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 What is Mentoring? 

 

 Mentoring is a “relationship in which a person with experience and 
wisdom guides another person to develop both, personally and 

professionally” 

 A mentoring relationship is a supportive relationship established 
between two individuals (the Mentor and the Mentee) where 
knowledge, skills, and experience are shared 

 Mentors are people with expertise in the areas of need identified by 
their Mentees who are able to share their wisdom in a supportive 
way.  

 Mentees are individuals seeking guidance in developing specific 
skills, abilities and self-awareness 

 Mentoring relationships provide Mentees with the opportunity to ask 
questions, share concerns, and observe a more experienced 

manager within a safe” environment 
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 What is Mentoring? 

 

 Through the process of reflection and partnership with 
their Mentors, Mentees can develop greater self 
confidence in their use of the knowledge and skills 
gained through the mentoring relationship 

 The mentorship established between these two 
individuals will be unique to their needs, personalities, 
learning styles, expectations and experiences 

 As a result, a mentoring relationship can only be 
successful if both partners in the relationship show 
respect for each other and commit to the relationship 

 It is equally important for the Mentee to “drive” 
relationship 
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Mentoring Is: 
 

 Providing instruction 
 Providing guidance 
 Sharing different viewpoints and perspectives 
 Career planning 
 Promoting retention 
 Becoming involved with the whole person 

 
Mentoring Is Not: 
 
 Dictating 
 Coaching or counseling 
 Telling the Mentee how to think  
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 A Mentor offers advice, shares personal 
experiences, offers encouragement, 
listens to and works with their Mentees to 
help them achieve career or development 
goals 
 

 In addition to the benefits the Mentee 
receives from the relationship, mentoring 
provides many benefits to the Mentor 
including revitalizing the Mentor’s career, 
exposure to new ideas and helping the 
Mentor develop leadership skills 
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 To be growth oriented - not change oriented 

 To mentor through advice, wisdom, and stories of what others have done 

 To lead mentees to other mentors, resources and growth opportunities 

 To help mentees maximize their potential 

 To dedicate regular time to meet with mentees (for example once a month) 

 Choose employees who do not report directly to you 

 Assist Mentees in identifying strengths and weaknesses, improving work 
performance, and setting career goals 

 Listen actively and attempt to understand the mentee’s perspective 

 Communicate clearly, asking questions and summarizing 

 Convey a sincere professional interest and be willing to share personal 
experiences 

 Help mentees identify how their actions will be viewed by others 

 Practice organizational values 
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 A Mentee is a partner in the learning which occurs 
with his or her Mentor.  Mentees are expected to play 
an active role in their own development by identifying 
their needs, making those needs specific, soliciting 
mentor assistance and making effective use of help to 
increase their personal and professional effectiveness 

  

 A Mentee is open to constructive feedback and is 
willing to learn, and shares personal experiences so 
that he or she can fulfill career goals and aspirations 
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 Ask for advice and welcome constructive criticism 

 Listen to what the mentor has to say - be open minded 

 Build a development plan with the Mentor to assess and 
evaluate the success of the mentoring relationship 

 Commit to the mentoring relationship from start to end 

 Be willing to share information and ideas, and 
continuously seek and accept candid feedback 

 Take initiative and drive the mentoring relationship 

 Mentor up by sharing individual skills and knowledge 
with Mentor 
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 Identify potential development activities that you would like to 
engage in with your Mentor or Mentee and be prepared to discuss 
them during the mentoring meeting. 

 Share reading assignments 

 Watch and discuss a work-related or developmental video 

 Listen to and discuss work-related audio cassettes 

 Interview other successful people (both internally and externally) 
to learn more about their “formulas” for success 

 Observe behaviors and reactions in meetings and work settings 

 Skills practice to determine how to address work challenges 

 Attend workshops, seminars, conferences, meetings, etc. 

 Consult and collaborate on projects and assignments 

 Schedule opportunities to job shadow 

 Engage in small group discussions 
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 Long distance mentoring relationships can be 
productive with the right amount of effort from both 
the Mentor and the Mentee 

 This option can help both the Mentor and the Mentee 
understand different environments and job 
responsibilities, while expanding the scope of their 
career network 

 The long distance mentoring relationship can work if 
both parties are committed to meeting regularly by 
phone and exchanging e-mail 

 The Mentor and Mentee should also try to meet in 
person at least twice a year 
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 Coaching is a day by day, hands-on 
process of helping employees 
recognize opportunities to improve 
their performance and capabilities 

 It focuses on competency or skill 
development that is usually directly 
related to the employee’s current job 
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We Coach to: 
 Improve good performance 
 Turn around poor performance 
 Help employees develop their own 
solutions 

 Create a motivating environment to 
encourage employees to continue 
performing well 
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Formal, Informal, Program, Process? 
 
 It depends on the organization 
 Both mentoring and coaching can be formal or 

informally endorsed by the organization 
 Both can be initiated by any of a number of 

parties – the person seeking input, the person 
offering help, a manager of an employee, the 
organization’s leadership team, or based on 
results of a formal HR talent assessment  

 

15 



 Both can be an ongoing commitment 
between two people in how they work 
together (process) for mutual gain, an 
ongoing commitment between the 
organization and its people (program) 

 Ideally, you have both process 
commitment and programmatic 
support 
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Mentor, Coach, and Sponsor 
Reinforcement of Desired Behaviors 

 
Reinforcement is a critical responsibility 
of sponsors, mentors, and coaches who 
may find it instructive to consider that it 
can be applied in two organizational 
domains, the formal and the informal 
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Note that, regardless with either positive reinforcement of 
desirable behavior or negative reinforcement of undesirable 
behavior, the three most important attributes of 
reinforcement are that it be:  
 

◦ Meaningful – a reinforcement that the target actually cares 
about 

◦ Immediate – to keep the association with the behavior – 
especially important with positive reinforcement 

◦ Certain – there is no doubt the reinforcement will be applied 
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 Strive to create alignment between what is 
being expressed, modeled, and reinforced. 
Assure that key reinforcement principles are 
being deployed: 
  
1. Clearly specify what will be measured 
2. Provide feedback on what is measured 
3. Reinforce what you want repeated 
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A reinforcement strategy should not 
only address rewards and 

consequences associated with “new” 
and “old” activities and behaviors, but 

also address “effort” 
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Whether you are coaching a direct report 
informally or participating in a formal coaching 
program analyzing the coaching opportunity 
before meeting with the person pays off in at 
least four ways: 
 
1. Provides a Roadmap 
2. Avoids potholes 
3. Focuses on behavior without emotion 
4. Puts ownership on the employee 
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1. Get agreement that a situation 
exists before developing a plan 

2. Discuss alternatives 

3. Mutually agree on action 

4. Follow Up 

5. Recognize improvement 
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