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Mentoring 
 

Mentorship is a formal, but voluntary interpersonal relationship established for support and 
learning. In a mentoring relationship, an experienced expert uses his/her experience and 
technical expertise to help the professional and personal development of a high potential 
employee to develop specific competencies and achieve professional objectives. 

A Mentorship is formed following an agreement between the Management, HR, and the 
agreement of participants to enter the program. The Mentor and Mentee (a Dyad) then 
follow an established approach to identify their objectives, the scope of the exchange, and 
to ensure effective transfer of the knowledge/skills. This requires that the mentor and 
mentee work together to reach their objectives, and to provide each other with sufficient 
feedback to ensure that the objectives are reached. 

There are 2 different but associated types of Mentorship: 

 

Experience Transfer 

To retain essential knowledge when experts retire or move jobs, or to 
transfer experience and knowledge across the business whenever there is a 
need. 

 

 

Accelerated Development 

Personal coaching & training to speed up the development of future experts 
in different geographic areas, and generally build the expertise within an 
organisation. 

 
 

Benefits 
 
Mentoring provides benefits for everyone involved: the mentor, the mentee and managers 
of both parties.  
 
Mentoring looks for "teachable moments" in order to "expand or realize the potentialities of 
the people in the organizations they lead" and underline that personal credibility is as 
essential to quality mentoring as skill. 
 
A 1995 study of mentoring techniques most commonly used in business [5] found that the 
five most commonly used techniques among mentors were: 
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• Accompanying: making a commitment in a caring way, which involves taking part in 
the learning process side-by-side with the learner.  

• Sowing: mentors are often confronted with the difficulty of preparing the learner 
before he or she is ready to change. Sowing is necessary when you know that what 
you say may not be understood or even acceptable to learners at first but will make 
sense and have value to the mentee when the situation requires it.  

• Catalyzing: when change reaches a critical level of pressure, learning can jump. Here 
the mentor chooses to plunge the learner right into change, provoking a different 
way of thinking, a change in identity or a re-ordering of values.  

• Showing: this is making something understandable, or using your own example to 
demonstrate a skill or activity. You show what you are talking about, you show by 
your own behaviour. 

• Harvesting/ Leaving a Legacy: here the mentor focuses on "picking the ripe fruit": it 
is usually learned to create awareness of what was learned by experience and to 
draw conclusions. The key questions here are: "What have you learned?", "How 
useful is it?".  
 

A summary of the benefits for each party are: 
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