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PRESENTATION

Level 2. Certified Professional Mentor

Professional Mentor Guide
                        

This manual is the second study guide to advance in the 
hierarchies that the RGM proposes for the certification of a 
Mentoring professional.

This Guide assumes that the Mentor who comes to it is already 
certified as a Basic Mentoring Practitioner (BMP), and therefore 
already has full mastery of the concepts and practices set forth in 
the Basic Guide for Mentors and therefore now assists him or 
her as a Certified Mentoring Practitioner, as a Mentor who is 
ready to take his second step within the hierarchy of the RGM 
and thus advance in his effort to unify concepts and distinctions 
of the discipline at the international level, achieving by validating 
before the RGM such knowledge, through an exam tending to 
his certification as a "Certified Professional Mentor" "Certified 
Professional Mentor - CPM", 

In this second Guide the mentor will find the reflections tending 
to the comprehension of matters tending to the mentor to 
develop his capacity levels, from five places:
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• Possess the "Know-how" of the distinctions of the 
Mentoring discipline and of the professional way of 
acting of the Mentors. 

• Incorporate these distinctions to their professional 
practice, as the compass that guides their actions. 

• Differentiate these distinctions, in direct relation to 
the distinctions of the other disciplines and 
professions that help the development of the human 
being, in order not to interfere with them and to act 
consciously, ethically and responsibly. 

• Apply the distinctions, in real and present time in 
the interaction with their mentees, manifesting 
mastery around the uniqueness, distinction, and 
identity of Mentoring as a discipline (scientific field) 
and Mentoring as a profession (field of action). 

• Be agile in the coherent (scientific), efficient 
(practical) and ethical (values) exercise of 
Mentoring. 

In this guide, for the development of the second level in the RGM 
hierarchy, we will introduce some tools commonly used in 
Mentoring, as a simple introduction, which invites you to deepen 
your personal knowledge in each of them.

Welcome to this new space for reflection and commitment.

                Red Global de Mentores
     www.rgmentores.org   
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The RGM guides are built through collective work, which gives 
rise to the axioms on which the Network bases its conceptions, 
understanding that these can never be reductionist, as we are 
open to frank and constructive dialogue with other visions, 
because we know that everything that exists "subsists" from 
multiple points of view and that everything can be complemented 
to be enhanced, from the cognitive, systemic, functional and 
operational, to gain and add value.
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THE OPERATIONAL 
METHOD OF 
MENTORING
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‘’If the window through which we look at life is a window of 
limitations, our behavior will manifest limitations. If the window 

is a belief in the unlimited capacities of the mind and body, and 
in our ability to bring about change in our lives, we will open 

ourselves to the vast potential capacity we all have at our 
disposal''.                       Trinity Hunt

Questions for reflection:

1. From your binding tradition, what are the paradigms that 
define human beings in their behaviors?

2. From their nature and guiding principles, what are the 
axioms that give coherence, efficiency and legitimacy to 
the disciplines of support and/or accompaniment to the 
human being?

3. From the necessary skills and abilities, on what axioms is 
the Mentoring discipline based? ...

4. And how are these axioms translated into criteria, 
principles and structures of action, to give rise to the 
operational method of Mentoring?

5. Do you believe that crises precipitate evolution? ... why?

6. From the study of final causes (teleology), how should 
the discipline of Mentoring be defined, in order to 
differentiate it from other disciplines and processes of 
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human and business assistance and particularly from 
Coaching?

7. From its structure, what is the operational method of 
Mentoring...? 

8. How does the operational method of Mentoring differ 
from the methods of other disciplines that support the 
development of the human being, especially coaching, in 
order to be coherent, efficient, ethical and legitimate?

THE CONSTRUCTION OF THE CONCEPT 
OF MENTORING

‘’ Be very clear about what you have to say: the words will 
come''. Catón

The basic guide of the Mentor, Basic Mentoring Practitioner BMP 
corresponding to level 01 of certification in the RGM, has dealt 
extensively with the essentials of Mentoring and this new guide 
will deal with the remaining components of the Mentoring 
paradigm, as a discipline with its own identity, starting with its 
operational method.

We will expose the axioms on which the RGM bases its 
conceptions, understanding that these can never be reductionist, 
because we are open to frank and constructive dialogue with 
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other visions, because we know that everything that exists 
"subsists" from multiple perspectives and that everything can be 
complemented to be enhanced, from the cognitive, systemic, 
functional and operational, to gain and add value.
From a rationalist approach, Einstein stated that ''it is our 
theories that determine our observations'', from there comes the 
importance of being clear on what we base ourselves to find the 
essential purpose, the differentiators, avoid eclecticism-
intrusiveness of disciplines and demarcate our intentional mode 
of action, in its procedural structure, in its stages, phases and 
fundamental procedures.

An axiom is a proposition assumed within a theoretical body on 
which other reasonings and propositions deduced from those 
premises rest. For example, in logic and mathematics, an 
axiomatic system consists of a set of axioms that are used, by 
means of deductions, to prove theorems. Examples of deductive 
axiomatic systems are Euclidean geometry and the axiomatic 
system of propositional logic. 

A formal axiomatic system demands three characteristics: 
consistency, independence and completeness.
The fundamental construct that supports the raison d'être of 
Mentoring as a discipline, and therefore its definition, implies a 
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philosophy of accompaniment and support to the development of 
the human and organizational being, with an operative 
methodology, for the appropriation of new strategies, models, 
structures, skills and abilities, which are born from the 
connection of experience, experience and projection of the 
future, between the Mentor and the mentee.
Mentor and mentee, embracing uncertainty, potentiality and 
inseparability, as laws of the participatory paradigm and relying 
on strategic dialogue with inclusion of alternatives, as a strategy 
of construction, knowledge and change, mobilize the perception 
and management of each other.

The operative method of Mentoring
                            

‘'If you want to see, learn to act''. Heinz Von Foerster

The human mind approaches reality using cognitive objects, that 
is, structures that contain knowledge, procedures for action and 
the foundations of those cognitive objects, in addition to the 
opinion of the one who deconstructs reality to make it 
understandable.

Kant said that ''most problems derive not from the answers we 
give ourselves but from the questions we ask ourselves'', 
therefore, beyond the theoretical essence of the disciplines 

CPM. Guía del Mentor Profesional.  13



oriented to human and organizational development, what makes 
them particularly different, beyond the knowledge necessary to 
build a description of each of them, is their operational method 
and the way they instrumentalize it. 

Thus, for example, the operational method of the coaching 
discipline is of an engendering nature, based on the paradigm 
that man carries knowledge within himself, and focuses on 
asking questions rather than proposing affirmations. It is a 
method centered on non-transference and non-directivity, that is, 
on the search for truth within the coachee's own experience. 

On the other hand, the operational method of Mentoring is of a 
generative nature, based on the paradigm that the problems of 
human beings are produced in their interaction with reality, and 
therefore the most important thing is not to know why the 
problem exists, but to know how the problematic reality works 
and what to do to solve the problem within it.

The foundations support the meaning of knowledge. Mentoring is 
based on an open, inductive method, which, from the search for 
complementarity, makes it possible for the Mentor to mobilize the 
guidelines to be transformed into collaboration, when transferring 
technical instruction on doing through demonstration, and when 
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guiding - accompanying the Mentee, in his effort to understand 
and comprehend in a different way, when working on reality from 
the possibility, and when acquiring new skills and abilities.

Knowing that every explanation is a hypothesis, Mentor and 
mentee move forward in the recognition and empirical 
demonstration that it is possible. To this end, they move from 
proposition to proposition, from practical concept to practical 
concept, in a process of self-correcting discovery, until they 
arrive at the construction of the guiding principles of an action 
that transforms problems into opportunities and provides the 
mentee with the necessary tools to create momentum, that is, to 
work simultaneously at the perceptual, emotional and behavioral 
levels, to develop skills and abilities that make it possible to get 
going, in a different way, and to keep moving by its own inertia.

The operative method of Mentoring consists in that, from his 
practical experience, the Mentor proceeds to generate 
conversations for the closing of gaps manifested, in 
consciousness and responsibility, by his Mentee. 

For this, the Mentor initiates the process by asking questions that 
are timely, successive, structured based on alternatives, that 
help the mentee to evolve in his perception-behavior and from 
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there Mentor and mentee build answers and alternatives in the 
direction needed for the solution of the problematic situations, 
and thus the development of new skills and abilities in the 
Mentee to face them successfully is propitiated.

The postulates of the discipline of Mentoring

The discipline of Mentoring, as a structuring of the processes 
that induce the Mentee to evolve, not only in his own behaviors 
but also in his own perceptive and causal attribution modalities, 
is based on the following postulates:
1) Mentoring is, in essence, a strategy of development and 
meaningful learning, grounded in the mode of action of the 
Mentors, as the expression of a professional exercise. 
2) Mentoring deals with the way in which the mentee perceives 
and manages his own reality, through his behavior - result, in 
front of himself, others and the environment, mobilizing his 
models of action, so that he decides to act on his reality, in a 
propositive and transforming way. 
3) Mentoring is expressed through the process of meaningful - 
active - transforming learning, by modeling of a Mentee, from 
the dialogical - relational - professional exercise with a Mentor.  
4) In the exercise of Mentoring, mediated by the methodologies 
and tools that arise from the strategic dialogues, the Mentor 
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deploys a professional relationship oriented to the development 
of the mentee to guide, orient and accompany him/her in his/her 
processes of development of abilities and skills, with a sense of 
usefulness for his/her activities, contextualized in his/her 
business - labor or social exercise.
5) Mentoring, by becoming a living expression and reflection of 
causalities and intentionalities, seeks to develop experiences of 
connection, relationships and processes through which the 
Mentor invests himself in another, the mentee, by sharing the 
insights, resources and opportunities given to him by life and 
achieved through his own learning processes, which bring out 
values, skills and abilities that have emerged from those 
processes and have forged his personal identity, attributes and 
skills.
6) Through the strategic dialogical exercises associated with 
Mentoring, the Mentor's strengths, resources and personal 
contacts are made available to the mentee to help him/her 
achieve his/her goals and project him/herself with better tools for 
the future. 
7) Each problem - opportunity of the Mentee is in itself a direct 
learning objective and, to address it properly, it is necessary to 
understand the reality, the opportunities and the pace of the 
Mentee.
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8) We have reached the states of being that make us appear and 
act as we do and be where we are, because of all those who did 
not hesitate to share their lives, time and effort, to sustain us, 
challenge us and help us on the path of our evolution and 
elevation. 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TYPES OF MENTORING
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From the nature, structure and dynamics, there are many kinds 
of Mentoring processes, ranging from the more informal to the 
more formal.

Informal Mentoring

Informal Mentoring does not have a predefined model, but rather 
Mentor and mentee choose each other and also choose the 
rules, nature and duration of their relationship.

Peer-to-Peer Mentoring

When the Mentoring relationship is between individuals of the 
same age, role or status, so that each serves as a Mentor to the 
other, and each can contribute either experience or skill. It 
implies, therefore, a horizontal relationship, between colleagues, 
peers or individuals who perceive each other as equals.  Within 
this peer-to-peer relationship there may be more reciprocal 
Mentoring or, on the contrary, with more established roles 
(Mentor-Mentee).
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Reverse Mentoring

It is a relationship in which the Mentoring is reciprocal, so that it 
is the Mentor who learns from the mentee a different way of 
seeing or doing things, a perspective associated with the 
generational or certain technological practices. It differs from 
Peer Mentoring in that it is between individuals with different 
status and roles within that community, between Mentors and 
mentees, between veterans and novices. However, the learning 
dynamic in both cases is equally flexible and reciprocal. 

Group Mentoring

This is when the Mentor supports a group of people around a 
common project or interest. The Mentor does not establish 
individual Mentoring relationships, but his or her action is 
oriented to the benefit of the group, to its shared objective or 
purpose. The way of structuring this relationship accepts different 
models, such as the formation of flexible circles around the figure 
of the Mentor or the development of projects oriented to a 
specific achievement. 

Formal Mentoring 
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Formal Mentoring follows a highly structured program, with 
established objectives, a Mentor-Mentee relationship pre-
established and regulated by a company or institution and 
demands a policy of evaluation or validation of the service. 

Formal Mentoring Conditions

To support the process of change, through formal Mentoring, it is 
necessary to use tools that allow an active and dynamic 
participation of the mentee in the construction of learning, based 
on the personal experience of the Mentor.

The conditions for formal Mentoring to really become a source of 
significant learning for the mentee are the following:

1) Emphasis on relationship: The Mentor manifests a 

genuine interest in and acceptance of the mentee's 

feelings and needs, which is evidenced by his or her 

active and empathetic attention. 

2) Emphasis on information: The Mentor directly solicits 

detailed information and offers specific suggestions to 

his or her mentees about their immediate plans and 

progress on the plan to achieve their personal, 

professional or organizational goals. 
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3) Developmental approach: the Mentor guides mentees 

through an exploration of their interests, skills, ideas and 

beliefs, to develop new ways of conceiving the world and 

interacting in it, from the active generation of new skills 

and abilities, to functional, cross-functional and strategic 

vision and implementation. 

4) Confrontational approach: the Mentor establishes 

challenges for the development of his mentees, in the 

specific areas of skill to be developed. 

5) Focus on the Mentor's experience: the Mentor shares 

experiences of his life and feelings to personalize and 

enrich the relationship in his role as a model for his 

m e n t e e s , w i t h o u t s t o p p i n g i n i m m o b i l i z i n g 

considerations, associated with the past, and mobilizing, 

with a learner's mentality, towards the knowledge of the 

new realities of the environment, to dance with them. 

6) Focus on developing the mentee's vision: the Mentor 

stimulates the critical thinking of the mentees so that 

they can visualize their own future and develop their 

personal and vocational potential, through the generation 

of a philosophy that makes it possible for them to walk, 

grow and love. 
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7) Focus on metacognition and self-regulation of 
learning: the Mentor is stable, verifiable or verbalizable 

and fallible, and from there he/she unfolds towards a 

reflective attitude about what he/she knows that he/she 

knows. He makes a reflective abstraction about his areas 

of cognition and decides that he can make them 

deliberative as well as constructive of new realities and 

metacognitive experiences for the Mentee. 
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WORLDS OF 
POSSIBILITY FOR THE 
MENTORING PROCESS
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‘’Blondes or brunettes we are born, sympathetic or unfriendly we 
become".”. Fortius

Development of skills and abilities 

In our first BPM guide we said that Mentoring processes 

seek to develop the skills required of the Mentor to perform 

the Mentoring.  

Now let's turn it around and think that those same skills will 

need to be developed by the Mentee, when it comes to 

discovering "how" to stay in tune and consider the ''what 

else'' factor, ... which can encompass a myriad of 

possibilities such as: 

1) Information seeking skills. 

2) Information assimilation and retention skills. 

3) Organizational skills. 

4) Inventive and creative skills. 

5) Analytical skills. 

6) Decision-making and problem-solving skills. 

7) Communication and conversational skills. 

8) Social skills. 

9) Metacognitive and self-regulatory skills in the execution 

of tasks, processes and procedures oriented to the 

achievement of results and the fulfillment of objectives - 
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goals - of life or career, from functional, transversal or 

integration areas, and strategic vision and implementation. 

This happens always propitiating instructions, modeling, 

guides and others, which constitute mediators for their 

expert use in the interpsychological plane, of power and 

influence of the Mentee, for anticipation, analysis, 

appreciation and contextualized action, which is 

synthesized in the capitalization of experience with expert 

knowledge, after listening to know what and when to add 

empirical knowledge. 

Mentoring Applications

Son, how can I help you to see... May I offer you my 
shoulders to stand on?... Now you see further than I do... 
Now you see for both of us... Won't you tell me what you 

see...? H. Jackson Brown, Jr.

Mentoring can be applied to virtually any field of human 
endeavor. The following are some of the most common 
examples.

Mentoring People - Developing Human Potential 

CPM. Guía del Mentor Profesional.  27



• Mentoring for the development of managers and 

leaders. 
• Mentoring for the development of politicians. 
• Mentoring for the development of physicians. 
• Mentoring for the development of professional 

athletes. 
• Mentoring for the development of Olympic athletes. 
• Mentoring for the development of artists. 
• Mentoring for the development of talent. 
• Mentoring for professional development. 
• Mentoring for spiritual development. 
• Mentor ing for the development of fami ly 

relationships. 
• Mentoring for the development of life. 
• Mentoring for the development of Mentors. 

Process Mentoring - Organizational Potential Development.

• Mentoring for the development of companies. 
• Mentoring for the development of franchises. 
• Mentoring for the development of multilevel models. 
• Mentoring for the development of family enterprises. 

CPM. Guía del Mentor Profesional.  28



• Mentoring for the development of service 

companies. 
• Mentoring for the development of entrepreneurship. 
• Mentoring for the development of startup. 
• Mentoring for the development of technology 

companies. 
• Mentoring for the development of fashion 

companies. 
• Mentoring for the development of educational 

institutes. 
• Mento r i ng fo r t he deve lopmen t o f c i v i c 

organizations. 
• Mentoring for the development of sustainable 

enterprises. 
• Mentoring for the development of mass media. 
• Mentor ing for the development of soc ia l 

development. 

All these examples of Mentoring can be developed formally or 
informally, individually or in groups. 

Mentoring and Entrepreneurial Environment.
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"Smart is the one who learns from his experiences, but wise is 
the one who learns from his experiences and from the 
experiences of others".
An entrepreneur, understanding as such every person who goes 
in search of what he wants and does not wait for things to 
happen, must rely on a series of Mentors to assist him, first to 
identify the unmet needs in the market, then to establish the 
financial projections, and the needs of money to cover the start 
of the business, until reaching its break-even point, and so for 
the structuring of each of the different areas of the company.

"Before having, it is necessary to be", because otherwise the 
business does not last in time. To have a company I need to be 
an entrepreneur and the question is: What is an entrepreneur? 
An entrepreneur is a person with a vision, capable of recruiting 
resources, assigning them and delegating specific tasks, 
communicating and motivating, and taking risks among other 
things... then, there comes the other question, Am I being that 
way? What do I have to work on internally to be that way? 

And then if I understand that I require not one Mentor, but 
several Mentors, because each of the personal and business 
areas demand certain skills, which by different end up requiring 
complementarity. 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CHARACTERISTICS, 
ADVANTAGES AND 
LIMITS OF MENTORING
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Characteristics of Mentoring

As already expressed, Mentoring deals with the way in which the 
Mentee perceives and manages his own reality, through his 
behavior - result, in front of himself, others and the environment, 
mobilizing his models of action, so that he decides to act on his 
reality, in a propositive and transforming way. 

The mode of action of the Mentors is a professional mode of 
action, whose objective is to build capacity in the mentees and is 
expressed through the set of processes, methods and tools, 
through which the Mentor offers in a pragmatic and objective 
way, support and opportunities for continuous development for 
the mentee. 

It is a voluntary and personal relationship, based on trust, which 
through a self-reinforcing loop achieves that the behavior of the 
Mentor and the mentee influence each other, in the process 
itself, by seeking to improve learning, the acquisition of new 
experiences, new skills and abilities, as well as to develop the 
potential of the Mentee, through a systemic process by which the 
Mentor supports the trajectory and development of the mentee.

In essence, by its very nature, Mentoring is and is based on:
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• A personal, non-hierarchical relationship. 
• A process of transfer through cooperation, therefore, 

the involvement of the Mentee is fundamental. 
• Continuity, since it requires a period of time. 
• Help, since the Mentor does not judge. 
• Confidentiality. 

Advantages of Mentoring

Mentoring is measured by its results, both for the Mentor and the 
mentee, and from this derives its advantages.

1) For the mentee:

The main advantage lies in the guidance and direction they 
receive from the Mentor, to develop greater self-confidence and 
access to networks and other resources that would otherwise be 
more complex to obtain.

Mentoring can help them identify and overcome behavioral/
performance barriers or gaps, while supporting their personal 
and professional development by encouraging them to increase 
their motivation and stimulating them to achieve their aspirations. 
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Shorten their learning curves with respect to the topic they are 
addressing with their Mentors.

2) For the Mentors: 
The satisfaction of serving as a source and lighthouse to other 
people, from 
  an altruistic vocation. 

• Acquisition of new frames of reference, new 

perceptions, thanks to the relationship with the 

Mentees, based on their own learning. 
• Development of their own ski l ls (e.g. , 

communication skills). 

The Mentors (as well as the mentees) share different cultural, 
social and economic backgrounds, which is very enriching for 
both of them, as well as an excellent opportunity to develop their 
intercultural communication skills.
Mentoring is a profitable investment.

3)For Organizations:
• They increase the in te l lectual capi ta l o f 

organizations, disseminating knowledge and 

transferring useful experience to make better 

decisions and produce strategic results. 
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• They increase motivation and individual and shared 

commitment (teamwork), thus contributing to the 

generation of value. 
• They favor the transmission of culture and values 

and their development. 
• They develop leadership potential and improve 

managerial quality. 
• Shorten the learning curve, facilitating faster and 

more effective integration of new hires and 

promotions. 
• Increase the retention of professionals, avoiding the 

loss of talent and saving on replacement costs. 
• Support gender equality and equity policies. 
• Create a pipeline of professionals for promotion and 

succession to key positions. 

Mentoring Limits

It is important to be aware of the limits of Mentoring.
• Mentors are not tutors, trainers or teachers. Their 

role is to share their experiences with the mentees. 
• Nor are they career, social or training counselors, 

much less financial advisors. 
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• They cannot have the answer to everything. Their 

job is to be aware of other sources of support and to 

help the mentee use them. 
• A Mentor must be a good receiver, someone to talk 

to, but not a friend. 

The Mentoring Myths

Myth 1: A person has only a single Mentor mentee for the 

rest of his or her life. 

This is unrealistic and even unfair. We cannot expect one 

person to train us in all areas of life. There are many 

valuable people who silently build in our lives. 

Myth 2: The Mentors would be those who are over 60 years 

old. In reality, there is no age limit. Effective Mentors can be 

in their 20s if the resources they possess match the needs 

of others. 

Myth 3: Thinking I have too little to offer others as a Mentor. 

Not so, there are young people full of knowledge, 

experience and life to share. Just believing in and 

supporting another leader frees him or her up with valuable 

help and training.  
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Myth 4: At some point in life everyone comes to think and 

feel that they "could do it on their own". In reality, more 

often than not, we would have annihilated ourselves before 

our time in the midst of pressures, had it not been for the 

insight and help we received from Mentors, who looked at 

us with compassion and flowing life, gave us a word, a hug 

or an understanding that lit us up the rest of the way. 

Are you ready to become a Professional Mentor?  

Ask yourself:  

a. Have you been observing a person to whom you can 

give perspective and provide wisdom, support, resources 

that can guide them to grow and develop into the person 

and leader they can become? 

b. Do you long to help others grow and reach a level of 

effectiveness that they feel they have not yet experienced? 

c. Do you deeply desire to impact the lives of others, so 

that they become what at this very moment they do not 

grasp, but which you with your greater eagle eyes have 

already detected? 
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If the answer to all three questions is YES, you are ready to 

begin your journey as a Professional Mentor. 

In Summary 

Strategic dialogue with the inclusion of alternatives is the 

operative method of the Mentoring discipline and is not 

focused on "why the world exists", but on "how it works" 

and especially on "what to do" to manage it properly and 

productively. 

The etymological meaning of dialogue, dia- logos, 

"intelligence to two, exchange of intelligences or meeting of 

intelligences", refers to an act of communication through 

which new knowledge is achieved, something more is 

discovered together than can be discovered alone. 

Therefore, the operational method of Mentoring is a 

directive method and focused on the Mentor-Mentee 

transfer, which takes care that the Mentor, from the 

practical knowledge of the Mentor, discovers the 

alternatives of action through metaphors, aphorisms, 
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argumentations, wisely proposed questions and co-

construction of the answers.  

"At the end of the journey we will find ourselves at the 

starting point." With this poetic image Thomas Stern Elliot 

provides us with the idea that the end of anything opens the 

beginning of something else. This is also true for strategic 

dialogue. Therefore we approach Mentoring as a dynamic 

and disruptive discipline, which based on a scientific 

environment develops postulates that give uniqueness, 

distinction and identity to professional Mentors.   
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APPROACHES IN 
HELPING PROCESSES
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In the BPM guide, Basic Mentoring Practitioner, we state: 

from the binding tradition, any discipline supporting the 

human being must possess guiding principles, relational-

procedural structures and an operative method. 

The different disciplines aim at the construction of 

scenarios that guide the construction of the pyramid of 

scientific coherence, oriented to the professional practice, 

and the establishment of the logical-axiological-legal limits, 

which arise from the vision of each one of them at the time 

of realizing their approach and consequently establishing 

their operative method to generate or to face the alteration 

of the homeostatic balance of the human being who is 

being accompanied in a process of development.  

This is the origin of its competence categories, its meta-

competences and its differentiating dynamics. 

The homeostatic balance of the human being is built by the 

''forms'' on which he relies, which constitute the ''traps'' that 

hold him captive in his paradigms and limiting beliefs.  
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To face such ''traps'', for example, coaching is based on 

non-transference and non-directivity, while Mentoring is 

based on transference and directivity, as we had stated 

from the first guide. 

  

Emphasizing: The operative method constitutes the real 

differential of the various professional disciplines of support 

and accompaniment to the development of the human 

being.  

The thinker and writer Leonardo Ravier, PhD in economics 

from the Universidad Rey Juan Carlos, and PhD in 

psychology from the Universidad Autónoma de Madrid, 

provides us with a very interesting synthesis to understand 

comparatively the approaches of the helping processes.  

C o n s t i t u e n t 
elements

Comparative description of approaches

Epistemology
Focused on explicit-
technical-impersonal 
knowledge.

Focused on implicit-
t a c i t - p e r s o n a l 
knowledge
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‘’ The Universe is exactly what each day each one has ''ordered'', 
through its invocations and the ''reality'' corresponds to the map, 

from where each one transits''.

When establishing its operative method, Mentoring is recognized 
as a discipline whose approach is established from a dynamic of 
intervention centered on the paradigm of transference, whose 
result requires the knowledge and experience of the Mentor, who 
must previously define what the Mentee wants, put it into words, 
and from there start the path that makes it possible to ''transform 
chaos into order'' and achieve that the question of ''how'' is 
subordinated to the question of ''what'', and from there constitute 

Teleology
W i t h t h e a i m o f 
t r a n s f e r r i n g 
knowledge from the 
helper to the assisted 
person

Under the purpose of 
generating knowledge 
in, from and for the 
h e l p e d p e r s o n 
himself/herself.

O p e r a t i o n a l 
methodology

A p p r o a c h w i t h 
transference Directive

Approach w i thout 
transference Directing

Paradigm From transference From engendering
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the spearhead of the operating method of the Mentor's 
profession.  

Without a map, every journey is destined, from the very 
beginning, to be lost''. Hence, in the map is the secret logic that 
guides the Mentor to lead the mentee to access himself, through 
the clues, references and orientations that arise from the 
conversations between Mentor and mentee.

“Each journey will require a different map, which will teach him/
her and give him/her the necessary keys, references and 

orientations to guide him/her in each of the paths he/she wants 
to take to reach his/her goal.”

What is really important is to build scenarios that give rise to the 
development of magical thinking, that is, thinking that is 
surprised by reality and that, through words, mobilizes actions 
that transform it.

Having the Mentor - Mentee goal clear, and having established 
the map that leads to it, a system and a method are required, 
which make it possible to travel the paths, through which the 
seemingly impossible can be made possible. 
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Since the effectiveness of a method is contingent upon the result 
to be achieved, the Mentor works by designing scenarios that 
guide the alteration of the mentee's homeostatic equilibrium.

However, knowing that the fragility of limits is contrasted against 
the solidity of methods, the Mentor works from an evaluative 
relativism of systems and methods, guided by the following 
referents:
The best method is the one that can integrate more systems.
The system is for one subject, the method is for the whole.
The method that achieves the best results in what is to be 
achieved is the best method.
One method is better than another when it takes as effect what 
another method takes as cause.  
One method is better than another when it detects a more subtle 
cause than that detected by the other method.
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MENTORING AND 
TYPOLOGY OF 
KNOWLEDGE
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 Typologies of Knowledge

Given that a Mentor works essentially from empirical knowledge, 
it is essential that he/she is very clear about the typology of 
knowledge, its characteristics, value and relevance, and the 
competencies that each type of knowledge makes possible, so 
that he/she can differentiate his/her professional work from that 
of other areas of knowledge.

Specifying the typology of knowledge allows to clearly 
differentiate the role of a Mentor from that of other professionals 
who may be similar to him/her.
An exercise of conceptual synthesis, elaborated by the engineer 
Roberto Carlos Zepeda Rojas, leads us to understand that there 
are four types of knowledge of vital importance to understand the 
role that can be played, from the knowledge, when assisting 
another person, and from there we can understand the different 
modalities of the necessary knowledge in different modes of 
professional performance.
Let's see the characteristics, the value and relevance, and the 
competences that each type of knowledge allows us to develop. 
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Scientific Knowledge 
Characteristics:

a. Observes nature and social reality, analyzes it, 

conceptualizes it and experiments with it to try to modify it. 

b. Produces technology, develops models and applied 

experiments that allow social development and the 

increase of culture. 

Value and relevance:

a. Science expresses itself from models, theories and 

forms of experimentation. 

b. It is characterized above all by possessing a series 

of objects of study, methods, techniques and values. 

c. They are systematically produced and constitute, 

perhaps, the most important type of knowledge of 

humanity. 

Competencies that it allows to develop:

a. Explain in an orderly and logical manner the world 

around us. 
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b. Develops observation and experimentation to 

produce knowledge. 

c. Encourages imagining and designing interesting 

ways to realize reality and transform it. 

d. Explains the world and offers real solutions. 

Empirical Knowledge 
Characteristics:

a. It can be demonstrated because it is based on one's 

experience of the world. 

b. It is obtained by performing an action by repetition or 

by perceiving an object several times. 

c. It is produced through the senses by experiencing 

sensations about the reality with which one interacts. 

Value and relevance: 

a. This knowledge has the quality of being particular, 

because it is known through experience and perception. 

b. This knowledge allows an immediate connection 

with reality, even when only a part of everything around us 

is known. 
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Competences that it allows to develop: 
a. Since empirical knowledge is not general, it allows us to 
identify that each experience is different, since each individual 
feels life in a different way.
b. The moment of experiencing sensations before what 
surrounds us, allows us to feel other types of emotions and to 
value nature in a different way.
c. It allows us to solve in a practical way problems that 
arise.

Intuitive Knowledge 
Characteristics:

a. Allows human beings to function effectively in the world 
and to know what is relevant.
b. It does not require verification to be considered true since 
it is nourished by daily experience.
c. It refers to the knowledge that is experienced before 
things, objects and phenomena of the world, as they are and as 
they are presented.

Value and relevance:
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This knowledge is sometimes given little importance when 
compared to science, however, it should be considered that 
through intuitive knowledge most problems, obstacles or 
circumstances are solved.

Competencies to be developed:

a. It allows to decide in which situations of daily life it is 
convenient to use it.
b. It allows us to think and feel our own experiences or 
some new problems or what is usually presented.
Theological Knowledge

Characteristics:

a. It is based on written or oral tradition and is normative: it 
produces rules, norms and values that are not questioned.
b. It is generated through rituals and actions that refer to a 
sacred being.
c. They possess a body of knowledge that is sacred and 
unquestionable.
d. It produces belief and trust, as it does not require to be 
demonstrated.
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Value and relevance:
Part of this type of knowledge allows explaining the events of life 
to order, harmonize and act in the world from a sacred and 
trusted vision.

Competences it allows to develop:

It allows to question and distinguish verifiable facts from those 
that are not, as well as to evaluate certain practices that are 
based on beliefs.
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MENTORING AND 
ECOSYSTEM OF 
DIFFERENT AND 
COMPLEMENTARY 
DISCIPLINES
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Ecosystem of complementary disciplines and modalities of 
accompaniment.

‘’Having people we can trust and talk to, people who can 
offer comfort, help and advice, protects us from the lethal 
impact of life's traumas and setbacks''. Daniel Goleman.

The objective of this chapter is to observe each of the 

disciplines and modalities of accompaniment, which are 

adjuvant to the development of other human beings, 

rescuing their strengths and marking their differences, so 

that each reader can discern what role is being fulfilled at 

the moment of accompanying another person, knowing that 

each professional of human development can tend to 

behave at times as a Mentor, at others as a Coach, at 

others as a Trainer, at others as a Teacher, at others as an 

Advisor, and a long etcetera. 

Although it is sometimes functional to act from more than 

one discipline of knowledge, to assist someone according 

to their particular needs and circumstances of growth and 

development, it is not very functional not to recognize the 

particularities of each discipline.  
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Approaching this conceptual refreshment, we can structure 

a brief synthesis, emphasizing especially on the meetings 

and misunderstandings between Mentoring and coaching. 

Mentoring and Coaching

The basic methodological distinctions 

In the RGM we start from the premise that every Mentor 

can be a Coach, if he/she has been trained for it, but that 

not every Coach is a Mentor, (the Coach does not need to 

be an expert in the area of work of his/her client, as the 

Mentor does), would be a good starting point when making 

distinctions between these two professional disciplines. 

The fundamental difference lies in the degree of experience 

and training in action that the Mentor must possess and in 

the types of dialogues that underpin the two professions.  

As for an external coach, he or she does not really need to 

have an in-depth knowledge of the client's business or work 

to help the client maximize his or her potential. Even in life 

coaching, the Coach is going to help the person clarify what 

his or her personal desires and goals in life are and put in 

place a plan of action to achieve them. He/she does not 

need to have an experience to transfer. 
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Unlike the Coach, the Mentor must be a figure of reference 

for the transfer, must have experience in the area of 

Mentoring, with experience in the company or in the field in 

which the Mentee wants to progress, and have a life path 

and human values to transmit, associated with the need for 

this.  

In addition, Mentors have other resources to support the 

personal and professional progress of their Mentees, such 

as their contact agenda and their own personal influence. 

The mentor's influence usually has a long-term projection, 

rather than focusing on the achievement of goals and the 

performance of current tasks.  

Mentoring and Coaching are two disciplines, with very 

powerful human development methodologies, both for 

individuals and organizations. They are very similar in 

nature, but differ in their guiding principles. They are similar 

in their core competencies and skills, but separate in their 

procedural, relational and conversational structures. 

Both share the mission of enhancing personal and 

professional development, they have similar philosophical 

pillars when talking about human beings and their need for 

accompaniment and both require advanced personal and 

interpersonal skills, both from the Mentor and the Coach, 
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however, they differ in their positions on transference and 

directivity, because coaching is not based on them and 

Mentoring is. And so on and so forth.   

What is the role of the Mentor? 

According to Red Global de Mentores, a Mentor is a human 

being who, from his knowledge, understanding and life 

journey, nurtures reflection, experience and knowledge to 

another human being, the Mentee, guiding and 

accompanying him in an experiential learning experience, 

to develop behaviors and skills that lead to superior 

performance and results in the different ecosystems in 

which it operates.  

The Mentor, based on the principles and foundations of 

strategic dialogue, becomes a necessary protagonist for 

personal and organizational management, since, from his 

high morality and ethics, he promotes through his mentees 

the dissemination of expertise and good practices, to 

accelerate the learning-action curves.  

Mentoring is a process through which the mentee has a 

person who has made great progress in some important 
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aspect of his or her life (skills, knowledge, awareness), and 

takes him or her as a model to imitate and follow, for 

personal and professional development. In turn, the Mentor 

generously shares his or her wisdom and encourages the 

mentee to seek out his or her deepest resources.  

Mentor and mentee dialogue from the established 

frameworks for strategic, productive dialogues, oriented to 

the development of strategies, methodologies, structures, 

processes, skills and abilities, which contribute to learning, 

transformation and action in and from roles, functions and 

tasks, specific to work and life. 

Mentoring and strategic dialogue with inclusion of 

alternatives. 

As already mentioned in the first chapters of the basic 

Guide of the Mentor, Mentoring has its historical origin in 

Greek mythology, VIII century B.C., based on the principle 

that humans learn skills, culture and values, directly from 

other people whom they respect and admire. 

Let us remember that Méntor is an experienced sage who 

leads and advises Telemachus, so that he develops and 

enhances his behaviors, skills and talent, so that he grows 

and develops not only as an individual but also as a leader, 
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since Telemachus is the prince and will be the future King 

of Ithaca. 

It is essential not to lose sight of the fact that Mentoring is 

not coaching, counseling, tutoring or consulting, since it is a 

discipline supported by a development methodology, based 

on the strategy of meaningful-developing-transformational 

learning, based on problems and objectives, which seeks, 

through a relationship of trust and understanding, and 

relying on strategic dialogue, to produce changes and 

development at cognitive, attitudinal and skill levels in the 

mentee, with the purpose of facilitating their personal and 

professional growth.  

Mentoring is developed through the Mentor's professional 

mode of action, which is expressed through a set of 

processes, methods and tools that identify the actions of 

the Mentor and the mentee in their professional 

relationship. 

The Coaching 
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Given the tendency to confuse Mentoring and Coaching, 

we consider it appropriate to emphasize that they are two 

disciplines that may appear similar from the scientific point 

of view, but are definitely different from the action point of 

view. 

The term Coach originates from the XV and XVI centuries, 

when the Hungarian city of Kocs, located between Vienna 

and Pest, became very popular. Kocs became the 

obligatory stop for trips between these two capitals. There, 

a transport called "carriage" became common, equipped 

with a suspension system, which made it more comfortable 

for these trips. Thus began to speak of the Kocs carriages, 

as a symbol of excellence. The term Kocs, passed into 

German as Kutsche and into Spanish as coche. The word 

coach is derived from car, which fulfills the function of 

transporting people from one place to another. Coaching 

somehow also transports people from the place where they 

are, to the place where they want to go, and the Coachee is 

the one who defines the course.  

Today a Coach is a professional who "helps people to go 

from one place to another", asking them about the reason 
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for their actions, the beliefs that accompany them, the 

options they have, what is best for them to achieve results 

and how to achieve and maintain motivation. 

The word Coach today is widely used in sports, to define a 

person who helps an athlete in their training and 

improvement. From there the idea has spread to all aspects 

of life. 

According to the International Coaching Federation (ICF), 

coaching is a process of accompaniment and support in a 

relationship of facilitation between the Coach and another 

person, organization or team (also called client or 

Coachee), which integrates linguistic, emotional and 

corporal tools, whose combination produces an effective 

communication, which is based on two basic principles: 

1. The "sense of purpose" or always having "an end in 

mind",  

2. "Action" as a set of actions aimed at achieving more and 

better results in people's lives, careers, companies or 

businesses. 

"Coaching consists of a professional relationship, continued 

and limited in time by the criteria agreed between Coach 

and Coachee, with the purpose of accelerating the 
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progress towards the objectives set by the Coachee, by 

providing him/her with a different approach and a greater 

awareness of his/her possibilities of choice." 

What is the role of a Coach? 

A Coach works from the question based on the Socratic 

dialectic, that is to say through the maieutic, to "give birth - 

enlighten" the coachee, through a reflection that is his own, 

and that comes from the inside out, without transference or 

directivity on the part of the Coach. 

The Coach takes as a starting point the Coachee's current 

situation and, through a partnership with him/her, guides 

him/her to focus in a reflexive and creative way, enhancing 

and/or developing his/her own tacit knowledge, that is, the 

knowledge that the coachee possesses innately, implicitly 

and creatively, to move in the world and in the objectives 

that he/she is willing to work on, to get from where he/she 

is to where he/she would like to be in the future, being 

aware that every result depends on the intentions, choices 

and actions followed by the Coachee. 
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In each session the Coachee chooses the topic of 

conversation in a self-directed way, while the Coach listens 

and "mirrors", giving back to the coachee his own words, 

without directivity, so that the coachee, seeing himself, 

associates, discovers and creates new perspectives, 

concepts, and ideas, that lead him to reach his goals and 

solve his problems by himself, to potentiate his progress 

through self-learning that arises from facing the 

circumstances in which he finds himself, and thus reach 

wisdom.  

The coach's questions contribute to the coachee's 

awareness, discovery and expansion in his own process of 

transformation and personal and professional growth.   

Coaching and Socratic dialogue 

For the coaching ''the encounter of the truth of each person 

belongs to his interiority'', therefore the Socratic dialogue 

serves as support and guide to the profession of the 

Coach. And perhaps here lies the most relevant 
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methodological difference between coaching and 

Mentoring.  

The Coach is a scholar in the handling of Socratic 

maieutics.  

''The aim of the Socratic dialogue is to develop the 

interlocutor's thinking, starting from his phenomenal field, 

from the data that interest him, with the intention that he 

may arrive at a well elaborated definition of things, having 

in this way as a principle that the knowledge about 

something is proved by the definition that is given of it''.   

"Socratic questioning is a matter of trying to understand 

exactly why beliefs are held. In essence, it is a matter of 

respectfully asking, of oneself or of others, "Why are beliefs 

held and not others?''  

The Coach's task is to question and to make his Coachee 

reflect, with the objective of guiding him to set better goals 

and to achieve them.  

How to differentiate the Mentor's relationship with the 

Mentee, and the Coach's relationship with the Coachee? 

Both relationships are professional and transitory, however, 

the processes have different projection from the substantial 

objective and temporal scope of each one of them. 
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Substantial objectives 

• The substantial objective of the Mentor's action is 

the aptitudinal. The Mentor brings the future to the 

present, then projects in the present the long term 

and focuses on teaching to think and act on 

significant and contextualized contents of knowing 

how to be - to do - to have, promoting self-

structuring processes in the Mentee, through the 

significant and transforming reception, relating the 

new information with the existing one in his 

cognitive structure, in a substantive and not 

random way, so that he advances in consciousness 

and presence, until incorporating new abilities and 

skills, in his cognitive-active structure, guided by 

the structuring intentionality, which mobilizes real 

and psychological meanings and processes, 

through procedural and attitudinal contents. 

• The substantial objective of the Coach's actions is 

attitudinal. The Coach focuses on the Coachee's 

present reality and aspirations, guiding him, from 
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the maieutic method, to the meaningful discovery 

of the must be, under principles of causality - 

possibility, whose meaning is potential and logical, 

to mobilize motivational and affective processes, 

through declarative processes. 

Temporality of the action: 
• A Mentoring process lasts the time necessary for 

the Mentee to develop, through procedural and 

attitudinal learning, the know-how that is at stake in 

such process. 
• A coaching process lasts on average between five 

and ten sessions of one hour each. 

In an organizational context, in which cases is it more 

favorable to apply Mentoring and in which cases Coaching? 
• Mentoring should always be applied in the process 

of closing performance gaps in roles, functions and 

tasks, which require the development of skills and 

abilities, and in the development of succession and 

career plans. 
• Coaching in the process of closing behavioral gaps 

and in the development of life projects. 
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How do the expected results of Mentoring differ from those 

of organizational coaching? 

If we remember that Mentoring is a process aimed at 

developing the talent and potential of individuals, 

companies and organizations, based on the transfer of 

strategies, models, methodologies, skills and abilities, 

through meaningful learning, which converts experience 

into qualified knowledge, all within a predominantly 

pragmatic process, in which a causal, personal and trusting 

relationship is established between a Mentor who guides, 

stimulates, challenges and encourages others according to 

their needs, so that they develop and give the best of 

themselves and their organizations, at work, personal and 

professional level, we can conclude that Mentoring, in 

organizations, helps as follows: 

a) Improves the performance and productivity of the 

Mentoring. 

b) Improves the organizational climate. 

c) Form technical and managerial skills in the Mentoring. 

d) Develops future leaders. 

e) Recruits and retains people with high potential and high 

levels of competence. 
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f) Reduces staff turnover. 

g) Increases the learning curve of the Mentees, about the 

clients and the business, the company, the policies and 

philosophy of the organization and the know-how (know-

how). 

On the other hand, when we become aware that, through 

the coaching process, the Coachee deepens his self-

knowledge, and from this increases his level of emotional 

competence and improves his quality of life, then we can 

conclude that the coaching:  

a) By promoting awareness of common goals, it will make 

teams more aware of themselves and their individual and 

shared responsibilities as teams. 

b) By helping and supporting teams in their own 

development, it will accelerate the company's progress 

towards its objectives by leading team members to search 

for options and better decision making. 

c) Through performance conversations, it will achieve an 

interactive method, which creates transparency and 

motivates the Coaches to act.  
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d) It will generate more focus and awareness of their 

choices and therefore induce better results.  

Often the conclusion of the coaching process is that the 

Coachee requires a Mentor.  

How do you describe the influence of a Mentor and the 

influence of a Coach? 

The basic influences of a Mentor focus on: 
• Quickly and effectively consolidating new 

promotions or changes in the assignment of roles, 

functions or tasks, in the organization. 
• Strengthening the loyalty of internal talent. 
• Integrating methodology that multiplies the 

capabilities and competencies of people. 
• Innovate in processes or management models. 
• Enhance business results. 

The basic influences of a Coach are: 
• Discover, clarify and define what the coachee 

wants to achieve. 
• Stimulate the coachee's self-discovery. 
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• To elicit solutions and strategies generated by the 

coachee. 
• To maintain in the coachee a responsible and 

consistent attitude. 

What are the Mentor's and Coach's requirements in terms 

of academic background and experience? 

Mentor and Coach are two professionals from any 

discipline of knowledge, academic or practical, who differ in 

that the Mentor has traveled the path that he/she now 

shares with the mentee, which is not necessarily the case 

with the Coach. 

Both must know "their trade" and "the specific techniques of 

intervention", from the respective disciplines of Mentoring 

and coaching. 

The Mentor is a knowledgeable being, from his own 

practice, of the being and should be of what he speaks, 

knows and knows how to do, that is why he accompanies in 

the process of developing the skills and abilities of the 

mentee. 

The Coach is an expert in the Socratic method and from 

this method guides the Coachee to ask and answer the 

questions that lead him/her to become aware, so that he/
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she can then take charge through responsible acts of 

closing his/her behavioral and performance gaps. 

To summarize:  

Why is Mentoring often confused with coaching? 

Because by not knowing the binding tradition of both 

disciplines, the principles and methods that give them their 

coherence, efficiency and legitimacy are forgotten. 

 As already stated in this guide, the Mentor can also be a 

Coach, but not every Coach is a Mentor; when this principle 

is unknown, the two disciplines are assimilated, almost to 

the point of considering them synonymous. 

Both the Mentor and the Coach work by confronting self-

perceptions, which lead to fixed mindsets, in order to lead 

them to the development of growth mindsets, from the 

"mindset" or attitude of success.  

Mentoring and Coaching support human development, 

work the habit of the here and now, motivate and listen, 

challenge commitment, work the disciplines of execution 

(focus on what is crucially important - act on predictive 

measures - keep a dashboard of results - create a cadence 
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of accountability) and mobilize from the art of the possible, 

and from there they are very similar.  

The two professions rely on ''GROW'' strategies and 

models of action, an acronym whose acronym marks the 

process to be followed: Goal (goal), Reality (reality), 

Options (options) and Will (will/commitment).  

Both professions work with references, to define their 

goals, relying on SMART methodologies, i.e. specific, 

measurable, achievable, realistic and time-bound goals, 

PURE goals, which means that they must be positively 

stated, understood, relevant and ethical goals, and CLEAR 

goals, clear, challenging, legal, environmentally sound, 

agreed and registered. 

The differences begin when it comes to the guiding 

principles of one discipline and the other, which give rise to 

its own method and differentiable from the nature, structure 

and dynamics. 

Coaching is based on a method that, from the recovery of 

the lost art of listening, becomes a mobilizer of attitudes of 

change, which consists of accompanying, from the maieutic 

action, a person or a group of them, with the objective that 

they can develop a mentality that induces behaviors, 
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tending to achieve and fulfill specific goals, bringing to the 

surface what already exists inside the Coachee. 

The Coach "does not transfer judgments, information, 

knowledge or experience on the content of the issues 

addressed by the Coachee, but gets the Coachee to 

conceptually associate and/or materially combine his own 

resources and psychological and physical means, creating 

his own answers or solutions to his problems and/or 

objectives", says Leonardo Ravier, in his book "Non-

directive Coaching, methodology and practice".   

Socratic dialogue and mayeutics constitute, for the Coach, 

his style of conversation and accompaniment; it is a way of 

being and relating to people in search of support or 

learning, being therefore both easy and difficult at the same 

time; easy because it simply consists of humbly accepting 

that one does not know the "truth" and having the deep 

desire to investigate it with authentic curiosity and great 

love for accompanying people in their searches.  It involves 

humbly accepting that one does not know the "truth" and 

having the loving disposition to accompany others in their 

search, without being the protagonist but simply a 

companion on the journey. 
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The Mentor seeks, on the contrary, to nurture the 

relationship and transmit the experience, guiding and 

challenging, for in Mentoring the professional functions of 

the Mentor involve sponsorship, training, protection, 

exposure and challenge, making the scope of Mentoring 

much greater than that of coaching, as Mentoring is 

concerned not only with the strategies, metamodels, 

methodologies, skills and abilities of the mentee, which 

guide him to learn how to demonstrate, but also with him as 

a whole person and the advancement of his professional 

career.  

The Mentor guides, from a "senior experience", the 

mentee. Therefore, the Mentor supports the mentee so that 

he/she can perform his/her role, functions and tasks in a 

more suitable and productive way.  

The Mentor should have more time available to dedicate to 

the mentee. He/she should offer knowledge in a 

disinterested way. He or she must have a lot of energy to 

invest in, foster and maintain such a relationship.  

The Mentor is the person who, based on his own 

experience, knows that the present reverts in the past and 

the present paves the way for the future and therefore 

decides to help, guide and illuminate the path of others, 
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from the professional, educational and personal to feed and 

promote action for understanding, while providing tools, 

support and structure for the Mentee to achieve more. 
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MENTORING AND THE OTHER 
MENTORING DISCIPLINES THAT 
APPEAR SIMILAR.

Given the lack of knowledge of the types of process, results and 
relationships inherent to each discipline of coaching, they tend to 
be confused.
Dr. Leonardo Ravier, in his book Coaching non-directive, gives 
us in a masterful graphic, the essential differences between the 
different disciplines of support to the human being.
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It is necessary to learn to differentiate the professional modes of 
action of each of them, from their own singularity, distinction and 
identity, in order to avoid confusion when articulating their 
contents and applications and to carry out a scientifically 
coherent practice, efficient in the practice itself, with ethics and 
legitimacy.
Let's see it succinctly:

Coach 
A trainer is someone who orients his or her professional mode of 
action to develop competencies and skills in his or her trainees 
with techniques and exercises that make them more competitive. 
They stand out a lot in the military or sports areas, where they 
deal, for example, with the development of strategic and 
muscular strengthening that serve as a basis for success in a 
specific activity.

Advisor 
An advisor has specific academic knowledge that enables him to 
permanently accompany his client in areas such as marketing, 
finance, legal, sales, human resources, quality, trademark 
registration, management and other topics. 
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Therefore, his main function is to propose and recommend the 
best possible options to his clients, in his area of expertise, and 
to accompany them in their implementation.

The advisor may or may not have empirical knowledge to give 
advice in his vertical.

Consultant 
A consultant is a true specialist who provides professional 
expertise to help diagnose and find alternatives to solve specific 
business problems, or to develop a business in organizational 
development issues. 

A consultant informs, provides opinions and gives advice on 
specific issues, guiding clients to those who can help implement 
solutions. 

Consultants only indirectly affect individuals.

Professor 
A teacher has academic knowledge and passes that knowledge 
from teacher to student. The teacher knows something that the 
student has to learn because it is indicated by an academic plan, 
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a program that was generated for the information and training of 
a group of students.

Therapist 
A therapist works with the client who is seeking relief from 
psychological or physical symptoms. The client wants emotional 
healing and relief from mental pain.  

Therapy addresses the client's mental health. The client's motive 
for entering therapy or counseling is generally to move away 
from pain or discomfort, rather than moving toward desired 
goals.  

Smart money investor 
A smart investor represents the merger of an investor and a 
Mentor.  
It is very common for investors to only invest in those areas in 
which they feel confident, that they have experience. They are 
called this way and are very appropriate because they not only 
bring money but also guide the growth and above all bring their 
networks of contacts.

Summarizing  
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Based on the definitions provided, we can say that the types of 
process cannot be confused, since some are oriented to the 
reflective, others to the creative, others to the transformational, 
collaborative or systemic, etc.

Neither are the types of results, because while some point to the 
expansion of potential, from awareness, which leads to 
discovery, growth and expansion of possibilities, others focus on 
inspiration, improvement of work performance, life experience, 
and so on and so forth.

The same is true of the types of relationships: some focus on 
solution, others on facilitation, still others on partnership, and so 
on.

Therefore, a Mentor may or may not have a conceptual and 
transversal knowledge with the different disciplines of 
accompaniment, but that does not make him or her competent or 
incompetent to assist people or processes in the different 
situations presented to him or her. 

What truly makes the Mentor competent is his or her vital or 
working trajectory in specific areas and the adequate preparation 
in the scientific field of the discipline of Mentoring and in the field 
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of action of the profession as a Mentor and therefore should not 
interfere in specialties different from those of the field in which he 
or she has experience, and should only work as a Mentor in that 
field and refer clients to other specialists, when he or she 
evidences that they need a different area of expertise.
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MEANINGFUL - 
TRANSFORMATIONAL 
- DEVELOPMENTAL - 
PROBLEM- AND 
OBJECTIVE-BASED 
LEARNING  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Problem-based learning

« It is not necessary to do violence to nature, but to persuade 
it." Epicurus

Problem-based learning requires the implementation of activities 
that, through individual and group research processes, privilege 
the learning and development of skills of the mentees and 
highlight the product of these skills and abilities, which does not 
necessarily have to crystallize immediately, especially if it is a life 
project.
Learning in which the problem is the starting point of its 
processes presupposes interdisciplinarity, exemplarity, the 
relationship between theory and practice and learning.  
Therefore, given that in the object of mentoring what is at stake 
are the competencies for the way of acting of the Mentee, it is 
necessary to previously build common interests between Mentor 
and Mentee. In such a way that makes it possible to establish 
the framework of necessary competencies to be trained, in order 
to transcend abstract formulas and that the training projects are 
broken down into achievable goals, reflected in the formation of 
competencies to solve specific problems.  At the same time, 
these competencies should make it possible to respond to the 
cross-cutting problems that the Mentee intends to solve.
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Learning occurs when the relationship allows the mentee to even 
feel vulnerable before his Mentor and in return receives 
understanding and new guidelines for action.
This allows the mentee to discover something he or she already 
knew, or to come face to face with his or her fertile void.
Here we are faced with two learning and awareness 
opportunities and perhaps the mentee reacts with something 
like; What if I knew, why didn't I do something about it? Or Now 
that I know I don't know, I will incorporate learning to move 
forward!
In the face of these or other postures from the Mentee, the 
Mentor will assume a supportive and challenging attitude toward 
the mentee.
It can be said that the responsibility to teach is the Mentor's and 
the responsibility to learn is the Mentee's, yet the components of 
the Mentoring process include individual commitment and shared 
responsibility.
They share the stage when the Mentee presents his or her 
problem, the two delve deeper into its nature, and the Mentor 
subsequently contributes his or her experiences of the situation 
presented by the Mentee.

Evolving, rhythmic and objective learning
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Mentoring is a meaningful learning strategy in which each 
mentee's problem/limit is in itself a direct learning objective. To 
approach it properly it is necessary to understand the reality, the 
opportunities and the pace of the Mentee. To this end, the 
Mentor initially works with the mentee from the assertiveness 
training side, guiding him/her to learn to discriminate assertion-
submission-aggression. Then guiding him/her in the learning 
processes of behavioral organization for live execution, moving 
him/her in the criteria of improvement, maintenance and 
generalization of results, until empowering him/her in the 
behaviors and strategies of self-management, self-reinforcement 
and self-evaluation.

Expected results of the Mentoring action in problem solving.

Although the outcome is specific to each process, in very general 
terms, a desired outcome for a mentoring process can be 
expressed under a premise such as: "That the Mentee makes 
more changes in his or her way of thinking, acting and relating, 
to produce tangible vital results, than he or she would have 
achieved with another model of accompaniment".
For this premise to be fulfilled, the Mentor will inspire a great 
sense of accomplishment in the mentee, empower him or her 
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with concrete action guidelines and demand effort to achieve his 
or her goals. Although a Mentor desires the best for his mentee, 
he is clear about the difference between supporting and helping, 
and knows that by helping his mentee he interferes with the 
autonomous action that belongs exclusively to the mentee.
The distinction between these two terms is:
a. Support: to provide support to the Mentee so that the 
Mentor, with autonomy, can decide, act and resolve.
b. To help: to do something to relieve the Mentee of his or 
her work.

The Mentor supports the mentee, and the mentee helps himself, 
transforming himself toward his own mastery, becoming a bridge 
engineer, allowing his needs to resonate within himself to stop 
building walls and start building bridges, developing the skills of 
a bridge engineer, which can be summarized as follows:

Trust: Learn to trust, because trusting in oneself, in others and in 
life opens up unforeseen possibilities.
Take risks: jump over barriers, do not turn them into excuses, 
whose substratum is the fear of novelty and change.
Accept : recogn iz ing tha t mis takes , se tbacks and 
disappointments are part of growth and evolution. Instead of 
condemning or fearing them, observe them and decipher their 
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message. Everything has its meaning and reason for being. It is 
healthy to let go of the weight of dramatization and place yourself 
in the proper perspective.
Let go: get rid of everything useless, destructive and disposable. 
Letting go requires courage, the ability to forgive, trust and 
compassion. It is the possibility of being truly free, because it 
makes unnecessary thoughts and feelings of the past, as well as 
unrealistic worries about the future. It involves saying "no" to 
negativity and letting life go forward from this point.
Play: understands the rules of the game and decides to play it 
well. A good player is calm, tolerant and flexible, does not get 
stuck on a move, a move or another player for too long. He 
respects the other players and attends to each move, but moves 
on. A good player plays his role in the game and does not try to 
play the role of others.
Is patient: he faces conditioning and programming to give 
immediate answers, which prevents him from waiting and easily 
produces impatience. Thus, he does not lose so many times the 
good things in life, nor gets angry or filled with resentment until 
dissatisfaction and discontent invade him.
Discern: the power of discernment helps him to distinguish the 
real truth from the apparent truth, the really valuable from the 
superfluous, by recognizing the snares of illusion, no matter how 
beautifully decorated and attractive they may be. To discern is 
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the art of seeing; to see what is true and what is false. To discern 
and understand what is really going on, you step back and take 
some distance, so that the new perspective allows you to 
understand more clearly. Interestingly, this step back works like a 
magnifying glass: by combining detachment and focus he sees 
the whole scene, as well as all its parts, and can grasp the truth 
of the moment.
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THE TIME TO 
APPROACH THE 
MENTEE AND HIS OR 
HER FRAMEWORK OF 
NEEDS.
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The Mentee's problem/possibility, their paradigms and 
conceptualizations, their life dimensions and the ranges of 
responses in each of them, the effectiveness of their behavior 
and their dichotomies and skill deficits or inhibitions in 
responding, their verbal cognitive systems and their social skills 
integration models, are often starting points for the Mentee, 
when seeking the support of a Mentor.  

It is here that the Mentor can become ''ensnared'', believing him/
herself in a position to act as an educator, psychotherapist, 
coach, advisor or anything else, and intervene from professional 
modes of action that are not proper to mentoring.
Consequently, at the moment of approaching the mentee, the 
Mentor must bring to consciousness that his essential role 
consists in extracting lessons learned from what has been 
experienced, and turn them into maps of territories to be walked 
and discovered by others.  Then he must remember that 
mentoring expresses the active learning process by modeling a 
mentee, from the relational exercise - professional with a Mentor 
and that in this exercise, mediated by the methodologies of the 
Mentoring processes, the Mentor deploys a professional 
relationship oriented to the development of the mentee to guide, 
orient and accompany him in his processes of development of 
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skills and abilities, with a sense of usefulness for his 
contextualized activities in his life.

Thus, the Mentor can really be and act as a lighthouse and guide 
who, with a beginner's mind, cares for and supports a mentee in 
the process of developing his learning potential and deployment 
of his skills and knowledge, according to his specific interests.  
Through this collaborative relationship, he/she helps him/her to 
make better informed decisions and to exercise activities with 
greater skills and abilities, to achieve his/her immediate and 
future objectives.
It is very important to connect the Mentoring process with the 
educational/training/development process and from there it is 
worth remembering that a Mentoring session is a meaningful 
learning session for the mentee.
According to the American theorist David Ausubel, meaningful 
learning is a type of learning whereby ''a learner associates new 
information with information he or she already possesses; 
readjusting and reconstructing both pieces of information in the 
process''. In other words, the structure of prior knowledge 
conditions new knowledge and experiences, and these, in turn, 
modify and restructure the former. This concept and this theory 
are situated within the framework of constructivist psychology.
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Meaningful learning occurs when new information is connected 
to a relevant concept already existing in the cognitive structure 
(this implies that new ideas, concepts and propositions can be 
learned meaningfully to the extent that relevant ideas, concepts 
or propositions already existing in the learner's cognitive 
structure are clear and available, in such a way that they function 
as an anchor point for the former). In turn, the new knowledge 
modifies the cognitive structure, enhancing the cognitive 
schemas that enable the acquisition of new knowledge. 
Meaningful learning consists of the combination of the 
individual's previous knowledge with the new knowledge he/she 
is acquiring. When these two are related, they form a 
connection''.
The following model includes five components that help the 
process of approaching the Mentee in the Mentoring process. 
These elements provide sequence, progression and rhythm to a 
Mentoring session. To understand these components, let us 
remember that the essence of the process is about sharing from 
heart to heart and finding common values, and that the form 
requires a structure of intervention-participation.

Theme and purpose of the session
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At the beginning of the session and with the purpose of focusing 
the process on the needs of the Mentee, it is necessary that he/
she is the one who chooses the theme, purpose or content on 
which the interaction and meaningful learning will be focused. In 
other words, the framework of the mission of the process must 
be clear, specific and measurable. And this is the space to also 
establish the framework of the relationship and the Mentee's 
''truth'' statement as his or her reality principle.

Objective

In line with the theme, the Mentee will define the learning 
objective that will be a source of motivation and anticipation of 
the expected results, as an expression of the principle of 
intentionality.

Awareness and Consciousness

To become aware is to apprehend reality from the objective and 
objectifiable conditions of reality. To become aware is to raise 
self-knowledge, to become aware of something, to discern it and 
consequently to modify one's behavior.
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Actions and Contributions

Nothing can be for its own sake, everything has a reason for 
being. Each thing, from its own identity, becomes visible, but not 
only as a system but also as a model and therefore is 
decomposed to be analyzed in its parts. The result is the fruit of 
the process, and arises from the application of the method of 
self-efficiency and assertiveness, associated with what the 
Mentee is expected to obtain as practical learning and 
incorporated into its real context.

The action will be evident because the mentee will be learning 
and developing new skills and abilities that will change his 
current situation and this will be as a consequence of the 
contribution and deliberative/constructive action with his Mentor, 
which submits to contrast the old and new skills, from the 
observation of models and discrimination of its components, to 
generate a process of deconstruction/construction, preceded by 
the self-observation of causality, and continued by the actional 
confrontation that generates intentionality, recognition, 
acceptance and self-reinforcement.

Results
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Reality is not made of parts, it is a totality, hence, by 
hologrammatic principle, each cell contains the genetic engram 
(network) of the whole being and demonstrates an unsuspected 
type of organization, with harmonic ordering of information 
processing (Logo), of life (Bio) and of relationships (Ethos), 
which demands, in the results of the professional relationship 
associated to the Mentoring, evidences from the linking language 
of complexity: reality is movement, change, transformation.
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MENTORING IN THE 
CORPORATE WORLD
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The starting point for the reflection of business 
Mentoring:

Edgar Morin said, "The changes that the world constantly 
registers, the scenarios of global economic commercialization, 
quickly open significant gaps of great contrasts, which atomize 

and fragment societies, while globalizing them. It is now 
necessary to see the weft in becoming as a loom that weaves 

and unweaves. It is not only necessary to see the interweaving, 
but also the reconfiguring dynamics of the context, with its 

emergencies, events, happenings, etc., and their feedback on 
the observation, in order to face both the difficulty of learning and 

understanding and the entropy of meaning, and thus favor the 
understanding of the need for its permanent recreation".

The emergence of order and randomness, at the same time that 
give rise to complexity, demand an effort on the part of those 
who manage companies, as Business and Social Institutions - 
IES, to link and connect the dispersion of the same, in order to 
develop with relevance their mission sense, framed in their 
culture, strategies and processes.
And it is in this context where we find all the sense to the action 
of mentoring and the profession of the Mentor in the business 
world. 
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The company and the world of complexity
The company is built on a world of complexity. Its inspirational 
sources, among many others, are: Systems Theory, Information 
Theory, Cybernetics and the concept of Self-Organization. 
Thanks to the contributions of Edgar Morin, the concept of 
complexity was freed from the banal sense of confusion and 
complication, to bring together order with disorder and 
organization, and within it, the one and the diverse. 
The International Institute for Complex Thinking (IIPC) guides the 
foundation of such thinking and of complexity as follows: from an 
etymological point of view, the word complexity is of Latin origin, 
coming from complectere, whose root, - plectere means "to 
braid", "to link". It refers to the work of basket construction, which 
consists of tracing a circle by joining the beginning and the end 
of the twigs. The addition of the prefix com- adds the sense of 
the duality of two opposite elements, which are intimately linked, 
without annulling their individuality. Hence, complectere is used 
both to refer to the combat between two warriors and to the 
intertwining of two lovers.
In English, the word complex, with its variant complexo, comes 
from the Latin complexus, which means "that embraces", 
participle of the verb complector, which means "I embrace", "I 
embrace". From complex derives complexity and complexion. On 
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the other hand, the latter word comes from the Latin complexio, 
which means "assemblage" or "whole," i.e., to weave together.
Complexity is, at first sight, a weaving of heterogeneous 
constituents inseparably united, presenting the paradoxical 
relation of the one and the multiple. 
Complexity is indeed the fabric of events, actions, interactions, 
retroactions, determinations and chances that constitute our 
phenomenal world. 
Complexity presents itself with the disturbing features of 
perplexity, that is, of entanglement, inextricability, disorder, 
ambiguity and uncertainty.
Complexity is not complication, it is a process that allows us to 
see the multidimensions in an orderly, but demanding way due to 
the multiple variables in observance. 
The observer himself is a complex variable. It is a complexity 
observing another complexity that, by means of an implicit 
circularity, implies all the variables that want to converse when 
the observer dialogues discursively and interpretatively with 
them. It is a dialogue between the consciousness of reality and 
the consistency of reality.
Complex thinking performs the rearticulation of knowledge 
through the application of its generative and strategic criteria or 
principles of its method. These principles are: 

CPM. Guía del Mentor Profesional.  99



• systemic or organizational,  
• hologrammatic,  
• retroactivity,  
• recursivity,  
• autonomy/dependence,  
• strategic dialogue  
• reintroduction of the cognoscente in all 

knowledge. 

Complex thinking and business Mentoring

To understand, in a complex thinking perspective, the Mentor's 
performance and business mentoring, we will make use of 
concepts and images that make possible the conceptualization 
of the being and the should be of mentoring and its actors, the 
Mentors and the Mentees in the company.
  For a business Mentor, the changes that the world constantly 
registers, the scenarios of world economic commercialization, 
quickly open significant gaps of great contrasts that atomize and 
fragment societies, at the same time that they globalize them. It 
is now necessary to see the weft in becoming as a loom that 
weaves and unweaves. 

The lambdoma
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The Lambdoma is constituted in a system of signifiers, which 
make it possible to understand and comprehend the action of 
mentoring, and from it the sense of being the mission of the 
Mentor, that is, the purpose of mentoring and of the professional 
who exercises it in the company.

Strategic dialogues in the business world.

A series of dialogues, in an operating chain, which gives rise to 
the need for Mentors in the company, are established from three 
levels of strategic dialogue (the global, the state and the 
organization), which constitute the philosophical and practical 
framework to contextualize the Mentoring, in direct relation to its 

LAMDOMA

λ

We rely initially on the Greek letter lamda, 
since its physical form allows us to 
visualize the integration of two variables 
(the Mentor and the Mentee, at the service 
of the institution they serve), and the word 
domio (that which guides the domain, the 
integrating knowledge) to build the figure 
that we will call the lambdoma that 
integrates the two individuals with the 
institution.

CPM. Guía del Mentor Profesional.  101



mission commitment (mission commitments), as can be seen in 
the following graph. 

Individuals, companies and society in search of solutions, 
emerge as the group with social interest in the action of 
Mentoring.

Individuals, as active subjects (the Mentees), participate, 
dialogue and build, with the global world and with the state, 
giving rise to the articulation of their competencies as individuals, 
with their own heuristics, to institutional socialization, that is, to 
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the conversion into subjects of an organization, which in turn has 
its own system of references and requirements.

The Shared Lamdom Mentor - Mentee - Institution.

By basic postulate, we start from the fact that the individual, 
whom we will call Mentee, and the organization to which he 
serves as a professional (individual with competence in a 
profession or trade), run in a common complex continuity, 
through an encounter that makes the individual an 
institutionalized subject and the organization an institution, which 
finally converge in a lambdoma, which we call shared complex 
lambdoma, which is illustrated as follows:

LAMBDOMA COMPLEJO COMPARTIDO
   Horizonte de complejidad Sistema complejo de Gestión 

construido

Formas de actuar y modos de vida únicos globalizados

P r o f e s i o n a l 
institucionalizado

El Sujeto asume y comprende 
la insti tución, y la hace 
personal

Inst i tuc ional idad 
compleja

Normas, reglas y criterios 
Institucionales (IES)
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Therefore, the individual (with his or her principles and values) 
when linked to the organization becomes the subject of an 
organization (which in turn has its own system of references and 
requirements, as a normative system), which in turn is 
institutionalized, which gives rise to a figure that assimilates a 
lambdoma. It can be seen as a complex system shared by the 
individual and the organization in which he/she acts, which 
means that the Mentor's task is to support the mentee and the 
organization, so that one and the other move towards the 
confluence of individual competencies with organizational 
competencies.

This makes it clear that it is not about eliminating the individual 
competence of the Mentee, with its own geometry and heuristics. 
It is about developing an institutionalized subject, which unifies 
itself with the own system of references and requirements of the 
organization it serves, from the relational, systemic and complex, 
at the service of ways of life that are at the same time unique 
and globalized, in a problematic intervention that is born from the 
awareness of the institutional reality and the mission of the 
organization.
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The professional mode of action of the 
Entrepreneurial Mentor

Let us recall that the concept "mode of performance" refers to 
the more general methods that characterize how an occupation 
or trade is performed, regardless of what it works with and where 
it works, that is, it is the way in which the problems of the object 
of the work are solved, in the object of the profession.
Based on the postulate of the previous paragraph, business 
mentoring arises as a response to the complexity contained in 
the company's own "modes of organizational performance", 
which require:

(a) From the Mentees, a ''must be'' Institutionalized, that is 

to say that they pass from ''individuals'' with individual 

compe tences t o ' ' sub jec t s ' ' w i t h comp lex 

competences, at the service of the organization they 

serve.  

b) A Mentor to assist in this process.
In the face of global changes and the emergence of systems 
where order and randomness occur at the same time, an effort is 
required on the part of those who act as Mentors, in order to link 
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and connect the dispersion of processes, in order to develop with 
relevance the articulation of individual management with 
organizational management. 
In an organizational context, who meets the profile to act as a 
Mentor?

When we focus on the organizational environment, Mentors must 
be figures of recognized prestige within the company, highly 
valued internally for their experience, capacity and personal 
maturity. They must be people with a good level of influence, to 
boost the professional career of others.
Given that:
a. From clear missional commitments, the Mentor, being a 
symbol of coherence and consistency, achieves a powerful bond 
that allows him/her to positively influence, inspire and motivate to 
excellence in business results;
b. The Mentor is able to transmit his or her experiences in 
order to produce organizational results; 
c. The Mentor accompanies his Mentee so that he can 
reach, in the organization, the development of his maximum 
talent and potential.

They are the organizational leaders; they are par excellence the 
ones called to exercise the role of Mentors, for the issues 
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associated with the behavioral competencies required by the 
company for the development of its mission. They are the 
professionals and technicians and the ones called to exercise 
the Mentoring for the development of the functional, transversal 
and integration skills and abilities that make possible the 
organizational results.

The Mentor and his transformative mission  -
from academic knowledge to work practice

For the company, Mentoring is a human resources development 
strategy. In this strategy, the role of the Mentor takes an 
important turn, if he/she is at the service of the transition 
between the academic training of the mentee and the business 
practice. 
The Mentor becomes an effective formula for the mentee 
because, through mentoring, he/she will be able to integrate into 
the working world by the hand of that expert who is the Mentor, 
who by having traveled the road, enables the Mentee to transfer 
the concepts learned in the academy, to the production of 
tangible results in the organization, mixing humility and trust, 
through a humanistic approach, for the conversion of knowledge 
into skills in the company, and thus develop high-level talents 
and achieve better organizational results. 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Mentoring Programs inside a company

Business Mentoring as a Development Strategy

Let us remember, as a hologrammatic principle, that mentoring, 
as a strategy for development and significant learning, is based 
on mentoring, as a way of professional performance. Therefore, 
from the organizational genetics, a business mentoring program 
is the response, in real time, to the needs of practical 
transformation of culture, strategies or processes, within an 
organization, through the actions of Mentors oriented to boost 
the careers of people - mentees - with high potential in the 
organization. 

A business Mentoring program can also be an organizational 
development strategy, which demands the promotion of 
personal-work growth processes, through the closing of 
behavioral or performance gaps, of the members of the work 
teams, within the framework of a culture that promotes 
achievement orientation, from the development of new skills and 
abilities in them.

In both cases, the following is required: 
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a) The commitment of the general management of the company, 
to ensure that this method is recognized by it as legitimate and 
capable of contributing to socio-business development.
b) The participation of a program director, who plans and 
monitors the development of the business mentoring program, in 
accordance with the needs of practical transformation of the 
culture, strategies or processes, while coordinating the selection 
of Mentors and Mentees and ensuring the support systems for 
the process. 
c) The participation of the Mentee's leader, in order to establish 
with him/her the behavioral and/or performance gaps and to 
support and monitor their development during the process.
d) The participation of the mentees with their priorities, 
commitments and responsibilities in the process. 
e) The participation of the Mentors, as vital members of the 
support network for the Mentees and the organization.

All in perfect conjunction, at the service of the objectives and 
organizational goals.

Reasons to undertake Mentoring programs in 
companies.

The following are the most powerful reasons for undertaking 
Mentoring processes in organizations:
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1. Companies are facing work rhythms, pressures and 
demands that do not allow them to stagnate in complex 
formations, nor in slow trainings. Their challenge is to transform, 
in a pragmatic and objective way, the know-how into know-how, 
in order to obtain tangible results.
2. Based on the postulate ''People who grow, organizations 
that develop'', it is necessary to train and develop the potential 
and talents of team members, in real time (on the fly) in 
individuals, teams and organizations themselves.
3. A company prospers when its team evolves with it. 
Hence, when the time comes to distance oneself from slow and 
decontextualized training processes, business Mentors are one 
of the best and most useful options.
4. The implementation of business Mentoring programs 
contributes to significant learning, to the incorporation of skills 
and abilities, to the strengthening of values and to the proper 
relationship among team members.
5. When an organization designs its Mentoring program, a 
message of optimism is favorably propagated in which it is 
emphasized that the interaction between the mentee and the 
mentoree is a key factor in the success of the mentoring 
program. 
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5. When an organization designs its mentoring program, a 
message full of optimism is spread favorably, highlighting that 
the interaction between Mentors and mentees favors a climate of 
collaboration, teamwork, spirit of cooperation and growth.
6. Undertaking business mentoring programs is also to 
foster human relations, trust and the sponsorship of flexibility, 
while encouraging people to develop the attitude and skills 
desirable in the work team.
7. Business Mentoring programs ultimately aim to build the 
capacity of the mentee to achieve maximum autonomy, while 
accelerating the implementation of novel or transformational 
ideas throughout the organization. 

Key success factors in a Business Mentoring 

program

The success of a business mentoring program is associated with 
the fact that the program is aligned with the organizational 
culture, strategy and policies, which support the construction of a 
model of tacit knowledge transfer and development of skills and 
abilities in the mentees, as the backbone of their career plan, or 
approach and solution of complex problems.
Additionally, to be successful, a business mentoring program 
should consider:
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(a) A clear reason and purpose that must happen in the 

process. The mentoring process-organizational 

results.  

b) Organizational structure and effective management: the 
design, ex-professo, of networks (networking) of information and 
influence, which give origin and end to the sequence of the 
mentoring program.

c) Competence of the Mentor and capacity of the mentee, for the 
achievement of the objectives of the process, in time. 

d) Clear design of the objectives to be achieved by the Mentee 
and the organizational support he/she will have during the 
Mentoring process.

e) It is necessary that the program includes, in addition to a 
Code of Ethics, a training program for internal Mentors, a fully 
defined operational structure and criteria for measuring the 
above items.
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Internal Mentor

Classically it has been said that it is preferable that the Mentor 
not be hierarchically related to the mentee, but at RGMentores 
we consider this situation to be more of an impediment than an 
impediment, since this factor constitutes a new profile of 
humanly effective leadership.
It is ideal to include new Mentors to the extent that the program 
is positioned within the company, since this ensures its adequate 
evolution.

Suitable questions to ask are:
a. Who can guide ... to develop his or her strategic level?
b. Who can model ... to improve its relational capacity?
c. Who can guide ... to enhance their tactical behavior?
d. Who can empower ... to face the decisions of his role? 
e. Who can instruct ... to diligently assume his/her new position?

External Mentor

To choose an external Mentor is to opt for one who knows how to 
do what he/she will be mentoring about better than potential 
internal Mentors, can demonstrate with results the tenets he/she 
preaches, and is well recognized by those who have followed 
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his/her mentoring processes. When choosing an external 
Mentor, it is necessary to focus on making the best human and 
financial investment.
It is also necessary to opt for the person with whom the Mentee 
feels comfortable enough to enter the exciting world of growth, 
evolution, meaningful learning and good results.
In addition, it is helpful, given the intended scope of the 
Mentoring, 
to ask yourself questions such as:
a. Why prefer an external Mentor over our internal mentors? 
a. Why prefer an external mentor over our internal mentors?
b. What should the Mentor's mentee's qualifications be? 
c. In what cases is a combination of internal and external 
Mentors good?
In choosing both internal and external Mentors, the following are. 
basic conditions:
1. The Mentors chosen must enjoy developing people and 
specifically meet the requirements and competencies we refer to 
in this manual.
2. Each Mentor will be aligned with the organizational 
culture and will be, for mentee, a good benchmark for personal 
management, contribution to favorable work climate and results-
oriented organizational culture.
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3. Each Mentor will assume his or her role without 
interfering with the Mentee's functions or those of his or her 
superiors.
A Mentee may have more than one Mentor when it is necessary 
to support him/her in different areas and when a single Mentor 
does not have experience in all of them.

Guidelines for Implementing a Business 
Mentoring Program

To implement a business mentoring program, it is necessary to 

take into account some guidelines:

a. Have a leader from general management, human talent 

and each visible leader.

b. Have simple guidelines: philosophy, scope, limitations.

c. Identify who could be internal Mentors.

d. Train the internal Mentors.

e. Identify potential mentees.

f. Prepare them to assume the role of Mentees.

g. Empowering Mentors and mentees.

h. Present the model to Mentors and mentees.

i. Express clear vision of the scope of the program.

j. Explain clear roles and responsibilities of project 

leadership.
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k. Evaluate and select program participants: Mentors and 

mentees.

l. Design program and performance criteria for Mentors and 

mentees.

m. Create process development.

n. Evaluate and close the process.

From the above guidelines: 

Benefits to the company.

• Protects accumulated experiences, maintains 

best practices and improves methodologies. 
• Reduces learning time. 
• Minimizes errors when moving from theory to 

practice. 
• Reduces costs due to gaps in practical 

knowledge. 
• Reduces anxiety and balances contribution to 

work. 
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• Accelerates the adaptation of workers from 

other countries, areas, regions. 

Benefits for internal Mentors
• Personal satisfaction 
• Reputation and recognition 
• Learning and renewal by being in contact with new 

points of view. 

Benefits for the mentees

• Timely assimilation of the organizational culture. 
• Relevant understanding of policies. 
• Knowledge of their work environment and 

location in the organizational system. 
• Real connection with the competencies of their 

role. 

Launching a Business Mentoring Program.

Four steps will be helpful:

Attract:
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Propose something different to captivate people and convey how 
convenient the mentoring program is for everyone in the 
organization.
Communicate:
Connect people and share with them, in a friendly and direct 
way, what the Mentoring Program does.
Acceptance:
Identify potential drawbacks or obstacles to the success of the 
mentoring program.
Visibility:
Show the benefits of the Mentoring Program, the attributes that 
people will be comfortable with and how their expectations will 
be met.

Community for the Business Mentoring 
Program

How to create it?
To create, foster and maintain community, it is important to build 
loyalty to the Mentoring program and it is built on its philosophy 
and the high level of participation that people maintain.

How to promote the commitment of people in the community?
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• Present it as an original idea to bring people 

together in the organization. 
• Show it as a current and interesting idea. 
• Showcase it as the hot trend that will 

reactivate passion, pride and the best in 

each person. 

Formalizing the Mentoring Process in the 
Company

The steps to formalizing a business mentoring process go 
through issues such as:

1. The Mentor explores and pinpoints the 

accomplishments desired by the organization or 

by the engager of his or her services. 

2. The Mentor establishes with the company the 

limits of his or her responsibilities and those of 

the Mentee. 

3. The Mentor establishes a formal mentoring 

contract with the organization contracting for his 

or her services. 

4. The Mentor establishes a climate of trust and 

t rus twor th iness wi th the organ izat ion 
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contracting for his or her services and with the 

mentee. 

5. The Mentor provides frequent oral and written 

feedback, if agreed upon, when contracting to 

provide mentoring services. 

6. The Mentor establishes a structured plan with 

the mentee for incorporating new skills and 

abilities. 

7. The Mentor illustrates the skills and abilities, 

with powerful examples of personal success. 

8. The Mentor respects the mentee's pace of 

learning. 

9. The Mentor evaluates the progress of the 

Mentor-Mentee relationship. 

10. The Mentor recognizes when changes need to 

be made or the mentoring agreement needs to 

be terminated. 

Evaluating the Business Mentoring Process

In the business mentoring processes, there is no evaluation of 
how much the process was liked, nor are comprehension tests 
applied. To evaluate the progress of the mentees, the 
improvement of the existing indicators in the development and 
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scope of the Mentee's responsibilities is observed, as a 
consequence of the deployment of new skills and abilities born 
from the mentoring process.

A training program for Internal Mentors

Selection: As described earlier in this guide.
Training: Should contain at least the following modules:
a. Basis, influences and fundamentals of Mentoring.
b. Competencies of the Mentor to capitalize on his or her 
learning.
c. Competencies of the Mentor to transfer what he/she has 
learned.
d. Meaningful learning based on problem situations.
e. Integral Mentoring Model (observed practice and pro-
feedback).
f. Signing of the Code of Ethics of the internal Mentor. It 
can be designed based on that of the RGMentores, which is 
found in the basic guide of the Mentor.
g. Monitoring of the first processes: in the first sessions the 
new junior Mentor is accompanied by his/her senior Mentor.
The Mentor will impact each Mentee by developing his or her 
social, tactical or strategic skills and abilities with the clear 
purpose of obtaining better business results.
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A business Mentoring process is considered valuable when it 
contributes positively to the aspects that the company hopes to 
impact which may arise from a list such as the following:

Functional Areas:
Enterprise and Global Environment; Successful Business 
Management:
• Economics 
• Business Law 
• Accounting 
• Marketing 

Transversal Areas:
The company, a community of people producing results:

• Managerial mindset 
• Operations 
• Productivity and business competitiveness 
• Finance 
• Information systems 

Integrating areas:
• Vision and strategic implementation. 
• Mission and focus on stakeholders. 
• Personal responsibility. 
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• Corporate strategy. 
• Entrepreneurship. Entrepreneurship. 
• Corporate Citizenship Corporate Citizenship. 
• Leadership. Leadership as a key success factor. 

Change and transformation. 
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