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Mentoring is an effective means of imparting deep and broad competencies and facilitating lifelong 

learning. Yet traditional mentoring is insufficient for contemporary workplaces and education settings 

that are more multi-cultural, egalitarian, and technology-dependent and seek to expand the benefits of 

mentoring to overlooked and underserved populations, and "reverse" the flow of intellectual capital 

from techno-proficient younger employees to less current senior professionals and managers (Corbett, 

2016; Chaudhuri & Ghosh, 2012; Rolfe, 2014). Outcomes have been mixed as some formal programs 

have failed to ignite the relational "chemistry" that helped to fuel more organic relationships in more 

emergent settings (Blake-Beard, O’Neill & McGowan, 2007; Rolfe, 2014). Some have suffered from too 

much bureaucracy, others from a lack of structure or unrealistic expectations (Kram & Yip, 2014; Darwin 

& Palmer, 2009; Eby, Durley, Evans & Ragins, 2006; Ewing, Freeman, Barrie, Bell, O’Connor, Waugh, & 

Sykes, 2008, Turban & Lee, 2007).  

We propose success emanates from awareness, inclusion, and a transparent and flexible approach that 

both builds on and transcends a system’s unique culture and its participants' specific needs and desires. 

We encourage mentoring stakeholders to think comprehensively and inclusively about “mentoring” and 

to ponder the questions: What if every relationship were a mentoring relationship, and what if everyone 

involved expected every encounter to result in mutual learning for every participant?  

 

Participants will experience a scalable model/process that individuals, groups, and organizations can use 

to improve their ability to mentor and be mentored in the service of creating a mentoring culture and a 

mentoring world that improves lives. Weaving together elements of positive psychology, coaching, 

perspective-taking, praxis orientation, cultural humility, and reflective learning, participants will have 

the opportunity to consider questions of context, culture and identity, assess internal and external 

resources and create self-generating and self-correcting plans to meet ongoing development goals and 

individual, dyad, group, and system levels.  

 

In trios, participants will relate an individual motivated skills/ mentoring story, and experience the 

coaching their partners provide, undertake a process of amplifying of vocabulary around individual skills, 

and reflect on what they have learned and imparted. They will create a group “mural” that depicts their 

resources and current and desired futures. A gallery walk will allow participants to consider the variety 



of mentoring resources inherent to this particular whole system, and how they can enact relevant 

aspects of this in other systems of which they are a part in the present and future.  Participants will 

receive a job aid with a template to help them seek out appropriate resources and track and apply their 

learning to their own chosen settings to raise mentoring consciousness and diffuse the mentoring 

process, including instructions on how to use this process to create a portable and agile mentoring 

culture wherever they go. 

 

                                                                          Agenda 
 
Welcome & Introduction -10 minutes 
 
Mentoring Myth-Busting/Anticipation Guide: In table groups- Considering controversial statements that 
affect the mentoring mindset; full group debrief -15 minutes  
 
Appreciative Inquiry: In pairs/trios: Best incidence of mentoring you have ever experienced from any 
angle - 20 minutes 

A view from the literature: Facilitators will provide a brief overview of the convergences and divergences 
in the mentoring research literature (see above) – 10 minutes 
 
Identification of Resources: Considering the AI above, participants will individually reflect upon their 
own contribution, others’ contribution, and the external resources that supported this experience. In 
trios, using “diversity cards,” they will consult to one another then those pairs/trios will merge and 
consult with another to amplify and articulate specific resources, culminating in the beginnings of a 
graffiti wall depicting those resources - 55 minutes 

Ideal Mentoring Milieu: The group will engage in a guided visualization where they imagine in detail 
their individual ideal mentoring milieu. They will then articulate needs to chart and create guiding 
principles and possible next steps and add these to their posters - 20 minutes 
 
Gallery Walk: Participants will take turns interpreting the mural they created - 10 minutes 
 
Wrap Up and Action Planning: Participants will affirm learning come up with next steps. (We will provide 
a job aid with template)  - 15 minutes 
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