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Executive Summary 

Between June 2003 and 2004 One Plus and One Parent Family Scotland (OPFS) developed and implemented a mentoring project for lone parents in Scotland. The aims of the project were to provide support to disadvantaged lone parents to build confidence and to help them to move closer to education or employment. Staff, volunteer lone parent mentors and lone parent mentees piloted the project with funds from Scottish Executive with a view to providing a set of development tools for key stakeholders. There were two types of mentoring involved in the project: face to face mentoring in Glasgow, delivered by One Plus; and telephone mentoring to cover rural areas, delivered from One Parent Family Scotland offices in Edinburgh.

The key strengths of the project were understood to lie in its potential to develop a service that was delivered and managed by lone parents themselves, and which would enhance the skills and capacities of both parties in the mentoring relationship. Training and ongoing support of mentors was to be a major feature of the project.

Evaluation was built into the project from the start, with the opportunity to identify the organisational demands that such a project exerts as well as its impact on those involved in the mentoring relationship. This report summarises the key findings in terms of its implementation, the experience of staff, volunteers delivering mentoring and mentor recipients as well as the impact of the project and implications for future work. 

Developing the project
Developing mentoring within existing lone parent organisations allowed the infrastructure necessary for mentoring to be established quickly. It provided a valuable addition in particular to the services provided by One Plus, but also benefited the project. The location of the project in One Plus and OPFS meant that useful referrals could be made for those who had expressed an early interest.

Marketing of the project relied heavily on relationships with ‘trusted intermediaries’. These take time to develop and proved more difficult than expected in rural areas where telephone mentoring was to be piloted.  

Childcare commitments limited initial recruitment of mentors and mentees . Theyremain a continuing problem for a relationship/ process that demands time. Future projects should recognise that childcare demands apply to volunteers as well as workers.

Preparation of participants, including training and support, was kept flexible and informal. The result was effective support, but materials for use in future training were relatively underdeveloped by the end of the first year of the project. 

Managing and co-ordinating the two parts of the project was sustained by an advisory group, but the differences between the two parts became more obvious as the project progressed. Closer integration was needed if real comparisons between telephone and face to face mentoring were to be made. 

Impact 

The intention to develop a truly peer mentoring project for lone parents was achieved in the project, with participants sharing many similar characteristics and the classic mentoring figure of middle class mentor to socially excluded individuals being avoided. 

Mentees reported that mentor support was appreciated as a neutral and non-judgmental source of support in the everyday issues of parenting and at times of crisis.  They valued the open-ended nature of the mentoring, allowing change to occur at their own pace. 

There was clear evidence that mentors and mentees involved in the project experienced positive change. The greatest change was seen in the level of confidence in setting goals and finding the resources to achieve them.  Increased interest in focused activities outside the home , particularly in education, was noticeable amongst both  mentors and mentees. The extent of change was modest but still offers support for continued implementation. 

Mentees were less likely than mentors to exhibit an increased confidence in their ability to enter employment, but did see an increased interest in education. 

The impact of the project on face to face mentors and mentees was more positive than on participants in the telephone mentoring, possibly due to the higher level of support and more structured preparation and training they received.

Possible futures

All participants felt that the mentoring project provided a valuable and positive pilot that could provide the basis for further development in ways of actively engaging and supporting lone parents making changes in their lives. There was a general feeling that the face to face mentoring project met a significant need of lone parents wanting greater engagement with the world of work. Participants welcomed the opportunity to participate in considerations about future directions of peer mentoring for lone parents organised by One Plus, but there was some concern about the exit strategy of the project, and how lessons could be incorporated without further resources.

Participants felt it was important to continue with the strong organisational support provided for the face to face mentoring project in particular. Locating the mentoring project within the organisation and providing resources was identified as a key element in its success. It was also generally felt that adequate financial resources must be provided in order that a quality approach to mentoring is developed regardless of the delivery mode. 

Mentoring was seen as a real and effective resource that can help lone parents make choices about their future with the support of individually focussed activities  as well as providing a route into the more structured resources of One Plus, OPFS and their partners in education, training and employment.  As a project in volunteering development it has provided a number of very useful lessons, not least that lone parents can gain a great deal from such involvement, but are often faced with covering the ‘cost’ (personal and financial) in ways that need support. A strong feeling emerged from staff and participants that policies and guidelines about volunteer support should be developed in order to strengthen the capacity of both the individuals involved and the organisation as a whole.  Development of such structures would acknowledge the value of volunteering as a route to employment. At the same time, a view was often expressed that lone parent mentors could be more effective if employed as sessional workers.  

The participants identified the role that extended training could add to the project. Training resources had not developed as hoped and further consideration of how to develop this was recommended as well as consideration of whether mentors should receive accreditation for any training in the future, using existing SVQ training as a model for development. Developing the training to provide the skills necessary to build relationships both face-to-face and via the telephone was identified as a possible area for development. Suggestions for training from participants included adapting the training to include practical aspects of mentoring, such as clearer guidelines on expenses and continuing training on boundary issues beyond initial training.

Recommendations

Overall, there is considerable evidence of the capacity of One Plus to support and develop the organisation of face to face mentoring for lone parents if resources are available. The National Employment Panel study Work Works recently commented that lone parents must be ‘wooed’ into work, and that lone parent advisers did not have the appropriate tools to do so. The evidence here is that organisations such as One Plus and OPFS can aid the development of such tools. Nevertheless, it is also clear that an established organisational base does not automatically reduce the difficulties in establishing a telephone mentoring service. It appears that much more preparatory work would need to be done before telephone mentoring could be used as a tool, and before lone parents outside the urban areas could be supported. 

In view of this it is recommended that immediate extension of this project should concentrate on face to face mentoring based in One Plus. At the same time attention needs to be paid to putting appropriate arrangements in place to work in consultation with national and community based organisations that are active both in the mentoring and adult guidance field and in employment services as a first step towards extending support for lone parents who cannot access the Glasgow based service.  

There is much good practice in evidence in supporting mentors in their new roles in the initiative, but costing the support needs of mentors proved more complex than was envisaged at the beginning of the project. This is partly because, whilst mentoring is seen as an informal relationship, when it is allied to social inclusion there are costs to be covered. These include costs such as childcare, travel and telephone costs to allow the mentor to make arrangements to meet their mentee. Finding the resources for these needs will always prove difficult but transparent, fair and rudimentary systems of financial accountability and support established at an early stage with mentors prove helpful.  

Assessing the ongoing and future training and further information and support needs of mentors also demands consideration. Mentor needs include issues such as how mentors can be kept up to date on agencies that their mentees can be referred to if they are to be assisted towards education or employment as the initial project funding suggested. At present some attention is paid to how the project can liase with specialist agencies such as Jobcentre Plus, Learn Direct, local colleges and Careers Scotland, although both One Plus and OPFS have strong links with these agencies in their other work. Both One Plus and OPFS may wish to consider exactly how the new project fits with their other work more closely as well as how they are to develop more formal training packs that can be used to provide coverage beyond the Glasgow conurbation. 

If the very positive suggestions of participants and front line staff are to be taken forward then more long term funding will be needed. The extension of Scottish Executive funding for 2004-5 is welcomed in this respect. At the same time careful consideration of priorities is needed during the next few months if the required changes in training and volunteer support are to be effected. A coherent plan and timescale need to be developed to take the work forward.  In addition the work should be part of and integrated with the wider context of support for lone parents as they move towards the labour market. Finding ways to integrate the work with opportunities provided by the Working Families Fund as well as the DWP’s Discovery week programme should be explored more fully. 
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Chapter One Introduction

Background

Mentoring has become a central ingredient of almost every UK policy initiative for social inclusion since the Labour Party was elected in 1997. Formal programmes of engagement mentoring have become the order of the day, sponsored by substantial government funding … But what do such programmes accomplish? Whose interests do they serve? What can they do to solve the concrete problems of socially excluded youth? And what might it be unrealistic to expect them to achieve? (Colley 2003: p3) 

1.1 Helen Colley’s questions about mentoring and youth inclusion programmes are ones that resonate strongly for other groups where mentoring has been embraced as a tool for social inclusion.  A number of reasons for this exist. Firstly mentoring is not easily defined. Its essential attributes, according to Roberts (2000), include a supportive relationship and a helping process. However, it also involves at different times, elements of coaching, role modelling and advising.  There is no doubt that a wide range of roles, relationships, types and sites of mentoring exist. Secondly mentoring is at the least an ill defined concept and at the most a highly contested concept where some see it as all warm and comforting and others see it as an ill disguised attempt to maintain existing power relations by shifting attention away from social inequalities to the alleged inadequacies of individuals (Hall 2003). Whatever the difficulties in definition a growing body of research and evaluation from the USA and UK has begun to identify some of the key features that help to make mentoring schemes more or less successful for socially excluded groups (Bennets, 1999; Eby et al 2000; Princes Trust 2002;Drake, and Ellis 2003). What is clear from such research is that success is likely to be strongly connected to proper integration into existing organisational contexts, support and training of mentors and social similarity of mentor and mentee.  
1.2 Against such a background high hopes were held for the 2003-4 pilot mentoring project at One Plus and One Parent Family Scotland (OPFS). There are 151,484 lone parents with children in Scotland. They are a highly diverse group, few of whom meet the stereotypical image of an unmarried teenage mother. Most (92%) are women. Their average age is 36. On average, they have 1.5 children with nearly half having a child under five and 70%, a child under 10 years. Most lone parents are poor: over 50% of one-parent families live below the poverty line. More than half of lone parents on Income Support have no academic or technical qualifications. A fifth are qualified up to NVQ2 level, and about 8% have qualifications of A-level (5%) or degree (3%) standard. The majority of lone parents (77%) say they would like to work at some point and most (82%) have had some work experience although it is likely to have been in a low skill, low paid job (NEP2003). Research highlights their isolation and their disadvantage when returning to the labour market  (Marsh et al 2001; Brown et al 2002), and  research also points to a lack of tools for assisting lone towards the type of work they want (NEP 2003). In the project reported here two long standing organisations, committed to serving the needs of lone parents in Scotland, came together to develop a programme and set of tools that would enhance lone parents’ own ability to mentor other lone parents wanting to move closer towards employment or education.  Lone parents had seldom been the focus of mentoring programmes in Scotland or the UK but One Plus and OPFS had the organisational structure and knowledge that could provide a sound basis for a pilot. In the report that follows we outline some of the experiences of the organisations and participants during the programme and highlight what lessons they hold for future mentoring schemes for lone parents. 

The project

1.3 As part of the Scottish Executive’s strategy for increasing the employment rates of lone parents disadvantaged in the labour market, funding was given to One Parent Families Scotland (OPFS) and One Plus in July 2003 to develop a one year joint lone parent telephone and face to face mentoring project.  Previous experience of delivering mentoring by the two organisations suggested that they would be well placed to develop a mentoring initiative that could deliver support relevant to key Scottish Executive social justice aims. 

1.4 Each partner organisation had a specific stake in the development of the project and an agreed role to play in its implementation. Within the original funding bid a number of elements were included: 

· Provision of additional support to disadvantaged lone parents to build confidence and to help them to move closer to education or employment.

· Assistance to be provided through a combination of peer support from a lone parent who had made some progress in employment or training, and comprehensive back up support for all parents going through the programme.

· Support for mentors through training, expert individual advice from the lone parent freephone help line and associated publications and support directory.

· Extension of an existing telephone helpline to provide a key entry point to the mentoring for both volunteer mentors and mentees.
· Evaluation of the pilot with a view to providing a set of development tools for key stakeholders

1.5 The project was offered to lone parents in Glasgow South and North, in Aberdeenshire and in the Borders.  In Glasgow face-to-face peer group mentoring was to be offered, in the rest of Scotland the service telephone mentoring.  The original expectations for each part of the project were as follows:

· Face to face mentoring: Recruitment of 18-24 mentors who would work with 36-48 mentees in total over the first year of the project. Approximately 30 mentees were expected to complete the 6 months programme, with 5-10 moving into employment, 10-15 moving on to some form of further education or training and other participants showing significant progress on a range of soft indicators.

· Telephone mentoring: The target was to offer this service to a total of 30-50 parents mentees, with10-15 moving on to some form of education, training or employment.

1.6 The Pilot Project had a life of only one-year and was partly intended to inform the development of partnership working between the two organisations as well as inform future strategy in Scotland regarding mentoring. An ongoing evaluation of the project was considered essential if this was to occur, particularly, there is no firm evidence base in Scotland to support the current popularity of mentoring schemes (WOOD 2003). For this reason ongoing (formative) evaluation was built into the initiative and the Scottish Poverty Information Unit was commissioned by One Plus and OPFS in October 2003 to assist with the evaluation.

Evaluation

1.7 The overall aim of the evaluation was to examine and compare two methods of delivering mentoring and the factors facilitating or limiting their development. 

1.8 The specific objectives of the evaluation were   : 

· To consider the extent to which the existing mentoring infrastructure, funding and programme has been successful and to make recommendations on whether it should be continued in its current form or whether it should be revised; 

· To consider the extent to which there is a match between those engaged in mentoring activities and priority groups identified in Closing the Gap; 

· To consider the extent to which face to face and telephone mentoring raise the attainment and/or achievement of adults; 

· To consider the extent to which mentoring provides progression opportunities, signposting individuals to subsequent learning or employment opportunities;

· To consider the effectiveness of monitoring and support materials developed in the programme and to make recommendations on whether they should be continued or revised; 

· To judge the involvement in, and effectiveness of, One Plus and One Parent Families Scotland in working together to offer the mentoring programme;

Methodology

1.9 The following section details the range of methods used throughout the evaluation.

Database of initial contact and referrals. This provided the project with valuable information on whether they were reaching the groups targeted and also provided valuable information on how the project filtered or directed people to a service or agency that suited their current needs better than mentoring. It also indicated whether there is a need for follow up. 

Entry and exit questionnaires that were completed for each mentor and mentee (See Appendix A). There was some concern initially about the use of the questionnaire at the point of entry: it was felt that its length might deter potential participants, particularly in telephone mentoring. However mentor support workers used it on a regular basis and reported that it was easy to use, and provided important information for the ‘matching’ process to be started. The data generated provided the following:

· Profile information – age, dependants, educational and employment experience, volunteering, income and benefits being received.

· Base line data on participants self-evaluation of competencies, interests and barriers to work. 

· Final data on the same, allowing ‘distance travelled’ to be assessed.

The data was entered electronically and SPSS was used to carry out statistical analysis. This allowed regular updates on the project as a whole by evaluators, and showed quantitatively how the group  progressed towards employment or education/ training. 

· Reflective diary. This was kept on a weekly basis by both groups of mentors and by mentees in OPFS from when they joined the project. Participants were asked to record two ‘highs and low’ in their week as mentor or mentee, what they felt was particularly good or bad about their week as a whole, what they hope to do differently as a mentor in the following week, and what they hope to do to make it happen. 

1.10 Additional elements of the evaluation carried out by SPIU included the reading and analysis of documentation relating to the project, including all documents relating to funding, internal evaluation and monitoring during the first year, minutes of Advisory Group meetings, contact sheets between mentors and mentees, training plans and feedback, organisational policies and procedures relating to the delivery of the project, staff job descriptions etc. Focus groups with mentors before and after they were matched with mentees, interviews with mentor support staff and project management staff in the organisations have been carried out and are contributing to the on going evaluation.  One final feedback session, in the form of a workshop towards the end of the pilot project, was held to allow mentors and mentees to feedback to the evaluators on their experiences of being involved in the project and how they saw the project taking shape in the future.

Report Structure
Chapter Two: Project formulation and implementation

Chapter Three: Reaching the parts that others can’t: characteristics and experiences of project participants 

Chapter Four: Distance travelled: effectiveness of mentoring as a tool supporting lone parents towards the labour market

Chapter Five: Where Now?   Participants views of future directions

Chapter Six: Conclusions and recommendations for the future 

The report draws on data gathered between October 2003 and July 2004, the main operational period for the pilot project. A related report drawing on this and other mentoring initiatives supporting the transition to employment or training for those disadvantaged in the Scottish labour market and part funded under EQUAL Theme A is due in December 2004.
Chapter Two: Project formulation and development

2.1 The project received a direct grant of £97000 from Scottish Executive for the period June 2003 to June 2004.  This was effectively shared equally between the two organisations, with One Plus delivering the face to face element of the mentoring and OPFS the telephone. At One Plus the largest amount of the funding provided a full time member of staff to support and train mentors as well as recruit and match mentor and mentee. At OPFS the funding allowed the secondment of a member of staff on a part time basis to support and train mentors, recruit and match mentor and mentee. Funding at OPFS was also intended to provide rights workers’ time to encourage the use of OPFS associated publications and support directory.  

2.2 The following activities were carried out during the project:

· Planning.

· Marketing and publicity

· Recruitment of mentors and mentees, and guidance/ signposting for those not finally involved as mentor or mentee

· Developing training programme and materials

· Training/ preparing  mentors 

· Matching of mentor and mentee

· Dedicated Mentor Support Worker working with participants

· Development and use of monitoring and formative evaluation tools

· Management/ co-ordination of both elements of the project.

Planning 

2.3 Initial planning for the project was managed by One Plus and OPFS together. The previous experience of a joint OPFS/ One Plus project: Camelot Lone Young Parents Speaking Out (CALYPSO) had provided an understanding of the strengths and weaknesses in the partnership that were to be addressed in the mentoring project. The challenges that faced the project included how to make sure the project ‘fitted’ with Scottish Executive objectives, how to operationalise the project, and how to manage and monitor the face to face and telephone elements of the project within the context of two organisations. A steering group was set up at an early stage to oversee development of the two elements of the project. Appointment of the mentor support worker in both organisations was completed by August 2003. Co-ordination of these appointments does not appear to have been considered in great detail, co-ordination across both organisations is not an element of either post and became more of a problem as the two parts of the project developed in somewhat different directions. However both members of staff had previously worked with either One Plus or OPFS and were therefore aware of the nature of the other organisation.

Marketing and publicity

2.4 Marketing was approached in different ways by the two organisations. Table 1 outlines the type and number of contacts that have been involved in recruitment of mentors and mentees. 

Table 1: Marketing

	
	OPFS
	OP

	Groups visited 
	-
	19

	Agencies visited in the community (churches, women’s centres, health projects, volunteer centres, schools, home support services, Social Work Departments, Resource centres etc.
	-
	110

	Press releases
	2
	-

	Mail-shots to Voluntary agencies throughout Scotland
	886
	-


2.5 Inter agency links that existed before the project were an important aspect of marketing and recruitment. Marketing for face to face mentoring was managed by One Plus and was largely achieved through personal contact with health visitors, social workers, community workers and organisations in the two parts of the city identified for engagement. This became increasingly effective as the project progressed. Marketing of the telephone mentoring was done separately and was largely achieved through press releases and publicity material sent to voluntary sector agencies working with lone parents and several local authorities. It was envisaged at the outset that OPFS’ role in the partnership would be to utilise its existing telephone based infrastructure to recruit mentees and mentors and promote the scheme. Their expertise in relation to media and national bodies would be used to raise public awareness. Unfortunately, it does not appear to have been an effective means of publicising the project. The lack of personal contact and opportunity to develop trust between locally based organisations and the national ‘centre’ of telephone mentoring seems to have been a major limitation on the recruitment and potential for preparation of mentees. Several of the original partners were not in a position to deliver on the critical issues of mentee recruitment. The number of mentees coming forward was very low and making in-roads into locally based organisations would have been a very time consuming task, not to say a specialist skill which at that point was not available within the organisation. The most positive response from potential partners involved in recruiting mentees came from agencies already known to One Plus and OPFS. Table 2 below provides a summary of contacts made while the project was operational. 
2.6 As outlined, a range of methods have been used to publicise the services, resulting in contact being made with 85 lone parents in total with 38 of those expressing an interest in becoming a mentor within the project. Due to the larger numbers involved a more detailed breakdown of referrals of both mentors and mentees has been provided by One Plus. The range of services and agencies both referring and being referred, as detailed in Tables 3 and 4, illustrates the range and strength of the networks built up over the period that the project has been in operation.

Table 2: Range of service referrals

	
	OPFS
	OP

	Lone parents contacted (total contacts made)
	19
	66

	Enquiries expressing interest in becoming a mentor 
	13
	25

	Enquiries expressing interest in becoming a mentee
	
	

	Lone  parents referred from other services/projects/agencies

Names of services/projects/agencies 


	4
	42

	
	Fairbridge;Haven Housing;OPFS Dundee;

Women’s Aid
	Details available on request

	Lone  parents referred to other services/projects/agencies


	-
	13

	
	

	Total number of mentors at end of pilot project
	4
	18

	Total number of mentees at end of pilot project
	4
	15


Table 3: Source of referral – current and potential mentors and mentees (One Plus only)

	Source
	Mentors
	Mentees

	Social Work Department
	-
	5

	Supporting People Team
	-
	1

	Family Centre
	-
	1

	Health Visitor
	2
	6

	Realise Community Care Project
	-
	2

	Stress Centre
	1
	-

	Options
	5
	1

	Sustainable Employment
	1
	3

	Previously involved with One Plus 
	1
	6

	Dropped in/chance meeting
	2
	2

	Leaflet (self referred)
	1
	1

	Full Employment Area Initiative
	1
	-


Table 4: Referrals to – current and potential mentees and mentors (One Plus only)

	Referred to
	Mentors
	Mentees

	CEDA Personal Development Course
	-
	1

	Second traunch – mentor training
	-
	1

	Drumchapel Opportunities
	1
	2

	Horizons
	-
	1

	Other One Plus Project
	1
	2

	Choices
	-
	1

	Wisegroup
	-
	1

	Options
	-
	2

	
	
	


Recruitment of mentors and mentees

2.7 Recruitment of mentors and mentees was slower than staff expected in both organisations and held up progress in developing the project as a whole.  Slow start up is not unusual in any project. The ‘market’ for lone parent mentoring was understood by both OPFS and One Plus, but was affected not only by links with community organisations and agencies as noted above but also by the childcare commitments of volunteers: the project started just as the school holidays were beginning and meant a two month delay in recruitment.  There were differences in time allocated to this function by the two organisations. In One Plus the Mentor Support Worker (MSW) visited groups and organisations and gave talks and presentations about the project: in OPFS the publicity was dealt with centrally with the MSW having little control over the timing or the methods used.  In both organisations however, the MSW felt that the most effective method of recruitment was to build on existing relationships and links with voluntary and statutory organisations.  

2.8 At OPFS in Edinburgh mentors were recruited from existing staff or volunteers, but delays over training and mentee recruitment effectively slowed down the development of the project and further recruitment of mentors. By April 2004 six mentors and four mentees had had been recruited and were undergoing or had undergone training. No further mentors were recruited after this period.  At One Plus mentors were deliberately recruited from lone parents who were moving towards employment or training but were not currently employed or involved in One Plus activities. This represented a different approach to OPFS insofar as the impact on mentors’ distance from the labour market was seen as an important outcome that had to be planned for in the development of the project. Recruitment for them was therefore initially slower than OPFS as planning the nature of the support that would be provided for them was of a different order. By June 2004, however, recruitment of participants at One Plus matched the planned numbers of 2003. 

2.9 Recruitment of mentees was also slow to begin with and has affected the extent to which the project has been fully operational over the time of the evaluation. Recruitment for telephone mentoring was much slower than anticipated and reinforces the importance of developing trusted intermediaries at local level.  By the end of May 2004 April OPFS had four mentees on the programme and One Plus eighteen. It should be noted, however, that the recruitment process itself has allowed other forms of advice and support to be extended to lone parents interested in moving towards employment or education. As highlighted above a significant number of lone parents have been given advice or sign-posted to other possibilities in One Plus or OPFS or other relevant agencies.  
Matching and preparation of mentors
2.10 Mentors and mentees undergo a mentor matching process at One Plus including location, education and interests, for example. The MSW develops personal profiles of each mentor and mentee based on this. The MSW at One Plus spent considerable time with each mentee as well as mentor preparing them for the longer mentoring relationship they were expected to develop. 

2.11 The project represents a new way of working, and potentially an important way of developing the employability of mentors as well as mentees. If mentoring is to be successful, developing appropriate training is essential. For this reason, the type of support and training for mentors has been an important part of the project’s development.  Whilst training materials for mentors have been developed in other sectors (Prince’s, Trust 2003; McBeath 2002) there appears to be little ‘off the shelf’ training for lone parent peer mentoring and a considerable amount of time and effort was devoted to developing, assessing and amending training. One Plus and OPFS, between them, hold a huge amount of information about lone parents, benefits and tax credits, housing, education and training and useful contacts. While this provides a useful resource for mentors reference needs to be made to the availability of such information during mentor training.  Training largely takes the form of training in personal relationship skills necessary for mentoring (such as listening skills) delivered by a trainer the College of Holistic Medicine.  The MSW provide guidance on working with and recording mentoring activities, and maintaining boundaries. The mentor training (a half day session for six weeks) is structured around interpersonal skills supplemented by handouts prepared by the MSW to ensure that participants gain some understanding of the boundaries of the scheme, the mentoring relationship and what they can and cannot expect from One Plus. 

2.12 Staff reported that it was initially hoped to have joint training for both face to face and telephone mentors. However, the different sources of recruitment, difficulties in getting volunteers to travel distances, plus the distinct skills involved in telephone and face to face mentoring have led to two parallel training programmes being developed. The second traunche of mentor training saw amendments to the training.  However, despite initial hopes that formal training materials and a formal resource pack would be developed as a result of the pilot this has not happened. More training resources will have to be developed if good practice is to be rolled out. Whilst the project staff clearly wanted to keep the training low tech the lack of printed material and shared resources for mentors and mentees may limit the extent to which the project can be extended. 

2.13 The involvement of mentors as a target group for project outcomes at One Plus has meant considerable support and training needs for this group. Existing evaluations of mentoring in the UK and USA stress the importance of training and preparation of mentors. Limitations on recruitment resulting from the need to provide training and support noted by staff included the view that a ratio of less than one member of staff to ten mentors would reduce the quality of support. External factors have also had an effect.  Training for mentors at One Plus was significantly affected by an ongoing strike by nursery nurses that curtailed volunteer availability. 
Working with project participants

2.14 Interviews were carried out with the Mentor Support Workers  (MSW) from each project in order to explore the project from their perspective. The following section outlines the main issues highlighted through the interviews. At the time of the interviews, there were very few mentees in either area therefore the section focuses mainly on the MSW experience of working with mentors.  

2.15 Overall, both Mentor Support Workers felt that they had learned a great deal from their involvement in the project. Each had a positive approach to the relationship between the two organisations although they had no direct responsibility for developing or maintaining that relationship.  

2.16 Both MSW felt that they had been successful in reaching disadvantaged lone parents. The main issue for OPFS appeared to be geographical isolation as the telephone mentoring project was aimed at lone parents in more rural areas, and for One Plus financial exclusion and social isolation appeared to be more of a focus for the MSW, as is illustrated by the following quote:

‘from being bored and stuck in the house and sitting with their pyjamas on all day –   these are the girls they are going to meet just now – there’s hardly a house I’m going into where somebody’s not sitting in their pyjamas’

2.17 However, for the few mentees involved in the project transitional periods and pre-transition periods were highlighted by both as being a key time when lone parents sought support to make decisions about their lives. In One Plus the MSW pointed out that many of the mentors were also preparing for their transition to the labour market through volunteering for the project.  The social networks created by the project, particularly in the Fresh Start project, were also highlighted by the MSW.  Drawing on each other’s knowledge and experience led to increased confidence and self-esteem for the mentors and helped them to find new ways of challenging and overcoming barriers:

‘…..they’re not taking no from organisations that they’re coming up against – things like community Care grants or housing or benefits or anything like that – they’re questioning them but questioning in an appropriate way – they’re not going into the old mode of ****, ****, ****’ 
2.18 Both MSW identified childcare as the biggest barrier to progression faced by lone parents, followed by lack of adequate public transport. Two mentors from the Fresh Start project had signed up for New Deal for Lone Parents at the time of the interview. However, no progression opportunities were mentioned by the OPFS Mentor Support Worker, for either mentors or mentees. 

Monitoring and formative evaluation 

2.19 Considerable time was spent developing the tools for evaluation and monitoring in the project. Key to this was the identification of a framework that allowed the process of delivery and change to be recorded and evaluated, and for hard and soft indicators to be developed. The Monitoring and Evaluation Framework introduced as part of the formative evaluation of the two projects was implemented by both Mentor Support Workers. However, the Entry, Mid-point and Exit Forms, designed to capture soft outcomes for both mentors and mentees were difficult to administer over the telephone.  Both MSW believed that the forms could be daunting for mentors and mentees and recommended that support to complete the form should always be offered. They also felt that the Reflective Diaries, completed by both sets of mentors and by the telephone mentees appeared to be useful for the project and evolved into part of the support mechanism developed by the MSW in each project.   The MSW therefore were highly positive about their involvement in the project and felt that they could develop the project in line with the lessons they had learned from their involvement.

Management/ co-ordination of both elements of the project. 

2.20 The aim of this project is to test new methods of delivering mentoring support, and explore the potential for interaction between telephone based and face to face services. The two organisations delivering the project are well placed to do this. They have considerable experience of supporting lone parents at times of transition: into lone parenthood, into different housing circumstances, into training and employment. They have what some would call a holistic understanding of the group that is targeted in this initiative. In practice One Plus was responsible for the development and management of the face to face mentoring programme and One Parent Families Scotland was responsible for the development and management of the telephone mentoring service. An evaluation steering group met regularly involving representatives from both organisations which led to some limited sharing of training materials, but not of clients. 

2.21 There appeared to be little exploration of the potential for interaction between the two forms of mentoring. Some of the factors that hindered this potential were:

· Insufficient staff or funding for co-ordination of the two forms of mentoring.

· Different levels of support for the mentoring support workers, largely affected by the numbers of staff in the organisation as a whole involved in mentoring towards work or education. 

· Slight differences in the vision of the basis of the project could provide for more strategic planning of mentoring in the overall work of the organisations.

· Slight differences in the level of contact between the organisations’ relationships with DwP and Scottish Executive

· Slight differences in the perception of how training should be delivered

Lessons learnt

2.22 The key lessons arising from the  experience of setting up and running the lone parent mentoring project include the following:

· Developing mentoring within existing lone parent organisations allowed the infrastructure necessary for mentoring to be established quickly. It provided a valuable addition in particular to the services provided by One Plus, but also benefited the project. 

· Marketing of the project relied heavily on relationships with ‘trusted intermediaries’. These take time to develop and proved more difficult than expected in rural areas where telephone mentoring was to be piloted.  Further development to build up these types of relationships outside Glasgow could be explored.

· Record keeping that logged the final recruitment of participants on to the full programme understated the referral and advice that Mentor Support Workers were able to give to lone parents whose first point of contact with the organisation was through the mentoring project.  The location of the project in One Plus and OPFS meant that useful referrals could be made for those who had expressed an early interest. Collection and analysis of the data at pre-recruitment stage could be developed more fully.  

· Childcare commitments limited initial recruitment of mentors and mentees and remained a continuing problem for a relationship/process that demands time. Future projects should recognise that childcare demands apply to volunteers as well as workers.

· Preparation of participants, including training and support, was kept flexible and informal. The result was effective support, but a less than expected set of materials for use in future training.  The resources that One Plus and OPFS should have been examined for their potential to develop into more formal training and support materials. 

· Managing and co-ordinating the two parts of the project was sustained by an advisory group, but the differences between the two parts became more obvious during the project. Closer integration would have been required  if real comparisons between telephone and face to face mentoring were to be made. 

Chapter Three: Characteristics and experiences of project participants

3.1 The original proposal for the lone parent mentoring project stated  that

A number of practical measures have been put into place by the Government to assist lone parents to move into employment or obtain qualifications.  The proportion of lone parents who are in employment has increased significantly.  However, even on the most optimistic estimates of progress, there is still a difference of 13% between the proportion of lone parents in employment and the Government target and in many disadvantaged areas the gap is much wider. This proposal would help lone parents through a combination of peer support from a lone parent who had made some progress in employment or training, combined with comprehensive back up support for all parents going through the programme. The intention is to contribute to a reduction of child poverty. The percentage of children in lone parent families who are poor was 55% in 2000/01. Lone parents are over twice as likely to be poor as couples with children (One Plus/ OPFS 2003).

3.2 Two aims were therefore in place: firstly to assist lone parents moving towards employment or education, but secondly, and more generally, to contribute to a reduction of the social exclusion of lone parents and their children. There was an undoubted expectation that parents involved in the project would show gains in the hard outcomes of entry into education and employment, but staff from both One Plus and OPFS were keen to point out that tightly prescribed outcomes of employment or education were inappropriate starting points for an evaluation of the project: lone parents lives are complex, the concrete problems they face in trying to manage transitions in their lives are often multi faceted; their individual solutions are often constrained by a social, political and economic context over which they have little control.  Mentoring was to be seen as a resource and dynamic that could help support mentors’ and mentees’ agendas as well as a narrow welfare to work agenda.  This was not a programme that was tied to work experience, or even solely to work outcomes. It was a softer programme that hoped to encourage self-confidence, and ability to make use of resources that would widen the choices available to participants. As such, it had the potential to increase the social and cultural capital of participants, which is in turn, likely to enhance their attitudes towards work. 

3.3 As such our task as external evaluators was at least three fold once we started to examine mentors and mentees: 

· to measure  and record whether the project had reached those lone parents that were the focus of Scottish Executive ‘s Closing the Opportunity Gap 

· to record whether they had experienced a change in hard or soft outcomes as a result of their engagement with the programme

· to comment on the extent to which the programme fitted with the agendas of participants. 

3.4 In this section we report our findings on the first two of these and examine the characteristics of the participants, their reasons for involvement and the initial outcomes or ‘distance travelled’ whilst involved in the project.  The views of participants about the programme as a whole and how it could be developed to meet their agendas are dealt with in the next chapter. 

Characteristics of the Participants
3.5 As part of the ongoing monitoring and evaluation of both pilots mentors and mentees were requested to complete Baseline forms on becoming involved, with Exit forms to be used when a mentor or mentee has moved on.  The forms collect the basic profiling information for all involved. A detailed outline of the characteristics collected via the Baseline forms of both the mentors and mentees involved in both projects is provided in Appendix B. The figures show that the project is successful in reaching the groups that it is targeted towards i.e. lone parents who face disadvantage through living on a low income and limited involvement in the labour market.  Ninety per cent of mentors and mentees lived in rented accommodation; 70 per cent of face to face mentors and mentees were in receipt of income support; only 9 out of 43 participants in the face to face mentoring had been involved in paid employment in the previous two years. The figures also serve to highlight that the gap in the characteristics of the mentors and mentees is not too great, for example the majority of both groups are female, aged between 35 and 49, live in rented accommodation, and receive income support.  In this respect the project differs from most mentoring programmes where mentors tend to be female, white and middle class (Hall 2003). The narrow gap between the two groups is important as previous studies (Hall 2003, Colley 2003) have found that in order for mentoring to be effective the power differential between mentor and mentee should not be great and the experiences of the mentors should not be too far from that of the mentees.  Nevertheless, some differences were apparent. Mentors were more likely than mentees to have been involved in some form of training in recent years (largely voluntary sector or community based) and more likely to have an educational qualification above Standard grade or SVQ1/2. 

Reasons for involvement

3.6 In addition to the basic profiling information, a number of soft measurement indicators were used in an attempt to track changes in participants perceptions of themselves, their interests and competencies and the barriers they believe to be greatest in terms of entering education or paid employment. Participants were asked to rate their interests, competencies and barriers on a scale of one to five.  For mentees the Baseline form also asked participants to give their reasons for becoming involved with the project as detailed in Table 5 which highlights that the majority of mentees become involved through contact with another agency or a person they know well demonstrating the importance of networking at a local level.

Table 5: Mentees Reasons for becoming involved with the project

	Reason 
	

	Because OP/OPFS is local 
	2

	Been involved with the organisation before
	1

	It’s  the only place that can help me 
	1

	It’s independent
	2

	Referred by another agency
	4

	Referred by someone I know
	6

	Read a leaflet/poster
	2

	It’s common knowledge
	1

	Other reason
	1


Distance Travelled: Initial outcomes

3.7 Initially, the mentors and mentees were to have completed the same set of questions around interests, competencies and barriers and any changes in the ratings would track the impact of their being involved with the project.  Positive evaluations by participants of peer support, reduced isolation and altered expectations of personal capabilities appear to be a common thread running through the mentors experience of being involved with the project. The following section,  provides a summary of the data collected via the Baseline and Exit Profile Forms for mentors and mentees.  The two sets of figures show the distance travelled for each  question asked in the Baseline and Exit forms to allow comparisons of how confident the lone parents felt about key tasks which are related to moving towards the labour market, how interested they were in particular personal development activities and how they perceived identified barriers to entering employment or education for disadvantaged groups and lone parents in particular.  Data from the focus groups and reflective diaries was also drawn upon to contribute to the discussion that follows the tables.  The information from the evaluation with the mentors will be outlined first followed by a section on the mentees.

Mentors

The tables below present the Baseline and Exit data for mentors from both projects. They highlight the changes that occurred for participants as a whole as they progressed during their involvement in a quantitative way. The arrows in the last column of each of the following tables indicate the direction of any change in the average ratings for each competency, interest or barrier. The ratings given by all of the Fresh Start mentors on the Baseline Forms were used to calculate the average rating for each category. The same calculation was then carried out with the figures from the Exit Forms and the two figures subtracted in order to identify the amount and direction of any change that has occurred during the pilot project. Therefore, in Table 6 for example the mentors’ confidence in working with people increased by 0.53 as indicated by the use of the > symbol. Where the average ratings decreased, the amount of change is preceded by the symbol <. In presenting the findings as an average there is a danger of losing the evidence of significant change or indeed lack of change for individuals. Nevertheless, they give a good indication of the impact of the project. In order to give a flavour of the type of impact they involve for an individual two case studies are included and the tables are followed by a more qualitative discussion based on the focus groups and the reflective diaries.
Fresh Start: Face to Face Mentoring

Competencies

Table 6: Fresh Start Mentors (Face to Face Mentoring)  - Competencies

	Question: On a scale of 1 to 5 how would you rate the following as something you feel you can do
	Baseline Average rating
	Exit – Average rating 
	Amount & direction of change

	Competencies
	
	
	

	Working with people
	4.39
	4.86
	>0.53

	Understanding lone parent issues
	4.44
	4.57
	>0.13

	Contacting NDLP Advisor
	3.94
	4.00
	>0.06

	Getting what you want from a NDLP Advisor
	3.61
	3.64
	>0.03

	Knowledge of local project
	3.06
	3.50
	>0.44

	Getting what you want from employers
	3.33
	2.92
	<0.41

	Getting what you want from college
	3.94
	3.50
	<0.44

	Involvement in voluntary and community activities
	3.88
	4.00
	>0.12

	Finding time to do what you want
	3.17
	3.07
	<0.10

	Setting realistic goals
	3.67
	4.00
	>0.33

	Writing CVs
	2.83
	2.93
	>0.10

	Making a job application
	3.39
	3.29
	<0.10

	Understand what a mentor does and can do
	3.63
	4.46
	>0.83

	Able to listen actively and feedback appropriately
	4.28
	4.50
	>0.22

	Able to set and maintain boundaries between mentor and mentee
	4.06
	4.18
	>0.12


3.8 Table 6 highlights that while most people felt relatively competent on entering the project their confidence had increased by the end of their involvement. The greatest increases appeared in both personal development areas such as setting realistic goals and knowledge of local projects through to employment related developments such as getting what you want for m a New deal for Lone Parents Advisor and getting what you want from college.  The smallest increase was in writing CVs that may be related to lack of experience of the labour market or to the time away from it.

Interests 

3.9 Table 7 shows that the mentors became less interested in a number of activities with the largest change being in meeting new people, reducing stress and improving health which may be due to their involvement in the project which appears to have addressed these issues through peer support. The only activity to be rated higher at the end of the project was related to involvement in formal education or training.
Table 7: Fresh Start Mentors – Interests

	Question: on a scale of 1 to 5  can you let us know which of the following are things that you are interested in doing in the next few months. 
	Baseline Average rating
	Exit – Average rating 
	Amount & direction of change

	Meeting new people
	4.56
	4.57
	>0.01

	Getting out of the house
	4.82
	4.93
	>0.11

	Keeping or developing your skills for future employment
	4.94
	4.86
	<0.08

	Getting involved in formal education or training
	4.61
	4.79
	>0.18

	Encouraging other Lone Parents
	4.72
	4.79
	>0.07

	Gaining new qualifications or experience
	4.83
	4.71
	<0.12

	Reducing stress
	4.39
	4.71
	>0.32

	Improving your health
	4.44
	4.71
	>0.27


Barriers

3.10 The barriers identified in the Baseline and Exit forms would be expected to become less of an issue through involvement in the project. Lost and reduced benefits as a barrier to work or education was the only barrier to be rated as higher at the end of the project, with the remaining barriers being seen as less of an issue.  This could reflect raised awareness of issues such as racial discrimination, physical disability and substance abuse being barriers to employment or education plus raised awareness of the support available for individuals who experience these barriers.

3.11 Reductions in perceptions of barriers may be due to a number of reasons. Childcare problems may be seen as less of a barrier as the women have access to more information about the availability of childcare. Despite this, childcare was presented as a significant barrier  both to their involvement in the Fresh Start project and to employment throughout the focus groups and reflective diaries. 

Table 8: Fresh Start Mentors - Barriers

	Question: Several things are considered to be barriers to moving into work or education. On a scale of 1 to 5 how would you rate the following as being a barrier for you? 
	Baseline Average rating
	Exit – Average rating
	Amount & direction of change

	Managing bills/debt
	3.39
	3.00
	<0.39

	Benefit delays
	3.35
	3.50
	>0.15

	Childcare problems
	4.06
	3.64
	<0.42

	Family issues
	2.50
	2.71
	>0.21

	Health issues
	1.89
	2.71
	>0.82

	Lack of education/training
	2.67
	3.31
	>0.64

	Lack of experience/skills
	2.89
	2.93
	>0.04

	Lack of confidence
	2.22
	2.31
	>0.09

	Literacy
	2.33
	2.14
	>0.19

	Lack of transport
	2.89
	2.71
	<0.18

	Problems with work related issues (e.g. pay/time off etc.)
	2.35
	2.92
	>0.57

	Lost or reduced benefits or services (e.g. free school meals)
	3.35
	4.00
	>0.65

	Housing
	2.44
	2.79
	>0.35

	Criminal Record
	2.00
	2.00
	-

	Racial discrimination
	1.22
	1.79
	>0.57

	Emotional/behavioural barriers
	1.76
	2.00
	>0.24

	Substance abuse (drugs/alcohol)
	1.67
	1.79
	>0.12

	Physical disability
	1.39
	1.46
	>0.07

	Long term illness
	1.56
	1.77
	>0.21

	HIV/AIDS
	1.28
	1.77
	>0.49

	Language
	1.67
	1.86
	>0.19


3.12 Health issues were seen as a greater barrier at the end of the project than as the beginning, as was lack of education and training which ties in well with the increased interest in becoming involved in education or training highlighted in Table 8.  The identification of more rather than less barriers at the end of the project should not be viewed as necessarily negative. It may be that involvement in the project has meant that the awareness of lone parents around some of these barriers has been raised and ways to overcome them can be sought, before entering the labour market rather than generating feelings of failure when lone parents have difficulty overcoming barriers such as those outlined above after entering employment. 

Self perceptions

3.13 Two focus groups were held with the Fresh Start Mentors, the first being held during their training and the second after they had been matched with their mentees. As early as the first focus group it was evident that the mentors were benefiting from the peer support that had evolved through the project. An informal support group had developed which both helped the lone parents on a personal level and in their mentoring role. The following quotes highlight how important peer support was within the project;

‘It’s empowering when women get together – we do we empower each other – you help each other with what you don’t know and what they know they tell you’

‘And I think we’ve all been down and we probably will be down again at some point in our life so you need to support each other’

‘Well I went homeless in November and my baby was a month old and the group has helped me not to take that flat in S and not to take that flat in D that had been falling to bits and would cost a fortune to put right and I just found out yesterday that I’m getting a new built house and that’s because the girls were there telling me no you don’t need to take.Tthey’re telling you rubbish and if I was on my own I’d be in a flat somewhere absolutely miserable so being in the group has helped me get where I wanted to be’

3.14 By the second focus group the mentors were much more articulate and sure of their role in the project.  They saw themselves as providing emotional as well as practical support for their mentees and were able to recognise that the extent and range mentees needs are not always apparent in the early stages of the relationship but can emerge slowly as the relationship builds. There was also a general recognition that they were neither trained nor equipped to deal with complex and severe problems and were aware that in such cases they should refer the mentee to the appropriate agency or service.  

3.15 An awareness of the issues facing the mentees was also apparent in that the mentors could see that they had made the move from service user to service provider as the following quote illustrates;

‘I’ve been a service-user in the past and now I’m a service provider so it’s the flip side of that isn’t it’ 
3.16 The reflective diaries were also important in contributing to the support provided within the project by providing the mentors with an opportunity to reflect on their own practice and to retain control over how they deal with the issues as they come up.  

Telephone Mentoring: Choices Project

3.17 Table 9 below again highlights that, in a similar way to the face to face mentoring the Choices mentors felt relatively confident on entering the project.  The competencies that changed most over the project period included; getting what you want from college and from employers working with people (declined); having knowledge of local projects (increased), Understanding lone parent issues, understanding what a mentor does, writing CVs, making job applications and finding time to do what you want were the areas where mentors felt that their confidence had reduced during the period of the project.

Table 9: Choices Project  (Telephone mentoring) – Mentors  - Competencies 


	Question: On scale of 1 to 5 how would you rate the following as something you feel you can do
	Baseline 

Average rating 
	Exit Average rating
	Amount & direction of change

	Working with people
	4.75
	4.33
	<0.42

	Understanding lone parent issues
	4.50
	4.00
	<0.50

	Contacting NDLP Advisor
	4.25
	4.33
	>0.08

	Getting what you want from a NDLP Advisor
	3.75
	3.67
	<0.08

	Knowledge of local project
	3.25
	3.33
	>0.08

	Getting what you want from employers
	3.75
	3.33
	<0.42

	Getting what you want from college
	4.00
	3.67
	<0.33

	Involvement in voluntary and community activities
	4.00
	3.67
	<0.33

	Finding time to do what you want
	3.00
	3.67
	>0.67

	Setting realistic goals
	3.50
	3.67
	>0.17

	Writing CVs
	4.00
	3.33
	<0.67

	Making a job application
	4.00
	3.33
	<0.67

	Understand what a mentor does and can do
	3.50
	4.33
	>0.83

	Able to listen actively and feedback appropriately
	4.25
	4.33
	>0.08

	Able to set and maintain boundaries between mentor and mentee
	3.50
	4.33
	>0.83


Interests

3.18 Overall there was not much movement in the levels of interest in the activities listed for this group as can be seen from Table 10.  Reducing stress and improving health remained at the same level, while encouraging lone parents and keeping or developing your skills for future employment fell during the project. Possible reasons for this could include the fact that all but one of the Choices Mentors were employed by the project and therefore developing new skills did not appear to be important to them.

Table 10: Choices Project – Mentors – Interests 

	Question: On a scale of 1 to 5 can you let us know which of the following are things you are interested in doing in the next few months.
	Baseline Average rating
	Exit: Average rating 
	Change

	Meeting new people
	4.75
	5.00
	>0.25

	Getting out of the house
	4.00
	4.50
	>0.50

	Keeping or developing your skills for future employment
	4.75
	4.67
	<0.08

	Getting involved in formal education or training
	3.67
	4.00
	>0.33

	Encouraging other Lone Parents
	4.75
	4.67
	<0.08

	Gaining new qualifications or experience
	4.67
	5.00
	>0.33

	Reducing stress
	4.33
	4.33
	-

	Improving your health
	4.33
	4.33
	-


Barriers

3.19 Overall, the Choices Mentors viewed only three barriers as less of an issue. Managing bills and debt’ childcare and lack of transport were the only ones where the ratings were less. Problems with work-related issues and substance abuse as a barrier to work or education stayed the same. The greatest increases were in health issues, lack of education and training and lost or reduced benefits that were seen as significantly bigger barriers than at the beginning of the project. Possible reasons for these increases could include raised awareness of the issues listed as barriers through working with mentees during the project.

3.20 As two of the four Choices Mentors were also Advice Workers employed by OPFS there were concerns for them around the boundaries between advice work and mentoring. After discussion, they agreed that mentoring was in effect an extension of advice work in that they could spend more time with their mentees than they would with Advice Line clients.  The pilot nature of the project also meant that training needs did not emerge until the project had begun, especially in the case of the telephone mentors.  This resulted in a degree of frustration around how the training could have been developed to meet the needs of the telephone mentors who felt they required a completely different set of skills from those required by the face-to- face mentors in the Fresh Start Project.

3.21 The soft indicators and distance travelled measurements presented in the tables below highlight that the mentors form the Choices Project are at a different life stage from those in the Fresh Start Project. However, there are similarities in how both groups valued the element of peer support in the project and again the Choices Mentors saw themselves as providing emotional support and stability in the sometimes chaotic lives of their mentees.  Similar to the face-to-face mentors they also felt they were ‘making a difference’ as the following quote illustrates;

This woman when she was going through quite a bad time an remembering things I had said and making her look at things differently – that was a high’

Table 11: Choices Mentors – Barriers 

	Question: Several things are considered to be barriers to moving into work or education. On a scale of 1 to 5 how would you rate the following as being a barrier to you?
	Baseline

Average

rating
	Exit -  average rating
	Amount & direction of change

	Managing bills/debt
	2.67
	3.33
	>0.66

	Benefit delays
	3.25
	3.00
	<0.25

	Childcare problems
	3.50
	3.33
	<0.17

	Family issues
	3.00
	2.67
	<0.33

	Health issues
	3.25
	2.67
	<0.58

	Lack of education/training
	3.00
	2.67
	<0.33

	Lack of experience/skills
	3.25
	2.67
	<0.58

	Lack of confidence
	3.75
	3.33
	<0.42

	Literacy
	3.50
	2.67
	<0.83

	Lack of transport
	3.50
	2.67
	<0.83

	Problems with work related issues (e.g. pay/time off etc.)
	3.00
	3.00
	-

	Lost or reduced benefits or services (e.g. free school meals)
	2.75
	2.33
	<0.42

	Housing
	3.50
	3.67
	>0.17

	Criminal Record
	2.25
	3.33
	>1.08

	Racial discrimination
	3.50
	3.00
	<0.50

	Emotional/behavioural barriers
	3.50
	2.67
	<0.83

	Substance abuse (drugs/alcohol)
	3.00
	3.00
	-

	Physical disability
	2.50
	3.00
	>0.50

	Long term illness
	2.75
	2.67
	>0.08

	HIV/AIDS
	2.75
	2.33
	>0.42

	Language
	3.50
	3.00
	>0.50


3.22 The telephone mentors involved in the Choices Project felt mentoring was particularly useful at crisis points such as the transition to lone parenthood.  They also felt that they were offering general support rather than support with a specific issue such as substance abuse or domestic violence. This aspect of being able to deal with whatever was going on in the person’s life and starting where they were at was an important aspect of both strands of the mentoring project. 

CASE STUDIES

3.23 As was stated at the beginning of this section, quantitative data can give a sense of the overall impact of a project, but case studies can provide a clearer sense of what is happening during the changes identified, The two case studies that follow highlight the very real changes for two mentors involved in the project as mentors. 

Mentor Case Study One 

A has three children aged nineteen, nine and three and has a long term illness or disability. She saw a leaflet for the Fresh Start Project and called One Plus to find out more. She has previously volunteered for WRVS and the Scottish Drugs Forum.   At the time of joining the project A was attending an Introduction to Counselling Skills course run by Anniesland College and organised through the local Community Forum. She also holds a Food Hygiene Certificate and has completed introduction to Computing, also through the Community Forum.  A worked with two mentees during the pilot project.

The soft indicators measurement tool showed that A’s confidence in working with people, knowledge of local projects and becoming involved with voluntary and community activities  increased during the pilot project.  Her confidence to communicate effectively with employers and colleges and writing CVs also increased.  A also had more confidence in her abilities as a mentor, seeing her listening skills and ability to set and maintain boundaries as having developed through her involvement with the project.  A saw the following as being less of a barrier to employment or education by the end of the project than she had done at the beginning:

· Managing bills/debt

· Benefit delays

· Childcare problems

· Health issues

· Lack of education/training

· Lack of experience/skills

· Lack of transport

· Lost/reduced benefits 

A has now been accepted for a post as Trainee Addiction Worker with the Scottish Drugs Forum.  The post will involve three days per week on placement, one day working and the remaining day studying. 

Mentor Case Study Two 

B has one child aged three.  She has several Highers and a number of National Certificate modules in Social Sciences and Graphic Design. B has volunteered for a women’s project over the last few years and is currently training to be a volunteer with Rape Crisis.  She was referred to the Fresh Start Project by her Health Visitor who felt she had a lot to offer the project.  B worked with a total of three mentees during the pilot project.  

By the end of the pilot phase of the project B felt more confident about her knowledge of local projects and becoming involved with voluntary and community activities.  Confidence in setting realistic goals and finding time to pursue her interests also increased.

Benefit delays, health issues and lack of transport were viewed as less of a barrier by the end of the pilot project. B has been accepted on to the Social Work Degree course at Glasgow Caledonian University starting in September 2004. When she became involved as a mentor at the beginning of the project she had no plans to become involved in education or employment until her son starts school in 2005.  

Mentees

3.24 The following section presents the data from the analysis of the Baseline and Exit forms for the mentees involved in both projects. In this section the data is presented for the two projects for each soft indicator table rather than by project. This allows comparison of the competencies, interests and barriers for the mentees involved in each project. 

Competencies:

3.25  Tables 12 and 13 illustrate that the mentees involved in the both the face to face and telephone  mentoring projects felt their confidence had increased significantly in most of the categories mentioned. However, they did feel significantly less confident about interacting with employers and college and in finding time for themselves.  This may be due to increased opportunities to interact with employers or colleges through involvement in the project leading to a lack of confidence surrounding these activities.

Table 12: Fresh Start Mentees – Competencies 

	Question: On a scale of 1 to 5 how would you rate the following as something you feel you can do? 
	Baseline Average rating
	Exit Average Rating
	Amount & direction of change

	Working with people
	3.73
	4.36
	>0.63

	Understanding lone parent issues
	3.47
	4.55
	>1.08

	Contacting NDLP Advisor
	2.69
	3.91
	>1.22

	Getting what you want from a NDLP Advisor
	2.46
	3.55
	>1.09

	Knowledge of local project
	2.27
	3.36
	>1.09

	Getting what you want from employers
	2.47
	3.40
	>0.93

	Getting what you want from college
	2.47
	4.00
	>1.53

	Involvement in voluntary and community activities
	3.29
	3.73
	>0.47

	Finding time to do what you want
	2.60
	3.27
	>0.67

	Setting realistic goals
	2.53
	3.55
	>1.02

	Writing CVs
	2.73
	3.00
	>0.27

	Making a job application
	2.87
	3.20
	>0.33


Table 13: Choices Project – Competencies 

	Question: On a scale of 1 to 5 how would you rate the following as something you feel you can do?
	Baseline Average rating
	Exit Average Rating 
	Change

	Working with people
	4.50
	4.75
	>0.25

	Understanding lone parent issues
	3.00
	3.75
	>0.75

	Contacting NDLP Advisor
	4.50
	4.75
	>0.25

	Getting what you want from a NDLP Advisor
	2.46
	3.55
	>1.09

	Knowledge of local project
	2.75
	2.75
	-

	Getting what you want from employers
	2.75
	3.25
	>0.50

	Getting what you want from college
	4.00
	3.50
	<0.50

	Involvement in voluntary and community activities
	2.75
	3.50
	>0.75

	Finding time to do what you want
	2.00
	2.75
	>0.75

	Setting realistic goals
	2.25
	4.00
	>1.75

	Writing CVs
	3.50
	4.00
	>0.50

	Making a job application
	3.50
	4.00
	>0.50


3.26 The telephone mentees felt that by the end of the project they were less confident about getting what they wanted from college. However, increases in activities including setting realistic goals and getting what you want from a New Deal for Lone Parents Advisor were significant.  It is interesting to note that mentees knowledge of local projects stayed the same given that the telephone mentoring project was delivered from a central location.

Interests

Table 14: Fresh Start Mentees - Interests

	Question: On a scale of 1 to 5 how would you rate the following as something you feel you can do?
	Baseline Average rating
	Exit Average ratings
	Amount & direction of change

	Meeting new people
	4.64
	4.09
	<0.55

	Getting out of the house
	4.60
	4.55
	<0.05

	Keeping or developing your skills for future employment
	4.73
	4.36
	<0.37

	Getting involved in formal education or training
	4.73
	4.45
	>0.28

	Encouraging other Lone Parents
	4.40
	4.18
	<0.22

	Gaining new qualifications or experience
	4.67
	4.36
	<0.31

	Reducing stress
	5.00
	4.55
	<0.45

	Improving your health
	4.93
	4.45
	<0.48


3.27 Table 14 shows that the Fresh Start Mentees were less interested in keeping or developing skills for the future and in gaining new qualifications.  However, interest in becoming involved in formal education or training was the activity in which interest increased the most highlighting that the mentees, while being less interested in entering employment in the short term, were perhaps becoming interested in increasing their employability in the long term.

Table 15: Choices Project – Mentees – Interests 

	Question: On a scale of 1 to 5 how would you rate the following as something you feel you can do?
	Baseline Average rating
	Exit Average Rating 
	Amount & direction of change

	Meeting new people
	5.00
	4.50
	<0.50

	Getting out of the house
	4.75
	4.75
	-

	Keeping or developing your skills for future employment
	5.00
	5.00
	-

	Getting involved in formal education or training
	4.25
	4.50
	>0.25

	Encouraging other Lone Parents
	5.00
	4.50
	<0.50

	Gaining new qualifications or experience
	4.50
	4.75
	>0.25

	Reducing stress
	4.00
	5.00
	>1.00

	Improving your health
	4.00
	5.00
	>1.00


3.28 During their period of involvement in the Choices Project the mentees became less interested in meeting new people and encouraging other lone parents, and their interest in getting out of the house and keeping or developing skills remained the same.  Improving health and reducing stress were the activities in which the mentees became more interested in during the pilot project.

Barriers

Table 16: Fresh Start Mentees – Barriers 

	Question:Several things are considered to be barriers to moving into work or education. On a scale of 1 to 5 how would oyu rate the following as being a barrier to you?
	Baseline Average rating
	Exit Average Rating 
	Amount & direction of change

	Managing bills/debt
	3.69
	3.64
	<0.04

	Benefit delays
	3.83
	2.91
	<0.92

	Childcare problems
	3.33
	3.27
	<0.05

	Family issues
	4.08
	2.82
	<1.26

	Health issues
	3.77
	2.27
	<1.50

	Lack of education/training
	3.38
	2.27
	<1.11

	Lack of experience/skills
	3.54
	2.64
	<0.90

	Lack of confidence
	3.08
	2.45
	<0.60

	Literacy
	2.33
	2.27
	<0.06

	Lack of transport
	3.00
	2.36
	<0.64

	Problems with work related issues (e.g. pay/time off etc.)
	2.91
	2.67
	<0.24

	Lost or reduced benefits or services (e.g. free school meals)
	3.38
	4.40
	>1.02

	Housing
	3.42
	2.91
	<0.51

	Criminal Record
	2.25
	1.18
	<1.07

	Racial discrimination
	3.00
	1.18
	<1.82

	Emotional/behavioural barriers
	3.15
	2.09
	<1.06

	Substance abuse (drugs/alcohol)
	2.42
	1.36
	<1.06

	Physical disability
	2.00
	1.00
	<1.00

	Long term illness
	2.08
	1.00
	<1.08

	HIV/AIDS
	1.58
	1.00
	<0.58

	Language
	1.67
	1.00
	<0.67


3.29 The figures presented in Table 16 show that the mentees involved in the Fresh Start project felt that the majority of the barriers were less of an issue than when they had entered the project. Lost or reduced benefits or services, however was perceived to be a greater barrier by the end of the project. 

Table 17: Choices Mentees – Barriers 

	Question: Several things are considered to be barriers to moving into work or education. On a scale of 1 to 5 how would you rate the following as being a barrier to you?
	Baseline Average rating
	Exit Average rating 
	Amount & direction of change

	Managing bills/debt
	4.00
	2.25
	<1.75

	Benefit delays
	2.00
	4.50
	>2.50

	Childcare problems
	3.75
	4.00
	>0.25

	Family issues
	4.50
	3.75
	<0.75

	Health issues
	3.00
	2.50
	<0.50

	Lack of education/training
	2.75
	1.75
	<1.00

	Lack of experience/skills
	3.25
	2.75
	<0.50

	Lack of confidence
	3.25
	2.50
	<0.75

	Literacy
	1.75
	1.75
	-

	Lack of transport
	2.50
	1.25
	<1.25

	Problems with work related issues (e.g. pay/time off etc.)
	2.75
	1.75
	<1.00

	Lost or reduced benefits or services (e.g. free school meals)
	2.00
	2.25
	>0.25

	Housing
	2.00
	1.75
	>0.25

	Criminal Record
	1.00
	1.50
	>0.50

	Racial discrimination
	1.00
	1.50
	>0.50

	Emotional/behavioural barriers
	2.25
	1.50
	<0.75

	Substance abuse (drugs/alcohol)
	1.25
	1.50
	>0.25

	Physical disability
	1.50
	1.50
	-

	Long term illness
	1.50
	1.50
	-

	HIV/AIDS
	1.25
	1.50
	>0.25

	Language
	1.33
	2.25
	>0.92


3.30 Four of the barriers outlined in Table 17 above became less of an issue for the mentees. Managing bills and debt, lack of transport and work related issues became less of a barrier to entering work or education. This may be related to the increased confidence in their ability to overcome such barriers.  However, increases in perceptions around how great barriers such as benefit delays and language could be due to raised awareness of these issues as barriers to employment or education. 

Self perception

3.31 A focus group was held, just after the mid-point of the pilot project with the face-to-face mentees involved in the Fresh Start Project and five mentees attended. The focus group highlighted that while there are similarities between the experiences of the mentors and mentees, there are also differences in the issues being faced by the mentees at this point in their lives.  Shared experiences of being a lone parent and of life experience were valued highly by the mentees;

‘it would be a good idea if it could be somebody who understands the position you’re in – who understands where you’re coming from’ 

3.32 The mentees all agreed that the emotional support they were offered by the mentors was very important in helping them with their parenting skills and in helping them make decisions about specific aspects of their lives. They also felt however that it was important sometimes just to get some support in general with the day-to-day aspects of lone parenthood as the following quotes illustrate;

‘I think there’s this pressure that you can’t actually make the choice to be a parent – that’s why the mentor’s good because she kept saying what do you think’s best for you – because I think you actually know the answers inside yourself – you just need somebody to listen and believe in you so that you can work out what to do’ 

‘the mentoring gives you a kind of boost – you think oh yes I’m doing that – coping’ 

‘maybe I need someone to support me with a ‘thing’ – give me support to set goals – somebody to help me be a better parent’ 
‘we’ve all had negative experiences but it’s good to have a positive relationship – it heals you’

3.33 The mentees also felt that the neutral, independent role of the mentor was important. Fragile family and social networks meant that family and friends were often not in a position to support the mentee through both crisis points and day-to-day issues surrounding parenting and all felt that the mentor was able to fill this gap to an extent.   The slow pace of change was also valued by the mentees, as highlighted by the following quotes;

‘like baby steps – yes that suits you because you’re not saying I want to change my life tomorrow’ 

‘a wee bit movement is enough sometimes – big changes would have scared me away – the wee changes happen and you’re not really aware of it – just getting you to realise you can do it’
3.34 Overall, their involvement in the project had a positive impact upon the lives of the mentees involved in the Fresh Start Project.  They all felt that having a mentor had both helped support them in their day-to-day lives and during times of transition and crisis. 

3.35 Telephone Mentees involved in the Choices Project were asked to complete a reflective diary each week to capture their feelings about their involvement with the project. The diaries enabled the telephone mentees to describe their experiences in their own words in a similar way that the focus group allowed this for the face-to-face mentees.  

3.36 The diaries highlight again that the mentees are at different points of their lives than the mentors but that similarities exist. However, in the case of the telephone mentoring the similarities are more to do with lone parenthood than life experiences. Maintenance issues, financial insecurity and difficulties with ex-partners appeared to be the main issues faced by the mentees accessing the telephone mentoring project. 

3.37 Involvement in the project appeared to reduce isolation and increase confidence for those involved as the following quotes from the diaries  illustrate;

‘felt as if I wasn’t alone when I spoke to my mentor. A lifeline’

‘sense of connectedness with people/friends/the outside world instead of usual isolation’

3.38 Relationships ending and transitional points, such as to lone parenthood were a key theme for telephone mentees. Again, support with the day-to-day aspects of being a lone parent was an issue for the mentees.  

Lessons learnt 

3.39 The key lessons relating to the impact of the project include the following:

· The intention to develop a peer mentoring project for lone parents was achieved in the project, with participants sharing many similar characteristics and the classic mentoring figure of middle class mentor to socially excluded individuals being avoided. 

· Mentees reported that mentor support was appreciated as a neutral and non judgemental source of support in the everyday issues of parenting and at times of crisis.  They valued the open ended nature of the mentoring, allowing change to occur at their own pace. 

· There is clear evidence that mentors and mentees involved in the project experienced some level of positive change. Confidence in setting goals and finding the resources to achieve them saw the greatest change, including a heightened feeling that barriers could be overcome.  Interests in focused activities outside the home, particularly in education, was noticeable amongst both mentors and mentees. Other evaluations of mentoring(Du Bois et al 2002) have found that positive effects are wide ranging but not of major significance in any one area.  The same picture is shown here. Mentoring has made a difference. It is modest and offers support in itself for continued implementation.  There are, however, as the case studies show some participants experiencing quite exceptional changes over the six months they were involved in the project. 

· Overall, mentees were less likely than mentors to exhibit an increased confidence in their ability to enter employment, but did see an increased interest in education. 

· Face to face mentors and mentees appeared to have experienced a more significant positive impact than telephone mentoring, possibly due to the higher level of support and more structured preparation and training they received. 

Chapter Four: Participants views of current and future directions

This section will outline the extent to which the programme fitted with the agendas of participants. 

Mentors and Mentees views

4.1 
All mentors and mentees active during the pilot phase of the project were invited to attend an evaluation workshop towards the end of the pilot project.  The Mentor Support Workers and project managers from each project were also invited.  On the day the participants consisted of ten mentors, one mentee and the Fresh Start Mentor Support Worker. Unfortunately, there were no representatives from OPFS. The aims of the Session were to bring together the various strands of the projects in order to explore what the expectations of participants had been, how those expectations had been met and how the project might be taken forward beyond the pilot stage.  It provided an opportunity for the mentors and mentees to meet as a group and to share their experiences and knowledge.

4.2 Using the H-form as a participative tool (see Appendix C), the session focused on the positive and negative aspects of the participants’ involvement in the project before moving on to look at possible future developments for the project. 

Current model
4.3 Participants views of current project were very positive, but at the same time they had clear ideas about its limitations  :

· The direct impact of involvement with the project was identified by participants as having significantly reduced social isolation and increased access to information. This was seen as a thread running throughout the project and was evident in statements such as; ‘ sharing life experiences and knowledge’; ‘enjoying each other’s company’; ‘finding out about local projects and how to qualify for back to work or training’. 

· The Face to Face Mentors felt well supported at all stages of their work. Positive aspects of training and support were identified as: the opportunity to discuss the project as a whole; the availability of information relating to how to deal with boundary issues, how to give information to lone parents; the quality of support; the chance to clarify views of their own futures. 

Increased confidence as a result of their involvement was an important outcome for the majority of the participants. It was generally felt that this stemmed from meeting others in a similar situation and from learning that they were not alone, for example ‘knowing you’re not alone and there’s others in the group to support you’.  Being able to provide support to others was also a key factor in building self-confidence – ‘knowing you can make a difference’. **this quote is used elsewhere – delete this sentence after reading it**
· There was general agreement that the Fresh Start pilot project had highlighted the use by face-to-face mentors of telephone (mobiles and landlines) to both build and maintain their relationship with their mentees. Text messaging appears to be a common mode of contact, especially as it is the cheapest form of communication.  A key lesson from this is perhaps that it is not so important to keep the two modes of delivery separate but equip mentors to be able to carry out both as appropriate.

· Mentors described the emotional labour of working with mentees in some detail. They were enthusiastic about the work, but at the same time were concerned about being overwhelmed by the responsibility they felt was attached to the relationship. They felt worried about dealing with some of the extremes  - four of the mentees had been suicidal, and although referral through One Plus structures meant this could be coped with the events were seen as personally draining. There was no sense of an official agenda, they felt they could respond to their mentees concerns as a whole, they did not appear to feel that planning for employment was the sole or main focus of the mentor/ mentee relationship. At the same time they did express concern that they would not be able to be as flexible as mentees wanted, that some demands from mentess could become inappropriate and that they would have difficulty limiting contact so that it did not encroach on their own family time. 

· A number of practical issues were highlighted around policies and practices with regards to boundaries and out-of-pocket expenses in particular.  The school holidays were seen as a major problem in the mentoring relationship as childcare would be unavailable: a number of participants expected the mentoring relationships to break down at this point. There was a general feeling that the training provided had met some needs of the mentors some of the more practical issues mentioned above could have been included.

· Generally mentors who had been mentoring for more than two months saw the experience and process in highly positive terms. They reported that involvement had increased their self esteem, enabled them to make sense of their own past experiences; gain an insight into the realities of other peoples’ lives; and build a set of skills they felt could be transferred to other settings. 

· At the same time potential areas of concern did arise in relation to training from face to face and telephone mentors. A number felt that they were insufficiently prepared for the wide range of issues that mentees presented and felt they had not had the opportunity for role play that could highlight ways of overcoming difficulties ‘in the field’. 

Future Directions

Delivery model
4.4 Participants felt it was important to continue with the strong organisational support provided for the Fresh Start Project in particular. Locating the mentoring project within the organisation and providing resources was identified as an essential element in its success.

4.5 Although the pilot face to face project has not designated a clear time limit to the mentoring relationship the point was made that it might be possible to work with a clearer notion of the time available whilst recognising the need for flexibility around the duration of the mentoring period. It was felt this issue should be included in any future discussions.  

4.6 The possibility of integrating elements of  the face-to-face and telephone delivery models in amore formal way was raised.

4.7 There was consensus that a set of guidelines outlining rights and responsibilities for all involved (mentors, mentees, organisation) would be a valuable resource. This would address the issues around expenses and boundaries to an extent as all involved would have a clear idea of what was expected of them and what they in turn could expect from the other parties involved.

Resource Implications
4.8 An important point raised was the need to recognise and resource the volunteer development aspect of the mentoring project. A strong feeling emerged that policies and guidelines concerning volunteer support should be developed in order to strengthen the capacity of both the individuals involved and the organisation as a whole.  Development of such structures would acknowledge the value of volunteering as a route to employment.

4.9 It was generally agreed that adequate financial resources must be provided in order that a quality approach to mentoring is developed regardless of the delivery mode. 

Training

4.10 The participants identified the role that extended training could add to the project. Developing the training to provide the skills necessary to build relationships both face-to-face and via the telephone was clearly identified.  The success of the Fresh Start Project has highlighted that a combination of the two can be achieved. Specific training would enhance the skills of the mentors

4.11 Other suggestions included adapting the training to include practical aspects of mentoring, such as clearer guidelines on expenses.  

4.12 An important point raised was the need to ensure that boundaries issues such as the time commitment expected are covered early in the training programme and are revisited as the mentoring relationship develops

4.13 Finally, all participants felt that the mentoring project provided a valuable and positive pilot that could provide the basis for further development in ways of actively engaging and supporting lone parents making changes in their lives. There was a general feeling that the face to face mentoring project met a significant need of lone parents wanting greater engagement with the world of work. Participants welcomed the opportunity to participate in considerations about future directions of peer mentoring for lone parents organised by One Plus, but there was some concern about the exit strategy of the project, and how lessons could be incorporated without further resources.

Views of the organisations

4.14 Project management and mentor support workers from One Plus and OPFS viewed the project as successful in some ways and less so in others.  Three issues were highlighted by staff during interviews and advisory group meetings: 

Development of capacity to run the project

4.15 From the beginning of the project, it was clear that running the project across two organisations in two different cities was going to be challenging. Evidence from the surveys, focus groups and from both organisations suggests that the scheme works well, on the whole, for a full range of client needs but the project has not been equally effective in the two location.  It has in Glasgow, with the face to face mentoring, but less so in Edinburgh. Client needs differed as well as organisational demands. The two models differ due to the take-up of lone parents and the settings of the projects. The success of the project in Glasgow has relied to a certain extent on the prior experience of face to face mentoring in the organisation and the existence of the Mentor Support Worker whose sole activities were connected with the project.  . 

Extent to which the project met its targets?

4.16 The following table is the reported achievement of  targets from both projects 

Table 18: Targets and Achievements of Face to Face Mentoring (Fresh Start) 

	Face to Face Mentoring
	Achieved 
	Target
	%

	Number of clients contacted
	72
	
	

	Number of clients recruited
	42
	36-48
	100

	Number of clients retained on project
	30
	30
	

	Number of mentors recruited
	22
	18-24
	92

	Number of mentors retained
	14
	
	78

	Number of mentees recruited
	20
	
	67

	Number of mentees retained
	18
	30
	60

	Number of client/ mentor matches
	20
	36
	67

	Number of client/ mentor current matches
	18
	
	60

	Mentees – hard outcomes / employment
	3
	5-10
	60

	Mentors – hard outcomes/ employment
	2
	
	

	Mentors – hard outcomes/ education
	7
	
	


4.17 If those who want to enter employment or education are included then the project is reported to have exceeded targets set for the outcomes. 

Table 19: Targets and Achievements of Telephone Mentoring (Choices)

	Telephone mentoring
	Achieved 
	Target
	%

	Number of expressions of interest in mentoring 
	10
	
	

	Number of mentors recruited
	4
	
	

	Number of expressions of interest in becoming mentee
	13
	30-50
	9 areas of Scotland

	Number of mentees involved 
	5
	30 -50
	16

	Number of client/ mentor current matches
	1
	
	

	Mentees – hard outcomes / employment
	2
	10-15
	20


4.18 Concerns about recruitment surfaced immediately in relation to the telephone mentoring. Marketing/ Publicity is seen as major and continuing problem, but necessary to develop trust with important referral intermediaries. Staff report that any future work on recruitment would concentrate on referral agencies such as Women’s Aid. 

Differences between telephone and face to face mentoring parts of the project

4.19 In Glasgow, the Support Worker explained that many mentees see her on an ad-hoc basis before and after matching with mentor to get support on a range of issues. This process supports the success of the scheme by keeping mentors and mentees in touch with one another and by keeping regular contact with mentees who tend to be less organised and focussed than mentors. It has kept drop out rates to a fairly low level. However, it is has been time consuming.  The MSW did feel that the level of support needed by each pairing was dependent firstly on the success of the match and secondly on the suitability of the mentee for the scheme. She also felt that pair support was generally front-loaded and petered off in the latter months of the mentoring relationship. Improving the assessment systems to identify the suitability of the mentee as well as fine-tuning the matching process have all helped the project to cut down on support time needed from the support worker once the mentor/mentee relationship is established, but it is felt that support for all is an ongoing need.

4.20 In Edinburgh the telephone mentoring scheme does not allow for this type of relationship. Support for mentors has been available, but frustration at the lack of mentee recruits for mentors has meant it has been difficult to support both mentor and mentee. The result appears to have been a loss of morale all round, with the planned production of resource material for mentors falling victim.

Lessons learnt

4.21 Staff from both projects continue to feel that mentoring can provide a valuable service to lone parents. Increased confidence and self-esteem are seen to be the most significant outcomes for the project, for both mentors and mentees. Initially both saw mentoring as offering a medium term support for lone parents who were moving closer to the labour market or education. The delay in recruitment at the beginning meant that the service was offered to a wider range of clients than was anticipated, and has possibly meant that mentors have been faced with individuals who have more issues than they can cope with. 

4.22 In organisational terms, a key expectation at the beginning of the project was that a joint approach to training and development of resource materials would be adopted. This has not taken place, and whilst the steering group continues to meet little real joint planning or delivery of the work was reported by staff. 

4.23 The development of a mentor support structure – where mentors could meet every week – was an initiative adopted for face to face mentors. It is seen as highly successful, and has allowed mentors to see how their skills and knowledge can be transferred to other settings. 

4.24 The mentor support worker’s role has been crucial to the success of the face to face mentoring project. Mentoring is a volunteer activity. The gain made by mentors is supported by the mentor support work, and explains their commitment during the first year of the project. It is not clear, however, how such support will be maintained beyond the first year of funding. 
Future Directions 

Delivery model
4.25 Staff continue to feel that having an existing organisational base in One Plus and OPFS is the most appropriate way to progress. 

4.26 There is consensus that the joint approach has not been developed.  Senior staff from both organisations are keen to develop joint work, but at present feel that this would be developed better on other projects. 

4.27 Staff agree with mentors that set of guidelines outlining rights and responsibilities for all involved (mentors, mentees, organisation) would be a valuable resource. 

4.28 Developing a different model for telephone mentoring, perhaps extending the use of telephone after initial face to face work is seen as worth exploring. 

Resource Implications
4.29 Continuation of the role of mentor support worker is seen as highly important to build on current successes. 

4.30 Staff felt that the demands on volunteers were such that additional resources, to cover out of pocket expenses for mentors would be a start to address this issue, but also felt that lone parent mentors could be more effective if treated as sessional workers.  

4.31 The appointment of One Plus to deliver short term mentor support for Job Centre Plus Discovery Weeks in Glasgow is seen as an opportunity to develop some of the lessons learnt during this pilot, but the different resource base for the project is seen as bringing potential problems for the recruitment and support of mentors. 

Training

4.32 Training resources had not developed as hoped and further consideration of how to develop this was recommended by staff, as well as consideration of whether mentors should receive accreditation for any training in the future, using existing SVQ training as a model for development. 

4.33 It was clear from interviews with staff that mentoring continues to be seen as a real and effective resource that can help lone parents make choices about their future with the support of individually focussed activities s as well as providing a route into the more structured resources of One Plus, OPFS and their partners in education, training and employment.  As a project in volunteering development  it has provided a number of very useful lessons, not least that lone parents can gain a great deal from such involvement, but are often faced with covering the ‘cost’ (personal and financial) in ways that need support.

Overall perceptions

4.34 The overall perception of the value of this project was positive. Almost all of the face to face mentors and mentees enjoyed taking part and the benefits were felt to be wide ranging. Telephone mentoring was felt to be more difficult to develop and less positive for participants, although benefits were identified. 

4.35 All staff and particiapnts involved in the face to face mentoring made recommendations for the continuation of the project as they felt the work needed to be done.

4.36 The constraints of the project were also seen to indicate the need for a mentoring facility for lone parents supported by a structured, well resourced programme and located in a trusted lone parent organisation. In the light of this it is not surprising that participants believed the project should be developed on a more long term basis, taking into account the additionality that One Plus and OPFS can bring to it.

4.37 There was a perceived need to see this work as not solely employment focused, providing much needed informal support for the range of issues faced by lone parents making transitions.

4.38 It was clear that there was a strong commitment from One Plus to continue this type of work and to use the lessons learnt in developing the mentoring element of the Department of Work and Pensions Discovery Weeks programme that One Plus/  and One Parent Families in Londonwill be developing in 2004-5. 

Chapter Five: Conclusions and recommendations for the future 

5.1 A number of conclusions and recommendations can been drawn from the evaluation. Findings are summarised below and the recommendations they suggest are discussed.  
Developing the project
5.2 Developing mentoring within existing lone parent organisations allowed the infrastructure necessary for mentoring to be established fairly quickly. It provided a valuable addition in particular to the services provided by One Plus, but also benefited the project. 

5.3 Marketing of the project relied heavily on relationships with ‘trusted intermediaries’. These take time to develop and proved more difficult than expected in rural areas where telephone mentoring was to be piloted. Further development to build up these types of relationships outside Glasgow could be explored.

5.4 Record keeping that logged the final recruitment of participants on to the full programme understated the referral and advice that Mentor Support Workers were able to give to lone parents whose first point of contact with the organisation was through the mentoring project.  The location of the project in One Plus and OPFS meant that useful referrals could be made for those who had expressed an early interest. More systematic collection and analysis of the data at pre-recruitment stage could be developed more fully in the future.  

5.5 Childcare commitments limited initial recruitment of mentors and mentees and remain a continuing problem for a relationship/process that demands time. Future projects should recognise that childcare demands apply to volunteers as well as workers.

5.6 Preparation of participants, including training and support, was kept flexible and informal. The result was effective support, but a less than expected set of materials for use in future training.  The resources that One Plus and OPFS should have been examined for their potential to develop into more formal training and support materials. 

5.7 Managing and co-ordinating the two parts of the project was sustained by an advisory group, but the differences between the two parts became more obvious during the project. Closer integration was needed if real comparisons between telephone and face to face mentoring were to be made. 

Impact and experience of the project

5.8 The intention to develop a peer mentoring project for lone parents was achieved in the project, with participants sharing many similar characteristics and the classic mentoring figure of middle class mentor to socially excluded individuals being avoided. 

5.9 Mentees reported that mentor support was appreciated as a neutral and non judgmental source of support in the everyday issues of parenting and at times of crisis.  They valued the open ended nature of the mentoring, allowing change to occur at their own pace. 

Possible future developments

5.10 All participants felt that the mentoring project provided a valuable and positive pilot that could provide the basis for further development in ways of actively engaging and supporting lone parents making changes in their lives. There was a general feeling that the face to face mentoring project met a significant need of lone parents wanting greater engagement with the world of work. Participants welcomed the opportunity to participate in considerations about future directions of peer mentoring for lone parents organised by One Plus, but there was some concern about the exit strategy of the project, and how lessons could be incorporated without further resources.

5.11 Participants felt it was important to continue with the strong organisational support provided for the face to face mentoring project in particular. Locating the mentoring project within the organisation and providing resources was identified as an essential element in its success. It was also generally felt that adequate financial resources must be provided in order that a quality approach to mentoring is developed regardless of the delivery mode. 

5.12 Mentoring was seen as a real and effective resource that can help lone parents make choices about their future with the support of individually focussed activities s as well as providing a route into the more structured resources of One Plus, OPFS and their partners in education, training and employment.  As a project in volunteering development it has provided a number of very useful lessons, not least that lone parents can gain a great deal from such involvement, but are often faced with covering the ‘cost’ (personal and financial) in ways that need support. A strong feeling emerged from staff and participants that policies and guidelines with regards to volunteer support should be developed in order to strengthen the capacity of both the individuals involved and the organisation as a whole.  Development of such structures would acknowledge the value of volunteering as a route to employment. At the same time a view was often expressed that lone parent mentors could be more effective if treated as sessional workers.  

5.13 The participants identified the role that extended training could add to the project. Training resources had not developed as hoped and further consideration of how to develop this was recommended as well as consideration of whether mentors should receive accreditation for any training in the future, using existing SVQ training as a model for development. Developing the training to provide the skills necessary to build relationships both face-to-face and via the telephone was identified. Suggestions for training from participants included adapting the training to include practical aspects of mentoring, such as clearer guidelines on expenses and continuing training on boundary issues beyond initial training.

Recommendations

5.14 Overall, there is considerable evidence of the capacity of One Plus to support and develop the organisation of face to face mentoring for lone parents if resources are available. The National Employment Panel study Work Works recently commented that lone parents must be ‘wooed’ into work, and that lone parent advisers did not have the appropriate tools to do so. The evidence here is that organisations such as One Plus and OPFS can aid the development of such tools. Nevertheless, it is also clear that an established organisational base does not automatically reduce the difficulties in establishing a telephone mentoring service. It appears that preparatory work would need to be done before telephone mentoring could be used as a tool, and before lone parents outside the urban areas could be supported. 

5.15 In view of this it is recommended that immediate extension of this project should concentrate on face to face mentoring based in One Plus. At the same time attention needs to be paid to putting appropriate arrangements in place to work in consultation with national and community based organisations that are active both in the mentoring and adult guidance field and in employment services as a first step towards extending support for lone parents who cannot access the Glasgow based service.  

5.16 There is much good practice in evidence in supporting mentors in their new roles in the initiative, but costing the support needs of mentors proved more complex than was envisaged at the beginning of the project. This is partly because, whilst mentoring is seen as an informal relationship, when it is allied to social inclusion there are costs to be covered. These include costs such as childcare, travel and telephone costs for the mentor making arrangements. Finding the resources for these needs will always prove difficult but transparent, fair and rudimentary systems of financial accountability and support have established at an early stage with mentors could prove helpful.  

5.17 Assessing the ongoing and future training and further information and support needs of mentors also demands consideration. Such needs include issues such as how mentors can be kept up to date on agencies that their mentees can be referred to if they are to be assisted towards education or employment as the initial project funding suggested. At present some attention is paid to how the project can liase with specialist agencies such as Jobcentre Plus, Learn Direct, local colleges and Careers Scotland, although both One Plus and OPFS have strong links with these agencies in their other work. Both One Plus and OPFS may wish to consider exactly how the new project fits with their other work more closely as well as how they are to develop more formal training packs that can be used to provide coverage beyond the Glasgow conurbation. 

5.18 If the very positive suggestions of participants and front line staff are to be taken forward then more long term funding will be needed. The extension of Scottish Executive funding for 2004-5 is welcomed in this respect. At the same time careful consideration of priorities is needed during the next few months if the required changes in training and volunteer support are to be effected. A coherent plan and timescale needs to be developed to take the work forward. 

5.19 In addition the work should be part of and integrated with the wider context of support for lone parents as they move towards the labour market. Finding ways to integrate the work with opportunities provided by the Working Families Fund as well as the DWP’s Discovery week programme should be explored more fully. 
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Appendix A: Questionnaire

Appendix B:  Mentor/mentee characteristics – June 2004 

	
	Mentors n=22
	Mentees n =19

	
	One Plus
	OPFS
	One Plus
	OPFS

	Gender 

Female

Male
	17

1
	4

-
	15

-
	3

1

	Age range

20-24

25-34

35-49

50+
	1

10

7

-
	-

-

4

-
	4

4

7

-
	-

1

2

1

	Ethnicity
White

Mixed Race
	18

-
	4

-
	13

1
	3

-

	Disability/long term illness
	2
	1
	2
	-

	Lone parents(1 preferred not to give this information)
	18
	3
	15
	4

	Accommodation tenure
Rented 

Owned 
	16

2
	4

-
	15

-
	2

2

	Number of Dependant Children                                     

0 

1

2

3

4

7
	1

7

3

5

2

-
	1

1

2

-

-

-
	-

8

3

2

1

1
	-

1

3

-

-

-

	Main Income Source
Income Support

Incapacity/sickness benefit

Other

In-work benefits
	16

2

-

-
	1

1

1

1
	14

-

1

-
	-

-

4

-

	Employment Status
Paid work –full-time

Paid work – part-time

Education – part- time

Training – part-time

Registered unemployed/sick

Other not in paid work
	-

2

2

1

10

3
	-

3

-

-

1

-
	1

1

1

-

8

4
	-

3

-

-

-

1

	Involved in paid employment in last 2 years 
	3
	3
	6
	4

	Involved in community/voluntary work in last 2 years
	6
	1
	2
	1

	Highest Qualification

No qualifications

Standard Grades/SVQ 1 or 2 

Highers/SVQ 3

Advanced Highers/HNC

HND/SVQ 4

Degree

Post-graduate

Other
	3

5

3

2

-

1

-

2
	-

1

-

-

-

2

1

-
	8

2

2

-

-

2

1

-
	-

2

-

-

1

-

-

1

	Training undertaken

Government Training Scheme

Apprencticeship

Community-based Training

Skillseekers

Training for work

New Deal

Voluntary organisation training

FE College

None 

Other
	3

1

3

1

1

-

7

6

3

2
	1

-

1

-

-

2

3

-

-

1
	1

-

-

1

-

1

1

2

7

3
	-

-

-

-

-

-

1

1

1

1


Appendix C: H Form
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