mentoring places the more junior person as the mentor. The 

key to success in reverse mentoring is the ability to create and maintain an attitude of openness to 

the experience and dissolve the barriers of status, power and position.”  

Source: Ann Rolfe, Mentoring Works, http://mentoring-works.com/reverse_mentoring.html 

 

”Alan Webber, co-founder of Fast Company describes reverse mentoring: "It’s a situation where the 

‘old fogies’ in an organization realize that by the time you’re in your forties and fifties, you’re not in 

touch with the future the same way the young twenty-something’s. They come with fresh eyes, open 

minds, and instant links to the technology of our future". Jack Welch, Chairman of GE, has ordered 

his top 600 managers to reach down into their ranks for Internet junkies and become their students.” 

Source: Matt M. Starcevich, Ph.D. http://www.coachingandmentoring.com 

 

What can I expect to gain from a mentoring relationship? 

One of the key tasks a mentee needs to perform to ensure a productive relationship with a mentor is 

to be very clear about what you expect and need. No mentor will be able to meet all of your needs, 

but by explicitly articulating your expectations it will afford the mentor an opportunity to clarify 

which ones they can successfully meet.  

 

Regarding reverse mentoring so there are some things to consider: 

 

• A pair who can get mutual benefit and knowledge of each other. It is not a communication "we 

versus them" but the focus is instead on a two-way communication.  This mentor relationship needs 

to be generous where both parties' input is equally valued. 

• You create together - it's not just one that conveys but together create something that gives 

greater value. This applies for both parties to have an open mind and like to see and explore different 

http://mentoring-works.com/reverse_mentoring.html
http://www.coachingandmentoring.com/
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perspectives. 

• Reverse mentoring is based on the idea that both parties have the trust and respect for each other 

and that there is a genuine interest in learning from each other. The goal is to challenge each other 

to go beyond the comfort zone and try new ways of thinking, working and being on. 

To create a learning culture, let knowledge and insights flow both upwards and downwards. 

 

Value, benefits 

 

Skills and knowledge transfer 

Leverage of the mentors’ insight into internet technologies and modern communication, networking, 

marketing/sales tools. For the mentee, this means they quickly gain skills and practice in using new 

technologies and tools and taking these into use. 

 

Recognition and Influence 

More junior employees are recognized for their skills and knowledge in this area. Their passion to 

change how to work and learn is communicated and presented to a greater network of seniors and 

adults. The mentors also get a greater chance to influence how we interact, using emerging 

technologies and new working behaviours. 

 

What is the purpose of a reverse mentoring relationship? 

Forty-one percent selected "To gain technical expertise" and 25% selected "To gain a younger 

perspective". This supports the notion of capitalizing on the technical knowledge base and younger 

perspective of the mentor. An intense relationship is indicated by fifty-two percent stating they met 

once a week with an additional forty-one percent meeting once a month. Although twenty-five 

percent expect the relationship to last 1-5 months and twenty-percent expect it to last longer than a 

year. 

 

For organisations to be able to offer the right services and to attract the right people, they need to 

understand human behaviour, those that apply now, but also how we will behave in the near future. 

 

All too often expressions that reject social media, new communication methods and behaviours that 

might mainly associated with younger generations, is heard. Those seniors with more experience do 

not want to adapt new behaviours and detract from the power of change, such as the Internet and 

new technology. 

It can be successful to work with "reverse mentoring" or young mentors. The seniors 

becomes "mentees". This often starts new and unexpected thought processes in groups that need to 

renew their perspective to achieve personal development.  

Conversely, mentoring is easier if the mentee is open and can drop the prestige. The mentee and 

mentor should be equal. Certainties and values can be shaken and mentee may not get the response 

from its reverse mentor he had expected or hoped for. This can be challenging, but ultimately gives 
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the development and success desired. 

 

III.2. Why a mentoring methodology for adult education 

Life is a perpetual learning journey and much of the learning that takes place in our workplaces today 

is informal learning - that is until it dominated the way employees learn new things. Informal learning 

covers everything from knowledge and insight obtained through coaching and mentoring when we 

observe how others do take part of blogs, articles, trade journals, videos of conversations and 

discussions with others. 

A constant learning is something that is required of us to be successful in everything from the 

workplace to the private sphere. The knowledge and skills that we receive through informal learning 

are often invisible to our employers, when there are no formal diploma, certificate or certificates. 

(The challenge of validating informal learning are discussed even at the EU level, precisely because it 

is an important part of all learning taking place today). So how can we make this more visible and 

even more useful in organizations? How can we find ways that allow e.g. colleagues share their new 

skills and knowledge in a simple and smart way that will benefit more? 

Some things adult educators can do, for example, is to 

 

• actively encourage their learners to share their new skills by example create their own wikis, 

message boards, social networks and blogs, etc. where knowledge can be easily shared with others. 

Additionally, this information can then be easily searchable by others within the organisation that 

later needs it. 

 

• have a formal or informal setting to learn from each other through such mentoring (see earlier 

paragraph about reverse mentoring to use the full competence of the organization). 

 

• what information and knowledge being sought among the learners and thus get a good basis for 

developing and fine-tuning more suitable and sought-formal education / training. 

 

Learning new things is something we choose, whether it be through a formal education / training or 

through informal learning. Since a constant learning is a prerequisite for learners to continue to 

develop, we need to find ways to take advantage of the power and commitment that exists in all the 

learning that takes place "on the side". An employer who takes advantage of this will be in the 

forefront - both by being able to build on this knowledge and this commitment but also by being 

perceived as an attractive and responsive employer. 

 

Highlight mentoring methodology´s contributions/advantages in comparison with other 

educational approaches in adult education context and basic competences (Literacy and ICT). 

The goal of adult education is that adults should be supported and encouraged in their learning. They 

should be given the opportunity to develop their skills in order to strengthen its position in working 
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and social life and to promote their personal development. The starting point for education should 

be the individual's needs and circumstances. 

A more heterogeneous population and a society characterized by increased diversity places has 

increased demands on flexibility and individual adaption. A new and growing audience immigrant 

and limited education provides new educational challenges and requires more personalization. So 

the mentoring methodology suits very well in to adult education. 

 

In lifelong learning is the idea that in every stage of life should be educational and learning 

opportunities tailored to the individual's background, needs and skills. 

(National Agency for Education, 1999) We see that mentoring can be such a learning opportunity. 

 

Mentoring may be the situation where programs of education content interacts with individuals 

other learning (Mark, 2009), and where students get the opportunity to integrate their formal and 

informal learning. In lifelong learning, we also see that the mentor can help the mentee to see the 

connection of learning between different areas of life, ages and life phases. The mentor can help the 

mentee to meet the unknown and the unfamiliar as the adept can then incorporate in a new 

interpretation of the world (Gustavsson, 1996). 

 

Lifelong learning can be described by a two-dimensional framework in which lifelong dimension 

means that the individual learns throughout life. Today knowledge is aging quickly and it is necessary 

to update the knowledge and skills and to learn new things. The life-wide dimension, however, takes 

note of the learning currently takes place in a variety of environments and situations, not only in 

formal education systems. (National Agency for Education, 1999) The mutual exchange of mentoring 

can be seen as a clear part of the lifelong dimension while mentoring seen from the life-wide 

dimension can be seen as an alternative learning environment. 

 

If we look at differences between normal education and education with mentoring, the difference 

between teacher and mentor is in how knowledge is transferred when the main purpose of the 

teacher is to transmit factual knowledge. It is also in the curricula predetermined what knowledge is 

to be delivered from the teacher. In mentoring the relationship between the mentor and mentee 

allows them to together decide what the mentee wants to gain knowledge about and how they want 

to proceed so the mentee should be able to obtain these skills. The teacher relationship with the 

student is not as personal as the mentor.  

 

The mentor-mentee is characterized to be a more equal relationship than the student-teacher 

relationship. Students should otherwise get scores, which the mentee may not. Mentoring is also 

marked clearly in exchange for two parties, even if the teacher's knowledge, just as the pupil, also 

widened. 

 

The difference between coaching and mentoring is that coaching can have stronger elements of 

results and performance to be achieved, sometimes even very specific such. Both coaching and 
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mentoring can arise from a personal need of the pursuit of development; however it is not the 

exchange of reciprocal coaching-relationship as a focus. 

It is only on the person seeking coaching which should receive guidance. 

Both mentorship that the coaching-relationship has elements of should provide such guidance in 

which to assist the individual to gain a holistic perspective. Coaching usually develops over a shorter 

period of time than mentoring which in some cases can be continued throughout life. Although the 

coach's holistic approach includes a long-term plan, the coach will not be at the individual's side 

during the period equal to mentor. This is why the mentoring-relationship provides greater scope for 

revision of strategies for the relationship if necessary. When the mentoring-relationship usually is 

free of charge, sometimes the coaching-relationship is not. We believe that the relationship between 

mentee-mentor therefore also feels more equitable as both parties can exchange knowledge and 

experiences without having to think about getting the most for your money. 

 

The difference between mentoring and coaching is according to Parsloe & Wray (2000) in the 

contextual roles, responsibilities and relationships. This is because both processes that makes it 

possible or support and encourages learning. Pegg (1999) explains that the mentor is a wise and 

trusted advisor with credibility and who are happy to pass their knowledge and wisdom on. The 

mentor provides an overview of the jungle of choices that exist and specify the routes you can follow 

to meet the personal image of the perfection as yourself. Mentors will share their knowledge in a 

way that helps people to take greater control over their lives. Coaches, says Pegg (1999); does work 

daily with individuals, and "educates" them to increase their abilities such as e.g. footballers, 

engineers or therapists. Good coaches often work in three steps: they encourage people to build on 

their strengths; they equip the individual so that he/she is capable to handle and tackle the areas 

that need improvement whilst allowing for the continuous success of the individual. 

 

Arhén (1991) believes that both tutors and teachers are concepts that are more theoretical oriented 

and which are mostly found in the education system. It is here, more about facts learning, and that is 

why there can be no or little exchange of experiences (not very often anyway). The teacher and the 

supervisor are perceived to have all the right answers and should try to teach the student the most. 

For higher education, supervision works, according to Hultman and Sobel (2005), as a form of 

guidance for students and graduate students, where they are tutored in their graduation projects at 

different levels. According to Holmberg (2000) the supervisor is good if he acts as a mentor, i.e. 

shows interest for both the individual and his or her scientific work. 

 

Meaning and purpose of mentoring 

"Mentoring is an activity or process that only has meaning when it has a clear purpose and context 

"(Allsop & Benson, 1997) 

 

This quote suggests the importance of having a clear goal of the mentorship. A mentoring program 

should have a clear stated purpose and meaning; mean also Lindgren (1997) and Foster (2001). Not 

all mentoring programs lead to the success of the mentee. But according to Foster, mentoring 
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programs with a clear structure may be successful. Foster highlights the importance of recruitment, 

training and support, which is crucial for the Mentoring Program success. Mentoring aimed at 

personal development of the mentee. With a well-developed mentoring programme for the mentee 

we can gain a better focus on their own goals and values which will hopefully ultimately lead to 

better perceived quality of life. Mentoring can act as a form of guidance in the meaning that the 

adept often get a clearer picture of the professional role and their own way there. 

 

Mentoring can take different forms, above all it is important to have different support measures that 

reach different students throughout their education. One holistic support system that supports the 

whole individual; socially, academically and emotionally, it is more likely to increase the throughput 

and the perceived the quality of education. The contents of the support measures have to be also 

tailored specifically for each program to achieve the desired effect. 

 

There are mainly two things brought together to characterize the mentorship. The first is the transfer 

of knowledge from the area of the more knowledgeable person to a less knowledgeable person, 

where the main purpose of meeting between these two people is that the less knowledgeable 

person will learn and develop certain skills. The other area that distinguishes mentoring with is 

regards to the relationship between the mentee and the mentor with their different experiences. 

This can be seen to contain a mutual learning and exchange. Mentees and mentors learn from each 

other through dialogue and exchange of knowledge and experiences. The relationship is 

characterized with regards to: gender equality and an equal relationship where both parties develop 

personally and professionally. Through mentorship, both mentee and mentor have the opportunity 

for reflection of themselves and their roles. 

 

The uniqueness of a mentoring relationship is that you as a mentor can bid on just the knowledge 

and contacts that your mentee needs in the given situation - without demanding anything in return. 

Your primary motivation is the desire to share and see your mentee grow. There is no dependency 

between you. 

In the mentoring relationship, both the mentor and mentee have the opportunity to develop, they 

learn new things from each other and the mentee can learn to see problems in other ways. This 

increases within mentees their skills and they can realize their personal case. Personal goals can be 

to solve problems effectively etc.  

 

Mentoring is a way to transfer knowledge and experience from one person to another, it is also a 

way to create social processes where mentor and mentee can share experiences and transfer 

knowledge, and this is not so common in ordinary education so it’s a benefit to have mentoring in 

adult education.  

 

Possible disadvantages (pitfalls) of the mentoring methodology 

 

The difficulty can be to not get “too close” or feel inferior  to the mentor. 
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Sometimes it can be difficult to find time to mentor and individuals have to use leisure time for this. 

 

Commitment for a mentoring program to reach success requires, among other things, is a 

commitment in the sense that the organization really develops and promotes people internally. This 

is because the mentoring can viewed as a fundamental process to the advancement of the mentee. 

In order to evaluate the effectiveness of mentoring programs, there should be at least three years. 

Results of such Programs cannot be seen in less than a year when it can take a long time for the 

relationship between the mentor and mentee to work smoothly. And for staff development  a large 

commitment is needed to achieve success. 
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III.3. Intergenerational learning 

Familial intergenerational learning and the emergence of the new extrafamilial paradigm 

For centuries, in both traditional and modern cultures, intergenerational learning has been the 

informal vehicle within families for systematic transfer of knowledge, skills, competencies, norms and 

values between generations – and is as old as mankind. Typically the elders or grandparents of the 

family share their wisdom and are valued for their role in perpetuating the values, culture and 

uniqueness of the family. Intergenerational exchange within the family is intended to keep new 

generations grounded in the history of their culture and to provide a link to the past. Familial 

intergenerational learning is informal and involves multi-generational interaction. However, in 

modern, more complex societies, intergenerational learning is no longer transmitted by the family 

alone and, increasingly, is occurring outside the family.  

While traditional families still may value the elder as the transmitter of cultural lore, preparing 

younger individuals for life in the modern, more complex world has become a function of wider 

social groups that are non-familial. There is now a new model that is “extrafamilial”. It can be of 

value to clarify how contemporary society has necessitated the creation of a new intergenerational 

learning paradigm and its future implications. 

In the beginning of the last quarter of the 20th century, demographic and social changes contributed 

to the development of a new extrafamilial intergenerational paradigm. Demographers reported on 

two phenomena that specifically impact this development: the growing size of the older adult 

population and a shift in the structure of families. Older adults have been increasing in numbers, and 

living longer, healthier lives. In response to changing economies, there has been an increase in single-

parent and two working-parent families and, often, families relocate to communities that offer more 

job opportunities. 

As a result of these changes, there has been a significant reduction in ongoing familial 

intergenerational exchange. A growing geographical disconnect has occurred between members of 

many extended families causing the decrease in opportunities for consistent intergenerational 

learning and support. 

The young and the old have become more vulnerable as a result of this geographic separation. The 

young experience limited contact with their elder family members who, historically, have been 

present to support their growth and learning, introduce values and offer wisdom, skills and 

unqualified love and understanding. Older adults experience limited contact with younger family 

members who provide contemporary social insights, vitality, unqualified love, support, and new 

technological skills.  

Both groups lose the special, dependable support offered by the family member from the opposite 

end of the life continuum. Concern about the impact of generational separation prompted 

researchers and practitioners in early childhood, ageing, education and family studies to discuss the 

need for creating opportunities in which intergenerational learning, meaningful relationships and 

social and emotional growth could occur between non-biologically connected children, youth and 

older adults who represented the new population emerging in suburbs, towns and cities. 
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Intergenerational Programs 

In the late 1970’s, Intergenerational Programs (IPs) began to emerge as social planning models 

designed to fill the “geographic gap” by connecting older and younger persons in formal settings that 

promoted intergenerational exchange and intergenerational learning. The primary challenge of this 

new paradigm – how to create connections for non-biologically linked old and young people that 

could promote the social growth, learning and emotional stability that often characterizes 

relationships between elder and younger family members. 

Fundamental to the creation of Intergenerational Programs was the expectation that the 

generational synergy evident in familial settings could be captured in social planning models, 

thereby, creating opportunities for intergenerational learning and the development of meaningful 

relationships among non-familial older and younger generations. 

In the past 30 years, IP models have been developed that engage older and younger persons in 

“extrafamilial” intergenerational learning experiences. The early models typically occurred in systems 

that focus on educating the young, such as schools, child care centres, community centres and 

systems that focus on maintaining the well being of older adults such as residential and long-term 

care sites. 

Intergenerational learning could arise in any range of contexts in which young people and elderly 

people come together in a shared activity. It takes place within programs specifically designed to 

bring together young people and older people in shared meaningful activities when: 

- at least two non-adjacent generations learn together about each other (ageing issues, experiences, 

values, aspirations); 

- two different generations learn together about the world, people and/or historical and social events 

relevant to them; 

- two different age groups share learning experiences and training activities designed to develop 

academic knowledge and skills and prepare their social service skills (such as ecological or peace-

related). 

Intergenerational programs contribute to achieving the objectives of lifelong and intergenerational 

learning in four ways: 

- lay the foundation for a lifelong culture for young and old; 

- develop positive attitudes among generations; 

- integrate benefits for children, youth and older adults, school and community; 

- share learning activities for all age groups, thus, contribute to social inclusion, social cohesion and 

solidarity. 
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III.4. Fostering intergenerational learning by reverse mentoring 

 

Reverse mentoring is defined as the pairing of a younger, junior employee acting as mentor 

to share expertise with an older, senior colleague as the mentee. General Electric’s former 

CEO, Jack Welch, is generally credited with introducing a formal reverse mentoring program 

in 1999 when he ordered 500 of his top managers to find young employees who could teach 

them about the Internet. Since then, reverse mentoring has become a “best practice” among 

several large corporations, including Dell, Procter & Gamble, and Time Warner. For 

organizations, tapping into the expertise and technology savvy of young workers is a clear 

benefit of reverse mentoring. However, reverse mentoring also holds promise for building 

the leadership pipeline, fostering better intergenerational relationships, enhancing diversity 

initiatives, and driving innovation. For individuals, reverse mentoring is an opportunity for 

learning by both participants and a creative way to engage millennial employees. 

 

Reverse mentoring is an innovative way to encourage learning and facilitate cross-

generational relationships. It involves the pairing of a younger, junior employee acting as 

mentor to share expertise with an older, senior colleague as mentee. The purpose is 

knowledge sharing, with the mentee focused on learning from the mentor’s updated subject 

or technological expertise and generational perspective. In addition, there is an emphasis on 

the leadership development of the mentors.  

 

Reverse mentoring is situated in the mentoring literature as an alternative form of 

mentoring, with unique characteristics and support functions exchanged that distinguish it 

from other developmental relationships. Reverse mentoring capitalizes on generational 

similarities and differences by encouraging organizations to recognize, understand, and build 

on the strengths of generations. It is expected that the development of one-on-one 

relationships should help reduce assumptions and negative stereotypes and even highlight 

similarities. 

 

Younger employees share a strong desire for high quality colleagues and access to new 

experiences and challenges. A reverse mentoring relationship has the potential to fulfil both 

of these preferences. More than traditional mentoring programs, reverse mentoring has a 

dual focus on the relationship development of both mentor and mentee. Young mentors 

have the opportunity to demonstrate capabilities as leaders through their coordination of 

tasks and goals in this relationship. The mentors are getting access to more senior people, 

and they get to go behind the scenes, to see how seniors think and offer insights. Investing 

in high-quality relationships is important for individuals, as research shows that effective 

leaders drive results through networks. Thus, reverse mentoring is a useful leadership 
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development tool for both mentors and mentees that enhances their individual networks 

and builds intergenerational bridges across organizations and communities. 
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III.5. I want to be a mentee 

 

Having a mentor can contribute enormously to a successful and satisfying career. In case of reverse 

mentoring it may contribute to a more active social life and preventing from exclusion in the 

community. Acquiring new practical skills (e.g. in ICT) may extend the communication capability of 

senior citizens and keep them in touch with their friends and relatives. 

Much of that learning that contributes to our success happens not through books only, but also 

through real world experience. Without a mentor, that learning occurs mostly through trial and 

error. With a mentor, however, even experienced professionals can benefit from the experiences 

and expertise of someone who can help them avoid the errors. Those new to new professional skills 

will discover that being a mentee shortens the learning curve for acquiring the skills and knowledge 

most critical to a successful career. 

Other benefits that accrue as a result of being a mentee in a mentoring relationship include: 

- Learning new things about yourself: The self-reflection that can result from a mentoring 

relationship can be a powerful growth experience and provide a person with new insights about 

him/herself. 

- Making more of your strengths and exploiting your hidden talents: A good mentor will push you to 

do more with your strengths, and help you discover and exploit hidden talents. 

- Contributing to the success of your community and company: A mentee who builds a strong 

position in his or her community ultimately contributes to the success of the company. 

- Career satisfaction: You will be more satisfied with your career if you’re better at performing your 

job; and your company and community will be more satisfied with your performance, as well, lending 

more stability in your career. 

- Expanding your personal network: Entering into a mentoring relationship adds your mentor to your 

personal network, and may lead to an introduction to the individuals in the mentor’s network. 

- A source of referrals: Your mentor may refer you to other mentors once he/she has a better 

understanding of your needs, abilities, and goals. 

How Can a Mentee Prepare? 

Set Goals and Objectives 

The first step of a prospective mentee is to identify his/her goals for the mentoring relationship. 

What do they hope to learn? They may, for example, have a general goal of learning new skills in a 

specific area of interest (e.g. learn a new language, ICT skills, etc). In order to achieve those goals, 

they should have specific objectives that will bring them closer to achieving that goal.  

Don’t Be Afraid 

One obstacle that many mentees face is their own reluctance to apply for a mentor. This reluctance 

is quite common, and for many is rooted in the embarrassment of having to acknowledge that they 

may need help, or in a fear of rejection.  
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How can they overcome this reluctance? They should focus on their goals and needs. There is 

nothing wrong with admitting that a person needs or wants help. The fact is, mentors consistently 

say they are flattered at being approached, and welcome an opportunity to “give back” to the 

mentees. Mentoring as a social activity and relationship is making a comeback, prompting many 

organizations to launch mentoring initiatives. So in entering mentor relationships, seniors are not 

alone. 

What Should a Mentee Look for in a Mentor? 

When a prospective mentee intends to be part of a mentoring relationship, he/she have to seek 

some vital qualities in a mentor. They have to: 

- have the energy and ability to support him/her 

- possess a strong professional network 

- have experience in the area or field that the mentee has identified for development 

- be excellent listeners 

- be trustworthy, nonjudgmental, and ethical 

- have a genuine interest in helping the mentee develop personally and professionally 

- be well respected by their peers in their field of expertise 

- possess a teaching/training style and ethics similar to the mentee’s ones, unless the different style 

is what a mentee is seeking to master. 

Are You Ready to Be Mentored? 

If a prospective mentee can answer "yes" to most of the following questions, he/she is probably 

ready to begin being a successful mentee: 

- Would I benefit from guidance in development new skills? 

- Am I prepared to listen and understand? 

- Am I expected to contribute to the relationship by also sharing my ideas? 

- Will I accept constructive feedback and take the risk of exploring new ideas and approaches 

suggested by my mentor? 

- Are my expectations for my mentoring relationships realistic? 

- Am I ready to make a commitment to my future by communicating effectively with my mentor? 

- Will I accept that in order to succeed I may fail so that I will know what not to do next time? 

Qualities of a Successful Mentee 

Quality: Personal commitment to be involved with another person for an extended time. The 

mentee has to want to be a full partner in the mentoring connection and be invested, over the long 

haul, to be there long enough to realize a difference. To that end, they prepare and do the 

appropriate "homework" for meetings with their mentor. They work to gain the skills, knowledge, 

and abilities to grow. 

Quality: Flexibility. Successful mentees recognize that relationships take time to develop and that 

communication is a two-way street. They should be flexible, listen to their mentor, and consider new 

options. They take initiative, seeking the mentor's advice when needed. And they focus on the goal, 

not getting lost in the process. 
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Quality: Ability to recognize that mentoring is only ONE development tool. Mentors can save you 

time plus inspire, teach, and encourage you. They can be excellent role models for what you want to 

do and become. At the same time, you can also learn from many other sources. By recognizing that 

you can benefit from a variety of sources, perspectives and styles – even those quite different from 

your own – you will open yourself up to new ideas, valuable information, and a wide range of 

viewpoints. Consider one or more mentors as part of your overall personal development strategy. 

Quality: Openness. The mentee has to know and be able to discuss their needs and objectives with 

their mentor. This means that he or she has to look inside themselves to identify areas that may need 

work and share them with the mentor. 

Quality: Ability to listen and to accept different points of view. The mentee needs to be able to 

receive feedback and look at the situation from the mentor's perspective to gain a more objective 

viewpoint. One of the biggest values of the mentoring connection is the ability to have a more 

experienced person's viewpoint. The mentee has to be willing to try new things, to consider different 

ways of "getting there from here." 
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III.6. I want to be a mentor 

 

According to the common definition *1+, “mentorship is a “personal developmental” relationship in 

which a more experienced or more knowledgeable person helps to guide a less experienced or less 

knowledgeable person“. The more experienced person helping the less experienced one is called 

mentor and the less experienced - mentee. There is no specific requirement about the age of both 

persons. Only the level of the possessed knowledge and experience in a specific area is important a 

person to be defined as a prospective mentor or mentee.  

If the more experienced or more knowledgeable person (the mentor) is older than the less 

experienced or less knowledgeable person (the mentee) we have a case of mentoring.  If the more 

experienced or more knowledgeable person (the mentor) is younger than the less experienced or 

less knowledgeable person (the mentee) we have a case of reverse mentoring.  

This may happen in some very specific knowledge and skills areas emerged and developed in the last 

20 - 30 years. This is the case with ICT and their applications in the everyday life. The younger people 

due to their up-to-date education possess a better knowledge in ICT and use them daily in learning, 

communication with their classmates and friends, for social networking, pastime, etc. The older 

people (senior citizens) lack these knowledge and skills as they just didn’t exist during their school 

years and active professional period of life. They need someone who is more experienced to help 

them “fetch up” with these technologies. So the reverse mentoring has a huge area of application in 

such cases. 

 

Reasons You Will Want to Be a Mentor 

Most mentors want to "give back." They volunteer their time and talent to invest in another person's 

success. Authentic mentors share their knowhow with someone who is actively engaged in learning 

and achieving their goals. It feels good to share your knowledge with someone. There's plenty of 

research that shows that helping others just makes you feel good.  

But there's much more to it than that. Like any other relationship, mentoring is most effective when 

both parties benefit. Being a mentor is more like being a smart friend. It's an organic process with a 

natural give and take. 

Besides the great satisfaction of giving back, here are more great reasons to be a mentor: 

1. Expand your network.  

2. Take action on an issue that's important to you. 

3. Learn about innovation, new trends.  

4. Build leadership skills. 

5. Fuel your passion. 

Mentor's Responsibilities 

How does this definition aid us in understanding the responsibilities of a mentor? It shows us that 

your role is to listen, provide constructive feedback and help your mentee consider options. To do 

that, you may share your own experiences or refer them to other resources. You will help identify 

areas for their development, coach your mentee and allow them opportunities to practice new skills. 
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You will act as a sounding board; ask the mentee questions to cause further exploration of ideas or to 

challenge their thinking. You will provide guidance, not directions, and will not solve their problems 

but act as a collaborator in the problem solving process. 

 

Qualities of a Successful Mentor 

Effective mentoring relationships begin with the preparation of the mentor and move into 

preparation of the relationship. Taking the time to prepare yourself for assuming your role can 

provide a significant self-reflection opportunity for you. 

For example, certain behaviours or qualities have been identified as the hallmark of a successful 

mentor. These qualities can be tied to the motivation that has you participating in a mentoring 

relationship. 

Because motivation has a direct impact on a mentor's behaviour, attitude and resilience, 

understanding your specific motivations as they apply to these qualities will deepen your sense of 

commitment to your journey. 

Quality: Personal commitment to be involved with another person for an extended time. Mentors 

have a genuine desire to be part of other people's lives, to help them with tough decisions and to see 

them become the best they can be. They have to be invested in the mentoring relationship, over the 

long haul, to be there long enough to make a difference. 

Motivation: I like the feeling of having others seek me out for guidance or advice. 

Quality: Respect for individuals and for their abilities and their right to make their own choices in 

life. Mentors should not approach the mentee with the attitude that their own ways are better or 

that participants need to be rescued. Mentors who convey a sense of respect and equal dignity in the 

relationship win the trust of their mentees and the privilege of being advisors to them. 

Motivation: I find that helping others grow and learn is personally rewarding. 

Quality: Ability to listen and to accept different points of view. Most people can find someone who 

will give advice or express opinions. It's much harder to find someone who will suspend his or her 

own judgment and really listen. Mentors often help simply by listening, asking thoughtful questions 

and giving mentees an opportunity to explore their own thoughts with a minimum of interference. 

When people feel accepted, they are more likely to ask for and respond to good ideas. 

Motivation: I find that working with others who are different from me to be energizing. 

Quality: Ability to empathize with another person's challenges. Effective mentors can feel with 

people without feeling sorry for them. Even without having had the same life and work experiences, 

they can empathize with their mentee's feelings while bringing a diverse perspective to the situation. 

Motivation: I enjoy collaborative learning, constructing something that did not exist before in our 

individual lives. 

Quality: Ability to see solutions and opportunities as well as barriers. Effective mentors balance a 

realistic respect for challenges faced by their mentees with optimism about finding equally realistic 

solutions. They are able to make sense of a seeming jumble of issues and point out sensible 

alternatives. 

Motivation: I have specific skills and knowledge that I want to pass on to others. 
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Quality: Flexibility and openness. Effective mentors recognize that relationships take time to 

develop and that communication is a two-way street. They are willing to take time to get to know 

their mentees, to learn new things that are important to their mentees, and even to be changed by 

their relationship. 

Motivation: I look for opportunities to further my own growth. 

 

A mentor should also be: 

- warm and friendly 

-  naturally positive and supportive 

- open minded and flexible to new ideas 

- an excellent listener 

- tenacious and patient. 

Next to the characteristics mentioned above, being optimistic and having the skill to create a smile by 

adding some lightness, makes a person the best mentor he /she can be. 
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IV. Conclusions 

 

O4 – Cognos Guide for Intergenerational Trainers is one of two integrated products of the Cognos 

project (further O5 - Guide for young mentors. What and how to learn) which may be considered as 

linked to foundation on the O3 - Trainer´s Handbook. In other words, the Trainer´s Handbook as a 

methodological toolkit helps intergenerational trainers on mentoring and reverse mentoring, it offers 

practical guidelines and examples that should be consulted a part from the present guide to develop 

training activities more effectively. 

 

The present Guide for Intergenerational Trainers is addressed to senior citizens who wish to become 

mentor and mentees.  In this case the reverse mentor is usually younger than the mentee which 

requires making the appropriate match. The mentee is less experienced and less knowledgeable in a 

particular area or areas where there needs improvement for the mentor even being younger than 

the mentee and is recognised by its expertise and by its support during the learning process.  

 

A mentoring methodology for adult education in an intergenerational learning community is 

considered the appropriate approach to the users ‘needs, adult senior and adult young mentees with 

basic competencies of literacy and ITC, with an initial level of expertise. In this sense it brings 

advantages compared with other educational approaches in adult education and basic competences 

(Literacy and ITC). As learning is a prerequisite for continuing personal and professional development 

it requires identifying needs and setting goals through life which implies a lifelong learning 

perspective. In a mentoring relationship it is decided what the mentee wants to learn, about what 

and how. Thus the mentor-mentee relationship is more equal than the student and teacher 

relationship. Tutors are more about “exchange experiences” and teachers more about “facts 

learning” with regards to different learning methods, between mentoring and coaching, even 

considering that both have guidance to assist the individual to get a holistic perspective, coach´s 

holistic approach includes a long term plan without the full presence of coach, and a mentoring-

relationship provides close support to change strategies if need.  

 

It must bear in mind that to choose the best method depends on different situation/contexts, for 

instance, the mentee ´s level of expertise, its learning styles and preferences and the type of 

knowledge to be transferred. Nonetheless some problems might occur or possible disadvantages 

(pitfalls) may appear in the mentoring methodology such as: do not get “too close” or feel inferior to 

his/her mentor; a strong commitment during this time is needed, at least three years to develop 

effective mentoring programmes.  

 

In the learning process to become a senior citizen mentee you can find within the present guide the 

following information:  

a) The benefits of being mentee: learning things about yourself; making more of your strengths 

and exploiting hidden talents; contributing to the success of your community and company; 

career satisfaction; expanding personal networks and a source of referrals; 
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b) The prerequisites to be a mentee: set goals and objectives for the mentoring relationship; do 

not be afraid to apply for a mentor; the mentor qualities that a mentee should search for and 

a set of questions to know if a mentee is ready to be mentored. 

c) The qualities of a success mentee need to have for a good succeed mentoring relationship 

and the qualities of a successful mentor. 

Furthermore, it is pointed out the reasons why, to become a mentor, and the mentor´s 

responsibilities, and the qualities of a successful mentor. 
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VI. Glossary of terms 

 

Mentee - A Mentee is a person who receives support and guidance from the Mentor 

Mentor - A mentor is a person who provides guidance and support to enable a mentee to achieve 

his/her agreed goals. 

Mentoring - Mentoring consists of learning relations formed with a person who demonstrates 

excellence in an area in which the learner wants to improve. 

Traditional mentoring- One adult to one young person. 

Group mentoring -One adult to up to four young people. 

Team mentoring- Several adults working with small groups of young people in which the adult to 

youth ratio is not greater than 1:4. 

Peer mentoring -Caring youth mentoring other youth. 

E-mentoring - Mentoring via e-mail and the Internet. 

 

 

Credits: 
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