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Abstract 

The word "mentor" has come into English from the Greek. In western myth, legend and history there are numerous examples 

of mentor -mentee relationship: Socrates and Plato; Plato and Aristotle; Haydn and Beethoven; Freud and .lung. The list can be 

extended to the modern day and intothe corporate world: Freddie Laker and Richard Branson; Peter Dundee and JoanCollins; 

Warren Bennis and Howard Shultz. The parampara (tradition) of Guru and Shishya (teacher and pupil) is as old as Indian 

civilization. The kings and chieftains of earlier days in fact followed the practice of having their heirs grow to maturity and 

wisdom. Mentoring can be defined as a significant, long-term, beneficial effect on a person's life or style, generally as a result 

of personal, one-to-one contact. A mentor is one who offers knowledge, insight, perspective, or wisdom that is especially 

useful to the other person. Mentoring is a process whereby mentor and mentee work together to discover and develop the 

mentee's latent abilities and to encourage the mentee to acquire knowledge and skills as opportunities and needs arise. (Gordon 

F. Shea 2004). Mentoring is a continuous on-going process to exchange of knowledge.  

Mentoring is essentially about helping the mentee to develop more effectively. It is a relationship designed to build confidence 

and support the mentee so they are able to take control of their own development and work.  

They need to be able to listen and ask questions that will challenge the mentee to identify the course of action they need to take 

in regards to their own development and bring about innovative progress.  

Effective mentorship is one of the most important determinants of success of any organization. It is observed that very few 

gives guidance to mentees for critically important relationships. It is to be understood that virtually how effectively this system 

is implemented. And come to the conclusion that dissatisfaction and problems are common to every relationship, including 

mentorships.  
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Introduction:  

In every organization the productivity of the organization can be measured by the performance of the employee. One of the 

definitions of performance management is provided by Michael Armstrong in his Handbook of Performance Management, 

which carefully and plainly lays out the Armstrong performance management cycle: 

―Performance management is the continuous process of improving performance by setting individual and team goals which are 

aligned to the strategic goals of the organization, planning performance to achieve the goals, reviewing and assessing progress, 

and developing the knowledge, skills and abilities of people.‖ 

A key point here is that performance management is a continuous process — not a once a year activity. Quality performance 

management should, therefore, bring together a number of different, integrated activities to form an ongoing process‖ 

There are a few basic elements involved in building an effective performance management framework, including: 

 Setting Goals 

 Transparent communication and collaboration between the employer and employee 

 Employee recognition and rewards 

 Honest and regular feedback and reviews   

 Employee overall development. 

The word "mentor" has come into English from the Greek. In western myth, legend and history there are numerous examples 

of mentor -mentee relationship: Socrates and Plato; Plato and Aristotle; Haydn and Beethoven; Freud and .lung. The list can be 

extended to the modern day and in to the corporate world: Freddie Laker and Richard Branson; Peter Dundee and Joan Collins; 

Warren Bennis and Howard Shultz. The parampara (tradition) of Guru and Shishya (teacher and pupil) is as old as Indian 

civilization. The kings and chieftains of earlier days in fact followed the practice of having their heirs grow to maturity and 

wisdom. Mentoring can be defined as a significant, long-term, beneficial effect on a person's life or style, generally as a result 

of personal, one-to-one contact. A mentor is one who offers knowledge, insight, perspective, or wisdom that is especially 

useful to the other person. Mentoring is a process whereby mentor and mentee work together to discover and develop the 



Sambodhi 

(UGC Care Journal) 

Copyrightⓒ2021Authors 

ISSN: 2249-6661 

Vol-44, No.-1(III), January-March (2021)  

   88 
 

mentee's latent abilities and to encourage the mentee to acquire knowledge and skills as opportunities and need sarise. (Gordon 

F. Shea 2004). 

Pirkle (2011) defined a mentor as simply a master individual, wiser and more experienced, who guides a new individual 

through the probationary period and who observes and provides instructional support and feedback during the steep learning 

curve. ―The experienced person understands the plight of the new person, so is best able to anticipate obstacles and dilemmas‖ 

(Pirkle, 2011, p. 44). According to Kent, Green, and Feldman (2012), mentoring is not a choice but a responsibility of 

everyone within the organization, because all have a vested interest in the success of the organization. 

Mentoring is not the same as teaching, training, or coaching, and a mentor doesn‘t need to be  a qualified trainer or an expert in 

the role the mentee carries out. They need to be able to listen and ask questions that will challenge the mentee to identify the 

course of action they need to take in regards to their own development. 

Mentoring can develop either spontaneously, based on mutual interests, or be set up institutionally .Mentees benefit from 

multiple mentors to gain exposure to a variety of styles, opinions, and experiences. We focus on the active role a mentee (at 

any level: student, resident, fellow, or junior faculty) might take to promote success in a mentoring relationship. 

One classic definition of mentor is someone of advanced rank or experience who guides, teaches, and develops a novice. 

Mentors in academic medicine can help with day-to-day tasks, such as manuscript editing, or they can help guide more 

substantial decisions, such as career planning. Some mentors are on-site; others are at a distance. 

Mentors are peers, near their mentee‘s level o ftraining; sounding boards who listen to their mentees process a decision; or role 

models who provide inspiration. They provide emotional and career support, facilitate insight and change, and/or help mentees 

avoid burnout. Good mentors value mentoring as part of their professional role and avoid focusing on their own professional 

needs and agendas, instead helping mentees develop theirs. Good mentors take an interest in the mentee, provide both 

professional and personal support, prompt a mentee to take risks, and help open doors to opportunities. Because all mentors 

have different strengths and may not perform all these roles and embody all these qualities, establishing a complement of 

multiple mentors capable of making diverse contributions is useful for mentees. Whereas mentees benefit through their 

personal and professional development, mentors benefit by gaining professional stimulation, personal enrichment, satisfaction, 

and a sense of giving back to their profession. 

The mentee is not an empty vessel receiving the mentor‘s advice and wisdom but, rather, an active participant, shaping the 

relationship. The ideal mentee aspires to self-assessment, receptivity, initiative, responsibility, honesty, and appreciation for his 

or her mentor. One particularly effective way for mentees to get the most out of a mentoring relationship is ―managing up.‖ 

Managing up is a common corporate concept for an employee/supervisor relationship that we believe to be highly applicable to 

mentoring relationships in academic medicine. The principal concept is that the mentee takes ownership of and directs the 

relationship, letting the mentor know what he or she needs and communicating the way his or her mentor prefers. Ideally, a 

motivated mentee manages the work of the relationship by planning and setting the meeting agenda, asking questions, 

listening, completing assigned tasks, and requesting feedback. Managing up makes it easier for a mentor to help a mentee, 

which makes the relationship more satisfying and more successful for both. We focus on initiating and cultivating a mentoring 

relationship, assigned or chosen, from the mentee‘s perspective.  

 

USEFULLNESS OF MENTORING IN PERFORMANCE : 

A mentor is normally someone who has more entrepreneurial business experience and who acts as a trusted confidante over a 

flexible period of time. It is a closer and more meaningful relationship than is seen in coaching. A true mentoring relationship 

is a mutually beneficial learning experience where the mentor shares their personal knowledge and experiences and promotes a 

self-discovery approach. A mentor should:  

 Enhance the skills and values. 

 Provide an outside perspective on both the business owner and their business  

 Listen, confidentially, to the things that are worrying the business owner about their business  

 Provide contacts and networks to further personal and business development  

 Inspire the business owner to realise their potential  

 Provide ongoing support and encouragement 

 Help by sharing their own experience of both failures and successes  

 Give friendly, unbiased support and guidance  

 Provide honest and constructive feedback  

 Be a sounding board for ideas  

 Facilitate decision making by suggesting alternatives based on personal experience  

 You should be prepared to commit to at least two hours a month. We recommend that your mentoring relationship 

usually lasts for about twelve months - this is the time we think it takes to work with your mentee to be able to 

achieve their goals - it might be shorter or longer. Whatever is best for you and your mentee. 

Mentoring Journey: 
 The journey includes: 

 Initial profiling of suitable mentors 

 Working with our partners to recruit suitable mentees, who are local small business owners who have expressed 

interest in being mentored 
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 Mentor and mentee matching 

 The mentoring process (first meeting and sessions) 

 End of relationship 

Mentor and mentee matching 

To begin with you'll complete your profile form. Once completed, the Mentor Manager sits down and takes their time to find 

you a good match. 

Here’s how it works 

1 The Mentor Incharge telephones all of the mentors and mentees. This helps us to see who might get on best. 

2 We look at your interests with the mentee‘s interests, what skills you‘ve both got and what you‘re both hoping to get out of 

it. 

3 Once we‘re happy we‘ve made a good match we‘ll get in touch with you and your new mentee to let you know about the 

other person. We‘ll check you‘re both happy too and then leave it to you to make contact and arrange your first meeting. 

4 We‘ll be in touch again after your first meeting to make sure it went well and answer and questions you have. 

Throughout the process your Mentoring In charge will be on hand to support wherever possible.  

Establishing a Successful Relationship with your Mentee 
Now you have been matched to your mentee, we have a 4 step process to help create an effective relationship. 

1. Draw up a timetable in advance of regularly spaced meetings and establish a set of ground rules to which you will both 

abide. 

2.  Maintain a session log, including session sheets and action plans (all included in this toolkit) which will act as the basis 

for ongoing discussion. 

3. Work towards developing a trusting relationship and establishing a good rapport with your mentee. 

4. Aim at maintaining the relationship for at least 12 sessions and adopt the attitude that over that period you can both benefit 

from it. 

Meetings need to follow a formal agenda, although this does not imply a rigid structure or approach.  Effective 

mentoring meetings provide a sense of purpose and achievement. 

When arranging a meeting with your mentee, please ensure this is in a suitable environment. This could be at a shared meeting 

venue, offices, etc. Ideally out of your clients direct working environment, but a meeting room nearby may be suitable.  

Coffee shops and hotel meeting areas are also suitable places to run mentoring sessions with your client. Whatever works best 

for both parties. It is never a good idea to have mentoring sessions at a home address of either Mentor or Mentee.  

The mentoring process 

This research study will help organizationsin service industries to gain insights about the mentoring strategies and their impact 

on enhancement of performance of the employees.. This study will give me an opportunity to interact with employeesof 

various organizations in selected service industries of IT, ITES industries.Also to know from their point of view, various 

perceptions regarding mentoring strategies. The need and significance of the research study is asfollows - 

1. The findings of the research will be of immediate value to the organizations thathave a mentoring strategy in place as the 

research will throw light on theusefulness of the same.  

2. The model developed after the research will also help to know the factors affecting the performance of the employee with 

respect to mentoring strategies. 

3. The findings of the research will also be useful in utilizing the same in other service industries. 

The Introductory Meeting  

The relationship that evolves over a period of time is crucial to the success of the mentoring journey. Although your mentee 

will control what they get out of the relationship you are the guardian of the relationship because of your experience and 

knowledge.  The first meeting is vital because it will set the tone of the relationship which will, ideally, get off to a swift and 

productive start. 

You will need to let your Mentoring Manager know the date of the meeting, so we can confirm the relationship going forward. 

You might feel a bit nervous about your first meeting but don‘t worry about it, a lot of people do. You might be thinking ‗how 

will we start‘? or ‗what are we going to talk about?‘ 

It‘s a good idea to have a think about your first meeting because it‘s really important. If you get off to a good start, you‘ll find 

everything else much easier. 

So, to get started you could: 

 Make yourselves comfortable, grab a tea or coffee and sit down and get to know each other. 

 Tell your mentee something about yourself; this could include information about both your professional and your 

personal life. Whatever feels right for you. 

 Explain why you got involved in the Mentor Programme, what you think you might be doing and what you both 

might get out of it. 

Remember - if you don‘t hit it off straight away don‘t panic. It takes time to build any relationship and it will get easier the 

more you meet because you‘ll build up trust and get used to each other. 

Again, if you‘re worried about anything after the first meeting just get in touch with us. We‘re here to provide you with all of 

the support you need at those early stages. 

Before the session 
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Before your first Mentoring Session, spend a little time making sure you have all the basic information you need about your 

mentee, including: 

 Contact details 

 Background 

 Any special needs or circumstances 

 Venue for the first meeting 

During the session 

The first session is all about getting the relationship off to a good start by establishing some ground rules and acknowledging 

that the relationship is two-way. It's also the best time to agree what you hope to achieve and share your expectations of one 

another. You will need to mention confidentiality, responsibility, when you would like to meet and for how long, how you‘ll 

keep in touch to arrange other meetings and the best way to remind each other of your meeting. 

As a 'starter for ten' we recommend you cover: 

 Your mentee's ambitions and goals in relation to: 

 particular issues being faced 

 achievements so far and how to build on them 

 realistic expectations 

 scale of priorities 

 areas on which your mentee would find input most useful 

And a few basic essentials: 

 frequency of meetings 

 venue for follow up meetings 

 decision about email and/or telephone contact 

 discussing and signing an agreement 

 confidentiality 

 how you will record progress and issues/targets for further development 

Mentoring Contract 

Once you have had your initial meeting, and agreed to move forward (this can also be covered on the phone if more suitable), a 

Mentoring Contract will need to be signed by both parties. This will be issued and managed by your Mentoring Manager. 

Please ensure you have read and understood the Mentoring Code of Conduct. 

If, for whatever reason, it is felt by either party that they are not suited for the mentoring relationship, your Mentoring In 

charge will look to rematch you. 

Continuing sessions 

Once you have made acquaintance with your mentee, your role as mentor will come into play.  It is your responsibility to give 

frank and honest feedback with regard to your mentee‘s progress.  By establishing a timetable of regularly spaced meetings, 

you will be in a position to review your mentee‘s success in achieving his / her objectives. Furthermore, through these 

discussions you will both be in a position to evaluate the effectiveness of the mentor/mentee relationship. 

The frequency of meetings are expected to be monthly, but at times you may need to meet more often if it is felt the support 

would be of benefit of the mentee. This will need to be agreed by both parties and will need to fall within the guidelines 

provided by respective employers, where a mentor or mentee is employed as part of their day job. 

Overview of mentoring process 
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Monitoring and documentation 

Both you and your mentee are at liberty to conduct the mentoring relationship as you see fit. However, to ensure the 

effectiveness of the process as a whole, we will expect all mentors and mentees to review and complete the following 

documentation as a minimum: 

MIS reports: 

Being a process and system, reports can be generated and analysed using business intelligence tools to plot the graphs to show 

individual performance for self-betterment. 

 

Overview of findings 

A virtual survey of 10 reputed management institutes was done by the author and it is observed that 4 out of 10 (40%) 

institutes have properly implemented 5 years records of mentoring system. Whereas it is observed that 2 out of 10 institutes 

have no such process in practice yet. Another four institutes out of 10 have maintained discrete records. 

In the article, "Perspectives on Mentoring", Scandura et al (1996) address thequestion: "why do mentors engage in mentoring?" 

and discuss the role ofleadership in the development of leader-supported mentoring processes. Theyoffer an array of insights 

into the process of mentoring and the range ofrelationships that need managing if the program is to yield benefits for 

mentors,mentees and the organization as a whole.Ramya Narasimhan and Sanjib Dutta (2005) share insights about GALLOP, 

astructured and organized induction-training program at Godrej. Each GALLOPerworlcs with a mentor chosen from the senior 

management. The GALLOPersassist their mentors on various projects, which give them exposure and enhancetheir 

professional knowledge.Mentoring is an effective technique to retain the talented workforce (RadhaMohan Chebolu 2005). A 

robust mentoring system is often a part of the strategyfor managing people. For example, Coca-cola foods" coaching and 

mentoringprograms have related mentoring to Human Resource Development Strategy (Veale and Wachtel, 1996).  

 

Conclusion: 

Hence it  is highly important from two diverse perspectives with respect to 

analyzing its social relevance. First the importance the topic underlines due to fact that India being a leading service provider 

of IT, ITES industries and the size of workforce it has working in this sector; the mentoring system is important to bring upon 

the progressive change in an individual. It  shall not only be broad based but will also have the potential to address the issue of 

developing a sustainable organizational culture. Secondly from the perspective of human resource management it  can 

contribute towards effective utilization of available resources. The understanding of these variables can be useful for bridging 

the gap between the skills required by the industry and available human resources. 
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