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1. Overview
The Caribbean Natural Resources Institute (CANARI) coordinated the implementation of a four-year
(2017-2021) project titled Powering Innovations in Civil Society and Enterprises for Sustainability in the
Caribbean (PISCES) in partnership with the Caribbean Coastal Area Management Foundation (C-CAM),
the Caribbean Network of Fisherfolk Organisations (CNFO), the Environmental Awareness Group (EAG),
the Fondation pour la Protection de la Biodiversité Marine (FoProBiM), the Saint Lucia National Trust
(SLNT) and Sustainable Grenadines Inc (SusGren). The project was implemented in nine Caribbean
countries: The Bahamas, The Commonwealth of Dominica, Grenada, Haiti, Jamaica, Saint Kitts and
Nevis, Saint Lucia, Saint Vincent and the Grenadines, and Trinidad and Tobago.
The project was funded by the European Union and aimed to support innovative actions by Caribbean
civil society and coastal community small and micro-enterprises for conservation of marine and coastal
biodiversity and development of sustainable and resilient livelihoods.
CANARI recognised that building strong civil society organisations (CSOs) is critical so that they can play
an effective role in marine and coastal governance and management. However, CSOs in the Caribbean
face critical internal capacity challenges, including in internal governance; human resource capacity;
fundraising and financial management; planning, monitoring and evaluation; partnership building; and
knowledge management and communication.
Component 1 of the project therefore focused on organisational strengthening of 20 target CSOs1
working in and around selected marine protected areas (MPAs)/marine managed areas (MMAs) in the
10 project countries using a mix of training, mentoring, coaching, action learning and facilitating peer
exchanges.
2. Selection of the target CSOs
Twenty CSOs2 from the 10 project countries were selected in collaboration with the mentors and project
partners, based on the following criteria:
Essential criteria
The target CSOs had to:
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See list of mentors and mentee CSOs here: https://canari.org/wp-content/uploads/2019/12/PISCES-Target-CSOsMentors.xlsx
2
The list of 20 target CSOs can be found here: https://canari.org/wp-content/uploads/2019/12/PISCES-TargetCSOs-Mentors.xlsx.
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Be one of the following types of organisations: FFO, CBO, national NGO
Be located in one of the 10 project countries
Be working in marine and coastal governance and management
Include organisations working in and around the five priority MPAs/MMAs: Portland Bight
Protected Area, Three Bays National Marine Park, North East Marine Managed Area, Pointe Sable
Environmental Protection Area, Tobago Cays Marine Park and Sandy Island Oyster Bed Marine
Protected Area
Include at least two organisations that have women in leadership positions

Desirable criteria
• Include the project partners if they would like: CANARI, C-CAM, CNFO, EAG, FoProBiM, SusGren,
SLNT
• Include organisations to which mentors have a current relationship with
• Include organisations that are partners of project partners or mentors
The mentors reached out to the nominated CSOs in their countries and invited them to participate in the
project. Once the CSOs agreed, they sent CANARI emails to confirm their willingness.
3. Selection and support of CSO Mentors
CANARI rolled out a rigorous process to appoint the 20 mentors, understanding that critical to the
success of any mentorship programme are the qualities and characteristics of the mentors themselves.
The mentor selection process involved:
• Developing mentor criteria and terms of reference (TOR): Essential criteria included:
a. Location in one of the PISCES target countries
b. Good working knowledge of English (speaking, writing and reading) in addition to the
local language in their country (including French and/ or Creole)
c. Experience working in a CSO as Board or staff member (at minimum mentors had to
have experience working with CSOs)
d. Experience in / knowledge of CSO: internal governance; human resource capacity;
fundraising and financial management; planning, monitoring and evaluation;
partnership building; and knowledge management and communication
e. Availability to participate in two mentor training workshops
f. Availability and willingness to provide mentoring to one to two CSOs for at least three
years under the PISCES project
g. Willingness to serve on a voluntary basis, with small honorarium for specific mentoring
activities required under the project
• Inviting nominations: Using the criteria and TOR, CANARI invited the project partners to
nominate a mentor that was internal to their organisation (Board or staff) and another who was
external. The project partners had the option to be one of the target CSOs that would receive
capacity building under the project. CANARI also invited nominations from CANARI staff,
Associates, Elected Partners and Programme Advisors.
• Inviting applications: CANARI directly invited each nominee to apply to the mentorship
programme by submitting their CV and filling in an application form.
• Reviewing applications: CANARI reviewed each application to ensure that all applicants met the
mentor criteria and were willing to work within the TOR.
• Appointing mentors: CANARI sent each selected mentor an appointment letter.
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The mentors had expertise and experience working with Caribbean CSOs in organisational governance,
management and development. They served on a voluntary basis and were appointed in their individual
capacity. The mentors represented a range of persons from government (2), local CSOs (10),
international CSOs (1), technical assistance agencies and donors (3), as well as independent consultants
(4) working in the Caribbean islands. 70% of the mentors (14) were women. Each project country had 2
mentors assigned except for Jamaica (3), Haiti (3) and Grenada (1).
CANARI facilitated two mentor training workshops3 to train the mentors in how to be an effective
mentor, how to conduct an organisational capacity assessment and how to strengthen CSO
organisational capacity. During the first mentor training workshop, the mentors also discussed the role
and TOR of mentors as well as the criteria and process they would use to support the selection of target
mentee CSOs.
CANARI provided additional training and coaching to mentors on topics that mentors identified as a
priority both in terms of their training needs as well as priorities for the mentee CSOs. This additional
training was via quarterly capacity building webinars on topics including strategic financial management,
leadership, board strengthening, risk assessment and mitigation planning using COVID-19 as a case
study, and gender programming.
CANARI provided one-on-one coaching support via email, Skype and WhatsApp to the mentors, for
example, in how to approach revising a Board TOR for the mentee CSO, how to address an internal
conflict within the mentee CSO that was hindering capacity building progress, and how to strategise
among in-country mentors to conduct a capacity assessment.
CANARI also created a Dropbox folder with useful tools, templates and sample organisational policy
documents to support organisational strengthening efforts. Mentors also shared their own documents.
The mentors decided to create a WhatsApp group to share information and keep in touch; however, it
was not used very much with mentors preferring to communicate with each other on a one-to-one
basis.
CANARI facilitated a mid-term reflection webinar to provide a virtual space for mentors to convene and
share lessons and recommendations. Another webinar was facilitated for mentors and mentee CSOs to
introduce the small grant opportunity being provided for the mentee CSOs under the PISCES’ Caribbean
Sea Innovation Fund (CarSIF). CANARI provided information about the funding opportunity and
answered questions from both mentors and mentee CSOs on eligibility, developing the proposal,
timeframe, etc.
Throughout the project, CANARI shared information on other funding opportunities as well as other
regional projects and programmes relevant to the mentee CSOs’ work.
Mentors received a small honorarium to support their capacity building efforts with their mentee CSOs.
Mentors in Haiti and Jamaica (who were located a significant distance away from their mentee SMEs)
also received funds to cover local travel and other expenses for meeting with their mentee CSOs,
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See here for the report of the first training workshop: https://canari.org/wp-content/uploads/2019/12/1st-CSOMentors-Workshop-report.pdf. See here for the report of the second training workshop: https://canari.org/wpcontent/uploads/2019/12/2nd-CSO-Mentors-Workshop-report.pdf
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especially to conduct the baseline capacity assessment. Mentors in the other countries noted that they
did not require funding to cover such costs.
4. CSO capacity building process
a) Capacity needs assessment
About the capacity assessment tool
CANARI developed a tool to guide a comprehensive needs assessment of areas for CSO organisational
strengthening, drawing on over thirty years of its regional work on CSO organisational strengthening as
well as international best practice tools and methodologies. The tool uses an appreciative inquiry
approach to identify both existing strengths and the areas that an organisation wants to strengthen
(capacity building needs). The assessment framework guides questioning under each of the following
five capacity areas:
1. Planning, monitoring, evaluation and learning
2. Resources/ capacity
3. Governance
4. Management
5. Stakeholder engagement and partnerships
Training mentors in how to use the capacity assessment tool
CANARI trained the mentors in how to use the tool during the first mentors training workshop in March
2018. The workshop included a field exercise where mentors worked in groups to facilitate rapid
organisational capacity needs assessments with three community-based organisations in north-east
Trinidad. CANARI also trained mentors in understanding civil society organisational development
focusing on key capacity areas. Mentors were encouraged to adapt the assessment tool, and
particularly the probing questions, to the specific CSO circumstances (e.g. relevance, time available to
conduct the assessment, capacity of the CSO’s participating stakeholders to respond to the questions).
Conducting the capacity needs assessments of CSOs
Between March and July 2018, mentors facilitated organisational capacity assessments of each target
CSO using the abovementioned assessment tool with their mentee CSO. Mentors worked individually,
and in some cases, in pairs or groups of three, to facilitate the assessments using a mix of focus group
sessions, one-on-one interviews and desk reviews of key organisational documents. Mentors submitted
reports of the assessments to CANARI which have remained confidential, in keeping with the agreement
made with each CSO.
Priority needs identified
The following were identified as the highest priority organisational capacity needs of the CSOs:
1. Governance & Board strengthening
2. Strategic planning
3. Leadership and organisational culture
4. Strategic financial management & fundraising for long-term sustainability
b) Capacity building strategy
CANARI developed a regional capacity building strategy which outlined how the PISCES project would
contribute to capacity building of the targeted CSOs based on analysis of the priority needs identified in
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the mentors’ reports. The project focused its efforts on training and enhancing the capacity of the
organisational strengthening mentors, who in turn, worked directly with the targeted CSOs. The project
employed strategies to deliver a tailored capacity building programme including the following:
i.

A tailored approach for each CSO: Mentors supported their mentee CSOs to develop specific
action plans, outlining clear steps that each CSO could have taken toward their own
organisational strengthening including, but not limited to, the activities that could have been
supported by the PISCES project.

ii.

Technical training for mentors: CANARI provided training for the mentors via two in-person
training workshops, quarterly training webinars and individual coaching.

iii.

Toolkit development: CANARI developed a CSO organisational strengthening toolkit, the content
of which was used and tested in the training workshops and draft toolkit modules shared with
mentors for their use in ongoing capacity building efforts with the mentee CSOs.

iv.

Provision of financial resources to CSOs: Under Component 3 of the PISCES project, CANARI
launched a small grant programme via the Caribbean Sea Innovation Fund (CarSIF) which
included support for organisational strengthening of the targeted CSOs. Nine of the mentee
CSOs benefitted from a small grant administered under CarSIF. Although this opportunity was
available to all the target CSOs and was non-competitive, not all the CSOs decided to apply.
These small grants supported on-the-ground practical actions to demonstrate innovative actions
and best practices to enhance coastal and marine biodiversity conservation, build resilience to
climate change and natural hazards and support development of sustainable community
livelihoods by civil society the Caribbean. Actions to help strengthen CSOs’ organisational
capacity were also eligible under this funding opportunity. Some mentors supported the CSOs
to develop their ideas, apply for the grants, implement the projects, and submit final reports to
CANARI.

v.

Coordination and collaboration: CANARI shared opportunities for CSOs to apply for
complementary capacity building efforts from other donors and entities and encouraged
mentors to support the targeted CSOs in preparing proposals as needed.

c) Capacity building activities
The extent and type of capacity building activities of each targeted CSO varied and depended on a few
factors including (but not limited to) the willingness and availability of both the CSO and its respective
mentor(s) and availability of resources.
Capacity building activities provided by the mentors included:
• Providing guidance and support to help CSOs access funding. This included support with project
design and proposal development to different small grant funding opportunities and supporting
CSOs with implementation of grants (e.g. work planning and reporting)
• Providing one-on-one coaching, for example, in Board policy development, contract
development, record-keeping, financial management
• Providing advice, especially to several Executive Directors of the targeted CSOs. In such cases,
mentors provided a sounding board for the Executive Directors and someone they could turn to
for objective support and guidance
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Sharing materials, tools and templates (e.g. on financial management, effective Boards, key
policy documents)
Facilitating workshops, e.g. on strategic planning
Supporting CSOs’ activities, e.g. events in communities which led to increased membership and
motivation of CSO members to re-engage
Connecting CSOs with other individuals or agencies providing technical support

Mentors provided support through one-on-one coaching and mentoring (via phone calls, meetings,
Skype, WhatsApp, etc.), facilitating workshops for their mentee CSOs and brokering relationships with
other individuals and technical support agencies. Mentors also spoke about the value of being an
independent sounding board to their mentee CSOs, i.e. someone to listen, provide advice and support.
5. Results on CSO organisational strengthening
Final assessment reports were submitted by 12 Mentors and four of the targeted CSOs. In addition,
CANARI conducted phone interviews with 3 additional mentors to gather more information on results
achieved in four other targeted CSOs. Both mentors and targeted CSOs reported enhanced capacity but
to varying degrees. Most mentors reported some advancement, but all felt that addressing the priority
capacity needs of the targeted CSOs remains a work-in-progress or needs more work, particularly under
the constraints imposed by COVID-19.
Mentors and CSOs reported on strengthened capacity in the following areas:
a) Strengthened Board and management capacity: Through mentoring, coaching and training
sessions that were both tailored to CSO Board members as well as management, CSOs reported
on improved governance which was the highest priority need identified across the 20 target
CSOs. CSOs introduced (or revised) their Board Terms of Reference and reported on improved
participation of Board members and importantly, enhanced communication between Board and
management with increased clarity on their respective roles. The management of three CSOs
have strengthened their capacity to prepare annual operational workplans that are linked to the
CSO’s strategic objectives.
b) Strengthened leadership: Lack of succession planning; the Executive Director wearing too many
hats; Founder’s syndrome4; and conflicts between members of a CSO are all challenges that
mentee CSOs faced and indeed are common issues in CSOs in the Caribbean. CSOs were able to
address these issues through:
• receiving coaching from their mentors in the different roles and responsibilities of the
Board versus management;
• going to their mentors for advice and a general sounding board (this was especially
useful for Executive Directors and Presidents/Chairs of Boards);
• working with their mentors to encourage more active involvement of their wider
membership;
• discussing succession planning as a critical strategy to ensure long-term sustainability of
CSOs; and
4

Founder’s syndrome refers to a situation where the founder(s) of a CSO remain in power or maintain
disproportionate power and influence over the strategic direction and operations of a CSO resulting in a myriad of
problems.
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working with their mentors to introduce and strengthen key HR management processes.

One CSO reported that it was able to delegate responsibilities across its executive and empower
non-executive members to take up responsibilities and roles where specific skills and strengths
of members were identified. This has increased active participation of members and has
contributed to a succession plan for the CSO’s executive. The CSO’s President noted the value of
having a mentor to go to for guidance in being more participatory in his decision-making,
communication and also in his approach to motivating members to be active in the planning and
decision-making process.
c) Introduction of or improvement to documented policies at both the governance and
management levels. Several CSOs reviewed and updated policy documents and one CSO
reported on the inclusion of a conflict of interest policy and standard operating procedures.
One of the start-up CSOs strengthened its By-laws and created a Code of Conduct and Code of
Ethics.
d) Introduction of or improvement to operational administrative systems, notably in the area of
financial management. CSOs reported on the introduction of new accounting systems as well as
procurement and book-keeping processes and procedures. CSOs also implemented new filing
systems.
e) Hiring of key staff and procurement of equipment (facilitated by accessing funding): One CSO
reported on their projects being handled in a more systematic manner through the hiring of a
project officer. Through support of their mentor and with external funding, another CSO was
able to secure an Executive Director after a 7-year gap in management. This CSO’s mentor
worked closely with the new Executive Director to integrate organisational capacity building into
the CSO’s programmatic work which has resulted in a structured approach to organisational
strengthening. In addition, the mentor guided the Executive Director in prioritising the reestablishment of crucial systems such as accounting and financial planning.
f)

Enhanced capacity for fundraising: CSOs have strengthened capacity in project design and
proposal development. With support from mentors, CSOs received funding from the CarSIF
programme, the Biodiversity and Protected Areas Management (BIOPAMA) Programme and the
Global Environment Facility Small Grants Programme (GEF SGP) and developed proposals to
other programmes (e.g. Environmental Foundation of Jamaica) which are still being reviewed.
Many of the small grants combined implementation of on-the-ground practical actions to
contribute to biodiversity conservation and sustainable livelihoods and actions related to
organisational development. For example, one of the CSOs accessed a grant from the GEF SGP
to support skills training and fish processing for income generation as well as capacity
development for the CSO itself. In addition to proposal development, CSOs reported on
increased capacity in planning for long-term sustainable financing.

g) More strategic stakeholder engagement and partnership building: CSOs reported on doing
more strategic outreach to key stakeholders which has resulted in increasing membership and
improving engagement from existing members. One CSO also reported on the development of
Memorandum of Understanding with key partners to facilitate a more strategic relationship and
to avoid conflicts.
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In two instances, mentors noted weak CSO engagement in and commitment to the capacity building
process. This was seemingly due to the CSOs deeming capacity building as less important than other
interests.
Although COVID-19 was consistently identified as a challenge, there were only a few cases where direct
impacts on the mentoring process were identified (mainly in relation to reduced mentor and target CSO
availability). On the other hand, adaptation to and the use of virtual communication tools appeared to
have been quite effective and CSOs demonstrated increased comfort and capacity in using ICTs.
The pace of effecting changes at the CSO level was slower than was originally anticipated. Similarly, the
time and resources needed for the mentors to effectively support the CSOs exceeded initial
expectations. Both factors contributed to the only partial achievement of some of the initial goals and
need to be taken into account in future projects.
6. Key findings about mentoring
Based on feedback received from 12 mentors (through final assessment reports and a final evaluation
discussion with CANARI) and four mentee CSOs (through final assessment reports) as well as CANARI’s
observations, the PISCES mentoring experience was seen as a key approach to build CSO capacity can be
regarded as a success, with both mentors and target CSOs reporting enhanced capacity.
a) Nature of the mentor’s relationship to the mentee CSO
The majority of mentors (65%) were external and independent to the mentee CSOs while some mentors
(35%) were internal (i.e. members of staff, the Board or a volunteer). Of the seven internal mentors,
three were in the position of Executive Director and one was a Founder/ Director. These Executive
Directors noted that having an opportunity to be trained as a mentor provided them with a unique
perspective to view their CSO from the inside and outside and encouraged them to put organisational
capacity building efforts as a priority for their CSO. In one case, the internal mentor who was also the
mentee CSO’s Executive Director, programmed capacity building into the CSO’s annual work planning.
The internal mentors emphasised the usefulness of having other external mentors to go to for objective
advice and to intervene if and when sensitive issues arose (e.g. conflicts with the Board/ management).
The majority of mentors (80%) had a pre-existing relationship with the mentee CSO, in some cases longstanding, with others developed through prior collaboration on projects. One of the mentors has
subsequently become a Board member of the mentee CSO. One mentor did not live in the same
country as the mentee CSO.
The mentoring process worked well in cases where the mentors had to support the mentee CSOs as part
of their regular jobs (e.g. mentors who are Fisheries Officers mentoring fisherfolk organisations).
b) Nature and outcomes of communication strategies
Communication initially was predominantly face-to-face, fairly frequent/regular and generally initiated
by the mentor; however, as time progressed, the mentee CSOs became more proactive in initiating
communication. With the advent of COVID-19, there was increased reliance on virtual communication,
usually via phone or WhatsApp. This also resulted in one instance in the creation of a group chat that
appears to have stimulated greater member engagement within the mentee CSO.
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c) Collaboration between mentors
Mentor-mentor collaboration happened mostly at the national level and in some cases between
mentors from different countries where advice was sought for specific issues in relation to a mentee
CSO. In one case, two mentors from different countries got together opportunistically and reported a
feeling of connection and camaraderie as they shared the challenges they were facing and strategies
they were using with their mentee CSOs.
Wider mentor peer exchange and learning took place at the two mentor training workshops facilitated
by CANARI but did not appear to have fostered ongoing/ consistent collaboration at a regional scale.
d) Challenges to building mentee CSO capacity
The main identified challenges to building mentee CSO capacity were:
• the impacts of COVID-19, mainly in terms of decreased availability of both mentor and mentee
CSO. However, this did result in some mentee CSOs identifying more effective internal and
external virtual communication as a new priority;
• inadequate mentee CSO commitment/buy-in to the capacity building process with mentee CSOs
seemingly deeming it to be less important that their other interests (e.g. dealing with project
demands, COVID-19 crisis took priority). However, in at least one instance the mentor was able
to foster greater buy-in through the creation of an atmosphere that engaged more stakeholders
and increased their confidence in actively participating; and
• conflict within mentee CSOs. In one case where there was internal conflict, a mentor reported
on spending a lot of time counselling CSO members and enabling dialogue which helped to build
trust with the mentor allowing them to work at a deeper level with increased participation of
CSO members in capacity building activities.
Other identified challenges were:
• the mentor not residing in the same country as the mentee CSO or being situated a long
distance away from the mentee’s location;
• higher than anticipated need for the level of mentee CSO support and ‘hand-holding’ required;
• additional external demands on the mentors, resulting in reduced time available to prioritise
their mentoring activities.
e) Effective strategies used for building capacity of mentee CSOs
The main – and most successful – strategy for CSO capacity building identified was in-person coaching by
the mentor. One mentor noted that, “sometimes, a good listener is all that is needed”.
Mentors also reported on the usefulness of connecting the mentee CSOs to training opportunities or to
others (individuals, technical support agencies, etc.) with potential to support organisational capacity
building efforts in cases where the mentor either didn’t have the particular expertise or lacked the time
to work on a particular capacity area.
Mentors provided project design and proposal development support which was important in helping the
mentee CSOs source funding and other resources, primarily through grants from agencies such as the
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GEF Small Grants Programme, BIOPAMA and CANARI’s Caribbean Sea Innovation Fund (CarSIF), in
addition to opportunities offered by complementary projects taking place in the region, such as
StewardFish.
In a few cases where the mentee CSO became inactive or was dominated by one or two committed
persons (but lacked membership involvement), mentors focused on increasing the level of involvement
of members prior to starting any organisational capacity building efforts.
f)

Mentoring beyond the PISCES project

Several mentors expressed their willingness to continue mentoring beyond the life cycle of the PISCES
project, including mentoring other CSOs that they work with outside the PISCES project’s target CSOs.
One mentor in Saint Lucia is exploring the possibility of establishing a national group of mentors. The
mentors in St. Kitts and Nevis who work as Fisheries Officers will continue to mentor the mentee CSOs
there as part of their jobs to support the FFOs. Internal mentors will continue to prioritise organisational
strengthening of their CSOs. Several mentors are committed to continuing their work within the CSO
sector and supporting civil society in their countries.
7. Lessons learned about CSO organisational strengthening
a) Organisational capacity building is complex, nuanced and needs to be an ongoing effort: Capacity
building should be seen as an ongoing (and in some cases iterative) process in order to be effective
and sustained.
b) Capacity building benefits from a multi-pronged approach: The multiple approaches used under
the PISCES project to build capacity including mentoring, coaching, training, peer exchange (among
the mentors) and small grants, was effective.
c) Small grants help to accelerate capacity building: Having funding to implement tangible, on the
ground actions motivates CSOs and their members and can provide seed funding to operationalise
discrete actions and address specific issues.
d) ICT competencies needed to be built and CSOs adequately resourced in order to effectively
participate in PISCES project activities (and to operate in general) with the onset of COVID-19.
e) Getting commitment and buy-in from a CSO’s Board and management are critical for effective and
sustained capacity building: If a CSO does not take ownership of their own development, capacity
building can only happen at a fragmented rate and efforts will not be sustained. In addition,
although mentoring the leader of a CSO can be very impactful, it is just as important for the mentor
to work with other members of an organisation to encourage teamwork, shared responsibility, and
succession planning.
f)

Conflicts must be managed/resolved for capacity building or strengthening to be sustained: Where
conflicts among CSO members exist, it is important to seek support from the mentor (or otherwise)
to manage and resolve issues so that capacity strengthening can be sustained. Mentors can be very
valuable in counselling and enabling dialogue, clarifying roles and responsibilities and support
participatory and transparent decision-making to help resolve issues among CSO members.
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8. Lessons learned about mentoring
a) Mentors supporting each other is valued and valuable: Peer exchange and networking contributes
significantly to progress and is most effectively stimulated through face-to-face workshops.
b) A strong relationship between the mentor and mentee CSO is critical: A strong pre-existing
connection between the mentor and mentee CSO contributes to more rapid progress. Although a
pre-existing connection is important, it is still possible to develop a strong bond between a mentor
and mentee who don’t already know each other. Assigning mentors who are internal to a mentee
CSO can be effective in propelling the CSO’s capacity building and placing it as priority. In such cases,
it is beneficial for the internal mentor to have the support of another external mentor to provide an
objective, independent perspective and to help address sensitive issues that may arise with other
members of the CSO.
c) Sustained commitment and buy-in by the mentee CSO are vital to the process: Selecting a mentee
CSO that still has a purpose and is willing to grow is particularly important. Discussing and agreeing
on expectations of the mentee before they even commit to being a part of the process is critical to
avoid disappointment, prevent frustration and to establish agreed upon, realistic goals for capacity
building. It is critical that clear and realistic expectations are set in terms of what change can be
achieved.
d) Mentors cannot force change: Mentors have to know when it’s time to step back from their mentee
CSO if they find themselves becoming too involved or leading the capacity building process instead
of supporting it. Sometimes the mentee CSO can lapse into inertia and it becomes difficult for the
Mentor to effect any change (i.e. Mentors can advise but the challenge remains in how to provide
the motivation for change). It can be very frustrating for the Mentor when the mentee CSO resists
addressing challenging but very core issues such as governance.
e) The mentoring process needs to be long-term and iterative: Organisational capacity building,
whether through mentoring or other approaches such as training, needs to be considered as an
ongoing (and in some cases iterative) process in order to be effective and sustained. Mentoring
cannot be limited to one project but must be seen as a longer-term commitment. Mentoring
requires time (of the mentor and mentee CSO) and resources to be effective.
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