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INS IDE THIS  ISSUE : 

What is mentoring? Mentoring is not “the good old boy” system. In “the 
good old boy” system a businessman selects an heir and “grooms” him for 
ascension to the throne. The objective is to reproduce yourself in the next 
generation. If this is your view of mentoring, cast it out.  

The idea of mentoring is not new. Mentor was a character in Homer’s Odys-
sey. As a friend of King Odysseus, Mentor was given the job of teaching and 
caring for Telemachus, the king’s son.  

Mentor may have provided the name, but the concept had been around for a 
long time. Examples of mentoring are found throughout the text of the Bi-
ble. The first example is found in Genesis; God is mentoring Adam. Moses 
mentored Joshua. Elijah mentored Elisha. Barnabas mentored Mark and 
Paul. Biblical examples of mentoring are not exclusive to men; Naomi men-
tored Ruth, and Elizabeth mentored Mary. Jesus mentored the twelve disci-
ples.  

In medieval Europe, mentoring was the primary vehicle for passing values, 
ideas, and skills along to the next generation. The whole idea of trade ap-
prenticeships was simply a formalized method of mentoring.  

Today’s business is in need of a resurgence of strong mentoring systems. 
Discouraged and disgruntled employees hop from one company to the next 
looking for a job that is intellectually stimulating, fun, and economically 
rewarding.  

This job hopping costs American business millions of dollars in training 
costs, and lost momentum. Job hopping employees need time to be absorbed 
into a new corporate culture before they become strong contributing mem-
bers of the new team. About the time they start making solid contributions 
they get restless and move on to another “greener” pasture.  

(Continued on page 2) 
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Nothing will stop some em-
ployees from job hopping, but 
a strong mentoring system can 
reduce turnover by increasing 
job satisfaction and productiv-
ity among current employees.  

As a leader, manager, or pro-
fessional you must understand 
that mentoring is a strategic 
choice. A good mentoring sys-
tem does not happen by 
chance. You must take care to 
create a mentoring system, nur-
ture it, and build it into the cul-
ture of your organization. Men-
toring must become a part of 
the weave of the fabric of your 
corporate culture.  

If you are not willing to do 
whatever is necessary to create 
and protect an environment 
where mentoring can exist, 
then you would be better off 
not to start.  

(Continued from page 1) THE MENTORING 
RELATIONSHIP  

Webster’s New Collegiate Dic-
tionary defines mentor as, “a 
trusted counselor or guide, a 
coach, a tutor.” The phrase “a 
trusted counselor” is key. It 
defines the relationship be-
tween mentor and mentee as 
one in which there is a bond of 
trust. Also, a “counselor’s” role 
is to provide guidance—not 
remold the mentee into their 
likeness. 

The relationship between men-
tor and mentee is similar to that 
between a teacher and student. 
A teacher seeks to educate a 
group of students. A teacher is 
judged successful if they can 
impart knowledge to the stu-
dent. The student “trusts” that 
they are receiving accurate and 
timely in- formation.  

As a mentee you should look 
for a mentor who:  

 Is someone you can admire.  

 Is someone who believes in 
the importance of people.  

 Is someone who believes in 
and is committed to the men-
toring relationship.  

 Is someone who has a posi-
tive outlook.  

 Is someone who can provide 
experience, perspective, and 
guidance.  

As a mentor you should look 
for a mentee who:  

 Is someone who is willing, 
and teachable.  

 Is someone who can apply 
what they are learning.  

 Is someone who is committed 
to the mentoring relationship.  

 Is someone who will respect 
you as a mentor.  

 Is someone who will be ac-
countable.  

These ten points can be sum-
marized as mutual respect, 
whole-hearted commitment to 
each other, the willingness to 
teach, the willingness to learn, 
and accountability.  

(Continued on page 3) 

ness community.  

Questions: If there is a spe-
cific question or subject you 
would like to see addressed 
in a future issue please email 
editor@wheat-chaff.org.  

Quotations: Unless otherwise 
noted all Bible verses are 
from the NIV 
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ATTRIBUTES OF A 
MENTOR  

A mentor must have toughness, 
compassion, integrity, wisdom, 
motivation, and perseverance.  

1. Toughness 
A mentor needs to be able to 
balance toughness with compas-
sion. You must be honest and 
direct in your dealings with your 
mentee. Beating around the 
bush, or masking your criticism 
will not get the job done. Stick 
to the old maxim, “praise in pub-
lic, criticize in private.” When 
criticism is due be honest and 
direct, and demonstrate uncondi-
tional love and acceptance. Criti-
cize the action not the person.  

2. Integrity 
A mentor needs integrity. A 
mentee is like a sponge. They 
will follow what you do more 
than what you say, so you must 
“talk the walk, and walk the 
talk.”  

Do you have employees? Do 
you want them to be honest with 
you, and in their dealings with 
your customers? If the answer is 
“yes,” then you must demon-
strate honesty in your business 
life. If you use business assets 
for personal use, expect employ-
ees to do the same. If you make 
a mistake and lie to cover it up, 
expect employees to do the 
same. If you take advantage of 

(Continued from page 2) an employee, expect employees 
to take advantage of you.  

3. Wisdom 
A mentor needs wisdom. Be-
yond experience itself, the men-
tor needs to have wisdom to see 
the implications of today’s deci-
sion projected into the mentee’s 
future.  

There is an old Greek proverb of 
a man confronted by a lad with a 
bird behind his back. The boy 
asked if the bird was alive or 
dead and the man said, “I know 
not whether the bird is alive or 
dead, but one thing is for sure, 
it’s life is in your hands.” The 
mentee’s life is in your hands.  

Stress and adversity are a part of 
everyday business life. It takes 
wisdom to make the right 
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choices when under great stress 
or in the face of adversity. As a 
mentor you need to be able to 
make tough decisions. More im-
portantly, you will also need to 
teach the mentee how to make 
the tough decisions.  

4. Motivate 
A mentor needs to be able to 
motivate the mentee. Barnabas 
provides an excellent model. His 
name means “son of encourage-
ment,” and he was able to moti-
vate others by constantly encour-
aging them in their own endeav-
ors. Barnabas put aside his own 
needs for the needs of others; he 
risked his credibility by sponsor-
ing Paul, and again as he men-
tored Mark. How many of us 
wouldn’t love to work for a boss 
who stood up for us in our fail-
ure, who worked to help us over-

Words to Ponder 

“One thing I know; the only 
ones among you who will be 
really happy are those who will 
have sought and found how to 
serve.”  Albert Schweitzer 

“The ultimate leader is not afraid 
to develop people to the point 
they surpass him or her in 
knowledge and ability.” Fred A. 
Manske, Jr.  

“We must open the doors of op-
portunity. But we must also 
equip our people to walk 
through those doors.” Lyndon B. 
Johnson  

“We make a living by what we 
get, we make a life by what we 
give.” Winston Churchill 

“Setting an example is not the 
main means of influencing an-
other, it is the only means.” Al-
bert Einstein  

“A good coach will make his 
players see what they can be-
come rather than what they are.” 
Ara Parseghian  

“People seldom improve when 
they have no other model but 
themselves to copy.” Oliver 
Goldsmith  
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come our weaknesses, or helped 
us build our strengths? As a 
mentor you will have the oppor-
tunity to provide this kind of 
motivation to the mentee.  

5. Perseverance 
A mentor needs perseverance. 
Where would we be today 
without the perseverance of 
Christ? Not only did He pro-
vide a legacy in the form of the 
apostles, but He paid the ulti-
mate price for His persever-
ance; death by crucifixion.  

The idea of mentoring is not a 
popular one in American busi-
ness. Some businesses encour-
age, and in fact, expect a re-
sults oriented mentality that 
teaches the ends usually justify 
the means. Understand going in 
that there will be those who 
oppose mentoring. Whether 
you mentor an individual or 
establish a corporate mentoring 
program, there is likely to be 
criticism. For these critics con-
sider Proverbs 15:1, “A gentle 
answer turns away wrath, but a 
harsh word stirs up anger.”  

GROWTH 
THROUGH  
FAILURE  

Think of times when you 
“grew” personally, or in busi-
ness. Chances are the growth 
came through the experience of 
failure. Failure has value when 
growth occurs.  

(Continued from page 3) Sometimes the easiest thing a 
mentor can do is to “save” the 
mentee; to try to keep them 
from falling into life’s pot-
holes. This is also often the 
worst thing a mentor can do. 
Remember, the mentor’s role is 
to offer guidance and counsel, 
not to take over the life of the 
mentee. If you are the mentee 
remember, these “tough times” 
are your opportunities for the 
greatest personal 
growth. Consider 
Psalm 31 :24 
( E S V ) ,  “ B e 
strong, and let 
your heart take 
courage, all you 
who wait for the 
LORD!” 

Jesus let the dis-
ciples fail on 
many occasions. 
He could easily 
have “saved” 
them but he did-
n’t. He let failure 
work in their 
lives to build them up. There is 
a remarkable transformation in 
the life of Peter that is worth 
examining:  

A prideful Peter refused to let 
Jesus wash his feet until he 
found out what the conse-
quences were, then he wanted 
Jesus to give him a bath!  

Peter’s boldness was demon-
strated when he walked on the 
water to meet Jesus. But  
when the winds stirred and Pe-

ter began to sink, Jesus reached 
out to Peter and helped him 
(Matthew 14:25-31). Knowing 
that Peter would sink Jesus 
could have easily kept Peter 
from trying to come to Him but 
He did not. Instead, Jesus en-
couraged Peter to try. And im-
portantly, Jesus was there for 
Peter when he needed help.  

A few days later Peter’s bold-
ness is demon-
strated again 
when he vows to 
die with Jesus. 
But Jesus knew 
better. A few 
hours later not 
only does Peter 
fail to stay 
awake while Je-
sus prays, but he 
a ls o  den ies 
knowing Jesus 
three times! At 
the moment of 
the third denial 
Jesus turned and 
looked at Peter. 

Imagine what Peter must have 
felt at that moment when, “he 
went out and wept bit-
terly” (Luke 22:62) ?  

Despite this denial, Peter was 
restored by Jesus after His res-
urrection. Peter goes on to be a 
leader and spokesman for the 
apostles. He performed many 
miracles, and went on missions 
to Jerusalem, Palestine, Syria, 
and Rome. It was in Rome that 
Peter was martyred; death by 

(Continued on page 5) 
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“The mentoring rela-

tionship can be sum-

marized as mutual re-

spect, wholehearted 

commitment to each 

other, the willingness 

to teach, the willing-

ness to learn, and ac-

countability.” 
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crucifixion. The only disciple 
to deny Christ became the man 
who had the strength to die for 
Him.  

In Peter’s case failure led to 
growth. As a mentor you will 
see failure. The mentor’s job is 
to help the mentee grow 
through the failure.  

GETTING 
STARTED  

The best mentor/mentee rela-
tionships are often those that 
occur naturally. But if you 
want to get some relationships 
started by creating a more for-
mal mentoring program in your 
organization, here are six steps 
to get you started:  

1. Commitment  
Demonstrate by your words 
and deeds that this is not a 
“program of the month,” but a 
strategic choice made to build 
the performance of employees.  

2. Openness  
Make the program open to eve-
ryone. Everyone may benefit 
from a mentoring program as a 
mentee. Where would Peter 
have been if Jesus had denied 
him?  

As for mentors, it may be ap-
propriate to have mentors who 
have a minimum experience 
level, or job ranking. A new 
employee, or one that is strug-

(Continued from page 4) gling to maintain minimum job 
standards of their own, is not a 
good role model for a mentee.  

3. Set expectations  
Make it clear that participation 
in the mentoring program is to 
be taken very seriously. Partici-
pation should not be construed 
as a means to advancing a ca-
reer. Mentoring relationships 
are highly confidential, and 
should not be compromised in 
anyway.  

4. Establish pairs  
Mentor/mentee pairs are best 
made naturally. Ask potential 
participants if there are people 
with whom they would like to 
be paired. For those who do not 
have a preference, pairings can 
best be accomplished by an in-
dependent group designated 
just for this function. Pairs can 
be made by the group and dis-
cussed with the supervisors of 
the people involved, and even-
tually, with the individuals 
themselves.  

5. Training  
Since the idea of mentoring or 
being a mentee is new to many 
employees, some training is in 
order. Whether formal or infor-
mal, find a way to let people 
know what is expected from 
the mentor/mentee relationship, 
and how to get started. One 
way to get the relationships 
going is to encourage regularly 
scheduled meetings between 
the mentor and the mentee, 
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perhaps the first Monday of 
every month for breakfast.  

6. Monitoring  
Be careful! If people feel that 
their relationships are being 
monitored or graded in any 
way, the program is doomed to 
failure. If yours is a large or-
ganization you may want to let 
your personnel manager (or 
other qualified person), provide 
for ongoing training to help 
develop the relationships. But 
again, avoid anything that 
looks like “big brother is 
watching.” 

One Final Thought 

Building a mentoring system 
will not be an easy task. It will 
require careful thought and deli-
cate nurturing. But if you suc-
ceed you will have happier, 
more productive employees and 
managers.  

Jesus’ model of mentoring with 
the disciples included teaching, 
and demonstration by example, 
followed by allowing the disci-
ples to go out on their own. Je-
sus set an example for the disci-
ples and promised a blessing on 
us for doing as He did, “For I 
have given you an example, that 
you also should do just as I have 
done to you. If you know these 
things, blessed are you if you do 
them.” John 13:15, 17 (ESV). 

Do as Jesus did; be a mentor. 
Encourage someone else to do 
works greater than yours.  
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Mentoring is as old as the earliest 
characters in the Bible. Over the cen-
turies it has been referred to as disci-
pleship, apprenticeship, and coach-
ing. For many cultures, mentoring 
was the preferred method of passing 
down knowledge and skills from one 
generation to another. 

Establishing robust mentoring pro-
grams in your organization has many 
benefits that far outweigh the associ-
ated costs: reduced personnel turn-
over, decreased absences, increased 
job satisfaction, increased loyalty, 
increased productivity, and increased 
engagement.  

The following six-steps will help 
you get a mentoring program off to a 
solid start: 

 Commitment. A mentoring pro-

gram is a strategic choice. 

 Openness. Make the program 
open and available to everyone in 
the organization. 

 Set expectations. Participation in 
a mentoring relationship is to be 
taken seriously. 

 Establish pairs. Mentor/mentee 
relationships may evolve natu-
rally, but you may need to pro-
vide help for some people. 

 Training. Formal as well as infor-
mal training may be needed, es-
pecially when the mentoring pro-
gram is launched. 

 Monitoring. Do not make it seem 
like big brother is watching, but 
you should have a system to 
make sure mentoring relation-
ships are meeting needs. 


