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How to Make Mentoring Work 

Dr. Tyrone A. Holmes, Ed.D. - President - T.A.H. Performance Consultants, LLC 

www.DrTyroneHolmes.com - doctorholmes@sbcglobal.net  

480-822-0969 (call or text) 

Mentoring Defined 
 

A series of conversations between a mentor and a protégé that is designed to enhance the 

protégé’s overall development. It facilitates the development of skills, networks and resources 

crucial to the protégés professional success.  

Mentoring vs. Coaching 

 

 COACHING MENTORING 

Primary Purpose 
To improve current job 

performance. 
To facilitate the professional 
development of the protégé. 

Timeframe Short-Term Long-Term 

Coach/Mentor Role 

To provide positive and 
constructive feedback 
regarding current job 

performance. 

To be a role model, make 
suggestions, provide support 

and facilitate the 
development of networks on 

part of the protégé. 

Responsibility 
Primary responsibility lies 

with the coach who directs 
the learning and instruction. 

Primary responsibility lies 
with the protégé who sets 

the direction for the 
mentoring relationship.   

Relationship 
The coach is generally the 

individual’s direct supervisor. 
The mentor is usually not the 
protégé’s direct supervisor. 

Participation Involuntary Voluntary 
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Types of Mentoring 
 

Mentoring can take several forms including group mentoring, informal mentoring and peer-to-

peer mentoring. 

Formal vs. Informal Mentoring 

 

FORMAL MENTORING INFORMAL MENTORING 

The mentor and protégé are paired prior to 
implementation of the mentoring program by 

a third party. 

The mentoring relationship develops 
naturally without the intervention of a third 

party. 

There is a specific timeframe set for the 
duration of the mentoring relationship (e.g., 

one year). 

There is no set timeframe for the duration of 
the mentoring relationship. It will last as long 

as the mentor and protégé want it to. 

 
The Benefits of Mentoring for Mentors and Protégés 

 
Benefits for Mentors 

 Improved communication and ‘people development’ skills. 

 The ability to leave a mark on the organization and profession. 

 New connections with other parts of the organization. 

 The ability to gain a new perspective on the work. 

 Reward through the formal performance management process. 

 Personal fulfillment and the satisfaction of helping others. 

 
Benefits for Protégés 

 Increased likelihood of personal and professional success. 

 Greater awareness of organizational politics and culture. 

 Enlarged personal and professional network. 

 Improved job satisfaction.  

 Increased commitment to the organization (i.e., increased engagement). 

 Greater opportunity to enhance professional skills. 
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The 4 Characteristics of a Successful Mentoring Program 

 
1. There is top management support and commitment in terms of financial and time resources. 

2. There are well-respected organizational leaders who are willing and able to serve as mentors 

on both a formal and informal basis. 

3. There are high potential employees that are eager to serve as protégés. 

4. There is a specific strategy for mentoring program implementation which includes: 

a. Mentoring program goals (e.g., reduce turnover, improve mentoring and diversity 

mentoring rate, increase staff diversity percentage, reduce bias, increase employee 

engagement, enhance diversity promotion rate, improve organizational communication) 

b. A strategy for selecting mentors and protégés. 

c. A strategy for pairing mentors and protégés. 

d. A strategy for helping mentors and protégés develop the skills and knowledge they need 

to make the program successful. 

e. A strategy for mentoring program implementation (e.g., how will the mentor and protégé 

meet, how often will they meet, for how long, how long will the mentoring program last, 

what should they discuss, how will you evaluate the program, how will you collect 

feedback from the participants?). 

 
10 Keys to Developing a Successful Mentoring Relationship 

 
1. The mentor should not be the direct supervisor of the protégé. 

2. Both the mentor and protégé should come to the process voluntarily. 

3. The protégé must take primary responsibility for the success of the process. 

4. The protégé must determine what he or she wants to gain from the process and 

communicate this to the mentor (e.g., be ready for promotion within 2 years, be ready for 

a specific work assignment within 1 year, become more effective a facilitating a 
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presentation, understand how to effectively navigate office politics, develop better work/life 

balance, become more effective at delegation, complete a formal educational program, 

discuss how to handle specific problems that arise). 

5. The protégé and mentor must agree upon what role(s) the mentor will play. 

6. The protégé and mentor must determine how they will structure the interaction (e.g., 

frequency and duration of meetings). 

7. The protégé and mentor must work on developing a trusting relationship with two-way 

communication. 

8. The protégé and mentor should informally evaluate the mentoring relationship on an 

ongoing basis. 

9. The mentor must make himself/herself available to the protégé on a consistent basis. 

10. The protégé and mentor must recognize the temporary nature of the relationship. 

 
 
 
 
 
 
 
 

Dr. Tyrone A. Holmes, Ed.D. 

Dr. Tyrone Holmes is a professional speaker, consultant and coach who has spent more 

than two decades teaching thousands of people to build powerful relationships in diverse settings. 

He has facilitated over 1,500 live and virtual presentations that have taught participants to reduce 

the “noise” in their lives, to effectively communicate their messages, to connect with diverse 

audiences and groups, and to reduce the negative impact of unconscious bias. Dr. Holmes served 

as a full-time faculty member at Eastern Michigan University in the Department of Leadership and 

Counseling, and at Wayne State University in the Department of Theoretical and Behavioral 

Foundations. He is also a Past President of the Arizona Chapter of the National Speakers 

Association. Dr. Holmes was awarded the designation of eSpeakers Certified Virtual Presenter and 

most recently, Certified Virtual Host. 


