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1. Introduction 

1.1 As part of its regular review of the quality and effectiveness of training, the Merchant 
Navy Training Board (MNTB) notes1: 

it has become apparent that there are some concerns from shipping 
companies, training organisations and the Maritime and Coastguard Agency 
regarding the variable nature and quality of onboard training for officer 
trainees in particular.  

1.2 Traditionally the British shipping industry has a good reputation for, and a culture of, 
onboard training.  While it is in no doubt that there is much excellent practice, the 
MNTB is concerned that effective onboard training is not the norm on some ships, 
despite clarity in the funding regulations2 and a good deal of available guidance.  

1.3 The Board therefore secured funds from the Maritime Education Foundation for 
exploratory research to understand the current reality of onboard training, and to 
report back, with particular emphasis on practical steps which the MNTB could take to 
improve matters.  In June 2009 it commissioned The Mackinnon Partnership to 
undertake the research, and this is our report.   

1.4 Most of what follows focuses on officer trainees, but at the MNTB’s explicit request, 
the report also covers ratings, and considers some wider issues.   

Methodology 

1.5 We took a number of steps to gather relevant information and views: 

• in June 2009 we attended the annual conference of the Ship Safe Training Group 
(SSTG), and spoke informally to a number of member companies; 

• Clyde Marine arranged and hosted a two-hour discussion which we led, and to 
which it invited selected member companies.  Five others were present, from 
Caledonian MacBrayne, Chevron and Northern Marine; 

• following that meeting Caledonian MacBrayne sent on our questions to all the 
vessels in its fleets.  We had detailed responses from five ships;  

• Warsash Maritime Academy set up meetings for us with two lecturers (one each 
for deck and engineering) and with two groups of officer trainees, (again, one 
each for deck and engineering), all of whom had completed at least their first sea 
phase.  All the trainees were volunteers, not chosen by centre staff; 

                                                 
1 Initial Proposal [to the Maritime Education Foundation] to Develop a Guide to Onboard Training, 
Mentoring and Coaching.  MNTB, 2009 
2 See Appendix A. 
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• we met three senior managers at Glasgow College of Nautical Studies and a 
lecturer at the college with a particular interest in the position of women cadets.  
We were also given access to a group of cadets who were in a charts lecture, and 
talked with the group as a whole for half an hour or so;  

• we interviewed a number of employer representatives, and other leading industry 
figures, by phone, to get their views.  For the most part their names were 
suggested by the MNTB, and Glenys Jackson encouraged them to speak to us.  
At least one company responded to the notice placed by MNTB in the Chamber of 
Shipping’s weekly general circular, and volunteered to take part in the project.   

1.6 The table below shows the complete list of people interviewed: 

Organisation Name 
Anglo Eastern David Sweet 
Bibby Ship Management (WE) Eileen Hagan 
BP Shipping Nick Jenkins 
CMA-CGM Volker Heil 
Caledonian MacBrayne Norman Jones 
Carnival Naomi McFerran 
Chevron Shipping Bob Brook & Don Robertson 
Clyde Marine Training Colin McMurray & Rod MacKenzie 
Crewing Services Sandy McLeod & Julia Park 
Delta Marine Personnel Services Ian Sherwood 
Fleetwood Nautical Campus Jonathan Ward 

Glasgow College of Nautical Studies Richard Speight; Derek Robbie; Ian 
Fraser; Karen McCartney 

Global Marine John Golding 
Honourable Company of Master Mariners Peter Aylott  
James Fisher Greg Marr & Patricia Jewell 
Maersk Crewing Graeme Thomson 
Marine Society and Sea Cadets Brian Thomas 
Maritime and Coastguard Agency Roger Towner 
Nautilus International Allan Graveson 
Northern Marine Management Julia Salton & Tammy Martin 
RMT Steve Todd & Steve Yandell 
Shell Richard Knighton 

Ship Safe Training Group Ian Spreadborough; Ian Palmer, and 
colleagues 

Trinity House David Squire 
Viking Recruitment Don Millar 
Warsash Maritime Academy Sandra Petcher & colleagues 
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1.7 This is a good range from within the industry, but we have not attempted a systematic 
survey: our research is therefore qualitative in nature, and we cannot guarantee that 
comments made are representative.  That caution may apply especially to the 
comments made by cadets themselves, some of whom are quite critical.  
Nonetheless their comments are valid in their own right, and indicate that some, at 
least, have faced significant problems.  

Presentation of the report 

1.8 The report follows a simple structure: first reporting our interviews with employers and 
others with responsibility for officer trainees, then reporting what the cadets 
themselves said, and finally drawing our conclusions and recommendations.  We 
have included a number of key documents in appendices for easy reference, 
particularly extracts from the regulations and guidance which cover the training of 
cadets.   

1.9 We have quoted our interviewees directly where doing so adds flavour to the report, 
but not generally attributed quotations.   

1.10 Where interviewees strayed a little from the brief to focus on practical steps which the 
MNTB might take, we have reported their comments, so that the MNTB can see the 
full picture, and because there may be other opportunities to take a wider view.   

1.11 Though ‘officer trainee’ is now the accepted terminology, we follow standard industry 
practice and commonly refer to officer trainees in the report as ‘cadets’.   

Acknowledgements 

1.12 We are very grateful to Glenys Jackson of the MNTB for her guidance and for 
preparing the ground so that so many senior industry figures agreed to talk to us.  We 
would like to thank, too, all those who agreed to be interviewed and in particular Ian 
Spreadborough of SSTG for allowing us to attend the group’s annual conference and 
speak informally to members; Richard Speight at Glasgow College of Nautical 
Studies and Sandra Petcher at Warsash Maritime Centre for arranging for us to talk 
to both officer trainees and lecturers; Rod MacKenzie and Colin McMurray at Clyde 
Marine for arranging and hosting a discussion with member companies, and Norman 
Jones at Caledonian MacBrayne for gathering comments from his shipboard 
colleagues.   
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2. Employers’ views 

2.1 We start with the views of employers, using the word as a shorthand to include all 
those whom we interviewed who have some responsibility for ensuring the success of 
onboard training: ie companies which directly employ officer trainees, companies 
which provide training berths for them under the Tonnage Tax but do not employ 
them, training companies, college staff, trades unions, Trinity House, the Honourable 
Company of Master Mariners, and the Marine Society and Sea Cadets.   

2.2 As explained above, we took the views of these people in a number of different ways, 
some extensive, some much quicker, some individually and some through group 
discussion.   

2.3 The format of this section broadly follows the order of the question prompts which we 
used for most of those discussions3.  We consider ratings separately at the end. 

Overall satisfaction 

2.4 We asked companies how satisfied they are overall with the effectiveness of their 
cadets’ onboard training.  Beyond the reservation which one offered that a good 
company is always trying to improve things, even the more sophisticated companies 
were a little muted in their enthusiasm, offering comments like ‘generally satisfied’ 
and ‘on the whole’.  Their caution is that however well-designed a company’s system 
is, it relies on individual officers to implement it, and people vary a good deal, even in 
the best companies.  At one level, this provides scope for variety and innovation, and 
one major company said how keen it is to use that variety to promote good practice.  
We heard that officers understandably warm more easily to a cadet who asks 
questions and takes a real interest in life onboard – and that the opposite can also 
apply: at its extreme, and where there are insufficient checks in the system, a DSTO 
can “give up on” a cadet who lacks motivation. 

2.5 Only one company told us in so many words that it assesses the quality of the 
opportunity that each of its ships offers to cadets, in recognition of the reality of 
variety.  No doubt others do so as well, and the training companies are clearly very 
much alive to the great variety between companies and between individual vessels 
within company fleets.   

                                                 
3 Reproduced at Appendix B.  We varied the detail for different discussions.  
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2.6 In considering what gets in the way of excellent onboard training, several 
interviewees referred to ‘cultural difficulties’ where a British cadet is reliant upon 
officers from certain overseas countries.  There appear to be three different 
difficulties, and it is important to keep them separate when considering what might be 
done to address them: 

• language barriers:  though officers on British-flagged vessels are required to use 
English (and there are tailored tests available to assess their ability to do so), 
problems can arise where cadets have a problem, or where officers move beyond 
telling a cadet what to do, or describing something to explaining how it works and 
why it is done.  Their English language may be sufficient to do their main job, but 
in some cases appears to be inadequate for their role in looking after cadets; 

• different expectations:  many non-British officers trained through quite a different 
system to the British one which requires cadets to learn at sea.  Many continental 
countries, by contrast, have a front-loaded training system which starts with 
typically two years at college before going to sea, and we heard that a number of 
them (by no means all, of course) do not understand – and sometimes are 
unsympathetic to – the needs of British cadets who are expected to learn at sea; 

• lack of sympathy for the direct entrant officer path:  one company noted that some 
DSTOs from other cultures work their way up from rating level, and are not 
persuaded of the validity of the training which British cadets require, which allows 
them to come straight into 3rd Officer level after their training.   

2.7 We were told that MNTB requires there to be at least one British officer on board any 
ship which carries a British cadet (and one company told us that it always follows this 
guidance).  We understand that this refers to Planned Training at Sea: Guidance for 
Companies and Seagoing Officers (MNTB, 2006), but our reading of the relevant 
section, Appendix A, is that it does not specify this as a requirement4.  In a table 
designed to help companies assess which ships are suitable for cadets, there is a 
very clear preference for ships with at least one British officer, and ships where 
English is the working language, but no consequent requirement is set out.   

2.8 (On cultural issues, we were also told of interesting research done by a lecturer at 
Warsash Maritime Academy into what might genuinely deserve the label, exploring 
how different cultures experience hierarchy on board.  This research suggested for 
example that a Danish officer, used to assuming that his or her ‘orders’ will be 
discussed before any action is taken, might not work well with a more junior colleague 
of Filipino origin, used to taking instruction, not engaging in debate.  As crews 
become more multi-national, this may be a field worth further exploration, but we 
have not followed it up for this project).   

                                                 
4 We reproduce the section in full at Appendix C.  
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2.9 The third area in which companies (and also some cadets: see the next section) 
expressed some doubts about the overall quality of the onboard experience, was over 
how Training Record Books (TRBs) are completed.   

2.10 We cover TRBs further below, but the main worry was over exactly what a DSTO’s 
signature means: is a cadet fully competent?  Has he or she simply shown that they 
can do a task once, soon after being shown it?  Has the DSTO simply (and literally) 
‘rubber stamped’ the TRB with inadequate attention to what a cadet can actually do?  
One major company was clearly not convinced that it could rely on the TRB.  Another 
was keen to see extra guidance in the TRB about how many times someone has to 
do something before they could be classed as efficient at it.  Others said that they 
brief DSTOs on the TRB to ensure that they are clear about their role.   

2.11 The Training Record Book says this in its guidance to onboard officers: 

There are two levels for signing off tasks in Section 4, progressing and 
proficient –5 

• Progressing – the officer trainee undertakes the task under the supervision 
and guidance of an officer and shows a good level of understanding of the 
process. 

• Proficient – the officer trainee undertakes the delegated task with the 
minimum of supervision.              Deck TRB, MNTB, 2006 

2.12 The further guidance provided by the MNTB says this: 

As the tasks and reports are completed the person(s) appointed to supervise 
the officer trainee’s work should sign them off to attest to ‘satisfactory 
performance’.  

This means that the officer trainee ‘is able to perform a task under supervision 
and with minimum prompting to the standard expected on the vessel’.  

It should be noted that ‘satisfactory performance’ has no bearing on how many 
times the task may have been undertaken – it may be one or several attempts 
– the important point is that the officer trainee can perform it properly. 
        Planned Training at Sea: Guidance for Companies   
         and Seagoing Officers, MNTB, 2006 

                                                 
5 One company thought this distinction showed an unrealistic understanding of the realities at sea. 
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2.13 This is carefully worded, (and a little ambiguous: “to the standard expected on the 
vessel”), and it may well be that the care with which it was drafted is missed by many 
users of the guidance.  Indeed, it may be that many of those for whom MNTB 
designed the guidance have not seen it, or read it, and if they have, do not use it to 
guide their work.  Companies also told us of their doubts about whether officers 
whose first language is not English do read, and fully understand, a document which 
is 27 pages long.   

2.14 It is worth adding that for those who read on beyond the extract just quoted, there is 
another level of complexity: 

Assessing competence for NVQ/SVQ purposes  
It is important that ships’ staff understand that their role in the assessment 
process is not, in itself, formal assessment.  

Formal assessment, or the process of making judgements about an 
individual’s competence based on the evidence of performance of skills and 
the application of relevant knowledge and understanding, is a specialist 
activity.  Only trained and experienced people can carry out assessments for 
NVQs/SVQs under the authority of centres approved by Edexcel or SQA and 
in accordance with policies and procedures designed to assure the quality of 
the award and guarantee rigorous, fair, accurate and consistent assessment.  

Except in clearly defined and approved circumstances, ships’ staff are not 
expected or required to act as assessors. 

2.15 A number of the cadets we interviewed made the further point that some officers 
appear to be afraid to sign off activities in their record books, which they attributed to 
a fear that they may be held liable in years to come if that cadet is later responsible 
for an accident.  The comments arose in a group discussion and we did not pursue 
them to get the full story, but it is interesting that one company told us that when it 
briefs its DSTOs it covers liability to ensure that they know where they stand (and, 
presumably, to ensure that worries about it do not hold them back from appropriate 
action). It is a practice which others might usefully follow6.   

2.16 Before moving on, it is worth noting that on the wider question about general 
satisfaction with onboard training, only one company made any reference to external 
assessment of the standard of its training.  One company pointed out that it is audited 
twice a year to check that it is complying with the formal requirements for receipt of 
SMarT funding. 

                                                 
6 We understand that formal responsibility for ‘signing-off’ cadets (and hence any potential liability) 
rests with the MCA.   



Onboard Training Review 

 

8

Approach to Onboard Training 

Preparing cadets for their sea phases 

2.17 The most common approach to preparing cadets for their first and subsequent sea 
phases is that it is a split responsibility, shared between the employer, college and 
(where one is involved) training company.  Exactly how it is divided varies, and there 
are clearly examples of overlap: we heard from employers of deliberate overlap, and 
no doubt there is some accidental overlap as well.  In some cases cadets received 
core messages twice to reinforce them.  In other cases, it is not at all clear that they 
got them at all, and some of that may be due to lack of clarity between different 
bodies about who is responsible for what.   

2.18 A number of companies provide an induction for their cadets before they go to sea7.  
Details and approach vary: 

Company A 

• company briefing of cadets for ‘at least an hour’, covering: 

− ‘do’s and don’ts’ at sea 

− relationship with the DSTO 

− flights and immigration 

− pastoral care and personal things like homesickness. 
(the company has noted that colleges are putting more 
onus on companies to deal with personal matters, and 
agrees with the move).  

• this company briefing complements the college’s briefing, 
which covers more specific areas of the training itself and 
health and safety on board ship. 

Company B 

• company briefing for all cadets at the college before they go 
to sea, including travel arrangements and immigration; 

• complementing a college briefing about the training itself, 
reporting procedures, and what they should expect from 
their time at sea.   

Company C 

• three-day seminar covering: 

− HSSE (health and safety, security and environment) 
courses – subjects which the company says it is likely to 
cover in greater detail in future, given their importance 

− company expectations of cadets 

− the Training Record Book and how to use it 

− a chance to meet more senior cadets 

• The company commented that it knows that some of this 
training may cover ground already covered at college, but 
training cadets is a major investment and must be right. 

                                                 
7 This is a selection drawn from our interviews: we do not pretend that the list is comprehensive.   
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Company D 

• a two day induction for cadets at the company’s 
headquarters at the start of their course, comprising: 

− company culture 

− general course information 

− a visit to a ship to meet deck and engineering crew on 
the second day 

− detailed information about their course 

• … but no separate induction before their first sea phase 

Company E 

• group discussion with cadets at college 2-3 weeks before 
they go to sea, covering: 

− what to expect on board 

− advice on ‘awkward characters’ 

− responsibilities and practicalities on board 

− who their DSTO is 

• provision of written instructions for the DSTO. 

Company F • two-day briefing before cadets do their first sea phase 

Company G 

• induction covers relevant items on the company’s detailed 
7-page induction list, including company profile; company 
policies and strategy; safety, environmental and quality 
management system; human resources and policies; and 
familiarisation, training and drills; 

• this is supported by a 12 page induction pack, which 
includes contact details at the company (with an emergency 
mobile number) and at the training company, a list of 
responsibilities which lie with the sponsoring company and 
with the trainee, general descriptions of the training on 
shore and at sea, practicalities such as travel, security and 
safety, and the company’s alcohol and drugs policies 

Company H 

• day-long sea phase induction, about a week beforehand, 
covering what is expected of them by the company, joining 
notes for their first voyage which explain things about being 
onboard, how to contact home, etc 

• the company is content to leave the college to explain the 
TRB  

Company I 

• two hour induction at headquarters covering general 
expectations on board, with the training company 
‘explaining the nitty gritty’ of what happens during their sea 
phase 
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2.19 One DSTO spoke plainly about the reality as he saw it: 

Preparation is not just about knowledge: some of the younger cadets have 
never worked and the concept of self motivation, discipline, authority and 
respect is alien.  I do appreciate this is something that we are bound to teach 
onboard, but there is only so much chasing officers can do. 

2.20 One company understands that HND and HNC cadets get notably less time at 
college learning the theory than graduate cadets do8: 

Once onboard they have to be taught from scratch anything theoretical and 
this is where a professional teacher is required: officers don’t necessarily 
possess the time nor teaching skill to do this effectively.   

2.21 There is similar variety in the extent to which companies brief Masters and Chief 
Engineers, and their Designated Shipboard Training Officers (DSTOs).  For example, 
one training company writes personally to each Master and runs training sessions for 
DSTOs where companies request it, some companies contact DSTOs before cadets 
join their ship to set out the company’s expectations, one spells out that each cadet 
should have six hours of study time per week, and another ensures that DSTOs are 
familiar with the TRB including, unusually, explaining where they stand in terms of 
liability (see the discussion above at para 2.15).  Other companies told us that they 
rely on the guidance to DSTOs at the start of the record book, and do not seek to 
supplement it.   

Use of the Training Record Book9 

2.22 Most of the companies we interviewed believe that the expectations set out in the 
Training Record Book are realistic.  The main doubts expressed were about defining 
and identifying “proficiency”.   

2.23 One company with responsibilities for cadets in other companies commented that the 
TRB is “vital” (and easier to use than the old portfolios), but one of the hardest things 
to implement – because effective use of the TRBs requires quite a bit of effort by 
DSTOs and, in this company’s view, some DSTOs do not fulfil their responsibilities.  

2.24 Another was more sceptical: 

the TRB shows only what tasks have been completed to the satisfaction of the 
officer signing the book, however this of course does not indicate that this 
work has been retained in the cadet’s memory. 

                                                 
8 This looks like a misunderstanding 
9 The British Merchant Navy is in transition between the NVQ-style portfolio and the Trainee Record 
Book, with some cadets still using the old system.  That is likely to be causing some confusion.   
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2.25 Several interviewees were anxious about cadets “chasing signatures”, as one put it, 
and keen to ensure that the TRB is used to drive quality training, not as a minimalist 
tick-box exercise.   

Training at sea 

2.26 One major company described in some detail its approach to training at sea: 

• the company provides “joining information” about each cadet when they go 
onboard, which explains who they are and what they have learned to date, and 
includes their appraisal from their previous sea phase (where appropriate), so that 
the DSTO knows exactly what the cadet’s starting-point is; 

• using task summary sheets from the TRB, the DSTO creates a training plan, with 
a timetable, which provides clear information for colleagues working with the 
cadet, and identifies the need to prioritise certain tasks; 

• through cadets keeping electronic task sheets, and presenting them weekly to the 
DSTO.  Though the company’s general approach is to promote the autonomy of 
individual ships, the DSTO then e-mails the sheets back to the company on a 
monthly basis; 

• the company takes cadets from other countries as well as the UK, and has started 
using the British TRB for all of them, because it simplifies management.  The 
company likes the structure of National Occupational Standards which underpins 
the TRB and which makes the task of the DSTO easier when assessing cadets; 

• in order to promote greater consistency and best practice, the company is 
redefining the roles and responsibilities of its onboard officers, to build into their 
standard job descriptions the training and mentoring responsibilities which have 
long been done unofficially. 

2.27 Even with this well-structured, indeed exemplary, programme, the company 
acknowledges that there are differences between the training provided on different 
ships – because DSTOs are all different.  The company is therefore looking to identify 
best practice and spread it throughout the fleet. 

2.28 Another company operates a similar system of monthly reporting back to the UK 
(clearly a model designed for deep sea cadets) and adds a “Sunday school” for the 
cadets to ask questions and to get taught things which are not in the record book.  
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2.29 On the practicalities of training, one Chief Engineer commented that cadets on board 
his ship learned a good deal more than they might otherwise because it was 38 years 
old, and prone to greater machinery breakdown.  He encourages cadets to get 
involved with the overhaul and repair of the equipment, and sees the benefit in them 
both honing their practical skills and raising their confidence.  He feels that cadets on 
board a newer ship do not develop their practical skills in the same way, as their main 
task is watchkeeping.   

2.30 Talking about a particular cadet, a DSTO reflected on the interplay of motivation and 
the effectiveness of the training: 

I think in this case everything is working well because we have a daily plan of 
work, we frequently discuss training, he is motivated beyond the basic 
requirements and due to this all officers are more than happy to spend as 
much time as they can imparting knowledge and assisting with written work.  
He is aware of the requirements of the course, as are we, and he duly follows 
recommendations made to meet these. 

2.31 He went on to explain the practical difficulties on board ferries on short sea crossings, 
and how the company resolves them: 

Due to the nature of our voyages some vessels are crossing in two hours and 
some over five, sometimes in restricted waters and with minimal officers, this 
can vary the amount of time available to spend with cadets and their 
supervision.  They need to be trusted to go to their allocated work spot at a 
given time without the need for people chasing them up and this needs to be 
taught and learned quickly at the beginning.  Additionally, it needs to be 
emphasised that their record books are their responsibility, whilst we (DSTO) 
supervise, guide and try and include useful tasks, fill in reports and sign off 
tasks, we will not go hunting each time something has been completed. 

2.32 Recognising the limited scope on its vessels as a ferry company, Caledonian 
MacBrayne has an arrangement with Northern Marine for its cadets to do a deep sea 
voyage to give them the chance to complete tasks which they would otherwise not 
experience on board a ferry.   

2.33 One Master was keen to stress: 

the simple fact the ship’s officers are not teachers 

2.34 And a colleague noted the particular difficulty of dealing with people under 18: 

Under current regulations, people under 18 have to be treated with kid gloves. 
There is very little they are allowed to do without multiple risk assessments. 
Risk assessments take time and the job a cadet was asked to do would not 
necessarily be of any real benefit to the ship.  It would simply be “experience” 
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for the cadet.  It is therefore easier to just have cadets watch and not take part 
until they are 18.  Perhaps you could give us a simplified interpretation of the 
regulations governing the employment of young people listing what they can 
and can’t do.  Generic risk assessments for young people would give us a 
good starting point and make our job easier.  

2.35 Several firms noted that when working with current officer trainees most officers draw 
from their own experiences as a cadet – and probably everyone we interviewed who 
has been a cadet said at some stage in the discussion, “when I was a cadet … ”.  
That frame of reference is very positive when it prompts officers to be helpful to 
cadets, but it is a weakness to the extent that the system relies on the assumption 
that cadets will be able to benefit from this legacy.  Two particular points were made 
to us: 

• officers trained under a different system – and particularly the continental system 
through which cadets do much more of their training in college – cannot use their 
personal experience in the same way.  The number of officers in this position 
working under the Red Ensign is now much greater than it was; 

• a firm working in the offshore sector commented that a number of its Masters are 
former fishermen, who have never been cadets under any system, and therefore 
cannot draw on personal experience when training cadets at sea.   

The structure of cadets’ training 

2.36 At the discussion which Clyde Marine hosted, those present reflected on how far the 
current approach to training truly gives officer trainees a broad enough base to work 
across the sector – which is what they are formally entitled to do once qualified.  They 
wondered whether a trainee qualified on a tanker sailing deep sea was well-enough 
trained to work on a ferry – or vice-versa – given the different demands of the 
different trades.   

2.37 The question strays from the core of our brief, but came up because though all 
present agreed that it would be good for all cadets, including the non-specialists, to 
take the short “tanker familiarisation” course available, some companies are currently 
resisting the extra cost involved (just £250) because the training is not required.  (On 
the other hand, those present from companies which operated tankers noted that a 
short course like this would definitely not be sufficient for their purposes).   

2.38 Noting that the main constraint on effective onboard training is officers being able to 
offer sufficient time to work with trainees, several people commented on the value of 
dedicated training ships.  One company which runs such a ship, gives all its cadets 
time at sea on it, 12 at a time, and sees great value because they get time to learn 
basic skills properly, which is much harder to do on a ship which has clear and 
pressing business priorities.  
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More informal approaches 

2.39 When we asked employers and others whether they provide any guidance to their 
sea-going colleagues on informal approaches to personal development which might 
be useful at sea (such as mentoring, coaching, and use of e-learning).  The most 
common response was that DSTOs and other officers have full-time jobs and are not 
trainers.  

2.40 One major deep sea company makes it possible for its cadets to join onboard CPD 
(continuous professional development) activity whenever it occurs, which is usually 
when there is a fully-qualified fleet trainer on board.  These trainers will help out 
where individual cadets get into difficulties with what they’re learning and, if they are 
not available to do so, DSTOs are encouraged to put in the extra time to help.  

2.41 Commenting on informal learning at sea, one DSTO said: 

The only guidance I have seen is that given in the TRB, although we have our 
own informal training routine, rules, buoys, signals, bridge theory and practical 
tasks – but more information on alternative training techniques might be of 
some use.  We regularly make use of interactive computer programs and 
teaching aids such as flip cards, smarty boards and model ships! … 

We have a wide variety of onboard training aids, computers, DVDs, cadet 
library, flip cards and professional officers and crew, but I know that isn’t 
always the case with other trades, vessels and companies.   

2.42 And another said: “it is a great help if a cadet is on board when a new cadet joins”. 

2.43 Several interviewees had quite a bit to say about e-learning, recommending variously 
e-learning packages from Seagull10 and Videotel11.  In several cases these 
companies have invested in hardware and training packages with a view to the 
continuous professional development of qualified officers and crew just as much as 
the needs of trainees: ie the cost is shared across the whole crew.   

2.44 One interviewee made an interesting comment about the modern culture of “repair by 
replacement” – ie instead of mending something, which is the historic approach to 
problems, in many walks of life whatever is broken is now simply replaced – which 
requires less skills than repair.  His worry is that cadets may learn what to do on 
board, but much less than they used to about what lies behind their new knowledge, 
particularly in solving technical problems.  His solution is for every cadet to have an 
onboard mentor, an experienced officer with the time to talk things through and take 
an interest in the cadet on a personal level.  

                                                 
10 www.seagull.no  
11 www.videotel.co.uk  
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2.45 In encouraging greater take-up of mentoring, this interviewee is keen to ensure that it 
is not confused with coaching, which has a separate, but quite different value – and 
recommended the MNTB to make available guidance on the difference12.   

2.46 The Honourable Company of Master Mariners runs a mentoring programme for officer 
trainees, formally called an apprenticeship13.  While the formality and rather old-
fashioned nature of the programme may not appeal to all (“you will be bound to a 
Master … ”), take-up is growing steadily at 10-20% a year, and now stands at a little 
over 70 apprentices, working with around 35 mentors.  (This is, of course, a very 
modest proportion of the more than 900 officer trainees now joining the Merchant 
Navy annually).   

2.47 The central feature of the programme is that the mentoring relationship lasts 
throughout a cadet’s period of training.  The mentor is therefore deliberately separate 
from the cadet’s employer, or training company, and may not share the cadet’s trade 
(ie a ferry cadet may be matched with a mentor whose experience is deep sea).  For 
the Honourable Company this ‘third party’ objectivity is central to the value which the 
programme offers.   

Monitoring and appraisal 

2.48 A common model is for companies to require DSTOs to undertake a formal review 
with each cadet at a regular period (such as monthly) during each sea phase, with a 
final ‘end of tour’ appraisal at the end of the phase (one company calls them ‘Final 
Performance Assessments’ and includes notes on health and professional conduct).  
Companies following this model require a copy of the written appraisal to be sent 
back to headquarters in the UK, and some also require the cadet’s counter-signature 
to indicate that they have seen and agreed the comments made.  As with any good 
appraisal system, the companies operating this two-stage approach say that there 
should be ‘no surprises’ in the final assessment, because the monthly reports should 
pick up any emerging issues.   

2.49 One company showed us a “UK Cadet Debriefing Questionnaire” on two sides of A4, 
which gives their trainees the opportunity to comment on different aspects of their 
training (induction, college, assessment of tour of duty), and to score each of them, 
using a five point scale running from ‘excellent’ to ‘poor’.   The questionnaire also 
provides space for the senior responsible officer (Master or Chief Engineer) to 
provide a “review of appraisals”, with a supporting “agreed action” box, and covers a 
document compliance check, details of the trainee’s intended next assignment, and a 
space for general comments.   

2.50 Another interviewee thought more practical guidance would be useful: 
                                                 
12 For the CIPD’s (perhaps too technical) guidance on the difference, see Appendix E. 
13 For details of the Honourable Company’s apprenticeship programme, see Appendix D. 
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There are monthly reviews to complete.  Yes, guidance would be extremely 
useful.  Some reviews have a form with grades of 1 to 5.  I would grade a job 
done satisfactory as a “3” ie average – as expected – but not “Super Cadet”. 
Other people would grade this a “5” ie no faults therefore top marks.  If there 
is no guidance, the cadet may be deflated by a 3 or elated by a 5 when, in the 
eyes of the different DTOs, they mean the same. 

2.51 Other companies clearly work a good deal more informally than this.  One group does 
not currently do end-of-tour appraisals, or ask its cadets for their feedback – but is 
considering the possibility following our discussion.   

2.52 One company noted that a cadet who is ‘slothful’ will get more reviews and spot 
checks than a cadet who shows enthusiasm and interest.   

2.53 A major deep sea company adds an interesting additional feature to its monitoring 
requirements: it does not rely on the DSTO’s word, but asks all cadets to contact 
headquarters directly every fortnight.  Through that mechanism the company can 
readily pick up any issues which appear to be troubling their cadets, which have not 
been picked up by any other means.   

2.54 Making such communication normal, and required, would get round at least part of 
the difficulty expressed by a number of the cadets whom we interviewed (see the next 
section), that they felt very inhibited about communication beyond their ship, 
presuming that the Master would want to know what they were saying.   

Resolving issues which arise at sea 

2.55 The most common approach appears to be for companies to encourage resolution at 
the lowest possible level of any issues which arise.  That starts with cadets and 
DSTOs sorting things out themselves wherever possible, involving the Chief Engineer 
or Master if necessary.  All companies we spoke to added that they provide some 
means by which cadets can make direct contact with a shore-based contact if it does 
prove possible to solve a problem on board.  MNTB guidance in the TRB requires 
this:  

Officer trainees should be aware of two identifiable individuals who are 
immediately responsible for the management of their training on board.  The 
first of these is a qualified seagoing officer referred to as the Designated 
Shipboard Training Officer (DSTO) who, under the authority of the Master, 
should organise and supervise the programme of training for the duration of 
each voyage.  The second is a person nominated by the company referred to 
as the Company Training Officer (CTO) who should have overall responsibility 
for the training scheme and for co-ordination with shore-based educational 
and training establishments. 
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Variability of cadets’ experience 

2.56 We asked how far the experience of cadets at sea varies, between companies, and 
between individual ships within a fleet.  Comments above touch on language and 
cultural issues.  One interviewee took it further, telling us adamantly:  

It’s not a question about language or culture.  It’s about individuals. 

2.57 A training company told us a story of variety of experience between cadets on the 
same ship which illuminates the comment.  The ship’s crew was Chinese and they 
organised a weekly table tennis tournament.  Two of the three British cadets on board 
joined in enthusiastically, despite their (realistic) expectation that they would always 
be knocked out in the first round.  The third preferred to spare himself what he saw as 
a weekly humiliation – and was duly shunned by his crewmates.  The first two cadets 
thoroughly enjoyed their trip, and the third hated it.   

2.58 The question for the MNTB – aired in various guises in a number of our conversations 
– was whether this story indicates that the third cadet was not really cut out to be an 
officer (because if he had the personality to become a good officer he would have 
avoided the mess he landed himself in), or whether it illustrates the need for better 
management of the onboard experience (because a quiet word from a friendly officer 
at an early stage would have spared the cadet an uncomfortable experience, and set 
him on the right path).   

2.59 One lecturer commented that some companies which work through ship management 
companies may get a good deal of turnover of officers, which makes it less likely that 
they will absorb a company’s culture and take real responsibility for any cadets they 
train.  The more traditional path was illustrated by one company which reminds its 
officers of the value of quality training by telling them that in a few years’ time today’s 
cadet may be the second mate they expect to be able to rely on.   
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Women cadets 

2.60 Senior college managers and a number of cadets themselves were keen to ensure 
that our report covered the particular issues faced by some young women trainees.  
The context is that the proportion of officer cadets who are women remains low 
(below 10% we believe, though we have seen no figures) and we heard a number of 
stories – too many to be dismissed as isolated incidents – of women trainees being 
treated with marked lack of respect, indeed of overt sexual harassment.   

2.61 For example, one cadet’s request to the MNTB, said with some feeling, was blunt: 
“teach the Filipinos to respect women”.   

2.62 Karen McCartney, a former Master now teaching at Glasgow College, takes a 
particular interest in the matter and has set up a support group called “women at the 
helm”.  She offered the following suggestions: 

• speak to women trainees before their first sea phase about the particular 
difficulties they might face, so that they are prepared and know that “it’s not 
personal: it’s normal”;  

• ensure that wherever possible women trainees are placed on board ships where 
there is a woman officer.  (Karen acknowledged that not all women officers are 
sympathetic to women trainees facing problems); 

• ensure that wherever possible when allocating ships women trainees are with 
another woman trainee (to avoid them being isolated), and that in any event they 
should never be the sole trainee on board.  

Perception of cadets’ views 

2.63 We asked companies whether they thought that cadets feel well-prepared for their 
sea phases, and whether they enjoy the experience.  One asks them the first 
question when they come ashore and typically gets 99% positive response.  For the 
second, it notes that if there are any reservations, they must be negligible because all 
cadets want to go back to sea.   

2.64 Other companies reflected on the culture shock of going to sea for the first time.  One 
noted  

lifestyle changes, sleep pattern changes, homesickness, having to balance 
social life with work on board and various other changes to their normal life. 
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2.65 Another commented that “nothing can ever prepare them fully” for the experience, 
and another that cadets are “prepared enough, but not over prepared” because at 
some point they have “got to walk the plank and jump in.”  One company offered the 
view that there is “too much molly-coddling”, and that someone likely to make a good 
officer would learn their way round.  One person in a position to see a wide range of 
cadets commented: 

good cadets will flourish whatever the environment, and others latch onto any 
excuse 

2.66 Two lecturers thought that many cadets find their first sea phase “quite dispiriting”, 
because they know that they are not learning what they should: they hear many 
stories of cadets doing chores again and again.  They wondered who audits the 
quality of training onboard.   

2.67 There was widespread recognition that ships are hierarchical communities and that 
some officers do not welcome challenging questions from cadets – so cadets must 
learn, sometimes quickly, to cope with that.  Companies, and colleges, said that they 
do explain this in advance, though some added that it is one thing to explain and 
another to experience.   

2.68 It was a common thread in our research that companies and others believe that most 
cadets on the Foundation Degree or Scottish Professional Diploma route are better 
able to stand up for themselves, primarily because they are a little older and a little 
more mature than cadets on the HNC/HND route.   

Is sea time reinforcing cadets’ loyalty? 

2.69 We asked companies whether they felt that cadets’ time at sea is reinforcing their 
loyalty, either to the company itself, or to the wider cause of promoting the sea as an 
attractive career – and heard an interesting range of responses.   

2.70 We got “a resounding yes to both”, from one interviewee, with the further comment 
that loyalty to a ship is often more positive than loyalty to the company. 

2.71 One company thought that cadets’ time at sea does reinforce their loyalty to the sea 
as an attractive career option, but was less sure if it reinforced loyalty to the 
company.  Another said: 

cadets that are motivated, enjoy the work and progress well do a good job of 
promoting the sea as an attractive career: they can see the rewards and 
benefits doing something they obviously want to do.   

2.72 One smaller company told us that it always introduces new cadets to members of the 
company’s board, to encourage them to understand that they are an important part of 
the company’s future.   
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2.73 When meeting officer trainees, we were interested to observe that a number of them 
carried bags branded with the logo of their training company, rather than the logo of 
their employer.  That is understandable in the context of relationships set up because 
of the Tonnage Tax, but we wonder whether that indicates a distance between 
employing company and cadet which is in the best long-term interests of either.   

2.74 A representative of a company which has taken on cadets only since it joined the 
Tonnage Tax regime (and which is clearly committed to taking its responsibilities 
seriously), put the question of loyalty in a different light, however: 

I have not found a cadet who wishes to remain with this company 

Actions 

2.75 In briefing us for this research, MNTB was very keen to emphasise that it was most 
interested in practical suggestions which the Board itself could implement.  Though 
one major company said that it would not, itself, want any further help from the 
MNTB, all companies (including this one) agreed that there are problems with 
onboard training and that MNTB action would be useful.  We were offered the 
following suggestions: 

• cadets should not be put on board vessels alone.  There should be a minimum of 
two cadets on a vessel.  “A female cadet should be teamed up with another 
female if at all possible for the same reason”; 

• onboard training should be more practical and task based.  “There is far too much 
“report” writing and observational content.  Studying to be done ashore, training 
onboard”; 

• set benchmarks, even Key Performance Indicators, drawn from collection of 
extensive data from different companies.  The company making the suggestion 
acknowledged that the TRB does this to some degree, but thought that a fresh 
approach might pay dividends.  (It is worth noting that benchmarking clubs are 
successful in other sectors.  Where companies are otherwise fierce competitors, 
they work where the benchmarking does not focus on the key areas in which they 
compete.  Training costs, and effectiveness, might well fall into that category);  

• provide guidance on best practice (and maybe ‘worst practice’ as well), and 
promote models for others to follow – though the company making the suggestion 
was at pains to say that it did not seek prescription, and that it is important to 
avoid any ‘one policy fits all’ mentality;  

• provide a structured HSSE (Health and Safety, Security and Environment) 
introduction for those companies which do have the infrastructure and resources 
to provide substantial training before cadets go to sea; 
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• provide some additional guidance for DSTOs.  One company said that “training 
sessions for DSTOs would be a big step forward”, and another offered to host 
MNTB to address its DSTOs, perhaps over a two-hour session.  A DSTO added 
his support: 

No lengthy written briefings please.  We have too many manuals to read as it 
is!  DVD’s are always good.  Shore based training would also be good as it’s 
interactive ie you can ask the lecturer questions. 

For balance we should add that other companies were firmly opposed to more 
guidance for DSTOs, reckoning that they have plenty already and could not cope 
with more.  SSTG cautioned that it used to run short courses for DSTOs but 
stopped because of low take-up, and one college noted that it had designed a 
two-day course for onboard officers but never run it because there was 
insufficient interest;  

• provide DSTOs with a contact to whom they could address their questions and 
from whom they could seek advice.  The suggestion came from a large company 
concerned that some DSTOs struggle, and that if DSTOs struggle, their cadets 
are also likely to struggle, with the risk that they may not complete their training;  

• produce and promote guidelines on mentoring, to ensure standardisation across 
the industry (and clarify the difference between coaching and mentoring); 

• develop a DVD to help other nationalities better understand the British model of 
cadet training.  One interviewee was keen to ensure that any such a DVD should 
have foreign language translations in subtitles, arguing that it is important not to 
undermine efforts to encourage the use of English at sea;  

• make the TRB “easier to read”.  The person making the suggestion commented 
that the ‘notes at the start of the TRB are complicated even for many English 
speakers, let alone a busy Latvian officer’ [ie someone with poorer English];  

• provide DVDs for cadets – described as “a generation of screen watchers” – on 
everything they can expect on board, what to do if a problem occurs, and how to 
make the most of their sea time.  One suggestion was that such a DVD would 
make it much easier for cadets to push to get the training they need; 

• provide interactive computer programmes for cadets to learn by themselves (a 
recommendation from a DSTO who added that “even traditional flip cards and 
smarty cards are a good way to discuss various subjects in greater detail”); 

• provide better instructions for officers to help them understand cultural 
differences; 
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• consider the learning opportunities which arise when a ship is in dry dock.  Clearly 
it is not “sea time” as recognised by the MCA … 

… however a ship undergoing overhaul in dry-dock is one of the best ways for 
anyone to see the inner workings of a ship.  Tanks are opened, surveys 
undertaken and many projects undertaken that are just not done at sea.  A 
cadet assigned to a ship in dry dock would learn a tremendous amount about 
ship construction, risk assessments, surveys and many things under the hull 
that he would never see otherwise. 

• run an award celebrating good practice in onboard training.  

2.76 One company with responsibility for cadets in many companies added a word of 
caution, which we heard in different forms from others: if the demands made on 
companies offering training berths became too great, those berths might be lost.  

Willingness to pay for any materials produced by MNTB 

2.77 MNTB asked us to make a point of checking whether companies would be willing to 
pay for any new materials produced by the MNTB.  We had a wide range of 
responses to this question, which fell into the following groups: 

• tolerant: “we’d have to be”, as one put it (because the company is committed to 
high quality training);  

• ready to negotiate: “it depends how much”; 

• negative: commonly explained by reference to a perception that MNTB’s role is 
for the wider good, and a feeling that asking for payment would be in conflict with 
that role.   

Ratings 

2.78 Though most of the focus of this project was on officer trainees, we also considered 
the position of ratings.  Though there are now very few ratings on British-flagged 
deep sea vessels (with the major exception of the Royal Fleet Auxiliary, the largest 
employer of British ratings), substantial numbers remain with short sea companies, 
ferries, diving vessels and in the offshore sector, and numbers in those sectors are 
broadly static: the British rating remains an important part of the Merchant Navy.  

2.79 Most of the companies we interviewed were unable to comment as they do not train 
ratings.  One which does made the general, and unsurprising, comment that cadets 
have a lot more assistance, care and support than ratings. 
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2.80 Like cadets, ratings use record books, but responsibility for signing them off, and for 
ratings’ training onboard, lies not with a formally designated member of the team, as 
with cadets, but with a more senior colleague designated by the Master or Chief 
Engineer, with detailed arrangements varying between companies and types of 
vessel.   

2.81 As with cadets, the main constraint on the quality of onboard training for ratings is 
time: a more senior colleague having the time, or making the time, to train.  With a 
less structured, less formal, training regime, time constraints which we have seen can 
be quite substantial barriers for cadets can become greater barriers still for ratings.  
The RMT commented that more effective onboard training could save the industry 
time spent on shore-based training in college, and some of the associated cost.   

2.82 Some organisations clearly do invest substantially in training their ratings.  The RFA 
makes use of major land-based facilities shared with the Royal Navy, and we heard 
of other examples such as Northern Marine’s onboard training of crane drivers on 
diving vessels, which enables ratings to become “AB Crane Driver”.   

2.83 Though many are content to remain as ratings, part of the wider value to the 
Merchant Navy of investing in the training of ratings lies in the scope for some to go 
on to train as cadets.  Unlike cadets, ratings work in three fields - deck, engineering, 
and catering – and the RMT made the point that this opens the scope for catering 
ratings to transfer to deck roles, drawing-on their proven experience at sea, and their 
holding of relevant certificates, such as fire-fighting, First Aid and personal sea 
survival.  Enabling them to move to a deck cadetship – perhaps through the Slater 
Fund, which provides financial support to many ratings each year who want to re-train 
as cadets – would keep these people within the Merchant Navy.   

2.84 Considering the wider career possibilities for ratings – which the RMT feels gets too 
little coverage in most careers, and Sea Vision, publicity material – might open the 
way for ratings to benefit from the funds set aside for training through the Tonnage 
Tax, which are technically reserved for cadets.   

Wider possibilities 

2.85 The focus of this report is not on wider possibilities for continuous professional 
development of those officers and crew who have passed their initial certificates of 
competence, but it would not be right to leave this without a reminder of the work of 
the Marine Society and its College of the Sea14.   

                                                 
14 www.ms-sc.org/Marine-Society/Content/Education  
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2.86 The College of the Sea traces its origins back to 1919 and has a distinguished history 
of providing seafarers with opportunities to study at sea, both academic and 
vocational studies, and for both certificated and non-certificated courses.  Some 
seafarers study for their own pleasure and interest: many to advance their careers 
(for example, ratings improving their academic qualifications so they can become 
cadets, or officers taking Institute of Chartered Shipbrokers exams with a view to 
working ashore).   

2.87 In addition to providing courses from other organisations, the College of the Sea also 
commissions and designs its own, which enables it to respond flexibly to demand.  
And though the College draws in substantial funds from the Learning and Skills 
Council, the Marine Society also has funds of its own, which gives it a good deal of 
scope for independent action to create learning materials where there is a need.  

2.88 The learning material provided by the College of the Sea is openly available, and not 
specifically designed for either cadets or ratings undergoing initial training – but 
clearly forms a valuable resource which both could use when training onboard.  The 
now very common availability of the internet at sea (at least deep sea), opens further 
opportunities for seafarers to make use of e-learning – and we indicated above that 
though e-learning clearly is used at sea, there is scope to do much more.  The 
College of the Sea is clearly well-placed to contribute.  
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3. Trainees’ views 

3.1 We met three groups of officer trainees: two at Warsash Maritime Academy (one 
group each of deck and engineering cadets, all of whom volunteered to take part) and 
a much larger group, for a shorter period during a routine lecture, at Glasgow College 
of Nautical Studies.  All had had at least one sea phase.  All were clearly very keen to 
learn, and frustrated where they saw obstacles in their path.  In this section we report 
their comments.   

Briefing before the first sea phase 

3.2 We asked the cadets whether they felt well-briefed before their first sea trip.  The 
general response was that they could have been better briefed.  Most had had some 
face-to-face briefing – though one cadet missed her initial briefing entirely because 
the person down to do it was ill, and the briefing was not re-scheduled – and one 
group only had an hour’s briefing altogether, which also covered the TRB.  Most said 
that they would have welcomed a more extensive face-to-face briefing, and some that 
they would have liked more information direct from their companies.   

3.3 The consensus was that the TRB was not particularly helpful, in itself, for briefing 
them, because it said too little about what they would actually be doing at sea.   

3.4 One cadet said how helpful it had been to him to speak to a more experienced cadet 
before he went to sea for the first time, even though it was only for an hour.  He 
recommended that such meetings should be the norm for all cadets, but it was clearly 
the exception amongst this particular group.  

3.5 Another suggested that while good briefing was to be welcomed, there are some 
things which are better learned on board.   

3.6 Rather worryingly, several cadets at one college said that they could not identify their 
training officer onboard, even when they asked.  One reported that he was told his 
training officer was the captain: which he thought unlikely, as he was an engineer.  
Lack of an identified DSTO meant it was difficult getting tasks signed-off in the TRB.   

Expectation and reality 

3.7 We asked whether the reality of the onboard experience matched their expectation.  
Responses varied.  Some were positive: 

Yes, to an extent. 

I was fairly well prepared, but there was still a lot more that I didn’t expect. 

3.8 Others, rather negative:  
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I had thought we were going to be the lowest of the low … and we were. 

No.  The British Merchant Navy is supposed to be the best.  That’s not the 
case on board. 

3.9 One commented that cadets are seen as an extra pair of hands, to do what was 
needed as and when, and that it was very much a case of “the job before the 
training”.  This was a common complaint: many said that they were not able to carry 
out the tasks they needed to do to fulfil their portfolio.  This is different from the 
complaint, which we also heard, that they had too many “chores” to do, because it 
recognises that cadets in the second and subsequent sea phases have much more to 
contribute than in their first sea phase: cadets are at sea to learn, though what they 
learn needs to be aligned to their current knowledge.  Several cadets added that they 
had little scope to influence what they learned: for some the absence of the promised 
weekly review gave them no realistic opportunity to comment.   

3.10 The engineering group at Warsash offered some interesting reflections.  Whilst they 
thought the standard of teaching at the college was high, they saw a distinction 
between the more academic approach in class and the training which they got at sea, 
and which they valued.  That said, one also commented that the lecturers were 
always willing to help and explain things, which was not the case onboard: 

In the workshop [at Warsash] there is always someone to ask, compared to 
the engine room on a ship where you just have to get on and do it. 

3.11 We asked cadets who they had found most helpful to them when at sea.  Those who 
responded suggested variously: a Second Officer, a Chief Mate, the Captain, a more 
senior cadet, and an AB.  

3.12 One or two complained that they were “treated like little boys” on their first voyage, 
and not given enough serious work to do.   

Views on the Training Record Book 

3.13 In general, cadets thought the TRB was useful in principle, but did not work well in 
practice.  One felt that it is a “fantastic” mechanism for reporting what he had learned, 
and for identifying what he had yet to learn – but that completing it is “a hassle”.   

3.14 One cadet reported that he showed the person in charge on his ship his TRB only to 
have it dismissed as “English bullshit”. 

3.15 Some cadets criticised the TRB for being repetitive and overly-complicated.  This last 
point was particularly directed at the introductory explanation of roles: cadets who 
had worked with officers with limited English felt that it was confusing for them – and 
many felt poorly placed to explain it to their DSTOs as they had had very little briefing 
on the TRB themselves.  
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3.16 Virtually all the cadets we spoke to in one group agreed that it is difficult to get 
signatures for their TRB.  They explained that the officers are often busy, and that 
some are also reluctant to sign the tasks, which they attribute to fear that they might 
be held responsible in future for mistakes which their cadets make – ie the officers 
will be blamed for not training the cadet well enough.  On the other hand, several 
cadets commented that they have had tasks signed off even when they had not been 
fully completed.  (One had all his tasks signed-off in a rush at the end of his voyage, 
including tasks which could not possibly have been undertaken on his ship: he was 
signed-off as being competent in aspects of steam, but was not on a steam ship.  He 
had to get a new record book).   

3.17 All the cadets were clear that it is their responsibility to get tasks signed off.   

3.18 One said, rather ruefully, that the lecturers knew in advance how much of the record 
book they could expect a cadet to complete by what company they are with. 

Cultural and language difficulties 

3.19 Several cadets in all three groups volunteered that they faced additional problems 
where the working language onboard was not English.  They explained that while 
foreign officers were often good company off duty (ie difficulties were not personal), 
the standard of their English language was not good enough to explain technical 
details in response to a cadet’s enquiry15.  We were told of difficulties even in quite 
surprising places, such as a Norwegian-officered ship where all officers spoke good 
English, but where some of the drills were partly managed in Norwegian.   

3.20 Some cadets understandably felt rather isolated when they were the sole Briton on 
board and the rest of the crew spoke to each other in their own language.  One or two 
said that this contributed to their worry about whether they were wholly trusted by 
their colleagues or not.   

3.21 One young woman cadet had clearly felt patronised, and treated with little respect, by 
a largely Filipino crew.   

3.22 The picture varied, of course, and one cadet made a point of saying that the most 
helpful person he had met onboard was a Croatian captain.   

3.23 Cadets also see another angle on the cultural issue: they find other nationals very 
curious to know what they are being paid – and said they were glad to have been 
advised not to say! 

External communication 
                                                 
15 Many companies use the Marlins test, which we understand is recognised by the MCA.  We claim 
no technical expertise, but if the trial example on the website accurately reflects the test itself we 
would doubt if the level of English required to pass would suffice for training others.   
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3.24 A couple of cadets said that they had tried to get in touch with their company at home 
to report poor training practices.  One found that his e-mails had been blocked by the 
Captain and had to resort to texting headquarters.  Another never heard anything 
back from his complaints, and presumes that they were blocked because the training 
did not improve and he became more isolated: “the captain hated me.” 

3.25 Another cadet explained that after his first spell at sea, he had a meeting with his 
company, whose representative said that if he mentioned how poor the training had 
been they would sack him.  He quit anyway and joined another company.  

3.26 Nautilus offers its services, of course, to cadets who are members and will try to 
address problems brought to its attention, (even where the offending officer is also a 
Nautilus member).   

3.27 We are in no position to say whether these are isolated incidents or indicate some 
wider trend.  

Suggestions 

3.28 Very positively, one group had given some thought in advance to suggestions for 
improving onboard training.  (Knowledge of the MNTB itself was limited, so some 
suggestions are not specifically made to the MNTB).  They suggest:   

• providing DSTOs with a DVD in their own language, and simply put, which 
explains what they have to do.  The DVDs would reach DSTOs through the 
cadets, who felt that a DVD was a much more realistic way of communicating with 
them than through long, complex, written material.  They hoped that through the 
DVD, DSTOs would have no excuse for saying that they did not understand what 
was required of them.  In recommending use of DVDs, they said (rather bluntly): 

The MNTB needs to modernise: not everything has to be a document. 

• to get round the difficulty that some companies seem uninterested in training 
cadets (which was put down to companies taking them on solely to get into 
Tonnage Tax), companies could be paid to train them; 

• there should be some inspection of training at sea, just as Ofsted inspects 
colleges and schools.  Cadets saw this as a way to create pressure for change, 
and to increase the amount of real training which takes place.  

• the quality of the ship should be assessed in advance to judge its suitability for 
training cadets.  One cadet said that he was on a ship that was old and of poor 
quality, often breaking down, which he felt got in the way of his training. 
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4. Conclusions and Recommendations 

4.1 In this final section, we draw out some conclusions from the evidence presented 
above, and offer our recommendations.   

Conclusions 

General comments 

4.2 The traditional model of cadet training in the UK is that British officer trainees will be 
trained by fellow British officers, who understand the current training regime – which 
requires cadets to learn at sea, complementing what they learn at college or 
university – because it is similar to the one they experienced when they were cadets, 
who speak the same language, and who are supported ashore by people who have 
also been to sea and know the ropes.   

4.3 All of the assumptions inherent in that model are under challenge in the fast-changing 
British Merchant fleet: British cadets are now quite often the only Briton on board a 
ship where all the crew and officers are from other countries, used to different training 
regimes and not quite fluent enough in technical English, and their onshore support is 
now quite commonly from a human resources professional rather than a former 
mariner.   

4.4 We might add that the traditional model seems to us to work most straightforwardly 
for cadets sailing deep sea on ships with a large enough crew for an officer to be able 
to spare the time to work with cadets.  It presents more challenges on short sea trips 
of no more than a few hours, and on smaller vessels with a small number of officers.   

4.5 Just as the training regime has adapted over the years to put structure and agreed 
national requirements in place of well-meant individual enthusiasm (and the lack of it), 
so we can see the best companies, training providers and others adapting to these 
new challenges – and others lagging behind.  

4.6 We conclude, therefore, that the MNTB is right to ask questions about the 
effectiveness of onboard training and that despite clear evidence of impressive 
practice in some quarters, there is work to do to improve the general standard.   
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Improving the effectiveness of the official guidance provided  

4.7 Though we record above some detailed challenge to it, we are in no doubt that the 
guidance produced by the MNTB and MCA covers, very well, all the requirements to 
provide a well-structured training programme for officer cadets.  So though the MNTB 
will want to consider the comments made about its guidance, we suggest that the 
greater problem lies in how that guidance is used – or not.   

Compliance issues 

4.8 Beyond this lies a number of problems which are essentially those of compliance: 
companies and individuals who are shirking their responsibilities, or cutting corners 
and making do with the barely adequate, rather than providing the trainees for which 
they are responsible with a first-class foundation to their maritime career.  Tackling 
compliance at individual officer level is a responsibility for individual companies.  
Compliance at company level is a different matter.   

Recommendations 

4.9 We offer 11 recommendations to the MNTB, as follows: 

⇒ Recommendation 1:  recognising the many pressures on the time of busy officers, 
and the language and cultural issues highlighted above, the MNTB should look for 
ways to ensure that the high quality guidance currently available to the industry is 
known about and used.  This could include: 

− an ‘M’ notice, as a formal reminder; 

− additional briefings for DSTOs, either orally at events arranged by companies 
and training companies, or by inter-active DVD, or both; 

− provision of a DVD with briefing information explaining the UK officer trainee 
system.  The DVD should be made available in other languages (which could 
be established in discussion: the standard IMO languages list is probably not 
right).  This could either be short and simple, as a video, or more elaborate, 
allowing response and inter-action by the officer using it;  

− provision of core factual information about and for every trainee who joins a 
ship, so that no one is in any doubt about who it is, that they are a UK cadet, 
what stage they are at, who their DSTO is and who their Company Training 
Officer is.  This could be done in postcard format (ie cheaply), with one copy 
for the cadet, one for the Master, and one for the DSTO.  It may sound basic, 
but it would answer one of the cadets’ complaints. 
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⇒ Recommendation 2:  MNTB should consider with MCA whether the language 
standard required of DSTOs should be higher than that set for other officers 
holding a UK Certificate of Equivalent Competency.  An alternative would to 
promote tailored English training for DSTOs: MNTB will want to avoid endorsing 
particular products and companies, but we note that Marlins has a separate (we 
assume more demanding) English test for crew working in the cruise sector, and 
this precedent could be helpful in shaping a separate package for DSTOs;  

⇒ Recommendation 3:  MNTB should consider whether it (or some other body) can 
provide a point of reference for DSTOs seeking guidance – ie authoritative 
guidance to them.   

⇒ Recommendation 4:  MNTB should encourage all companies and colleges to 
make it possible for every cadet going to sea for the first time to speak to a more 
experienced cadet before they do so.   This would be particularly valuable for 
women cadets.  

⇒ Recommendation 5:  MNTB should clarify its guidance defining ‘proficiency’ which 
is causing some confusion. 

⇒ Recommendation 6:  MNTB should consider whether its existing guidance in 
regard to women trainees is sufficient, and supplement it if required.  Guidance 
alone will not shift attitudes: publicity for it might raise the matter up the agenda.   

⇒ Recommendation 7:  MNTB should clarify the position on the liability of officers 
who sign off tasks in the Training Record Book, and make that clarification widely 
available. 

⇒ Recommendation 8:  MNTB should consider whether, and if so how, to encourage 
greater take-up of appropriate e-learning.  (Something which might also have 
wider value in encouraging continuous professional development).   

⇒ Recommendation 9:  MNTB should collect and promote examples of best practice 
which go beyond the formal requirements, such as examples of a good sea phase 
induction programme or a de-briefing report form.  Done as a one-off it would have 
some value.  Supplemented by a continuing drip-feed of examples it would have 
more.  

⇒ Recommendation 10:  MNTB should consider with partners the possibility of an 
annual award (or awards: there could be several categories) for the best onboard 
training experience. 

⇒ Recommendation 11:  MNTB should consider the onboard training of ratings when 
reviewing this report and its recommendations.  
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Appendix A:  SMarT Regulations (extract) 

 
The following is extracted from MGN 250 (M): The Government Support for Maritime Training 
Scheme SMarT - Revised arrangements from 1 April 2003   
 
 
Sea Service (in respect of trainees under SMarT 1 and 5 only) 
 
2.2.1  Training at sea for trainees under SMarT should be undertaken in a supernumerary 
capacity and where possible on UK registered ships.  If training cannot be provided on UK 
registered ships or on other ships registered in the EEA, Red Ensign Group registered ships 
may be used.  In exceptional circumstances application should be made to the SMarT 
contract manager at the MCA who may give written permission for the use of ships of other 
flags, provided they are satisfied that the training environment and the Port State Control 
history of the vessel(s) is acceptable.  Ships flying the flags of Administrations that are listed 
as having excessive rates of Port State Control detentions will not generally be acceptable 
for sea training supported under SMarT. 
 
2.2.2  Each TP16, acting alone or in participation with other relevant organisations, is 
responsible for the provision and quality of shipboard training of trainees.  For every period of 
shipboard training undertaken by each trainee TPs will appoint a designated seagoing 
officer (DSO) who should be the holder of a UK certificate of competency, certificate of 
equivalent competency, or other certificate considered by the MCA to be equivalent or 
appropriate.  The TP should bear in mind, when appointing a DSO, that this officer needs to 
have knowledge of UK Legal and Administrative Processes (UKLAP).  This knowledge 
should, at least, be equivalent to the UKLAP Grade 2 syllabus. 
 
2.2.3  The DSO is responsible for: 
 
- organising the practical training at sea; 
- ensuring in a supervisory capacity that the training record book is properly maintained; 
- that appropriate opportunities are made available for the collection of evidence of vocational 
competence; and 
- that all other requirements of the scheme are fulfilled. 
 
The DSO should ensure that the time the trainee spends aboard ship is put to best use in 
terms of training and experience and is consistent with the objectives of the particular phase 
of the training programme and the operational constraints of the vessel. 
 
2.2.4 During those periods of shipboard training and collection of evidence of vocational 

competence it is the responsibility of the master of the ship to provide the link 
between the DSO aboard ship and the Training Officer ashore. 

                                                 
16 Training Provider 
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Appendix B:  Question Prompts 

Merchant Navy Training Board Review of Onboard Training Practice 
 

Questions for Employers / Officers 
 
 
Introduction 

The purpose of MNTB’s review is to understand what makes for a positive onboard training 
culture for British cadets (officer trainees), what the barriers are to it, and whether there is 
anything further that MNTB could do, both to enhance the onboard training experience and to 
encourage a positive training culture where it may not exist. 
 

 
Overall satisfaction 
1. How satisfied are you with the effectiveness of your cadets’ onboard training?  Are you 

getting what you want from it, and from them?  (ie are your cadets learning what they 
should as effectively as you would like, and as quickly as you would like, so that they 
become valuable members of your company as soon as possible?)  

2. If you’re not wholly satisfied, why is that?  What’s getting in the way? 

3. Does the reality vary between different ships?  How, and why?  What can you do on 
board to minimise the differences?   

 

Preparation 
4. Are you briefed by your company, or by a training company, or by the college on … 

− what is expected of you? 

− what to expect of cadets who join your ship? 

5. What form does that take?  

6. Are the briefings sufficient?  What would make them better? 

7. How well prepared are cadets for their time at sea?  (not just their first voyage, but also 
when they are more experienced).   

 
At sea 
8. How important an influence on a cadet’s sea time is the Training Record Book?  Are the 

expectations in the TRB realistic?  

9. Do you get any guidance on how the TRB should be used?  Would any more guidance 
be useful to you? 

10. Do you get any guidance on how training should be done onboard?  Would any more 
guidance be useful to you? 

11. Are you required, or encouraged, to have regular reviews with each cadet?  Do you get 
any guidance on how to do those reviews?  If not, would any guidance be useful to you? 
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At the end of a cadet’s sea phase 
12. Are you required, or encouraged, to do final reviews with each cadet at the end of voyage 

(or equivalents for those not sailing deep sea)?  Do you get any guidance on how to do 
those reviews?  Would any guidance be useful to you? 

 
Perception of cadets’ views 
13. How do you think your cadets see their sea time?   

14. Is their time at sea reinforcing their loyalty to your company (and to the wider cause of 
promoting the sea as an attractive career)? 

 
Actions 
15. MNTB wants to know whether it can do something to get better onboard training.  Is it 

right to spend time on the matter? 

16. If so, what should be done?  ie done for, or done by: cadets / Designated Shipboard 
Training Officers / Masters / Chief Engineers / employers / training companies / colleges / 
MCA / anyone else? 

17. And how?  eg written briefing? DVDs? Oral briefings / training sessions on shore?  
Something else?  

 
 
 
 
Iain Mackinnon 
The Mackinnon Partnership 
iain@themackinnonpartnership.co.uk 
August 2009 
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Appendix C:  MNTB Guidelines Extract (‘Appendix A’) 

This is Appendix A to Planned Training at Sea: Guidance for Companies and Seagoing Officers (MNTB, 2006).  See para 2.6.  
 

GUIDELINES FOR ASSESSING THE SUITABILTY OF SHIPS FOR ON BOARD TRAINING AS PART OF APPROVED TRAINING 
PROGRAMMES FOR DECK AND ENGINEER OFFICER TRAINEES  

 
The following table lists a number of factors that need to be taken into account in assessing the suitability of ships for on board training as part 
of MNTB programmes for deck and engineer officer trainees.  
 
It is recognised that each case has to be judged on its merits. The weightings given to the various factors involved will vary according to the 
circumstances in each case and it is impossible to generalise. The scoring system below cannot be prescriptive. It is intended to assist the MCA 
and the Training Providers concerned to determine the suitability of a ship for on-board training but does not preclude the MCA exercising its 
discretion as to whether a particular ship is suitable or not having regard to the best interests of the officer trainees concerned.  
 
A: THE COMPANY AND THE TRAINING PROVIDER 

FACTOR  CRITERIA  POINTS  ALLOCATED 
SCORE  

Company  

Assessment of company owning/managing the 
ship based on MCA professional judgement and 
knowledge (taking account of advice form CoS, 
unions, MNTB as appropriate)  

(a) Known to MCA and good reputation  

(b) Not known to MCA  

(c) Known to MCA to have a chequered history  

0 

5 

15 

 

Training Provider4 (a) Well-established organisation with five or more years 
of experience in managing or sponsoring the training of 
British officer trainees  

(b) Organisation or company with less than five years 
experience of sponsoring or training British officer 
trainees, known to MCA with a good reputation  

(c) New organisation or organisation unknown to MCA  

0 

 
5 

 
15 
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B: THE SHIP AND ITS OFFICERS 

FACTOR  CRITERIA  POINTS  ALLOCATED 
SCORE 

Ship – PSC Record  (a) 10 deficiencies or less in last twelve months  

(b) 11 or more deficiencies in last twelve months  

(c) No PSC history but eligible for PSC  

(d) Detained once in last two years  

(e) Detained twice in last two years  

(f) Detained more than twice in last two years  

0 

5 

5 

10 

20 

30 

 

Working languages of the ship  (a) English  

(b) Part English/part other  

(c) No English  

0 

5 

15 

 

Proportion of British officers  (a) 100%  

(b) 50%  

(c) 0%  

0 

5 

15 

 

Nationality of on-board ‘Designated Training 
Officer’  

(a) British  

(b) Other - holder of UK CEC or COC  

(c) Other – not holder of UK CEC or COC  

0 

5 

15 
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C: SOCIAL AND CULTURAL FACTORS 

 

FACTOR  
CRITERIA  POINTS  ALLOCATED 

SCORE 

Extent to which ship’s staff (in particular the 
master, Chief Engineer and Designated 
Training Officer) are aware of the structures of 
MNTB approved training programmes and the 
part they are expected to play in delivery and 
supervision of on-board training  

(a) Have attended familiarisation course or other briefing at 
UK college or other shore-based venue under the 
supervision of the Training Provider  

(b) No formal familiarisation training but Training provider 
issues comprehensive written guidance to Master, Chief 
Engineer, designated Training Officer and other officers 
as appropriate, endorsed by the company  

(c) None of the above and no other measures of a similar 
nature implemented to make ships staff aware of 
requirements for training British officer trainees on MNTB 
approved programmes  

0 

 

 

5 

 

 

15 

 

Will officer trainees be the only British officer 
trainees on board?  

(a) No  

(b) Yes  

0 

15 

 

Will first trip officer trainees be appointed?  (a) No  

(b) Yes  

0 

15 

 

Has the Training Provider made arrangements 
with the company for on-board induction of the 
officer trainee(s) on first appointment to the 
vessel?  

(a) Yes  

(b) No  

0 

15 

 

Have the officer trainees concerned been 
briefed by the Training Provider prior to 
appointment?  

(a) Yes  

(b) No  

0 

15 

 

Has special regard been paid to the 
appointment of female officer trainees?  

(a) Yes  

(b) No  

5 

15 
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Appendix D:  HCMM Apprenticeship Scheme 

The Honourable Company of Master Mariners offers encouragement and support to all people 
entering the nautical profession.  The best way for you to take advantage of this, is through the 
Honourable Company’s Apprenticeship Scheme.  The importance of this opportunity may not be 
obvious to everyone when first entering on a seafaring career.  The full significance will be seen by 
those who understand the long term career prospects which shipping and maritime commerce can 
offer. 

As an apprentice you will have a Master Mariner as mentor or guide from entry through to qualification 
as a Master Mariner in your own right.  Through your Honourable Company “Master” you will have 
access to the expertise and experience of other members and staff.  You will receive a Diary and be 
welcome to attend professional and social meetings and lectures.  You will also receive the 
professional Journal and Newsletters of the Honourable Company.  

Complementing Certificate of Competency Schemes 

Most employers see the advantages of the scheme for you in helping you with your professional 
studies and your career and for themselves in making you a better officer.  The Honourable Company 
seeks the co-operation and support of your employer.  The Honourable Company scheme is 
additional to, and complements, normal Merchant Navy cadetship or other training schemes which 
lead to Vocational Qualifications (Foundation Degree, NVQs or SVQs) and certificates of competency.  

The Scheme and How it Works  

The general format of the scheme is as follows: 

As a prospective Apprentice, if you have not already made contact through family or friends, you will 
be introduced to the Honourable Company and invited to contact a Master Mariner who may act as 
your “Master” in the scheme. As far as possible your Master will have a special shared interest with 
you in terms of ship types and trades, friends or area of residence. 

You will be “bound” to your Master (a Liveryman of the Honourable Company) through a traditional 
City of London indenture which has full Guildhall recognition, allowing entry to the Freedom and Livery 
in due course “by Apprenticeship”. You will find the ancient wording of the “Indenture” rather old-
fashioned and quaint, but that is because it is linked back to the London Craft Guilds of the Middle 
Ages.  

Up to the time of obtaining a Class 3 (Deck) certificate of competency, you will be asked to agree to:  

• Keep a journal recording observations on professional topics (at least one entry per week)  

• Write to your Master at least once every six months, and 

• Visit “Wellington” if leave periods allow*  

Note: Entry into the Honourable Company Essay Competition each year is voluntary.  A prize will be 
awarded for the winning entry.  

From Class 3 to Class 1 you will be expected to:  

• Continue to keep a journal 

• Enter the annual essay (or other project) competition 

• Write to your Master at least once a voyage, and  
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• Visit “Wellington” if possible*  

 
Note: *The Honourable Company of Master Mariners’ Finance Committee have agreed that travelling 
expenses (based on Standard Class Rail fares) will be paid to Apprentices for these visits.  

Completion, Achievement: Freedom of the City of London  

On obtaining a Class 1 Deck Officer (Master Mariner) Certificate you complete your indenture and will 
be eligible for full membership of the Honourable Company and Freedom of the City of London.  

Advantages for You 

The advantages of the scheme for you are as follows: 

• another experienced person to turn to for professional advice  

• support and encouragement at the most testing time in formulating your career structure and 
path  

• technical information from the Honourable Company Journal  

• access to experience in most maritime matters through the Honourable Company via your 
mentor  

• a long term, broad and balanced vision of professional development and career options  

• contacts with maritime and commercial activities beyond the immediate confines of your own 
ship  

• introduction to the Honourable Company and good professional practice  

• an introduction to the Master Mariners’ respected role in the social and city life of London  

• an introduction to the charitable work of the Honourable Company and the help it can give to 
seafarers and their dependants.  

Further Information 

An Application Form and further information on the Apprenticeship Scheme and the other professional 
and charitable work of the Honourable Company of Master Mariners can be obtained from:  
 
The Clerk to the Company, Honourable Company of Master Mariners, H.Q.S. “Wellington” Temple 
Stairs, Victoria Embankment, London WC2R 2PN  
 
Telephone: 020 7836 8179 Fax: 020 7240 3082  
 
You can also download an application form here.  
 
Note: Merchant Navy Apprentices and Junior Officers aged 21 or over (who hold or are seeking 
nautical qualifications) may also be admitted to the Honourable Company in an appropriate category 
and if they would find it helpful, could be mentored by a Liveryman or a Member of the Honourable 
Company . 

 

Taken from the HCMM’s webpage, 28.9.2009 
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Appendix E:  Mentoring and Coaching 

Mentoring 

Traditionally, mentoring is the long term passing on of support, guidance and advice. In the 
workplace it has tended to descry be a relationship in which a more experienced colleague 
uses their greater knowledge and understanding of the work or workplace to support the 
development of a more junior or inexperienced member of staff.  It’s also a form of 
apprenticeship, whereby an inexperienced learner learns the "tricks of the trade" from an 
experienced colleague, backed-up as in modern apprenticeship by offsite training.  
 
Mentoring is used specifically and separately as a form of long term tailored development for 
the individual which brings benefits to the organisation. The characteristics of mentoring are:  
 

• It is essentially a supportive form of development.  

• It focuses on helping an individual manage their career and improve skills.  

• Personal issues can be discussed more productively unlike in coaching where the 
emphasis is on performance at work.  

• Mentoring activities have both organisational and individual goals.  

Coaching 

There is some confusion about what exactly coaching is, and how it differs from other 
‘helping behaviours’ such as counselling and mentoring.  Broadly speaking, the CIPD defines 
coaching as developing a person’s skills and knowledge so that their job performance 
improves, hopefully leading to the achievement of organisational objectives.  It targets high 
performance and improvement at work, although it may also have an impact on an 
individual’s private life.  It usually lasts for a short period and focuses on specific skills and 
goals. 

Although there is a lack of agreement among coaching professionals about precise 
definitions, these are some generally agreed characteristics of coaching in organisations:  

• It is essentially a non-directive form of development.  

• It focuses on improving performance and developing individuals’ skills.  

• Personal issues may be discussed but the emphasis is on performance at work.  

• Coaching activities have both organisational and individual goals.  

• It assumes that the individual is psychologically well and does not require a clinical 
intervention.  

• It provides people with feedback on both their strengths and their weaknesses.  

• It is a skilled activity which should be delivered by trained people.  
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The following table highlights the differences between mentoring and coaching.  It is 
separate and distinct from coaching, but coaching and mentoring can often overlap.  

Mentoring Coaching  
Ongoing relationship that can last for a long time Relationship generally has a short duration 
Can be more informal and meetings can take 
place as and when the mentored individual 
needs some guidance and or support  

Generally more structured in nature and 
meetings scheduled on a regular basis  

More long term and takes a broader view of the 
person. Often known as the 'mentee' but the 
term client or mentored person can be used 

Short-term (sometimes time bounded) and 
focused on specific development 
areas/issues  

Mentor usually passes on experience and is 
normally more senior in organisation 

Not generally performed on basis that 
coach needs direct experience of clients 
formal occupational role  

The focus is on career and personal 
development  

Focus generally on development/issues at 
work  

Agenda is set by the mentored person with the 
mentor providing support and guidance to 
prepare them for future roles 

Agenda focused on achieving specific, 
immediate goals 

Revolves more around developing the mentee 
professionally  

Revolves more around specific 
development areas/issues 

 
Source: CIPD (Chartered Institute of Personnel and Development) 
http://www.cipd.co.uk/subjects/lrnanddev/coachmntor/mentor.htm?IsSrchRes=1 
Accessed 28.9.2009 


