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Challenges and Opportunities Today



Plan for Today’s Webinar

1. Whymentoring?
2. Weknowcoachingand sponsorshipare important…sowhatgets in

theway?
3. Thepowerofmentoringmoments
4. Three strategies formakingmentoringmore intentional atwork



Why Mentoring?

• Contributes tomany success indicators

• Benefits forboth thementeeandmentor

• Recruit, retain, andhelp thrive…



Audience Poll: What does your company offer?

A. Formalmentoring, which is great!
B. Formalmentoring, but there is still roomto improve thementoringpeoplearegettingoutof it

C. EmployeeResourceGroups that focusonmentoring

D. Mycompanydoesnotoffer this; I usemyprofessional orgs instead



What Kind?

According toCatalyst, “Sponsors areadvocates inpositionsof authoritywhouse their influence
intentionally tohelpothers advance, whilementorsprovideadvice, feedback, andcoaching.”

Seehttp://www.catalyst.org/knowledge/topics/sponsorshipmentoring

COACH SPONSOR

http://www.catalyst.org/knowledge/topics/sponsorshipmentoring


Both Coaching and Sponsorship Help People to 
Advance. . . and the Organizations Too

SeeRightManagement–ReportbasedonExecutivesat600 firms

http://www.right.com/wps/wcm/right-us-en/microsites/talent-shortage-survey-2105



So What Gets in the Way? And How do We Overcome 
Barriers?



Audience Poll: What gets in the way of mentoring at 
work?
• Time. Notenough timebuilt in for this atwork.
• Lackof formal structureorprograms, or infrastructure toprovide thementoring toasmanyasneed
orwant it

• Peopledonot knowhowto takeadvantageof thementoring that is available

• Peoplewhocouldprovidementoringdonot knowhowtomaximize their impact asamentor (coach
or sponsor)



One Barrier to Coaching: Imagine the Situation....

• Sarah isMark’smentor.
• Sarahknows thatMarkneeds to improvehis
public speaking/capacity to leadmeetings in
order tomoveup.

• Mark is sensitive to feedback;hewas telling
Sarahhowdifficult his current supervisory
relationship is rightnow.



Why Feedback is Difficult

Toprovide…
Research: Peopleworryabout lookingbiased, 
maygloss-over, or focuspurelyon theproblems, 
ormiss the timing

Tohear…
Research: peopledon’t reallywant feedbackor
cringewhen they receive it

See“Thanks for theFeedback” byStoneandHeen (2014)



Strategies for Improved Coaching

• Mentorsor Supervisors
• Clarify that feedback is intended to
help theperson togrow

• If a formalprogram, includeanexplicit
discussionof feedback

• Remember togive feedbackon
performanceANDbrainstorm
strategies to improve skills

• Ask, whenandhow is feedbackhelpful
tohear

• Mentees
• Ask for feedback, andwhereappropriate
provide insight intowhenandhow
feedbackwouldbemost valuable

• Showthat youcan take in feedback, even if
not immediately, thenasa follow-up

• Wherenecessary, ask for an illustrationor
exampleofhowtoworkon that skill



Audience Brainstorm: Additional Strategies

• Usingyour textbox, please shareadditional strategiesabout improving the feedbackprocessor
ways to improve feedback in coaching formsofmentoring



One Barrier to Sponsorship. Imagine This Situation....

• Jennifer and Johnknoweachother casually at thegym.
• Jennifer’s sister ismoving to town.
• Johnworksat ExcellentTechnologyCompany. 



What is at Stake?

• The recommender’s reputation
• Theseeker’s reputation
• Theproject

• Moraleofothers

• Resourcesat theorganization



Strategies for Improved Sponsorship

• Sponsorsor Supervisors
• Clarifywhen thereare
opportunities sonewerpeople can
see themmore readily

• In formalprograms, includean
explicit discussionof sponsorship.

• Thinkaboutwhoyouwould
recommend/nominate–andhow
topush for greater coaching to
improve thenumber/diversityof
whocanbesponsored

• Mentees
• Ask for clarificationofwaysyoucanshow
that youare ready for thenext challenge

• Talk topeers aboutwhothe sponsors are, 
andhow it is likely togetnoticed for your
goodwork. 



Intentional Mentoring Means Deliberately Stringing 
Together Mentoring Moments



Mentoring Moments: When?

• Walkingdownthehallway

• In ameeting

• Talking toyour supervisor/supervisee toplan forameeting

• Anemail exchange

Don’t overlookopportunities…andhelp individuals to seewhere theopportunities areavailable inand
outof theorganization.



Final Tips: Mentees

• Ask for feedback. Identifyagrowthopportunityandways to trackprogress.
• Beawareof timedemands

• Don’t just look to formalmentoring. Lookat coffee, beforemeetings, standing in line, email…as
mentoringmoments

• Bespecific andbesensitiveaboutotherpeople’s time.
• Ask themtheir story toget theball rolling.



Final Tips: Organizations

• Takean inventoryof yourmentoring initiatives
• Lookacross thecareer span. Andages.
• Who isparticipating?Who ismissing?

• Is thereaway to make feedback-seekingand feedback-provisionmoredeliberateandconstructive?

• Howdoyouhelpmid-levelmanagers andsenior leadersworkwithentry levelmanagers todevelop
andcoach, so thatmore/diversenamesareavailable tobe sponsored?

• Askyourmanagers aboutbarriers tocoachingand feedback.



Questions for Becky?

Please typeyourquestions in thequestionbox!



Take Away Messages

• Mentoring is so important. Especially coachingand sponsorship.
• Considerwaysyoucreatea cultureof feedback.
• Helppeople toknowyourworkandwhereyouareheaded/cancontributebyasking for feedback
andhowparticular assignmentsdemonstrategrowth

• Don’t overlookmentoringmoments!
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