
REVERSE
MENTORING
GUIDELINES

 
How reverse mentoring can be used

at your organisation.



What is reverse mentoring?

Reverse mentoring has, in recent years,
become a popular approach to mentoring.
Yet when we look at reverse mentoring, the
definition of it is not that different from
traditional mentoring. The biggest
difference is that reverse mentoring is
where those who typically wouldn’t have
considered themselves to be experienced
enough to be a mentor are.

Mentoring is the act of one individual
sharing their knowledge, skills and
experience to help others to progress. This
is the same with reverse mentoring,
however, in reverse mentoring the individual
carrying out the mentoring (the mentor) is
usually younger or has less 'career’
experience, but does have more experience
in certain other areas, such as in technology
or diversity and inclusion groups. The
reverse mentor often mentors someone
more senior in the business, to share
challenges they’re facing, educating them
and helping them to develop in a wider
array of areas and focal points.

REVERSE
MENTORING:
WHAT, WHY AND
HOW.
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Mentoring can have a profound impact
on your personal growth, but you have

to be open to change. – Lois Zachary
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A solid understanding of technologies in
the market.
Challenges affecting you and others that
you feel senior leaders may be unaware
of.
Involvement with a diversity and
inclusion or resource group.
Trends and changes in the industry that
those senior leaders may be unaware of.

Why reverse mentoring?

Reverse mentoring can help the reverse
mentor to share their knowledge in key
areas and spread awareness of challenges
they may face which senior leaders may
simply otherwise not understand or be
aware of (e.g. disability and the challenges
these individuals face, which can often be
overlooked), whilst also helping the mentee
to grow and develop.

Reverse mentoring can, for example, help
older and less technologically savvy
professionals to embrace new technologies,
understand the latest industry trends and
have a wider insight into potential additional
opportunities in work.

How can you start?

Reverse mentoring should follow the same
guidelines and best-practice as standard
mentoring (explained in the next page). The
only key difference is that you may not
otherwise consider yourself experienced
enough to be a mentor. If you have
knowledge, experience and skills in the
following areas, to name just a few, then
you could be a great reverse mentor:

The above are just some key areas in which
you may be able to be an effective reverse
mentor.
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How often should you both meet or call?
How long should the mentoring relationship last?
What can the mentor offer?
What is the mentee looking for?

As stated previously, reverse mentoring guidelines are not very
different from typical mentoring guidelines. The roles are reversed
but otherwise, everything else should stay the same. Below are
our mentoring guidelines to help you to make the most of
mentoring.

01. Finding the right mentor.

Finding a reverse mentor can be more challenging than typical and
traditional mentoring and should be handled delicately. PushFar’s
mentoring platform makes it easier to identify those individuals open
to being mentored and if someone has indicated that they are open
to being mentored and you feel you can offer the necessary support
they are seeking, then you can request them accordingly. Otherwise,
simply indicate on your profile that you are open to mentoring
people in key areas (e.g. technology, reverse mentoring and diversity
and inclusion) and wait for a mentee to approach you. Don’t worry or
feel intimidated if they are senior – that’s part of the
point and a great benefit to reverse mentoring.

02. The introductory meeting.

Once you’ve found the right reverse mentee, it’s time to have the
first meeting with them. Whether over a phone call, video call or in-
person meeting, an introductory meeting is an essential first step for
mentoring. The introductory meeting should cover off the following
points and it is important to discuss these openly and honestly,
straight away:

Do not be afraid to set the expectations at this stage – it makes the
entire mentoring process a lot easier and you will be starting on the
right foot. The meeting can last however long both parties wish for it
to be. We would recommend either a 30 minute or an hour-long
meeting.
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03. Setting the expectations.

This is something we reference a lot and that is because it is
important to set expectations at the start of a mentoring
relationship. There can be a tendency for the more senior individual
(often the mentee in reverse mentoring) to try and take control of
the mentoring relationship. It is particularly important here to make
it clear who the mentor is and what the focus of the mentoring
should be.

04. Listen and ask questions.

To be a good reverse mentor, first and foremost have a clear
understanding of what your mentee is looking to learn and develop
from you. Are they looking for guidance in technology and support
with new platforms? Are they keen to learn more about diversity and
inclusion groups? Ask about the challenges they face, or what your
mentee’s goals are and ensure that you are both clear on exactly
what the situation is. By asking questions you should ensure you are
encouraging self-reflection and rather than providing mentees with
answers, give them the tools and guidance to find the answers
themselves.

05. Offer experience-based guidance.

We learn from our failures and from the mistakes we make, far more
than we learn from our successes. Therefore, the more we encourage
mentoring, the more we can grow and reduce the mistakes and
failures we make. In mentoring, it is important to provide experience-
based guidance and help your mentee not repeat mistakes. You are
primarily a mentor because you are in a position of experience within
the key reverse mentoring subject areas you have offered to reverse
mentor an individual on, and therefore if you can pass on this
experience, knowledge and insight to your mentee, you will help
them to develop and grow.
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06. Meet & catch up at regular intervals.

During a mentoring relationship, it is worth meeting or speaking with
your mentee once or twice a month. Some mentoring relationships
work best when having a longer catch-up every quarter. However,
most mentoring relationships and partnerships will see both parties
meeting or speaking on a call once a month. During these meetings,
go through the things that the mentee has achieved and done in the
previous month, where the sticking points and challenges have been
and how goals are being met.

These meetings can be anywhere from 30 minutes to a couple of
hours long. We would recommend trying to make at least 45 minutes
for these meetings so that you give both individuals the time to
reflect. Set time aside to focus on these meetings and during the
meeting also work out what the mentee would like to achieve in the
month ahead, before the next meeting. Having clear, actionable
objectives and goals is sometimes, but not always, the best way to
do this.

07. Ending a mentoring relationship.

Knowing when to wind down and end a mentoring relationship can
often be tricky. Regularly what happens is that one or both parties
simply stop meeting and arranging catch-up sessions. This is fine but
is far from ideal. Instead, if you feel that either as a mentor, your
mentee is not engaged, or that you are beginning to feel unable to
further support, it is best to have an upfront conversation and decide
either to end the relationship then and there or to have a set end
time. If you had a successful introductory mentoring meeting, then
you should have already discussed the length of time you are
looking to mentor anyway, so do use this as a guide. In the end,
discuss the things you have covered off during the relationship and
use it as a time to reflect on where the mentee (and mentor) were at
in the beginning and where they have got to now.
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Was your mentee proactive in managing the relationship?
Did they engage with their goals and targets, effectively?
Were they punctual and efficient in scheduling regular meetings?
Did they make the most of the opportunities to be mentored?
What could they have improved upon?

Did your mentor offer effective support?
Was their experience valuable and aligned with your objectives?
Were they punctual to meetings and invested in them?
Did they engage with your objectives and targets, effectively?
Did they make the most of the opportunities as a mentor?
What could they have improved upon?

10. Providing feedback.

At the end of a mentoring relationship, we would advise taking a few
minutes to think about and provide constructive feedback, both
ways. As a mentor, you should provide feedback that your
mentee can take with them, going forwards into their career and
future mentoring relationships. As a mentee, think about how it is
your mentor might have been able to improve the way they
mentored you. When providing feedback, you may want to consider
the following.

As the mentor:

As the mentee:

There is no failure. Only feedback.
 – Robert Allen
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PushFar is the world's leading mentoring and career progression platform,
helping thousands of individuals and organisations across the globe. Our
cloud-based platform is the perfect solution for implementing a mentoring
program within your company to meet organisational and employee goals.
Our platform enables you to build highly effective, customisable and
scalable mentoring programs for your team members. Our data-driven
algorithm, easy-to-use platform, and efficient features create a truly
seamless experience.

WWW.PUSHFAR.COM

ABOUT PUSHFAR.

R E Q U E S T  A  F R E E  D E M O
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