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Objectives

We will look at different mentoring models, discuss the mentoring 

process, explore issues in cross-cultural mentoring, and look at unique 

challenges related to mentoring for missions.

Objectives:

1. Mentors and mentees have clear and reasonable expectations for 

the mentoring relationship.

2. Mentors and mentees gain insights into cultural factors related to the 

mentoring relationship.



Introduction
•20+ years in East Asia

• Family Medicine background

•Rural and Urban Community Health

•Medical Education: training rural and urban medical 
personnel

•5 years leading an international NGO

•davegmhc@protonmail.me



Mentoring experience (mentoring and being mentored)

• Family

• Residency Training

• On the field

• Field leadership

• Home church





Small group question:

• What makes someone “mentorable”? 

• What qualities would you look for in a mentor? 

• Agree of disagree:
• “Healthy mentoring starts with a healthy mentor” 
• “Healthy mentoring means a healthy relationship”
• “Healthy mentoring means many mentors”



My greatest failures as a mentor . . . 



Ways of mentoring
• Formal scheduled relationship. 
• Informal, organic relationship. 
• Discipleship focused relationship. 
• Coaching relationship. 
• Group mentoring. 
• One time mentoring. 
• Passive mentoring. 
• Distance mentoring. 
• Counseling relationship. 



Range of mentoring

Mentee’s 
Agenda

Mentor’s 
Agenda



The learning cycle

• How can a mentor help in this 
cycle?



The learning cycle

• How can a mentor help in this 
cycle?



The learning cycle

• How might this help you as you look 
for a mentor?



Context of mentoring



The mentoring process

Determining if the 
mentoring relationship 
should begin, and then 
getting ready to begin

Determining how the 
mentoring relationship 
will take place

Implementation of learning

Bringing closure to 
the mentoring 
relationship



The mentoring process
1. Preparing—determining if the mentoring relationship should begin and then 

getting ready to begin.

a. Exploring motivations and readiness. Ask what the mentee is hoping to gain from 

the mentoring. Be sure there is not a mismatch of expectations. 

b. Assessing mentoring skills. Do you have the expertise to meet the mentee’s needs? 

c. Evaluating the viability of the mentoring relationship. 

2. Negotiating—determining how the mentoring relationship will take place. 

a. Establishing roles and expectations. 

b. Determine communication process. Frequency and type of connection. 

c. Define learning goals, desired outcomes, and standards for success. Be specific. 

d. Determine the duration of the mentoring relationship. 

e. Talk about the soft issues—confidentiality, boundaries, limits. 



The mentoring process
3. Enabling—implementation of learning. 

a. Maintaining trust. What actions break trust? What actions build trust? 

b. Promoting learning. Encouragement and support.。

c. Negotiating obstacles. If you find obstacles, address them 

immediately. Re-negotiate if necessary. 

d. Providing feedback. Give honest feedback to one another regarding the 

relationship and learning. 

4. Closing—bringing closure to the mentoring relationship. 

a. Evaluate and reflect on learning. 

b. Apply learning to other situations. 

c. Celebrate the learning and relationship. 



Cross-Cultural Mentoring:
A Brief Comparison of Individualistic 

and Collective cultures
Article by Sunny Hong



Phase One
Preparing vs. Searching
Purpose of mentoring

Expectations of mentor/ mentee

Individualistic

• Build up mentee in professional 
realm

• Mentee looks for experience, 
knowledge

• “Thou shalt not play God, 
Teacher, Parent.”

Collective

• To become like the mentor in 
skills, knowledge, and character

• Mentee looks for age, wisdom, 
character

• Mentor protects mentee like a 
father

• Good fit for holistic ministry 
context



Phase Two
Negotiating vs. setting up goals

Individualistic

• Clear goals

• Difficult and challenging goals

• Able to measure and evaluate

• Mentee and mentor negotiate 
direction of mentoring and goals

• Best case: mentee has clear goals, 
mentor help them achieve them

• Worse case: mentee and mentor 
cannot agree on goals

Collective

• Mentor determines goals
• Mentee trusts that the mentor will 

do what is best
• No concept of negotiation
• Best case: mentee receives best 

because mentor knows what is 
best 

• Worse case: mentee does not 
receive what they need because 
mentor does not know what is best



Phase Three
Enabling vs. “progressing the accomplishment of goals”

Individualistic

• Mentoring process divided into 
“manageable chunks, logical 
segments small goals

• Regular evaluation
• Documentation is important
• Important to identify complaints 

and issues
• If expectations not met, mentoring 

can end without damage to 
relationship

Collective

• Mentor measures progress

• Mentor gives feedback

• Documentation is used to back 
up legal issues, and indicates 
lack of trust

• If mentor does not faithfully 
measure progress and give 
appropriate feedback, there is 
danger of losing focus



Phase Four
Closure

Individualistic

• Start with the end in mind

• Mentee and mentor negotiate 
on closure time

• Closure happens when goals are 
met

• Acknowledge accomplishments 
and celebrate milestones

Collective

• Mentor knows when to end

• “Go down the mountain”

• No concept of negotiation



Phase Five
After Closure

Individualistic

• Beginning of peer friendship

• Allows for occasional mentoring 
“moments”

• Ongoing mentoring “not 
recommended” when no longer 
“making progress”

Collective

• “mentor for life”

• Respect given and nature of 
relationship remains the same



Mentoring for Missions

• Does mentoring for missions differ from mentoring for anything else?  
If so, how?



Mentoring for Mission:
factors to consider

1. Calling

2. Character/ Christlikeness

3. Competence

4. Compatibility





Back to Calling



Calling



CALLED

• C – I have Christ in my life

• A – I have an Awareness of the world’s needs

• L – I have a Love for God

• L – I have a Love for people

• E – I have Experience in ministry

• D – I have Direction from my church



Character/ Christlikeness



Mentor as an example

• For if you were to have countless tutors in Christ, yet you would not have

many fathers, for in Christ Jesus I became your father through the gospel. 

Therefore I exhort you, be imitators of me. 1 Cor 4：15-16

• Be imitators of me, just as I also am of Christ. 1 Cor. 11:1



Competence
• Context-dependent!

• An example:



Competence



Compatibility
After working through calling, character, and competence . . . 

• . . . mentoring for a good fit

• Organizational or team . . .
• Mission and vision

• Values

• Ministry focus

• Team culture



Ripple Diagram



Questions?


