
Myth #3: Mentoring is only for junior people

“We used to think it was people at early stages of their career who needed mentoring,

those just out of MBA programs,” says Kram. “Now we understand that people at every

stage benefit from this kind of assistance.” Sometimes, as Meister and Willyerd point out in

The 2020 Workplace, it even makes sense to flip the traditional roles and have a junior

colleague advising a senior one on things like new technology. No matter where the

teaching comes from, if it’s smart and useful, we need to be receptive to it.
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In this context, a look at Tom’s 360 results sheds light on the question of why he was

passed over for a plum assignment. Tom had no critical flaws, but he hadn’t yet

demonstrated any outstanding strengths either. With no strengths above the 70th percentile,

he didn’t score “good,” let alone “outstanding,” in overall leadership ability. Anyone in the
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strengths and interests and the needs of your organization converge. Choose five

competencies in each of the three categories.
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