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Foreword

Dear readers, 
You are opening conference proceedings containing contributions which 

were presented during the fi nal international conference of the MENTORING 
OPENS DOORS project under the Operational Programme of Human Resources 
and Employment, registration number CZ.1.04/5.1.01/77.00012. The theme of the 
conference was a presentation of the project results and benefi ts which are pre-
sented in these proceedings in a well arranged manner.

The conference was held on 7 November 2014 in the Congress Hall of the 
Harmony Club Hotel in Ostrava, and it was organized by both of the Czech part-
ners of the project:

· ATHENA – Association for Education and Development of Women (co-
ordinator)

· Centrum mentoringu, o.p.s.

The conference was att ended by representatives of both foreign partners 
who gave a presentation there:

· Sabini Consulting (Finland)
· Social Innovation Fund (Lithuania)

The Mentoring Opens Doors project dealt with the issues of employability 
of women over 50 in the Czech labour market, possibilities of how to help this 
disadvantaged group and how to enhance its chances of permanently succee-
ding in the labour market. Thanks to the long-term cooperation of the company 
ATHENA with partners from many European countries it was possible to use 
some methods which have not been widely used in the Czech Republic or which 
have not been systematically used for increasing employability of women. Fin-
land and Lithuania are countries which have for this purpose been successfully 
and effi  ciently applying a method called mentoring for a number of years.

The foreign partners shared their experience in the use of mentoring during 
work with unemployed women and the Czech partners then brought the know-
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-how to the Czech Republic and adjusted it to the conditions in the Czech labour 
market. Both Czech associations also contributed with their know-how so the 
resulting outcomes are very effi  cient and innovative tools for improving employ-
ability of women over 50.

The principal outcome is the Complex Mentoring Process Methodology. As 
emerged from the discussion at the conference, for the women from piloting it 
meant a very eff ective, but also humanly pleasant tool which allows them to ex-
plore themselves and work actively on improving their competences which are 
benefi cial to the labour market. This Methodology contains so many diff erent 
elements that it is eff ective for other groups of people too.

In these conference proceedings you can fi nd contributions from the Czech 
partners regarding the project and its outcomes, as well as contributions from the 
foreign partners regarding the use of mentoring in their countries.

The conference also included a presentation on the experience from the pi-
loting and experience with the use of mentoring. The presentation was given by 
mentors, as well as by people who use mentoring in their practice and pass on 
their experience and opinions regarding the use of mentoring to the readers in 
this way.

All of you who devote your time and energy to published contributions will 
probably agree with the statement that the extent of the use of mentoring, which 
is presented by the individual authors, is wide. The conference proceedings are 
an educational tool and the groundwork for introducing system changes imple-
mented by people in managerial positions, employers, politicians, union repre-
sentatives, employment offi  ce representatives, etc.

Our wish is that these conference proceedings will help to expand the use of 
mentoring, not only for improving competences, which are benefi cial to the labour 
market, but also for working on personal development of all those who are inte-
rested in actively infl uencing their future in both personal and professional life.

Editor: PhDr. Ing. Hana Danihelková
ATHENA – Association for Education and Development of Women
Ostrava, November 2014
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Introduction of the Mentoring Opens Doors project

Introduction of the Mentoring Opens Doors project

Ing. Hana Matoušková

Abstract 
The Mentoring Opens Doors project dealt with the transfer and adjustment 

of foreign know-how, its use for the creation of an innovative tool – the Complex 
Mentoring Program Methodology. The aim is to use the method of mentoring for 
improving the chances of the target group which comprises women over 50 in 
the labour market. This possibility was tested by piloting in the course of the pro-
ject. Observations were incorporated into the fi nal version of the Methodology so 
as to make it most effi  cient. The individual activities were carried out gradually 
in the project and they purposefully lead to achieving the best possible quality of 
the fi nal outcome. The project was also continuously publicized so as to familia-
rize as many potentially interested people as possible with the project outcomes. 
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Complex Mentoring Program Methodology

PhDr. Ing. Hana Danihelková

Abstract
The Complex Mentoring Program Methodology is the principal outcome of 

the Mentoring Opens Doors project. It consists of several parts. It starts by ex-
plaining the study method for this manual which has been compiled in such a 
way so that each interested person could study with it independently and could 
also assess whether he or she understands the individual parts. It explains the 
purpose and reason for the use of mentoring for the target group, as well as the 
reasons for work and relationships of 3M agents. The main part contains an ana-
lysis of the types of mentoring and the mentoring process, mentoring process 
management and monitoring tools. It is followed by digital story-telling and the 
art of change. In the end there is a chaper called the “Methods for the identifi ca-
tion of personal resources for coping with diffi  cult situations”. The entire manual 
is interspersed with examples like “learning through experience”, so as to enhace 
its practical use as much as possible. 

Presentation on the Complex Mentoring Program Methodology.
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Diamonds – a successful story from Finland

Diamonds – a successful story from Finland

Ritva Nyberg

Abstract
Mrs Ritva Nyberg is the founder and fi rst chief executive offi  cer of the Wome-

n´s Enterprise Agency in Finland (1996 – 2009) and “DIAMONDS” is a network of 7 
mentees and one mentor.

A story about introducing mentoring in Finland initially for women, later for 
men, too. How does mentoring work? What is the reason for its success? What are its 
key elements? Did it prove to be useful for the start of women´s enterprise?

The Women´s Enterprise Agency started with its fi rst programme of mentoring 
for women, which was funded by the Finnish Ministry of Trade and Industry and by 
the European Social Fund, in 1998. The mentoring model, developed by the Agency, 
has been awarded twice by the European Commission as an example worthy of emu-
lation.

All mentoring projects lasted one year and the selection of mutually suitable 
male and female mentors and mentees had been made very carefully, oft en using 
psychological tests. Furthermore, a mentoring manual has been created to help work 
in pairs.

One of the fi rst mentors was Mrs Ann B, a successful businesswoman in the 
area of leather products and design of handbags, purses and similar products. She 
wanted to become a mentor because when she had started doing business 18 years 
ago having started up a company, she encountered many problems and obstacles 
that needed to be overcome; therefore she wanted to help others so that they could 
avoid problems if possible. Over time Ann has probably become the best mentor for 
women in Finland ever. Mrs Nyberg and Mrs Ann B. oft en travelled abroad together 
to introduce the Finnish model of mentoring.

Over the course of years, Ann has had 7 mentees. The fi rst one of them, Titt e 
V., worked in a large design company, where her colleagues were almost without ex-
ception men. She had very low self-esteem and lacked courage to fi nd another job or 
set up a business. Ann was a good example and a good listener with a wide range of 
contacts who were able to help Titt e out. Today, Titt e has a company through which 
she provides consultations. 

The second mentee is Mrs Liisa S., who lost her job in a small design fi rm and 
wanted to set up on her own, but did not know how. With the help of Ann and her 
example, she set up her own fi rm producing silk scarves and ties with a special de-
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sign. When the mentoring process was over, she started to cooperate with Ann also 
in business.

The third mentee is Teija M., who has just started up her own fi rm, also in the 
area of design – large collections of art glass. However, she did not know how to fi nd 
customers and how to manage the fi rm. Together with Ann, she found new ways of 
how to manage the fi rm and how to sell glass fashion jewellery, which turned out to 
be a very successful business in the end.

Ann invited these three mentees to her home to help them learn from one ano-
ther, network and boost their confi dence. It was a success! The “Diamonds” network 
was established and over the course of years it increased by another 4 mentees who 
joined it.

 Another mentee was Katja A., a journalist who wanted to set up a business and 
fi nd a supporting pillar for her enterprise. Thanks to the network and Ann´s supp-
ort, she got a chance to try to off er a training course which today is her main area of 
business. Katja thus assisted other mentees in writing texts representing their fi rms 
and in designing web pages.

The fi ft h mentee is Eeva W., who had lived in Sweden for 20 years and had to 
move back to Finland because her father had passed away and she had to become 
the director of his company. Eeva did not know much about business, about Finnish 
companies, about Finnish society, etc. Thanks to Ann´s experience and her contacts, 
she found experts on all areas of business and got support, guidance and help from 
the “Diamond” network of other mentees, so she and her children were able to start 
a new life in Finland. 

Another mentee is Leena L., photographer, who lost her job and wanted to set 
up a business. And again – Ann was the one who helped her and opened a network 
of contacts for other mentees. Today, Leena has her own fi rm where she is, and does 
business, on her own. She can assist other mentees with taking photographs for their 
promotional materials, designing web pages, etc.

The seventh mentee is Inna M., newly-wed Ukrainian who has married a Fi-
nnish husband and moved to Finland. She did not have a job, did not know anyone 
and could not speak Finnish. With her wide network, Ann helped her fi nd a job and 
“Diamonds” became a very important network for Inna. At the time, the other men-
tees underwent a very thorough training in English.

To this day, Ann, an ex-mentor, is available for her ex-mentees – aft er so many 
years of mentoring, she is still willing to help each of them personally, individually 
as a good listener who stays on top of things “like a helicopter”. All of the 7 former 
mentees continue mentoring one another; they also mentor their mentor Ann, as she 
confi rms. Over the years, all of them have been polished into “real diamonds”.
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Mentoring in Lithuania – examples of activities 

of the Social Innovation Fund

Anželika Sliačkiene

Abstract
The Social Innovation Fund organisation from Kaunas in Lithuania celebra-

ted 20 years in existence this year. The group of very active women implements 
projects helping disadvantaged groups in the labour market, occupies itself with 
equal opportunities for women and men, initiates amendments of Lithuanian 
legislation towards equality of women, participates in European educational 
projects. It has been engaged in mentoring for a long time. At the conference of 
7 Nov 2014, there was a presentation of the results of the e-mentoring project 
which was part of the know-how transferred to the Czech Republic under the 
Mentoring Opens Doors project. 
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Individual professional mentoring

Ing. Jana Mecnerová

Abstract
Case studies of a mentee. Mrs Alena was not happy with her job. A mentor 

got information about her, estimated her type and established objectives with 
her. She motivated the woman to make a change and they jointly examined her 
qualifi cations for her dream career as a care assistant.  It is clearly explained how 
mentoring opened doors. The mentor shows what she does as a mentor, why she 
fi nds mentoring useful and necessary, and what is mentoring good for.
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The value of oneself

Ing. Michaela Holišová

Abstract
Each of us has value but sometimes we do not realise it properly. When we 

were children we knew it clearly but life and civilization has put paint on us 
which has hidden this knowledge from us. This produces a state of mind when 
we do not believe in ourselves and do not know what is within us. What happe-
ned? We were brought up, studied, read and listened. All the information which 
we face causes us confusion, and we then see things and people diff erently to 
what they in fact are. Let us analyse it and get to know our own values and possi-
bilities. We have 3 ways of discovering our values and their processing.
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Conclusions of the Active Employment Policy study

PhDr. Ing. Hana Danihelková

Abstract
The full text of the entire document called the “Study of other tools of the 

Active Employment Policy in Lithuania and Finland, including policy tools con-
tributing to the fulfi lment of objectives of the Lisbon Strategy in Lithuania” is 
available from the project coordinator – ATHENA – Association for Education 
and Development of Women. It deals with the most important concepts and ele-
ments. This study was used for creating tools in the Mentoring project and for 
work with women, and as such it was also introduced at the fi nal conference of 
the Mentoring Opens Doors project.

The Lisbon Strategy devised in 2000 in order to improve the competitive-
ness of the European Union is a basis for a whole range of measures, including 
the Active Employment Policy. It is applied in all the countries of the European 
Union. Because of the transfer of the Complex Mentoring Process Methodology 
from Finland and from Lithuania, we looked into the introduction and imple-
mentation of measures to fulfi l this aim in both of the aforementioned countries. 

Lithuania
In Lithuania, the following employment support tools are used:
· general employment tools 
· tools of the active labour market policy, and
· employment support schemes.

An Active Employment Policy tool which assists the unemployed in fi nding 
work is:

· Vocational training
· Informal training
· Subsidized job placement
· Support in obtaining job skills 
· Public works



· Job creation support
· Job rotation
· Financing of vocational training and informal training 
· Job creation support in the form of a subsidy  
· Advantage of social insurance in unemployment 
· Local employment initiatives 
· Occupational rehabilitation schemes
· “Job Clubs” scheme
· Social businesses
· Senior bank

Most of these tools are also applied in the Czech Republic. However, a com-
bination of these tools and mentoring has initiated a number of very interesting 
innovations in methods of work.

An important feature is the fact that the most popular tools of the active la-
bour market policy in Lithuania in the group of women over 50 include subsidi-
zed employment, subsidies for obtaining job skills and public works. Training for 
the labour market has a positive impact on older people´s return to work. It emer-
ged that women are bett er capable of using the opportunities of the measures 
that are available. It is worth noticing that active labour market policy measures 
are more frequently used in groups which are vulnerable in terms of the labour 
market. Unemployed people with a disability used to be viewed pessimistically 
as regards their chances of fi nding a job (the disabled, older women). Owing to 
Active Employment Policy tools, their employability shows good results.

 Another part of the study deals with the unemployment rate and status of 
women approaching retirement in Lithuania. All people approaching retirement 
are expected to have additional support in the area of employment:

·  additional notice periods for termination of employment apply to them 
(up to 4 months);

·  they have a priority right to stay employed if their business or institution 
downsizes (this applies to people who have less than 3 years before they 
become entitled to claim old age pension);

·  the period for the payment of unemployment benefi ts is extended to 8 
months;
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·  socially most vulnerable groups from these people can be employed in 
subsidized job positions;

·  preliminary social pension is a type of benefi t paid to unemployed people 
who have been registered with the employment offi  ce for at least 1 year, 
and who had worked for 3 and more years while paying social security 
contributions, and there are no more than 5 years remaining before they 
can start claiming old age pension.

Finland
In Finland, the following Active Employment Policy (AEP) measures have 

been introduced and continue to be supported:
· Adult education centres 
· Schemes of open universities of the third age 
· Enhancing computer skills of senior citizens 
·  Non-profi t organizations supporting unemployed people are supported in 

increasing their computer-literacy. This is one of the AEP measures.

Active Employment Policy tools in Finland helping unemployed people to 
fi nd jobs:

· Employing people being educated;
· Training in the labour market;
· Subsidized job positions
· Business start-up subsidies;
· State subsidies;
· Subsidizing job positions in private companies;
· Subsidizing job positions in municipalities
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Based on the analysis of Active Employment Policies in Lithuania and Fin-
land, we recommend that the following experience should be used in the Czech 
Republic in order to improve the employment rate of older people, women in 
particular:

First of all, Active Employment Policy should be interpreted as a creation 
of complex measures, which can help to increase employment of older workers:

·  Encourage institutions and organizations to contribute to employment. 
Discuss their suggestions and decide in the most courageous way. 

·  Increase social integration of the older population, boost functional ca-
pacity of non-governmental organizations.

·  Various associations and non-governmental organizations must work 
actively with older people, plan and see solidarity between generations as 
a set of various activities. A long-term objective is also to actively acquire 
necessary resources.

·  Support women in networking for employment, i.e. creating a network 
of contacts with other people who can mutually help one another to fi nd 
a job.

·  Support women´s enterprise by providing a maximum amount of infor-
mation and support when creating new job positions.

· Develop psychological counselling and support for older people.
· Make learning, training and work easier for older people. 
·  Raise awareness of the older generation about opportunities for educa-

tion and employment, develop measures for an “active retirement” and 
support local communities.

·  Develop programmes and the number of their forms so as to improve the 
older generation´s approach to studying. 

·  Improve the opportunities of older people for re-training, ensure its vari-
ety, especially at women´s request, in reaction to the needs of the society.

· Inform older people about re-training opportunities.
·  Actively support women´s organizations engaged in the issues of em-

ployment of older women, as well as help establish non-governmental or-
ganizations focused on the issues of employment in accordance with the 
greatest needs of the market and target groups. 
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·  Improve the spread of information to women who need help and support 
so that they know at all times where they can contact someone free of 
charge in order to obtain information and advice.

·  Depending on the situation, give preference to those projects which deal 
with employment of older people.



Conclusions of round tables and conference

discussion

PhDr. Ing. Hana Danihelková, Ing. Hana Matoušková

Abstract
A number of group activities took place in the course of the project, during 

which diff erent labour market agents got together: employment offi  ce represen-
tatives, female mentees from the target group, mentors, foreign partners, advi-
sers and consultants, local administration representatives and employers. Many 
of them provided interesting information and stimulating opinions regarding the 
issues in question. 

The most important feature of mentoring is personal contact. It is crucial to 
create an atmosphere of absolute trust, confi rmed by a pledge of secrecy about 
shared information. Male or female mentors are doctors of the soul and therefore 
they also perceive mentees as human beings in the fi rst place. 

At the beginning there was nothing and therefore it was diffi  cult to create a 
coherent set of mentoring activities. 

(Finland)

E-mentoring is more exacting because personal contact is lacking, or is very 
limited, here. It is substituted by a variety of online activities and virtual audio-
-visual meetings between mentors and mentees. htt p://www.e-mentoring.eu

(Lithuania)

The possibility to apply a comprehensive mentoring process in an employ-
ment offi  ce is not easy because employment offi  ces do not have the same structu-
re and lack interconnection with other activities. Regular members of staff  do not 
have the time or space for such a time-consuming activity. It can currently be 
implemented only by employed specialist advisers and Job Clubs. If mentoring 
were to be implemented as a purchased service, a duty arises for its providers to 
be chosen in an open competition which is rigid and complicated.

(representatives of employment offi  ces)
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The discussion turned to the database of ESF projects which is available to 
employment offi  ces. They pursue ongoing projects themselves, or they are con-
tacted by recipients of subsidies. However, there is no unifi ed database.

(representatives of employment offi  ces)

The long-term unemployed are a very diffi  cult group of people. There are 
work programmes for them but it is oft en diffi  cult to distinguish who wants to 
work and who has adapted to welfare benefi ts, i.e. does not care to have a job and 
therefore does not want to participate in various existing projects.

Furthermore, many people do not know how to work with information. 
The problem is: 
1)  How to fi nd out with a high probability who wants to work and who does 

not?
2)  How to link long-term unemployed people with projects which are avai-

lable to them?
3)  Would it not be worth it to work with them even before they come to a job 

centre?
4)  Would the use of mentoring be worth psychologically and fi nancially? 

(The initial interest oft en fades away.)

Much depends on the unemployed – if he/she wants to work or not, but 
majority of people do want to work.

However, the att itude of employment offi  ces to people is not systematic and 
complex (this regards the frequency and effi  ciency of work sessions and passing 
on information). During the meetings between employment agents and unem-
ployed people, the Action Plan is regularly recapitulated (15 min!!!) and suitable 
job positions which are available are surveyed. Those who need more care and 
those who make an eff ort use the services of specialist advisers who have more 
time. In any system or non-system, the human factor is an important feature (on 
both sides of the dialogue). This must always be taken into account.

Even here the use of mentoring would have its place as an initial method of 
work with the unemployed.

(representatives of employment offi  ces)
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Employment offi  ces must supervise the purposefulness of educational and 
retraining courses and monitor the economy and effi  ciency of the funds spent. 
Even job subsidies sometimes pose a problem because some people then do not 
appreciate work and job positions. A subsidized job is intended for people who 
have a certain disadvantage and it certainly is not a solution just for the six mon-
ths during which the employee is with a new employer “free of charge”. The pri-
mary objective of an employment offi  ce is that the employer makes an eff ort to 
create suitable conditions of work for the subsidized employee and participa-
tes in the employee´s integration into the labour market. The employer thus has 
a certain amount of extra work with this employee but obtains the employee´s 
work in return. 

Even here the human factor plays an important role – one employer in the 
discussion pointed out her very bad experience with two employees who had 
got subsidized jobs with her company. Even during a selection of employees for 
subsidized jobs, mentoring could be helpful in shedding light on the real moti-
ves of people who get a job this way. On the other hand, some employers have 
unrealistic requirements regarding employees, and their notion of the ratio of the 
employee´s quality to the price of his/her work is also unrealistic.

A lot of people search for a job for a long time, because they do not want to 
shoulder the responsibility and they are oft en not willing to do anything to raise 
employers´ interest in them. Some people really do not want to work but they 
are obliged by the system to be registered with an employment offi  ce. There they 
only fulfi l activities so as to “avoid problems”.

Employment offi  ces have good experience with informative meetings be-
tween project investigators and their employees: Thus they know quite well what 
awaits the unemployed in a specifi c project and what is expected from it. 

Participation in a project is an interruption of life at home in isolation, and 
it is an opportunity to meet people with a similar fate. Sharing a fate and a joint 
journey of searching for a job motivates people to do something about themsel-
ves.

(unemployed woman)

Conclusions of round tables and conference discussion

31



www.mentoringoteviradvere.cz


