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When done right,
mentoring is a
beneficial process in
which both the
experienced person
and the person being
guided gain in terms
of morale, sense of
accomplishment,
transference of
knowledge and
building of contacts.

Mentoring and growth
MENTORING is a professional relationship in
which an experienced person assists another
in developing specific skills and knowledge
that will enhance the less-experienced person’s professional and personal growth.
Mentoring is a growing trend in organisations as business leaders note its positive
influence in their own lives.
Being mentored can be considered one of
the better ways to advance our career. Many
employees, managers and entrepreneurs
these days build informal relationships with
an experienced advisor or coach to help
them achieve their career goals.
Structured company programmes are also
gaining in popularity as mentoring programmes can shorten one’s learning time,
speed up managerial capability and develop
leaders.
Mentoring can be beneficial for both the
mentor and mentee. The benefits are not
one-sided, as mentees have noted that mentoring relationships have helped raise their
morale, increase their functional capabilities
and contribute to knowledge sharing while
mentors get to polish their coaching skills,
expand access to information and build contacts while gaining a sense of well-being.
However, many are still confused with the
terms “mentoring” and “coaching”.
By definition, coaching is a set of systematic steps to empower the person being
coached to gain courage, capabilities and
commitment. In other words, it is a means of
providing feedback to sustain and improve
performance. Mentoring, however, is a process by which a wise and helpful guide or
advisor uses experience to show a person
how to avoid mistakes he or she made earlier in his career or otherwise help advance
the individual’s career.

It’s a process

A mentor does not necessarily need to be
older than the mentee, which is another misconception. Someone becomes a mentor
because that person has the knowledge or
experience that the other party can benefit
from. In an ideal relationship, the learning
process goes both ways. In general, they are
individuals who are willing to invest their
personal time to help others achieve something more.
It’s best agreed on early in the relationship
that both parties will meet up numerous
times to ensure that the contact is ongoing
because mentoring is a process.
Throughout history, there have been many

versions of mentoring relationships. In the
Middle Ages, there was a system whereby
apprentices learned their trades under masters who had gone through the same process
themselves. For centuries, an apprenticeship
was virtually the only method by which
advanced technical skills and knowledge
were shared, whether in religious orders,
medicine, law or politics.
This model has not really changed.
Apprenticeship has only been replaced with
vocational training.
For instance, medical interns and law students are expected to work for a certain
period of time under a senior practitioner
before they are considered fully qualified. In
universities, senior professors play the classic mentor’s role with graduate students,
sharing their knowledge and judgments to
help in the completion of master’s and doctorate papers.
And we cannot forget the mentoring role
played by members of the clergy, social
workers and concerned volunteers who help
people cope with a variety of personal problems.
Traditionally, the nature of mentoring has
several key characteristics:
• Focus on career advancement: The goal
of the mentee is to speed their professional
advancement.
• Mentor as a protector: The mentor is
seen as an advocate of the less experienced
person, using his/her network to support the
mentee’s progress and mobility.
• A desire to clone look-alike leaders: The
mentors seeks out those whose aspirations
resembled their own at that age, as well as
their backgrounds, gender and cultures.
• Mentoring based on a select few:
Mentoring is not designed to speed development of all managers. Rather, it is a means to
take in high-potential employees into the
inner management circle.
• Lack of corporate mission or strategy:
The emphasis is on the mentee’s career
development, not the development of the
organisation.
• Development of hidden talent: The focus
is on what prospective mentees do, not their
potential, thus many young employees who
could have profited from mentoring are not
selected, despite their career aspirations.
Since the end of the 20th century, mentoring has been done informally in most organisations, and we continue to see this occur
today. Within businesses, mentors can teach
the “unwritten rules of the organisation”, as

well as skills, abilities and knowledge they
have gained progressively over time.
This is also where senior executives would
“adopt” talented managers or potential talents.

Moving forward

Companies are using mentoring programmes for a variety of reasons which
include:
1) Catering to the interests of special
groups: In the past, members selected mentees who looked, thought and acted as they
did. Many of the new organisational mentoring initiatives are also designed to help
members of select groups rise in the organisation.
2) Support knowledge management:
Mentoring has been found to be an effective
way to bring employees together to share
knowledge about their jobs. Over time,
mentoring can create positive team relationships and consequently improve the
quality of worklife and the sharing of best
practices.
3) Learning technical skills for senior
executives: Managers in lower-level business units act as mentors for those higher
up in the business. The mentors are one to
two levels below those whom they coach,
and the coaching is designed to help these
senior executives develop technical skills
and greater self-awareness of their behaviour.
4) Prepare expatriates for overseas
assignments: Global firms have experienced managers abroad to mentor new
recruits under overseas assignments, preparing them for cultural adjustments
through e-mail, social media and telephone
communications. This is sometimes called
distance mentoring or virtual mentoring.
Some organisations do no more than
encourage mentor-mentee partnerships
while others are much more structured.
Training is an integral element of many
implemented programmes, thereby demonstrating awareness that there are skills both
mentors and mentees need to have for the
relationship to work well.
Why such corporate interest in mentoring?
It is all about the return on invested time.
As a whole, it is best that mentoring arrangements are recorded and evaluated like any
other learning and development intervention.
However, the approach to evaluating
should be as follows: 1) Open a summary of

a mentoring activity record with some key
objectives. 2) Record occasions where mentoring took place. 3) Brief record of discussion and action points. 4) Report the formal
ending of any mentoring session.
On another note, the HR department has a
central role to play in designing and managing mentoring within an organisation. The
quality of mentoring and the results it delivers depend on the selection of appropriate
mentors, managing relationships and evaluating success.

Quality

Key points to ensure the quality of mentoring are:
1) Understandng when mentoring is an
appropriate and effective intervention in
relation to other learning and development
options.
2) Oversee and, if necessary, train and
develop a pool of appropriately qualified
mentors.
3) Consider how mentors can be matched
appropriately to those who are in need of
mentoring.
4) Be clear about the different types of
mentoring, not to mention the diagnostic
tools and models used.
5) Take responsibility for setting up contractual arrangements and developing mechanisms to evaluate the effectiveness of the
mentoring activities.
As a whole, mentoring is ultimately about
individual relationships and how they enable participants to transfer knowledge and
experience.
Mentoring should be an ongoing process
throughout every career that helps mentees
learn and become more confident in the job
they are doing — it is really about that ongoing journey.
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