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From the 
Executive Director

Another year has come. For the IMA, the New 
Year means new opportunities to serve you, new 
programs to help build, and new relationships to 
form, strengthen, and enjoy. I’m excited as we look 
forward.

2014 will be a “building year” for the IMA. 
We kicked off several initiatives during the past 
year, including program accreditation, consultant 
certification, publishing, and more. In this year, we 
will be working hard to deploy them as broadly and 
efficiently as possible.

More Value than Ever Before

With our new initiatives, IMA membership is more 
valuable than ever before, with specific advantages 
only available to IMA members. 

• Members may apply for consultant certification. 
• Mentoring programs led by IMA members 

may apply for program accreditation. 
• Members may publish in Connect. 
• Members may take advantage of our fledgling 

publishing branch. 
• Members may apply to use the IMA name 

and logo on the communication and promotion 
media. 

• Members may access the approximately 500 
research- and experienced-based articles on 
the IMA website by some of the best thinkers 
in the mentoring field. 

Our task for 2014 is to make sure as many members 
as possible can take advantage of these membership 
benefits.

International Conference

We’re finally getting close to the IMA’s international 
conference, which is March 12–14, in the Phoenix area 
in Arizona, USA. Our conference theme is “Learn, 
Share, & Grow,” and that is what will happen for 
each attendee. If you haven’t yet heard, we have over 
50 super presentations that address a wide variety 
of needs and audiences, plus 3 intensive, hands-on 
pre-conference sessions to promote excellence in 
mentoring program design and implementation. 
Arranging an international conference is a labor of 
love, and we want it to be beneficial, productive, and 
satisfying for you.

We’re doing things a bit differently this year and 
making some behind-the-scenes modifications so 
your conference experience will be exceptional. For 
example, we have not only expanded sessions for 
more audience and program types but also ensured 
that sessions address all learning types. What this 
means is that if you come to the conference, you will 
find sessions that you need and from which you can 
best learn.

Learn more about the conference at http://
mentoringassociation.org/ima-2014-conference/

If you haven’t yet registered for the conference, do 
it soon to get the early registration price and reserve 
rooms at the conference rate. 

What’s New for You

Many IMA members provide consulting services. 
They are among the best of the best at helping 
program leaders worldwide build, strengthen, and 
sustain their programs. Now the IMA provides 
verification of their expertise and skills through its 
mentoring certification. You can read more about 
this in Connect and on the IMA website. (See the 
“Recognition” menu.)

My Wish for You

With successes in the last year to inspire us in 
the next, and with past challenges to teach us new 
approaches for the future, the new year should be 
very, very good. To each of you, Happy New Year!
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FOSTERING ACADEMIC RESILIENCE 
THROUGH CLASS-PEER MENTORING 
TECHNIQUE AMONG STUDENTS IN PUBLIC 
SCHOOLS

by Dr. Shade Vivian Adeyemi Dr. Shade Vivian Adeyemi is a 
lecturer and the coordinator 
of the Counselling Centre in 
Michael Otedola College of 

Primary Education, Noforija – Epe, 
Lagos State, Nigeria. She has a 

Ph.D. in Counselling Psychology 
from the University of Ibadan, 

Nigeria. She is passionate about 
behavior change among youth and 

adolescents. As the coordinator 
of Michael Otedola College of 

Primary Education Counselling 
Centre, she encourages youth in 
the college and motivates them 
to become worthy ambassadors 

of their homes and country. 
Aside from this, she engages in 

training programmes for indigent 
adolescents in public schools.

About the Author

Abstract
This paper looks into fostering 

academic resilience among 
secondary school students through 
a class-peer mentoring technique. 
The technique is based on 
motivating students to engage in 
learning programmes useful in 
complimenting areas of academic 
weakness and strength. Class-
peer mentoring technique will 
enhance social skills, study habits, 
and academic interest, thereby 
fostering resiliency. Factors that 
influence academic resilience are 
highlighted, and recommendations 
are given to adolescents and youth 
mentors, educational stakeholders, 
teachers, counselors, non-
governmental organizations, and 
private education investors.

Introduction
Achievement, especially among 

students in Nigerian public 
schools, is abysmal. It has become 
a problem with no major basis 
or foundation for its existence. 
This is because it does not create 
a balance with the fact that in 
staffing, a lot of qualified teachers 
exist in Nigeria’s public schools, 
as qualifications of these teachers 
range from the National College 
of Education Certificates (NCE), 
First degrees, Masters, and even 
Doctors of Philosophy (Ph.D). 
In view of these qualifications, 
various questions arise. Why is 

it that examination records over 
time (especially Senior Secondary 
School Examinations) show a 
higher rate of underachievement 
among students in public schools 
unlike their peers in the privately 
owned schools? Aside from this, 
why is it that poor academic 
performances are mostly reported 
in specific core subjects, such as 
English language, Mathematics, 
Physics, and Chemistry for 
students in public schools?

To respond to these queries, 
many psycho-sociological factors 
need to be considered because the 
influence of psycho-sociological 
factors cannot be over-emphasized 
in academic achievement and 
academic resilience (Caffo & 
Belaise, 2003; Olaogun, 2005; 
Adeyemo, 2007). For instance, the 
society, as a psycho-sociological 
factor, is like an umbrella factor 
determining the level of influence 
the other factors will have on 
a student. A society with an 
unstable socio-economic situation 
will leave a lot of families with 
consistent worries and fears of 
how best to survive and meet 
their daily needs. The Nigerian 
society is greatly affected by this 
factor, and, in essence, academic 
resilience among students wanes 
among Nigerian students, leading 
to poor academic performance. 
This is resulting from the fact 
that Nigerians on average battle 
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with financial insecurity and unemployment, making 
a huge number of children beneficiary of public 
education. Unfortunately, the form of education 
received in such schools leaves a lot for concern as 
the schools are besieged with inadequate school 
infrastructures and teaching and learning resources. 

As such, students have to make do with what is 
available and sometimes are tasked by the school to 
source for teaching and learning materials in order to 
facilitate learning. This, then, gives rise to another 
psycho-sociological factor, the family (Ceballo, Dahl, 
Aretakis, & Ramirez, 2001). The family is the main 
socializing agent of a child, and as stated earlier; 
a lot of students in public schools come from low-
income homes or large families. To this end, when the 
students are tasked to provide teaching and learning 
resources, a lot of parents are unable to provide them. 
This, in itself, is very discouraging for the student 
who is faced with the problem of being queried at 
school for not providing said resources and whose 
parents may either be aggressive or nonchalant when 
asked. For these students, emotional inadequacy and 
fear of possible academic failure sets in. This is why it 
has become germane to examine academic resilience 
in students and foster its development through class-
peer mentoring among students in public schools.

Academic resilience is the drive that enables a 
student faced with educational challenges belief 
there is a possibility to overcome the difficulty. To 
cite Richardson (2002), academic resilience among 
students connotes strength, flexibility, a capacity 
for mastery, and resumption of normal functioning 
after excessive stresses that challenge individuals’ 
coping skills. Also, it means “bouncing back” from 
difficult experiences (APA Health Center, 2004).
There are lots of educational challenges which make 
the development of academic resilience very germane, 
including students’ truancy, drop out, rebelliousness, 
delinquency, or absence of self-efficacy. It is with this 
understanding of challenges faced in public schools 
by students that this paper is essential in providing 
an understanding why fostering its development is 
essential. To date, different strategies have been 
utilized to enhance students’ academic performance, 
but limited strategies cater to fostering academic 
resilience in students. There are books and guides 
that examine and proffer solutions on improving 

academic performance. However, the majority of 
these books do not consider fostering academic 
resilience among students from low-income homes 
and with inadequate or no teaching and learning 
aids to motivate learning and improve academic 
performance. This, therefore, is a major reason why 
the class-peer mentoring technique is introduced in 
this paper to foster academic resilience among public 
school students.

The class-peer mentoring technique is based on 
students’ classroom interaction. The goal and objective 
of this technique is to improve academic performance 
among students by encouraging their classmates to 
provide supports and assistance necessary in fostering 
academic resilience. In class-peer mentoring, each 
student involved makes an objective analysis of his/
her area of academic deficiency and selects a class 
member who is performing greatly in the said area 
as a peer mentoring friend. The processes under 
class-peer mentoring include instruction, mentoring, 
regulation, understanding, review, evaluation of 
learning, and performance. However, in class-peer 
mentoring, the situation is symbiotic as the person 
selected as a peer-mentoring friend should equally 
have an area of academic need to compliment the 
partner. This means that class-peer mentoring 
technique is a complimentary role for partners 
with the aim of fostering academic resilience and 
understanding and developing self-worth and efficacy, 
which are important in improving a student’s 
academic performance. 

Moreover, class-peer mentoring is an interpersonal 
process with the positive base of assisting students 
develop appropriate social skills and pro-social 
behaviour. This means that the technique gives 
students a sense of oneness and confidence that 
academic challenges can be overcome through 
consistent studying and academic diligence. Students 
who engage in class-peer mentoring will find it easy 
to interact with classmates and teachers during 
classroom teaching. The feeling that we are in this 
together and can share from one another’s knowledge 
improves students’ self-esteem, self-efficacy, and self-
identity in the school community. Thus, classroom 
teaching is made easy for the teachers when students 
are ready and willing to go above board to succeed 
academically notwithstanding the various challenges 
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they are exposed to and that can pose as hindrance. 

Formation under Class-peer Mentoring
Homogeneity: Students to be paired together must 

be in same class or grade level, must be taking similar 
subjects and have similar syllabi for learning.

Interest: The students must be willing to spare 
and create time for studying and participating in 
the learning process in order to develop the needed 
academic resilience that would lead to improve 
academic performance. That is, peer-mentoring 
partners must both be active participants. 

Knowledge: Students must be genuinely 
knowledgeable as to the importance of having a 
partner. They should view each other as having 
individual inadequacy with a full resolve of setting 
up partnership to build and develop a better base to 
overcome their weakness in a subject. Thus, the basis 
of class-peer mentoring technique is to build strength 
into each other’s weakness.

Conclusion and Recommendations
Class-peer mentoring has been considered here as 

a technique for fostering academic resilience in public 
school students. The major crux of the technique is 
that students with academic resilience would be better 
able to handle academic challenges resulting from 
society and the family’s socio-economic status. Having 
considered this, the following recommendations are 
raised.

1. Educational stakeholders and teachers should 
not see students in public schools as scapegoats 
to bear the brunt of their conflicts regarding poor 
budgeting and implementation of educational policies. 
Doing this will stretch the coping capabilities of 
students and lead to poor academic performance and 
disinterest in academic pursuits. Thus, it is of import 
for people interested in the educational pursuits of 
students as well as teachers to encourage class-peer 
mentoring technique among students to enable them 
engage in after school academic work practice. 

2. Students, too, should realize that knowledge 
and understanding come with challenges, and the 
motivation to overcome such challenges is what 
grants success. In view of this, they should maintain 
good study habits, be willing to share and assist one 
another, be patient, be diligent in their academic 

work, and sometimes learn to make do with what is 
available and useful. 

3. In addition, parents should assist their children/
wards in their educational pursuits constructively. 
They should encourage and allow them develop 
adequate study time to go over textbooks and class 
work in the home. Moreover, because most of the 
class-peer mentoring activities would be done in 
the home, parents should always try to monitor 
and supervise the students’ work and equally give 
supports to reinforce the learning efforts.

4. The government at the federal, state, and local 
levels should appropriately and effectively implement 
educational policies, as this is the only way to 
build interest in the Nigerian educational sector 
among parents, teachers, and students. Appropriate 
budgeting should be given to the educational sector 
so that adequate infrastructure and facilities that can 
enhance teaching and learning can occur. In addition 
to this, effective implementation of government 
policies will facilitate improvement in quality of 
education and academic performance of students 
within schools.

5. Also, school counselors should develop strategic 
skills that will enhance good interpersonal relationship 
among counselors, the students, and other staff 
members within the school community. It is when 
this is in place that the counseling service can be 
fully utilized by people in the school community. 

6. In the same vein, mentors, investors, and non-
governmental organizations should see that scholarship 
giving extends to other students who are not in the 
“A” category. They should try to build a system 
that appreciates the efforts of academically resilient 
students even though they may not necessarily be 
the best students. This would reinforce the students’ 
efforts to perform better. Moreover, it will enhance 
such students’ self-esteem and self-efficacy and give 
them a sense of acceptance and belonging in the 
society.
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Advice from Margaret “Midge” Costanza, for 
whom San Diego State University named its Public 
Policy Institute. Midge served as Special Advisor in 

the White House to President Carter.
One of my earliest mentors drilled into me 

that working for the right person was far more 
important than where you worked, what your 

job title and responsibilities might be, and even 
your compensation. “Look to work for the most 

interesting, brilliant, and honorable person you can 
find, and everything else falls into place” is how 

she put it. She worked for two men in the first half 
of her life. One of them, a little known business 

person, helped her become a millionaire serving 
as his secretary for 20 years. The other man was 

President Jimmy Carter. The second half of her 
life was spent working for herself and clients with 

whom she consulted. In more than 30 different 
positions in my career, the key factor for me has 

been working for a specific individual. The past 25 
years, I’ve owned businesses, and I share her advice 
with the people who have worked with me. The one 
reason I applaud for an employee leaving is because 

they feel someone else can help them grow more.
~Submitted by Jim P.

Best Advice From a Mentor

BEST OF THE BEST - IMA MENTORING PROGRAM ACCREDITATION
The International Mentoring Association (IMA) provides accreditation of mentoring programs to recognize 
programs that meet rigorous mentoring program standards based on years of research and practice in the field 
of mentoring. All accredited programs are well designed, meet participant developmental and growth needs, and 
achieve the program’s purposes.  

Accreditation provides many benefits:
• Provides program leadership with an external review of their program design and 

implementation—in support of their continuous improvement efforts;
• Rewards program managment and participants for their commitment to personal and 

professional growth;
• Provides organizations with a competitive edge for attracting candidates and applicants; 

and
• Helps programs gain or maintain funding by confirming their value.
MORE INFO: http://mentoringassociation.org/recognition/
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Advice to Beginning 
Mentors
by Barry W. Sweeny, © 2003 
Also available online at http://mentoringassociation.org/advice-to-beginning-mentors/

Here is a collection of twelve powerful ideas developed 
by a group of experienced mentors and then refined by 
other mentors and the author over a considerable time. 
Let their sage advice and experience be a benefit to your 
mentors and protégés.

1. ALWAYS BE POSITIVE AND SUPPORTIVE
The ability of the protégé to grow is dependent on self 

esteem, which is not at- risk when ASKING for advice, 
but which IS decreased by unsolicited “advice.” Almost 
always, when mentoring does not work, it is because 
your desire to “suggest” meets your needs more than the 
protégé’s. If you really question a practice used by the 
protégé, ask questions to reveal the thinking behind the 
decisions before you rush in with advice.

2. THE PROTÉGÉ DETERMINES HOW MUCH 
HELP YOU CAN BE

Your success as a mentor is dependent on the protégé’s 
readiness and openness for learning. That means that 
successful mentoring depends on your sense of timing. If 
you offer advice before the right time, it probably can’t be 
understood or used yet by the protégé. Remember, you’ll 
only be able to offer an idea once or twice before doing 
it again becomes uncomfortable. Instead, you have three 
viable options:

• Wait until the need is felt by the protégé too,
• Provide a model of better practice to help the 

protégé discover what he or she needs to learn, or
• Provide data that are arranged to reveal the 

troublesome pattern you see as the mentor, then 
ask open-ended questions to try to get the protégé 
to see and interpret the pattern, its usefulness, the 
need for change, etc.

3. BE WILLING TO “BACK OFF”
You can make mistakes of timing or approach even 

when your ideas may be very good and the protégé’s need 
for it is very real. Be open about asking for feedback when 
that happens and learn from it. Don’t create an impression 
of “pushiness” because that won’t be seen as meeting a 

need in the protégé.
4. DON’T TAKE REJECTION OF IDEAS 

PERSONALLY
More often than not, rejection relates to the protégé’s 

readiness to learn, not you, and it provides a valuable clue 
about the protégé’s development and professional maturity.

5. CONTINUALLY REINFORCE THE 
CONFIDENTIAL NATURE OF THE 
RELATIONSHIP

Remember that the “door to change is locked on the 
inside.” The protégé has to choose to take risks with you 
for the sake of growth. Make a commitment to 100% 
confidentiality early on. Then share confidences with the 
protégé to demonstrate your willingness to be vulnerable 
for the sake of your learning and growth. These steps 
will draw the protégé into the vulnerable “area” you have 
created. Then, thank your protégé for confidences and 
personal sharing when they he or she takes the risks of 
trying new things or sharing concerns with the mentor. 
These are signs of a deepening relationship and trust 
which a mentor must earn.

6. RECOGNIZE THE NEED FOR TIME OUTSIDE 
OF WORK

Plan some social times and allow for the protégé’s 
other areas of life. Remember, all work and no play makes 
mentoring a dull experience. Don’t overdose on help. 
Build in mini celebrations and invent little rituals to mark 
milestones in the protégé’s growth, such as finishing the 
first month on the job or a tough assignment, such as a 
presentation to others.

7. OFFER TO SUPPORT MANAGEMENT’S 
EFFORTS WITH THE PROTÉGÉ...

but be careful not to assume responsibilities that belong 
to the evaluator.

8. BE CAUTIOUS ABOUT DISCUSSING 
THE PROTÉGÉ WITH OTHERS, ESPECIALLY 
MANAGERS

Even the perception that this has happened can “close 
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doors” with protégés. Don’t even allow yourself to share 
even positives only. That sharing can kill mentoring 
because it is perceived as breaking a confidence, even 
though it does no harm. Just let any inquiring manager 
know the discussion makes you uncomfortable and ask to 
conduct it with the protégé present instead as a 3-way, 
not a dialogue.

9. PLAN AHEAD SO YOU ARE AVAILABLE 
DURING BUSY TIMES

Busy times for your protégé will come at just the time 
you are busiest too. Get your work done ahead of time so 
you can say “yes” and collaborate when the opportunity 
arises.

10. FOCUS ON THE PROTÉGÉ’S NEEDS
Pay attention to statements that reveal levels of concern.  

These provide you with clues as to the exact obstacle or 
need a protégé is facing, and to what is appropriate as 
a mentoring response to overcome that obstacle or meet 
that need.

 

11. MOTIVATE PROTÉGÉS TO THINK FOR 
THEMSELVES

When protégés ask questions for which there is only one 
right answer, go ahead and answer it. Likewise, when they 
ask for ideas or help (the “door is open”). Also, when their 
behavior places themselves, their careers, or others at-
risk, don’t hesitate to give the advice you know they need 
to hear. However, when developing the protégé’s critical 
thinking and decision-making skills and judgment are the 
goal, use open-ended questions to promote higher level 
thinking by the protégé and to reveal to them the kinds of 
questions that experts ask themselves. Just ask them the 
questions that you would ask yourself if you had to make 
the decision. Doing that will help them internalize these 
critical questions and become more effective and reflective 
thinkers. When there are hidden, or underlying reasons for 
decisions, take the time to discuss these reasons.

12. PLAN WAYS TO SPEND TIME TOGETHER
Plan lunch “getaways,” formal or spontaneous social 

events with other staff, and joint work sessions. All of 
these allow for greater sharing and building of trust and 
your mentoring relationship.

Barry Sweeny
Barry Sweeny was a leader not 
only in the IMA as a former 
emeritus board member but 
also in the mentoring field 
worldwide. Mr. Sweeny’s 
specialty was the development of 
teacher mentoring and induction 
programs and practices that 
result in high quality instruction 
and increased student learning. 
Barry trained thousands of 
mentors and administrators, 
and helped develop or improve 
hundreds of programs in school 
districts, professional associations 
and collaboratives, universities, 

regional agencies, community 
and governmental agencies, 
and businesses. His “High 
Impact” model of induction 
and mentoring is used all over 
the world for accomplishing the 
goals of supporting and guiding 
new teachers into the profession 
and for creating programs that 
help districts accomplish their 
strategic initiatives. Barry was a 
founder of the ASCD Mentoring 
Leadership and Resource 
Network and was a Director 
Emeritus of the International 
Mentoring Association. 
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Mentors’ and Leaders’ 
Aspirations

No mentors, no leaders.
Mentors aren’t the only teachers leaders have 

through their careers. There are exemplars that 
leaders keep in their minds as standards to emulate; 
there are coaches who offered valuable lessons in how 
to perform better; there are training programs and 
MBA programs galore to glean the latest in thinking 
about effective leading. But still, I would say this, no 
mentors, no leaders.

One of the people I have mentored over several 
years, a senior executive named Lisa, put it this way:

“I did not experience a meaningful mentoring 
process until late in my career–only a few years ago, 
and that’s in a 23-year career to date! I consider that 
to be a lost opportunity. I think I can be considered 
a classic example of people who enter a career, work 
hard to get the next promotion, change companies 
periodically, and then hit a wall. Suddenly, after 
sailing along, I am forced to ask myself: What am I 
really trying to accomplish in my professional career? 
For some of us, it’s crystal-clear. But for me it was 
not. 

“For sure, during my career, I have had wonderful 
managers, though not necessarily wonderful leaders, 
who were great exemplars. At various points, you pick 
up skills you want to emulate and adopt. In addition, 
I have had a lot of coaching. However, I really had no 
vision of what I wanted to accomplish on a grander 
scale; I had no sense of how much I could actually 
influence decisions in my company; I was unaware of 
how my work and approach to work influenced others; 
and most importantly, I did not know how much my 
personal life (good and bad) was contributing and 
detracting from my professional growth. Basically 
I was working very hard but unconscious to how 
much ‘bigger’ work could be for me personally and 
professionally. 

“In a sentence, mentoring put my heart and soul 
back into everything in my life including work. I 

stopped being unconscious about how everything is 
inter-related. Now, I honor my strengths and capitalize 
on them in a very aggressive and provocative manner. 
I put them out there. Leader mentoring literally 
released me from what felt like being on a hamster 
wheel. It led me to the starting gate, and propelled 
me into a life that could be much bigger than the one 
in the little box that I had defined for myself.”1  

A Leader’s Aspirations. Mentoring views 
leading as an aspirational role and, as such, as a role 
that needs mentoring to keep those aspirations alive 
as the difficult tasks of leading unfold. Mentoring is 
necessary because the pitfalls in leading are many 
and the demands unending; each challenge can 
deplete the energy that sustaining aspirations require. 
As Lisa’s testimonial makes clear, the mentor helps 
the leader forge the steeled level of commitment it 
takes to step into that role and act boldly, creatively, 
with courage, and does so by keeping the aspirations 
that guided this person into the leader role fully in 
view, as having deep roots in that person’s life, and 
as being the chosen path on which that person feels 
most alive. 

Mentoring differs from instruction, teaching, and 
coaching in that it emphasizes the qualities and 
values of life that are needed to sustain aspirations. 
The mentor exemplifies and provides a setting for the 
leader to articulate what leading demands, not only 
in terms of the talents and skills used for the purpose 
of executing a project but also in terms of the very 
survival of the aspirations that moved that person 
into the leader role in the first place.

Aspirations in the leader’s life are at once more 
delicate and more robust than the press of daily 

1 This quote and other testimonials about the 
value and practice of leader mentoring are available 
in, Shenkman, Leader Mentoring: Find, Inspire 
and Cultivate Great Leaders (Franklin Lakes, NJ; 
Career Press, Inc.; 2008); pp. 83ff.

By Michael Shenkman, PhD
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challenges. Aspirations are more delicate because 
they are not solidified by goals, objectives, and 
ambitions or by achieving designated hierarchical 
positions. Aspirations are felt currents of energy–
they are never more concrete than that. They are 
feelings that pulsate outward and do not have a 
validated, approved, recognized, or even articulate 
object that either pins them down or reflects back 
to the aspiring person, whether or not anything can 
happen as a result of this aspirations. If a person can 
name what those feelings are driving at, they are not 
aspirations: they are goals or ambitions, but they are 
not aspirations.

On the other hand, aspirations are also more 
robust than ambitions and are more powerful than 
the allure of the material accoutrements of success 
and achievement because they shape the life ways 
of a person before that person has uttered a word 
or taken one step into an aspiring role. As long as 
they are healthy and nourished, aspirational energies 
generate waves of awareness and desire to live one’s 
life so as to make available to one’s self and others 
ways of living that are more vital, more alive, more 
expansive and encompassing than current conditions 
allow. However, that caveat I mentioned is a huge 
qualifier. If aspirations are not nurtured and enriched, 
and if a person does not have practices in place that 
assure their enrichment, they can collapse. Collapsed 
aspirations often result in bitter and resentful 
attitudes that do not only have ambitions and success 
as a criterion.2  

Mentoring Aspirations. Mentoring is devoted 
to helping the leader articulate those aspirations and 
construct ways to sustain them through the gauntlet 
of challenges a leader faces. The aspirations of the 
leader, that is, are focused, concentrated, placed in real 
time, and contend with existing states of affairs that 
the leader’s aspirations want to affect. The mentor 

2 The affects of aspiration, the “feeling” it 
generates, and the personal expansion of one’s 
capabilities it supports, have much in common 
with Csikszentmihalyi’s concept of “Flow.” See 
his works, Flow (2008), and Optimal Experience 
(1992), for example. This notion also relates closely 
to the ideas of expansive “self-organization.” One 
of the best writers on this concept and paradigm of 
the way nature works is Stuart Kauffman. See his 
works, Investigations (2002) and Reinventing the 
Sacred (2010).

then also helps the leader to translate aspirations 
into organizational goals while not losing site of the 
generative, aspirational vitality that lies behind them. 
In so doing, mentoring supports the leader’s need for 
openness, perceptiveness, flexibility, and enthusiasm 
as he or she engages followers in an organization to 
pursue organizational goals of bringing to others new 
products, new services, new organizations and new 
relationships that promise more expansive and more 
encompassing ways of living. 

My mentoring practice places leaders on a 
continuum of aspirational figures that includes 
artists, prophets, and mystics. As anyone who has 
experienced the effects of a real leader will tell you, 
leading worthy of the name supplies the endeavor of 
the moment with a firm sense that the collaboration 
underway will offer the organization, customers and 
others something new and something that offers a 
more expansive and more encompassing way to live. 
These feats are based on creative energies that require 
vision, discipline, new perspectives, and an ability to 
learn in intensely personal, as well as professional and 
technical, ways. Thus, leading is a creative endeavor 
and is not an extension of management, as it is 
most typically portrayed and treated by supporting 
services.

Three Transformations. Mentors help leaders 
undertake three intertwining transformations in 
order to act on their aspirations:3  

(1) Mentors help leaders to (continually) transform 
themselves. Not only do the situations in which they 
lead demand life changes but also leaders need to be 
open to being transformed in ways that they neither 
expected nor asked for. They need to see themselves 
and their lives in that movement of transformation 
and as being able and willing to do so in the face of 
no small amount of risk. When those transformations 
are aspirational in nature, they demand of the leader 
that they “grow” or that they open their hearts and 
minds to transforming their “self trust” to new and 
more encompassing possibilities. 

(2) Mentors help leaders transform the “promise” 
they are making to their followers into visible, 

3 These transformations are presented in 
greater detail in Shenkman, Leader Mentoring (op. 
cit.) and in his book that serves as a “text” in the 
mentoring process, The Arch and the Path: The 
Life of Leading Greatly (Philadelphia, PA; Xlibris 
Press; 2005).
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constant, and vivid behaviors that honor that 
promise. This promise, or “leader brand,” crystallizes, 
in as few as seven words, what the experience of 
working with this leader will be like: what the leader 
demands, expects, and gives as the project unfolds. 
Examples of brands that I have heard articulated 
through the years are “In fortitude I lead, in humility 
I serve” (shortly after working with her mentor, this 
senior manager was promoted to the company’s vice 
president of information technology); “Exploring and 
regenerating the beauty of being connected” (this 
person is a vice president at a large accounting firm). 

The words of the brand are important, but more 
important is that these words succinctly express 
what the leader “puts out” each and every day so 
that the leader’s aspirations can remain constant to 
those who have decided to follow. These words may 
never be said out loud to anyone, but they serve the 
leader as a “lodestone” or a “north star” for resetting 
attention on his or her aspirations; the words serve as 
a way of reminding themselves, briefly and pointedly 
in a short declaration, helps them to revive their 
aspirations as the organization navigates through its 
inevitable discouragements. It is not a matter of the 
leader projecting an “image,” like a photo staring out 
from the wall, but of being constant and steady as 
complex situations strain relationships. The leader 
has to be the one to offer that constancy, put it out 
there first, before anyone else does, so that people 
can see, in flesh and blood, that these trials can be 
surmounted. One leader I mentored wrote her brand 
down on a three-by-five card and kept it with her. 
In one situation, when she was having difficulties 
with her new boss, she pulled out the card, slapped 
it down on the table between them and said, “This is 
who you are dealing with.” The tensions between the 
two eased thereafter. 

(3) The mentor helps the leader to recall and recite 
the joy that this aspirational role offers her, and 
thereby helps her to transform the very things may 
be exhausting the leader into a force for nourishing 
and expanding the vigor of the generative aspiration. 
Aspirations are not about going along to get along and 
getting one’s due. It is about making things different 
for others. The mentor helps the leader to see that 
these points of adversity, conflict, and setbacks are 
exactly the points of engagement where there is also, 
potentially, reason for joy. 

This joy is not naïve “happiness” and it does not 

rely on the aspiration being “fulfilled.” The mentor 
helps the leader to negotiate a different kind of sense 
of joy: one in which the leader attentively appreciates 
all the ways that the organization generated new 
horizons for people, ways it enabled people to grow 
and learn aspiration for themselves and to appreciate 
how rare is being able to foster, no less create, such 
opportunities in life. Over and over I hear it said that 
a leader is someone “who saw in me something that 
I did not see, and that changed my life.” A mentor 
helps the leader recall hearing such things being said 
about him or her.

Mentors, Leaders, and a Life’s Way. Mentors 
foster the transformations a leader must undertake 
in going from being an essentially private and quiet 
person to a new way of living in which others need 
the leader in order to collaborate in striving to 
achieve a goal that not only meets objectives and 
generates revenue but also fulfills to some extent an 
aspiration for something more expansive and more 
encompassing. The mentor helps the new leader to 
fully accept, articulate, organize, and implement this 
new and large-scale vision. And I will just add here, 
if such a vision is not at stake, there is probably no 
room for mentoring or leading.

In the final analysis, the mentor helps the leader 
decide, over and over again, from one conversation 
to the next, whether or not this leading thing, this 
aspiring in the role of a leader, is really right for this 
person. Maybe this person would be better off doing 
the also hard and challenging work of organizational 
and process management; or maybe this person has 
aspirations that are more appropriately addressed 
by the other figures and roles (e.g., artist, prophet, 
mystic). If the mentee is conflicted about what is 
required of leading—creating followers, contending 
with obstructions, failures, foes and/or competitors, 
etc.—no words in any “brand” will hide that 
conflicted state; if the leader remains in a state of 
conflict and has to constantly waver between leading 
and other roles in his or her life, joy will be harder to 
come by. The mentor always has to ask the mentee, 
is leading the aspirational role for you?

Mentoring and Today’s Creative Leaders. 
Still, what about the claim, “No mentors, no leaders.” 
For a potential leader to take on the challenges of 
leading, there must be something special beating in 
that heart that transports that person beyond the 
tasks of the day; there has to be beating in that 
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heart an excess of energy. This energy incites that 
high sensitivity to the situation’s inadequacy that 
translates into leading a specific endeavor; that 
energy opens up the capacity in one’s being to care for 
others and to want something different for everyone 
involved. Mentors are necessary because leaders burn 
out. Just as an aspiration can naturally arise and do 
its wondrous work, all that energy can also dissipate 
into thin air. 

In order to gather those diffuse and indescribable 
energies, something from the “outside” has to catalyze 
them. Something beyond one’s own inner musing has 
to affect those wisps of will and longing so that they 
coalesce and organize into a robust and force that 
impels one onto the life’s path of leading (or artist, 
prophet or mystic, for that matter). And then that 
catalyst has to continue to affect those energies if 
they are going to be able to be sustained for the 
long haul. The appearance of a mentor is just such 
an event. The mentor provides the opportunity for 
someone who has those kinds and qualities of energy 
to speak about them, give them names and form 
robust practices around them so they can endure. 

Of course, leaders are offered a cafeteria menu of 
training and development regimens for their choosing 
that promise them success and even riches. That there 
is such a multitude of entrances into leading, and that 
there are many kinds of supporting services to people 
in leader positions is all to the good. We need more 
leaders than ever before; we need leaders in every 
sphere of our lives, from the political and military to 
the industrial and community sectors, to service and 
family groups. Any and all resources that can help to 
launch people on this pathway are needed. 

Mentoring, in the meantime, remains apart from 
these. No other relationship in one’s life has this 
concern and has a way of conducting a conversation 
that brings these factors of aspiration into bold relief 
so that someone can decide how to proceed. The 
mentor’s role is as bold as it is complex: help this 
person to see and articulate his or her aspirations, to 
envision how to enact them, and then, through thick 
and thin, help this person keep his or her aspirations 
alive. And so, once again: no mentors, no leaders.

Advice from Curt Sokness, the district 
superintendent when I was the building principal.

“Fake it till you make it.” This was meant to let me 
know how important it is for the leader to always 
show her best side, as in “never let ‘em get you 
down.” Remaining positive throughout the storm 
often impacted the ultimate outcome in a highly 
positive manner.

~Submitted by Kathleen S.

Best Advice From a Mentor

About the Author
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Mentoring through the Glass Ceiling: A 
global perspective or Mentoring and women in 
academia: A global perspective (For submission 
to the International Mentoring Association (IMA) 
Publishing)

Edited by: Brenda Marina, PhD., Associate 
Professor, Educational Leadership/Higher Education, 
Georgia  Southern University

This text honors and extends previous work on 
the experiences of women academics from diverse 
backgrounds. Through this book, I call for new ways of 
understanding the vital role that narratives of women 
play in speaking truth to the power of mentoring. 
Utilizing narrative inquiry (your voice, your story),  
this text will bring insights from women academics 
to exposé the extent to which politics, equity agendas 
and mechanisms of quality assurances for mentoring 
have supported or failed these women.  

It is a goal and purpose that this body of work will 
further discussions regarding how higher education 
institutions can be more proactive in mentoring, 
and preparing qualified women for upper level and 
leadership positions.  It is also a goal and purpose 
of this book to incite reflection and introspection 
to consider the possibility for successful mentoring 
relationships in academe where difference may be 
associated with inferiority and marginalization. 
The diverse stories told in this book are positioned 
as counter in “an attempt to break that silence and 
bridge some of those differences between us, for it 
is not the difference which immobilizes us, but the 
silence” (Lourde, 1984, p. 44).

Proposed sections and topics include but are not 
limited to the following:

• Part I – Looking Back 
Possible topics: reflections from childhood–
who were your mentors

• Part II – Present and (Un) Accounted 
Possible topics: current career issues and 
mentoring, the lack of mentoring)

• Part III – Cultural Contracts in mentoring 
Possible topics: interpersonal relationships, 
culture, and values

• Part IV – Disciplinary Domains 
Possible topics: organizational bureaucracy in 
mentoring, policies, formalized practices for 
mentoring)

• Part V – Where we go from Here 
Topics: lessons learned, conclusion

Please email a 500-word abstract, a 
proposed chapter outline, and a resume or 
curriculum vitae to Dr. Brenda Marina at  
bmarina@georgiasouthern.edu. This volume is 
intended for publication in Spring 2015.

Call for Papers- 
Edited Book
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Abstract
In the article’s first section, I present a case example 

that illustrates the parent-as-mentor relationship 
and discuss findings from contemporary literature 
on the subject of successful parenting. In the second 
section, I propose an integrated operational definition 
of parent-as-mentor. This definition includes key 
mentoring and social learning theory constructs 
intended to assist in differentiating between parents 
who are acting as mentors from those who are simply 
fulfilling traditional parenting roles. In the third 
section, I then suggest considerations that may serve 
as a starting point for the parent who is interested in 
exploring a mentoring relationship with his/her adult 
child. The fourth section presents thoughts for future 
research.

Section One: Case Example
Throughout the winter season in Hawaii, giant 

storms in the northern Pacific generate waves 
that can rise to staggering heights along the north 
shore of Oahu. On any one of these days, Hawaiian 
surfing icon Clyde Aikau can be found waiting on 
his surfboard outside of Waimea Bay to ride those 
giants alongside the select few who possess the talent 

and commitment necessary for the task at hand. In 
addition to his great feats on the water, Clyde is also 
a committed father and mentor to his adult son Ha’a.

During a conversation I had with Clyde, I began to 
understand that he viewed these precious moments on 
the water with his son as opportunities to teach him 
about the mindset it requires to rise to the highest 
levels in a sport his family has famously pursued for 
generations. He sees Ha’a as the Aikau heir to their 
family’s legacy and the one who will carry it forward, 
but only if he can master every aspect of it.

Clyde’s guidance runs the gamut, from such surfing-
specific areas as physical conditioning, technique, 
etiquette, networking, and marketing himself to 
sponsors, to broader instruction and counseling on 
lifestyle choices and personal commitment. These 
include tips as elemental as how Ha’a can financially 
support himself as he pursues his pro circuit dream. 

As an expert and highly regarded surfer in his 
own right, Clyde is more than qualified to provide 
Ha’a with this advice. Only later, reflecting on this 
conversation, does it occur to me how similar his 
interaction with his son was to my understanding 
of mentoring. Of course, there were obvious ways 
in which these interactions overlapped with those 

Parent as Mentor: The Lifelong 
Relationship
Donnel Nunes, MSCP, NCC, LMHC 
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of a proud and caring father. Yet, there were also 
undeniable similarities to a more formal mentor/
mentee relationship.

With this story as my starting point, I began to 
explore the ways in which parents can - intentionally 
or unintentionally - act as mentors to their children, 
how we can differentiate between “parenting” and 
“parent-as-mentor”, and why it is important to be 
able to do so.

Effective parents are involved in a broad array of 
interactions with their children. Pleck (2010) identifies 
three primary categories and two supporting domains 
of positive paternal involvement. Primary categories 
include “(a) positive engagement; (b) warmth and 
responsiveness; and (c) control” with “control” being 
specific to “monitoring and decision-making” related 
to the lives of their children. Supporting domains refer 
to “(d) indirect care” which includes activities that are 
supportive, but do not require the direct interaction 
of the parent, and “(e) process responsibility” (p. 67) 
which refers to the parent ensuring that their child’s 
primary needs are being met even when they are 
not the ones providing them. (Note: Though Pleck 
(2010) was generally focused on paternal involvement 
in child development, he is clear that his work is 
intended to align with the greater body of parenting 
research.)

Much as does a successful relationship between a 
non-parent mentor and the mentee, an effective parent 
provides support and security through a reciprocal 
relationship with their child (Lamb, 2010). Indirect and 
direct effects of this type of relationship can be linked 
in positive ways to a child’s cognitive development, 
ability to self-regulate, social competency, emotional 
stability, and self-concept (Lamb, 2010; Bowman, 
Pratt, Rennekamp, & Sektnan, 2010).

The relational dynamics between Clyde and Ha’a 
are hardly unique. Whether it is a situated learning 
scenario (Lave & Wenger, 1991) involving a family 
operated business or similar eastern traditions 
including the sempai-kohai relationship (Bright, 
2005), it does not take long to identify both current 
and historical examples of mothers and fathers 
supporting the professional development of their 
children. At the same time, we need to be clear that 
parental guidance and/or support for their children’s 
professional aspirations does not necessarily equate 

with a mentoring relationship. Looking to some of 
the key qualities that define successful parenting and 
mentoring relationships, we are presented with the 
opportunity not only to expand our understanding 
of parent and child relationships similar to that of 
Clyde and Ha’a, but there may also be mutual utility 
for expanding our understanding various facets of 
mentoring.

Section Two: Components of an Opera-
tional Definition for Parent as Mentor

While there is no universally accepted definition 
of mentoring, prevailing literature continues to 
reference a review by Jacobi (1991) when presenting 
operational definitions of mentoring. The frequency 
of this reference suggests that researchers have, at 
least tacitly, agreed on similar constructs. Yet, while 
these allow for broader interpretations of just what 
is mentoring, the results can also appear vague and 
limiting regarding what constitutes acceptable dyads 
and contexts. For instance, dyads cited tend to 
exclude family members, and contexts generally dwell 
on mentoring in business/management, academic, 
and youth situations. I propose the addition of a new 
category - “parent-as-mentor” - where parents are 
formally acknowledged as mentors.

In order to move forward in this inquiry, I propose 
that we heed the advice of Bearman, Blake-Beard, 
Hunt, and Crosby (2010) and establish both the 
“core components” and the “divergent elements” 
(p. 376) of the operational definition of parent-as-
mentor. In Jacobi (1991) the author presents a 
comprehensive review of mentoring definitions from 
education, business, and psychology that provide a 
strong reference for the development of an operational 
definition of parent-as-mentor.

The following is a proposed list of conditions 
intended to assist in distinguishing when the father is 
acting as a mentor from the more general of parenting. 
Items are primarily drawn from shared elements of 
mentoring and social learning theory.
Core Components

• The parent must be guiding their child in a 
domain or through a skill set where their own 
level of expertise, status, and success would 
qualify them to be capable of mentoring a 
non-family member in the given field or area 
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(Jacobi, 1991).
• Parent and child are engaging in interactions 

with a focus on achievement on long-term 
and shared goals in personal development in 
professional or academic areas of life (Allen & 
Eby, 2003; Jacobi, 1991).

• Parent is working to advance the development 
of their child in areas that affect their 
participation within professional or specialized 
communities (Bearman et al., 2010; Kram, 
1985; Lave & Wenger, 1991).

• Their actions help lead the child to becoming 
a full member of their chosen professional 
community (Johnson, 2002; Kram, 1985; Lave 
& Wenger, 1991).

• Outcomes that determine success should be 
driven by the vision, goals, and values of the 
mentee/child (Clutterbuck, 2008; Clutterbuck, 
2013).

• Adult child is a willing participant.
• All interactions are developmentally 

appropriate.
Note: While mentoring relationships are reciprocal, 

particularly with parent as mentor relationships, the 
needs of the child/mentee must be paramount over 
the needs of the parent/mentor (Bearman et al., 
2010). In addition, the driving motivations of the 
parent should be altruistic and in line with a need 
to support the advancement of future generations. 
In developmental psychology, this type of motivation 
is most often associated with generativity (Jacobi, 
1991).

Taking these core components into consideration, 
the predominant themes are threefold: (1) the parent 
needs to possess either a certain degree of expertise 
in the domain for which they are aiding their children 
or a certain skill set related to guiding relationships, 
(2) there is a clear end goal of the child entering into 
a professional or specialized community of practice 
(Bronfenbrenner, 1986; Jacobi, 1991; Johnson, 
2002; Kram, 1985; Lave & Wenger, 1991), and (3) 
any interactions between parent and child need to 
be developmentally appropriate. Conditions 1 and 2 
are consistent with foundational aspects of numerous 
mentoring definitions including the seminal work of 
Kram (1985). Kram (1985) suggests that a key feature 
of mentoring is helping a less experienced individual 
to be successful in their professional pursuits. In 

addition, the operational definition presented by 
Johnson (2002) highlights very similar priorities; 
“a good mentor discerns a protégé’s personal and 
vocational dream, endorses this as realistic, and offers 
an environment conducive to facilitating this dream” 
(p. 89). Condition 3 focuses on broader considerations 
from parenting and adult learning theories related to 
the importance of developmental readiness in learning 
(Baumgartner, Ming-Yeh, Birden, & Flowers, 2003). 
While these may not be the only things to consider 
in differentiating between the parent-as-mentor and 
the parent, I propose that a focus on utility may be a 
strong starting point for any on-going dialogue about 
the category of parent-as-mentor.

Finally, with regard to an operational definition, 
I propose that we consider the possibility that a 
focus on parent-as-mentor is not divergent, but 
instead convergent and a return to one of its original 
intended purposes. The Greek origin of mentor has 
historical roots in the need of both the father and 
mother to find suitable surrogates in times when they 
could not directly tend to the needs of their children 
(Homer, & Fitzgerald, 1998). Seminal writing on 
mentoring inadvertently may have acknowledged 
this historical perspective through the use of the 
word “paternalistic” when describing the nature of 
a mentoring relationship (Shapiro, Haseltine, and 
Rowe, 1978, p. 55 from Jacobi, 1991).

Section Three: A Proposed Starting 
Point for Parents 

For the parent getting started as a mentor to 
their child, there is a wealth of literature on effective 
practices of mentoring that can be applied. In an effort 
to offer a starting point, I make the suggestion that 
the parent review the definition presented in section 
two and ask the following questions as a guide:

(1) What is my area of expertise and/or what 
are my strengths and deficits related to facilitating 
guided relationships and how does this apply to the 
needs of my adult child?

Based on the operational definition presented 
in section two, the parent-as-mentor must have 
a requisite level of expertise, status, skill, and/or 
accomplishment in the domain where he intends to 
mentor. However, this does not necessarily mean that 
a building contractor cannot mentor a son who is 
starting his own business or attempting to advance 
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in a business career. The key is for the parent to be 
able to identify the specific skill set he holds and 
how it can apply to various contexts. For example, a 
building contractor may have to know how to manage 
their own business, deal with employees, market 
their services, and manage finances. Additionally, 
sometimes growth can come from a parent-as-mentor 
asking questions that may have not been considered 
by the child’s less experienced mind. This is an area 
of skill that can be developed by the parent. 

(2) To what extent do I understand the 
practice of mentoring?

Finding material on the topic of mentoring is 
simple, finding material that is evidenced based 
is another matter. A good starting point is to try 
to identify leaders in the field through academic 
article citations, conferences, contacting mentoring 
institutes or mentoring programs, and/or reaching 
out to personal mentors for advice on navigating 
the existing resources. Johnson (2002) points out 
that skilled mentors need to be able to focus on 
what is developmentally appropriate, teach through 
intentional modeling, and demonstrate personal 
commitment though ongoing self-development of the 
parent.

(3) Is my child interested in having me act 
in this role?

To ensure that the interests of the child are 
protected and emphasized, I suggest that any parent-
as-mentor relationship start with formal agreement 
and an understanding of the child’s vision, goals, 
and values. In addition both adult and child should 
agree upon a formal exit strategy. Clutterbuck 
(2013) proposed that success is determined by the 
ability of a person to live their life according to their 
personal values. With this in mind, the work done 
in parent-as-mentor relationships should stem from 
the values of the adult child. Additionally, having an 
exit strategy will also help to minimize the effects of 
parent/child power differentials. Exit strategy models 
from business literature may prove to be a useful 
source for advice in this area.

(4) How do we define our roles?
Though interviews from an on-going pilot study, I 

have found several ways parents  are choosing to 
address this common struggle. Some families have 
opted to use different names to distinguish their 

different roles. For example, a parent and child may 
choose to have their child call them “Dad” or “Mom” 
when they need the parent and “Doctor” or “Coach” 
when they need their mentor or professional advisor. 
Consideration should be  given to how either party 
can safely speak out if the mentoring relationship is 
interfering with the parent/child relationship.

Conclusion

The primary argument of this paper is that the 
mutually exclusive separation of the domains of 
mentoring and parenting leave both disciplines at risk 
of the perils of operating as functional silos. Under 
the prevailing paradigm, the benefit of discoveries 
made in either field may fail to reach populations that 
would otherwise stand to gain by a more cohesive 
perspective. Greater benefit for both fields may lie in 
the creation of “parent-as-mentor” as its own class or 
category within the greater practice of mentoring. Such 
a category could provide the means for researchers to 
see the presence of confounding variables not as a 
threat, but rather as an opportunity for significant 
interdisciplinary discoveries and innovation.

Some questions future researchers may want to 
consider; (1) what is the effect of teaching parent-
as-mentor strategies on parent and child reported 
relational “quality” measures between children and 
parents, (2) what is the effect of teaching parent-
as-mentor strategies on adult child task specific 
self-efficacy, (3) what is the effect of teaching 
parent-as-mentor strategies on perceived family 
social capital, and (4) how do high quality parent-
as-mentor relationships influence developmental 
factors for children and their parents over time? 
Future researchers may also want to consider how 
the developmental stage of the parent and child may 
dictate appropriate goals and interactions. There are 
also clear opportunities to explore the role parent-
as-mentor relationships may have on outcomes for 
succession planning in family businesses.

In addition, social learning theory has much to 
offer both parenting and mentoring practitioners 
with concepts such as Vygotsky’s (1978) zone of 
proximal development, Bandura’s modeling and self-
efficacy (Bandura, 1988; Bandura 1997), Lave and 
Wengers (1991) exploration of situated learning, and 
Bronfenbrenner’s (2006) bioecological systems theory.
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If you provide high-quality consultation for mentoring programs, if you have a strong grasp of mentoring  
principles and strategies, if you understand mentoring program development, and if you have clear processes 
for engaging clients…
Apply for IMA Mentoring Program Consultant Certification.

IMA certification recognizes, rewards, and promotes successful consulting experiences. Certification is 
experienced based, not training based, which mean if you already know what you are doing, and can prove it, 
you may be eligible for certification.

The certification process is rigorous and thorough, but that is what makes it so valuable to consultants and to 
program leaders seeking assistance. But the application process is not difficult for those consultants who are 
qualified to receive this certification.

The application process aligns with 4 criteria that program leaders consider when selecting consultants: 
1. Knowledge of mentoring program design and implementation; 
2. Expertise in consulting facilitation, skills, and processes;
3. Competencies in business practices; and
4. Evidence of prior success and client satisfaction.
Certification shows that you meet these criteria. 

Certification lasts for 2 years. Certified consultants can use the IMA name, logo, and certification branding 
on their promotional materials. The IMA, too, will publish the names and contact information for certified 
consultants.

With IMA Consultant Certification, you prove that you are among the Best of the Best!

BEST OF THE BEST: 
IMA CONSULTANT CERTIFICATION

Best Advice from a Mentor
Advice from Dr. Gerald Dannenberg
Years ago, I was serving as a school principal, and my mentor asked me when I was going to get a 
doctorate. I responded, “I’m too old to get my doctorate.” He asked me, “So how old will you be in 
4 years?” I responded, “54.” He replied, “Might as well be 54 with a doctorate.” End of argument. I 
applied, was accepted, and earned my doctorate in educational leadership from UCLA...at the age of 54. 
~Submitted by Ken M.

Advice from George Harrison
Show them you ‘care’—they know you are talented, but if they know you ‘care’, they’ll follow you anywhere. 
~Submitted by Eunice G.

Advice from my aunt
Do not aim to be the best, but rather aim to do the best you can as that is the only way you can get a sense of 
fulfillment and satisfaction in life’s journey.
~Submitted by Vivian A.
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Effective mentoring programs are well-defined 
and structured. They are goal oriented and 
clearly identify the objectives to be met through 
the mentoring process. Three phases encompass 
the implementation of the program: pre-launch, 
launch, and evaluation. The process is cyclical and 
should begin and end with every cohort that comes 
through the mentoring program. 

The 11-Step Process
1. Prelaunch Preparation—Clarifying 

Institutional Needs
 The distinguishing cultural characteristics of 

the institution and the dynamics that encompass 
its behavior help define the unique needs to be 
met by the mentoring relationship. It is essential 
to formulate the strategic aim of the mentorship 
program. Clarifying the institutional needs will 
reinforce the intention of the project and provide 
the foundation for the program. Clear objectives 
will help determine the structure for the program, 
the selection and assessment of mentor candidates, 
the selection of program participants, and the 
parameters for implementation. It is beneficial to 
periodically assess the needs of the organization. 
As organizations change, so do their unique needs. 

2. Prelaunch Preparation—Identifying and 
Validating Protégés Needs

Assessing the needs of the protégé is imperative 
to the effective implementation of the mentorship 
program. Protégés’ needs may change with changes 
in organizational expectations or generational 
values. The mentoring program should clearly 
identify the organizational goals, protégé profiles, 
and the needs that should be met and considered 
for development of the protégés.

3. Prelaunch Preparation—Recruiting 
Mentors 

After identifying the purpose of the mentorship 
program and the needs of the protégés, the ideal 
characteristics and qualities of the mentor will be 

evident. It is beneficial to create a strong sense of 
value in participation with the program during the 
recruitment process. The support of organizational 
leaders is essential for creating a mentoring culture 
that intensifies the potential mentors’ propensity to 
become committed to the mentoring relationship. 
Incentives for participation may also prove 
beneficial for the successful launch of the program. 
The mentors for the program should reflect the 
values of the program and be in alignment with the 
goals of the mentoring program.

4. Prelaunch Preparation—Assess the 
Level of Training Needs for Mentors 

The ideal traits and characteristics of the 
program mentors should be apparent at this 
point. The model mentor is one who is seasoned 
and successful in the field. However, mentoring 
relationships require skill sets that may or may not 
be associated with expertise in the field. It may be 
helpful to determine the desired skill set for the 
position. Many potential mentors possess several 
of these characteristics; most will not possess the 
entirety of the desired skill set. Therefore, every 
mentor will need training to acquire the skills and 
traits required to successfully engage in mentorship. 
Assessment using a skill set inventory may be 
beneficial to determine what skills and traits the 
mentor training should focus upon.

5. Program Launch—Train Mentors and 
Protégés 

Training mentors and protégés prior to initiating 
engagement in the mentoring relationship is critical 
to a successful mentoring relationship. Mentor 
training should consist of interpersonal skills, 
such as communication practices and facilitating 
goal setting, as well as familiarizing mentors with 
organizational policy. The mentor may be given 
sensitive information by the protégé and must learn 
ethical principles for managing it. Likewise, the 
protégés should also be trained for their role in the 

Mentoring Flowchart for Mentorship 
Program Implementation
by Margie Vela
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mentoring relationship. Protégés are the drivers of 
the mentoring relationship. Their commitment to 
their success determines the extent to which the 
mentoring relationship is beneficial to their goals. 
Protégés should be coached on commitment and 
goal setting and trained in interpersonal skills and 
communication. Both protégés and mentors need 
support and training through the duration of the 
mentoring relationship for maximum benefit. 

6. Program Launch—Pairing Mentors and 
Protégés 

Successfully pairing the mentor and protégé is 
critical for successful mentoring. The chemistry 
between the two will determine the effectiveness of 
the relationship. Mentoring requires a high degree 
of trust and openness from both parties. Goals, 
dreams, and desires should be shared freely and 
securely in the relationship. Experience, lessons 
learned, and ambitions should also be shared 
openly between mentor and protégé. Strategic 
pairing based upon program goals and mentor/
protégé personalities is essential to the success of 
the program. Recommended methods for pairing 
include matching per profiles or interviews (e.g., 
speed dating), among others. Allowing mentors and 
protégés to actively engage in the selection of their 
match gives both parties a sense of empowerment 
and encourages commitment. 

7. Program Support—Mentoring Agreement 
Mentors and protégés should establish an 

agreement outlining the expectations and goals 
of the mentoring relationship. This agreement 
should include the frequency of meetings, method 
of meeting, expectations and goals of each party 
regarding the relationship, benchmarks for assessing 
progress, and the duration of the mentoring 
relationship. Formal mentoring should include an 
end date so that clear expectations can be set and 
measured. 

8. Program Support—Regular Debriefing 
Sessions 

Mentors and protégés should have the 
opportunity to debrief in a group setting on a 
regular or semi-regular basis. Since mentoring is 
unique for every pair, this time can serve as a time 
to share challenges that are faced in mentoring and 
best practices to enhance mentoring relationships. 

First-time mentors can learn from seasoned 
mentors in an open conversation regarding methods 
and strategies for mentoring. Another method for 
debriefing is to request periodic reports/check-in 
from mentors and protégés. These practices also 
give the mentoring program manager a clear 
perspective on the training needs for future mentors 
in the organization. 

9. Program Evaluation—Mid-Term and 
End-of-Term 

Formal mentoring requires a formal end date. 
This practice allows for closure to a formal 
relationship, giving mentors and protégés a definitive 
timeline in which to accomplish program goals and 
objectives. It is also a key time to collect feedback 
from both parties for evaluation of the mentoring 
program. Evaluation of the mentoring program 
at the mid-term and end-of-term provides the 
information necessary for assessing and improving 
mentoring practices. The evaluation can take the 
form of a questionnaire, interview, or report and 
should measure the objectives that the program 
has set out to accomplish. The best decisions for 
change come from data collected from program 
participants. This practice also provides the data 
needed to determine and report the effectiveness of 
the mentoring relationship. 

10. Program Evaluation—Measuring, 
Adjusting, and Sustaining 

Comparing mid-term and end-of-term 
evaluations provides a source for measuring the 
effectiveness of the program. This comparison then 
indicates the adjustments that should be considered 
by the program manager. Sustaining an effective 
mentoring program is beneficial for the creation of 
a pipeline of leaders in the organization. 

11. Program Evaluation—Refining Goals 
and Strategies 

At times, the goals and strategies of a mentoring 
program may need to be reconsidered and refined. 
Changes within organizations may require changes 
in the mentoring program’s goals and strategies. 
Data from evaluations may provide information 
indicating the benefits of refining program goals 
and strategies to be implemented for the subsequent 
round of the mentorship program. 
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Benjamin Franklin’s well known quote “Tell 
me and I forget, teach me and I may remember, 
involve me and I learn” is a constant reminder 
that mentoring is a learning process that involves 
sharing, action, and participation. Though there are 
many definitions, perspectives, and approaches to 
mentoring, it’s generally understood that the person 
being mentored, the mentee, is the one engaged in 
learning. Learning occurs during the mentoring 
process when both mentor and mentee experience 
paradigm shifts in attitude and are committed and 
engaged in developing a trusting relationship to 
achieve an outcome. For the mentor, learning does 
not stop with mastering the mechanics of “how to” 
mentor. To be an effective mentor, incorporating 
four lessons will be helpful in addressing both the 
personal and professional challenges of mentoring.

 
LESSON 1: BE CLEAR ON WHY YOU ARE A MENTOR.

Yes, there are great benefits to having wisdom, 
experience, and legacy. However, these benefits may 
not automatically provide credibility and validation. 
It’s very common for mentees to question the 
mentor’s capacity, sincerity, and ability to work with 
diverse personalities. To address these concerns, 
mentors should be able to provide a belief statement 
or explanation of intent that is directly related to 
the mentee’s profession or target competency area 
to develop. For the cohort of principals, the belief 
statement I share is “I believe principals are second 
only to teachers in eliminating student achievement 
gaps. The way to eliminate the achievement gaps 
is by enhancing a principal’s competence skills as 
educational leaders. I happen to know resources, 
educational strategies, and techniques that produce 
great student outcomes for educational leaders. 
The mentoring process is the way I choose to share 
experience and knowledge with those who are 
interested and willing to learn to think differently 
and challenge themselves.”

As a virtual mentor to a group of principals, 
sharing my belief statement moves the conversation 
beyond questions about the mentor’s motivation and 

commitment.

LESSON 2: EXPAND YOUR CONCEPT OF MENTEE PROFILE.
Capturing basic information and characteristics 

helps mentors build a mentee profile, which might 
include gender, ethnicity, profession, educational 
history, roles, and responsibilities in the work place. 
Simon Sinek describes individuals as either why or 
how types. The why types are usually visionary, 
the ones with the overactive imaginations and a 
focus on the future. The how types are those that 
live more in the here and now, often operating 
very pragmatically focusing on things most people 
can see. This characterization is a way to help the 
mentor translate or process emotions or behaviors 
expressed by mentees that could be taken negatively 
or as personal attacks. 

At the beginning of the interactions, mentee 
emotions might be characterized as indifferent or 
indignant as they come to terms with the capabilities 
of the mentor and the impact the mentor may have 
on their established beliefs and routines. A why type 
might express indifference by questioning what the 
mentor has to offer; while a how type may express 
indifference by questioning or challenging their need 
for a mentor. What might come across as being 
indignant may be the how type’s way of indicating 
or acknowledging that having a mentor will interfere 
with routines. Effective mentoring requires an 
understanding of and the ability to work with diverse 
personalities. Incorporating the characteristics of 
why types or how types into the mentee profile 
ultimately provides a context for interaction.

LESSON 3: TRUST IS THE BASIC BUILDING BLOCK OF A SUC-
CESSFUL OR PRODUCTIVE MENTORING RELATIONSHIP. 

There are several steps a mentor follows or 
executes as part of the process. Simon Sinek said 
it best: “Trust is not a checklist…trust is a feeling, 
not rational experience…” Trust is not just a five 
letter word with a single definition. T.R.U.S.T is 
an acronym representing actions on behalf of both 
mentor and mentee. 

Becoming an Effective Mentor
Dr. Willie Jackson
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T Truth is giving data-driven feedback. 
R Respect given is then received when responses 

and suggestions are acknowledged.
U Understanding is achieved when empathic and 

attentive listening is the rule of thumb. 
S Synergy results when engaging, thinking, and 

working with others to achieve more than each 
could accomplish alone.

T Transition and change are constant when open to 
and pursuing growth opportunities. 
Trust emerges over a period of time when both 

mentor and mentee observes as well as listens while 
engaging in dialogue with humility.

LESSON 4: LESS TALKING CREATES THE OPPORTUNITY FOR 
GREATER LISTENING.

Psychotherapist F. Diane Barth asserts that 
“Talking is part of what we humans do. What 
differentiates us from animals is the fact that we can 
listen to other people’s dreams, fears, joys, sorrows, 
desires and defeats — and they in turn can listen 
to ours.” Although imparting knowledge and wisdom 
through conversation is an essential part of the 
mentoring process, the danger for mentors is talking 
too much. Peppering the conversation with statements 
like “Let me tell you a story,” and then following 
them with a lengthy monologue is an indication that 
the mentor may be dominating the conversation. 
Using a reflection checklist to measure talk vs. listen 
time is a tool for self-assessment. Checklist items 
the mentor should monitor include interruptions, as 
well as instances where the mentee asks to finish a 
thought.

Effective mentors resist the inclination to 
demonstrate wisdom by continually talking. Instead, 
they balance talking and listening. When mentors talk 
less, mentees have more opportunity to talk. Mentors 
can demonstrate effectively listening by formulating 
questions and asking for clarity in order to determine 
what the mentee is trying to communicate. Also, 
effective listeners use their eyes as well as their ears. 
Listening with eyes and ears involves observing the 
nonverbal and verbal expressions. Mentors allow 
others to be themselves. That requires the mentor 
to step into the mentee’s world and learn about the 
mentee’s experiences and feelings. Affirming who 
they are gives mentees the support they need to take 
the next step in their own growth.
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Over the years we’ve received hundreds of 
enquiries about the differences between mentoring 
and coaching (as well as therapy, consultation and 
supervision). Having engaged in all five roles (actually 
six, if I include the role of client, partner, consultee or 
supervisee), I can attest to the value of clarification. 
Role clarity decreases boundary problems, sharpens 
focus, and pinpoints expectations. Such clarity also 
leads to a deeper sense of purpose and commitment. 
But highlighting differences can lead to missing the 
similarities. All five areas, for example, represent ways 
to help people learn, change, and manage adversity. 
All five require a relationship of trust, understanding, 
and authenticity. And all five base their success on 
the ability to listen.

In 1999 I prepared a chart that lists differences 
between coaching, mentoring, and therapy based 
on ten criteria, and I held the naive view that this 
would be the definitive list. Other experts believe 
the differences are simpler as in the distinction that 
Margo Murray, a leading expert in mentoring, stated 
by saying that “mentoring is a process and coaching 
is a verb.” Some contributors to the Peer Resources’ 
Twitter feed support this view: “Coaching is a skill 
good mentors use and mentoring is a process,” 
according to one contributor.

Probably the most popular distinction made by 
our Twitter contributors is the voluntary nature of 
mentoring as compared to the paid or fee-based 
aspect of coaching and therapy.

One would-be poet chimed: “When it’s free, I can 
be me; when I pay, show me the way.”

Other contributors recognized the importance of 
relationship in both coaching and mentoring, but 
distinguished the two by saying that mentoring was 
more personal and coaching was more impersonal. 
While most agreed that a mentor is seldom responsible 
for the resulting actions of the partner, there was less 
agreement about the degree to which the coach is 
responsible for the client’s success. The mentor may 
point a person in a certain direction and provide 

support, but takes no responsibility for the outcome.
Coaching is seen as a more professional relationship 

where the coach may believe he or she has some 
responsibility to help the client make the necessary 
changes. For example, one contributor wrote: “A 
coach helps somebody do what they already know 
is the right thing to do. A mentor helps a person to 
determine the right thing to do.” Another web visitor 
said: “Mentoring gives a personal touch. It’s like the 
advice of a best friend, but coaching is just for the 
sake of the job.” And finally, a web visitor quipped: 
“A coach can keep you from getting into trouble, 
whereas a mentor may lead you to the trouble.”

Not everyone is worried about these distinctions, 
and many practitioners are content to leave 
such details to academics. A website contributor 
summarized this viewpoint by saying, “In the 
future, making distinctions between terms such as 
these two (coaching and mentoring) will prove futile 
and unproductive. Fewer people will be interested 
in definitions and roles and more people will be 
interested in results and practicalities.”

A recent enquiry about the differences between 
mentoring and coaching, as well as a question 
presented to a LinkedIn discussion group on this 
same topic, led us to conduct a search on Google. 
To our surprise and amazement the search produced 
more than three million hits. But really, three million 
different takes? (If anyone wants to take on a study 
summarizing a random selection of these viewpoints, 
we’d be glad to publish your results.)

Without repeating in entirety what we have been 
emphasizing over the years about the differences, 
the gist of our response is that there are far more 
similarities between the two ways of helping others 
than there are differences. We’ve also said that the 
search for the definitive answer to the question is 
unproductive and may even lead to considerable 
misinformation based on stereotypes and lack of 
experience.

The Four Pillars: How Mentoring 
Differs from Coaching
by Rey Carr
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BLURRING THE BOUNDARIES OF MENTORING 
Recently the imaginary line that separates 

mentoring and coaching has become less precise as 
coaches, for example, more frequently offer what 
they call “mentor coach” services, and business 
entrepreneurs in a variety of niche areas offer 
mentoring for a fee, thus eliminating what used to be 
one of main distinctions between the two areas: one 
is paid (coach) and the other is a volunteer (mentor). 

The International Coach Federation (ICF) 
recently provided an “approved definition of ICF 
mentor coaching” stating that mentor coaching is 
“coaching on coaching-competency development 
of the applicant-coach as opposed to coaching for 
personal development or coaching for business 
development, although those aspects may happen 
very incidentally in the coaching for competency 
development” (Marum, 2011). In most coaching 
communities and organizations in Europe this role 
would be considered supervision, not mentoring. Not 
coincidentally the way a person qualifies to be an 
ICF-approved mentor coach typically involves paying 
a fee for such a service.

In addition, I recently attended a mentoring 
conference where a well-known expert gave a keynote 
that was advertised as being about mentoring, during 
which one of the international mentoring experts at 
my table turned to me and said, “Isn’t the speaker 
referring to coaching and not mentoring?”

Some of the published documents purporting 
to distinguish between mentoring, coaching and 
therapy often use models of each that seem outdated, 
stereotyped, uninformed or exaggerated just to 
strengthen their own perspective. To make matters 
more confusing a few well-known coaching sources 
have chimed in on the answer to this question, and, 
surprisingly, have in many cases actually reversed the 
characteristics associated with each.

MENTOR AND MIRACLE ARE NOT THE SAME 
The coaching industry is not the only area forging 

new ground or transcending the boundaries associated 
with traditional mentoring. Michael Garringer (2011), 
advisor to the National Mentoring Center (NMC), 
noted that the effectiveness of formal mentoring with 
some youth populations has led to the application of 
mentoring with “higher-risk youth” such as children 
of incarcerated parents, gang-involved youth, 

homeless youth, youth who have suffered abuse and 
trauma, teenagers in juvenile detention, children and 
adolescents with disabilities, and most recently, youth 
who have been victims of sex trafficking. In some 
cases the expectation is that mentors would be able 
to bring about behavioural changes usually associated 
with the intervention of therapists, supervisors, 
probation officers, case workers, teachers, and child 
care workers.

Similar high expectations have been expressed by 
adult visitors to our website who complete our Find 
a Mentor form. Many of the requests for mentors 
are accompanied by goals that typically include a 
desire for immediate results. In many cases we refer 
the Find a Mentor applicants to coaching services 
such as The Coach Connection or individual coaches 
who are members of the Peer Resources Network in 
order to help them sort out their goals, increase their 
own creativity in their search for results, make the 
changes they want to make, and achieve the results 
they desire.

THE FOUR PILLARS OF INFORMAL MENTORING 
Many of the confusions associated with the 

distinctions between mentoring and coaching have 
arisen because more and more mentor leaders adopt 
and transfer the principals associated with informal 
mentoring. Informal mentoring has had such a 
powerful and memorable way of being with another 
person that it seems like a “slam dunk” to apply these 
principles to formal mentoring schemes. This transfer 
from informal to formal has been made to appear 
easier as experts have attempted to distill the elements 
associated with successful informal mentoring and 
adapted, adjusted or just plain “plunked them down” 
on formal mentoring program requirements.

In many cases this transfer has been highly 
successful, yet there are certain elements that 
contribute to the effectiveness of informal mentoring 
that are yet to be fully captured by formal mentoring 
schemes. They can occur, and leaders of formal 
mentoring programs may do their best to facilitate 
them, but they are often more subject to factors 
beyond the control of the program design.

The details of the Four Pillars that follow and 
the examples I’m going to share near the end of this 
article about particular outcomes that I believe are 
primarily associated with mentoring, are not exclusive 
to mentoring; and I’m sure that many, if not all, my 
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as a teacher, guide, catalyst, role model or any of 
the other dozen roles that have been enumerated, the 
key factor as to whether there is a transmission of 
knowledge or wisdom depends on the quality of the 
relationship.

And while the quality of the relationship may need 
time to develop, there are innumerable examples 
where such a relationship develops instantly. In 
addition, there are many times when the mentoring 
relationship can occur without ever having physically 
met or had a conversation with the other person. This 
is why so many people can have a mentoring impact, 
that is, provide lessons for others that last a lifetime, 
without actually knowing each other.

Certainly, factors such as trust, rapport, and caring 
(and a sense of humour) are important in any helping 
relationship, particularly to ensure effectiveness 
in today’s formal mentoring programs, but such 
factors are not relevant in many informal mentoring 
relationships because the quality of the mentoring 
connection is based on a spiritual relationship. I’m 
not referring to a cognitive or intellectual connection, 
but instead to something beyond cognition, often 
something that is beyond memory, and resides more 
in a higher level of consciousness—a spiritual memory.

MENTORING IS ABOUT PAYING IT FORWARD 
Almost every person who has been involved 

in an effective mentoring relationship perceives 
mentoring as a gift, and they often demonstrate their 
appreciation and gratitude by passing on some aspect 
of their mentoring experience to others. Whether it is 
the life lesson, a particular piece of wisdom, a way of 
being, or the desire to act as a mentor to others, the 
gift is more often than not passed on to others.

This experience of paying it forward, and 
particularly the willingness to act as a mentor to 
others, is one of the most powerful reasons that 
mentoring has continued to grow exponentially 
throughout society. William Gray, founder and 
president of Corporate Mentoring Solutions,  a British 
Columbia-based mentoring consulting firm, was 
among the first to recognize that the “The protégés 
of today are the mentors of tomorrow.”

While the following anecdote about the gift of 
mentoring and paying it forward may be unusual, it 
demonstrates the unexpected outcomes and influence 
of mentoring.

A high school math teacher in Seattle, Washington 

coaching colleagues would hope that their work as 
coaches would result in similar outcomes.

As an introduction to the real life examples at the end 
of this article, I thought I’d identify the four elements 
that I believe distinguish mentoring from coaching. 
These four characteristics are derived primarily from 
my personal and professional experience as a mentor 
and as a recipient of mentoring, and they reflect an 
evolution of my learning since I proposed the original 
list of 10 distinctions back in 1999.

MENTORING IS ABOUT LESSONS FOR LIFE 
Simply put, I believe that mentoring has to do with 

learning something that you might not have learned 
on your own or possibly might have taken you much 
longer to learn on your own. While some mentoring 
connections are initiated today to achieve short-term 
performance or behaviour changes (or there is an 
expectation that such changes will be the primary 
outcome), the historical and predominant element 
associated with mentoring is the influence it has on 
spiritual growth and development. I’m not referring 
to religion here, but instead to higher consciousness, 
character values, and a way of being in the world.

I’m also not referring to specific life skills or tasks 
to accomplish as soon as possible, but instead I’m 
referring to spiritual input that enables a person to 
discover, practice, and master his or her own way of 
integrating the mentor’s lesson into action (Zukav, 
2010). And there may be times when such action 
might take place years after the contact with the 
mentor has been completed or ended. It’s almost as 
if the life lesson lay dormant in consciousness until a 
particular circumstance or opportunity appears.

This delayed response is why so many people can 
vividly recall certain individuals from their past and 
recite almost word for word a particularly influential 
dialogue. A common thread associated with this 
delayed response is that most people did not recognize 
or call the person a ‘mentor’ at the time of the actual 
interaction. Yet, years may have gone by before they 
realize they were, at the time, in the presence of a 
mentor that had an influence on their spiritual being.

MENTORING IS ABOUT RELATIONSHIPS
The essence of any mentoring relationship is the 

relationship itself. It is the relationship that determines 
whether anything of value is transferred between the 
mentor and the partner. Whether the mentor acts 
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was gathering his materials at the end of the school 
day as he prepared to leave for home. Appearing at 
his classroom door was a former student who had 
since become one of the most highly successful dot-
com entrepreneurs in the computer software industry. 
They both recognized each other immediately, and 
embraced while expressing great appreciation for 
seeing each other again.

The dot-com entrepreneur stated that he recalled 
during his days in that high school math class that 
his mentor had talked about how much he wanted to 
have a real sports car, but couldn’t really afford one 
on his teacher’s salary.

The former student handed his mentor a set of 
keys and said, “Look out the window.”

There, sitting in the parking lot, was a brand 
new Porche sports car with a ribbon on top. “Your 
encouragement and unwillingness to give up on me 
had such a powerful impact on my life that I wanted 
to find a way to make your dreams come true as 
well. I hope you like it,” said the entrepreneur to his 
mentor.

The mentor was stunned. The generosity and 
thoughtfulness of the gift was extraordinary, but 
he also was stunned to learn that the impact of his 
mentoring, which seemed so much a part of his way 
of being, had played such a significant role in the life 
of his former student.

Then, he remembered that back in the days when 
the entrepreneur was a student in his class the math 
teacher had also talked about how he and his wife 
wanted to have a baby. He looked at his former 
student and said, “Should I be calling my wife and 
finding out what you’ve left at my house?”

The pay it forward pillar is also one of the primary 
reasons that more formal mentoring programs have 
been initiated in so many communities around the 
world. Initially fueled by successful adults recalling 
an individual from the past that had a significant 
positive impact on their life direction and choices, 
these formal programs have been initiated to re-create 
or provide similar experiences for children, teens and 
young adults. Whether these formal programs will 
act as a catalyst for participants who will be just as 
eager to pay it forward is not clear at this time.

MENTORING IS ABOUT MUTUALITY
Most effective mentoring relationships grow and 

develop in a way that maximizes the exchange 

of value between both parties. Typically, the 
relationship begins with the mentor taking the 
lead and the partner responding to the mentor’s 
questions or comments. As the relationship develops 
it is characterized by a relatively equal exchange of 
questions and comments; and, as it grows further, 
an effective mentoring relationship evolves with the 
partner taking the lead and acting as a mentor to 
his or her mentor. Eventually, an observer would be 
unable to determine which person was the partner 
and which person was the mentor.

This mutual exchange is neither unique to nor 
exclusive to mentoring. Such exchanges are often at 
the core of other forms of helping such as Re-evaluation 
Counseling, Peer Mentoring Groups, mutual aid or 
self-help groups, Mutual Aid Counselling (developed 
by one of my mentors R. Vance Peavy) and various 
training activities where practitioners take turns 
acting in the practitioner and client roles.

This pillar of mutuality is also commonly found 
to exist in many kinds of relationships and has 
been called The Law of Reciprocity which has been 
described by many authors including my favourite, 
Robert Cialdini (1993). It is also known as the 
Golden Rule of “Do unto others as you would have 
others do unto you.”
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Best Advice from a Mentor
I’m sure it is not his original thought, but I always remember it when life takes a turn for the worse. 

“Life is 10% what happens to you and 90% how you respond.”

~Submitted by Karen A.



What is the International 
Mentoring Association?
The IMA is a worldwide leader in mentoring. The IMA is an association of mentoring professionals, practitioners, and 
leaders. The IMA believes that every person’s fullest potential is realized through a mentoring relationship, and the IMA 
provides the leadership, services, and opportunities to make this vision a reality. The IMA provides a host of leadership 
services to the mentoring community, in general, and to IMA members, in specific. 

Current Leadership Services to the 

Mentoring Field
Membership
The IMA provides various levels of membership, from student and individual memberships to corporate and 
organizational memberships. Not only does membership provide discount rates on international conferences but also 
provides access to all content and articles on the IMA website. Members can participate in the services described 
below.

Mentoring Program Accreditation
The International Mentoring Association (IMA) provides accreditation of mentoring programs to recognize programs 
that meet our rigorous mentoring program standards. Accreditation provides program leadership with an external 
review of their program design and implementation, rewards program management and participants for their 
commitment to personal and professional growth, and improves the credentials of program participants. The IMA 
board of directors also offers specific advantages to accredited programs, including international recognition and the 
use of IMA accreditation logos. 

Consultant Certification
The IMA recognizes consultants and trainers who are able to help mentoring programs meet the IMA’s rigorous 
standards. Certification assures program leaders that the IMA has vetted the consultant for excellence. With this 
experience-based certification, consultants (and consulting companies) demonstrate that they are among the best.

Publication
The International Mentoring Association accepts manuscripts and manuscript proposals from IMA members. We 
welcome any and all submissions with the potential to promote and enhance the field of mentoring. Authors receive 
royalty payments that are more generous than major publishing companies, and authors retain all copyrights. 
Publications are sold through a wide variety of channels, on- and off-line.

International Conference
Join us for annual our international conferences where we bring together experts, leaders, and practitioners in 
mentoring. Next conference: March 12 – 14, 2014. http://mentoringassociation.org/ima-2014-conference/
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