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Abstract
This Master of Leadership Development thesis project is a proposal for a formal staff
mentor program at Saint Mary-of-the-Woods College. The mentor program is just one of multiple
pieces that are being proposed to make improvements to the staff development opportunities
offered at Saint Mary-of-the-Woods College. Two other pieces currently being suggested are a
supervisor training program proposed by SMWC staff member, Marie Elliott, for her Master of
Leadership Development thesis project, as well as a New Employee Orientation. This third
proponent is being proposed by a newly developed committee solely responsible for organizing and
coordinating a formal orientation for new employees. Each of these opportunities satisfies the Saint
Mary-of-the-Woods College’s Strategic Plan component 3.3.2, that specifically focuses on staff
development improvements.
This thesis discusses Saint Mary-of-the-Woods College’s historical past and current
circumstances that provide support for a formal staff mentor program that could benefit the
College. Currently, the College has an informal staff mentor committee which has given this formal
staff mentor program proposal a solid foundation. The research goes into the great depth of the
benefits received by mentors, mentees, and organizations when successful mentor programs are
implemented. It also covers a variety of existing mentoring styles, reviews generational mentoring,
provides supporting facts as to why mentor programs are so important within organizations, and
specifies mentor and mentee responsibilities and ideal qualities. The importance of appropriate
pairing and evaluation methods are also reviewed. Financial costs of each aspect of the proposed
mentor program have been provided, followed by the guidelines of the formal mentor program plan.
Lastly, the challenges and future work of the program are presented.
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Introduction
This Master of Leadership Development thesis paper is a proposal for a formal staff mentor
program at Saint Mary-of-the-Woods College. The idea of mentoring was first established, to our
knowledge, by the ancient Greeks (Ilesanmi, 2011). In Greek mythology, Athena, the Goddess of
Wisdom, disguised herself as a man, called Mentor, in order to look after Telemachus, son of
Odysseus, while his father was away at war (Hayes & Gagan, 2005). Mentoring was originally seen as
an intensive relationship between expert and novice (Ilesanmi, 2011). Philosophers would take on
young, promising men as mentees (Ilesanmi, 2011). In the Middle Ages, craftsmen would take on
apprentices to teach them about all aspects of the craft (Ilesanmi, 2011).
The following information on the modern history of mentoring was gathered by Pimental (2003)
who provides an interesting look at America’s earlier periods regarding mentoring in the workforce.
In the past, people did not simply enter the workforce when they came of age, instead, they sought
out mentors to learn specific trades (Pimental, 2003). This was standard practice until the industrial
revolution, which caused large businesses to replace small ones, and managers and supervisors to
replace mentors (Pimental, 2003). Following the industrial revolution, only the top employees were
groomed and mentored in a “good ol’ boy network” to take leadership roles within companies
(Pimental, 2003). This excluded the majority of workers, particularly minorities (Pimental, 2003).
Next, Human Resources took over the mentoring program in the workplace to target women and
minorities (Pimental, 2003) in the 1980s and 1990s to help promote them into leadership roles
(Emelo, 2015).
Contemporary corporations have reinvigorated their efforts in mentoring due to the newest
generation entering the workforce, who have been coined as “Millennials.” Millennials seem to
require mentoring more than any previous generation as they have been accommodated and guided
by parents and teachers since birth and have grown up with constant structure (Keene & Handrich,
8
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2010). They have been socialized with an academic mindset, due to the increasing number of
individuals in modern society being formally educated as opposed to in the past, and the educational
environment is vastly different from the work environment (Keene & Handrich, 2010).
Overall, according to the perceived stereotypes in the workforce, Millennials are not quite
prepared to take on career roles and need thorough training and feedback from the start, in order to
be successful (Keene & Handrich, 2010). Millennials will encompass 40% of the workforce by 2020
(Kwoh, 2012), and they are demanding certain benefits from employers in order to stay loyal to their
companies (Wloczeski, 2015). One of those major demands is professional development, which
includes mentoring (Wloczeski, 2015). Malcolm Knowles, who wrote about mentoring in the 1970s,
stated that, “As people mature, they become more motivated to learn based on internal drivers, such
as their own personal desire to learn something, rather than external drivers, such as someone telling
them they need to learn about something (as cited in Emelo, 2015).”
Mentoring requires leadership abilities and characteristics, as a truly effective mentor will also
be a leader (Ilesanmi, 2011). The definition of an ideal mentor is someone who is established,
knowledgeable, and supports the mentee’s success and advancement (Lamm & Harder, 2014).
Organizations utilize the benefits of mentoring to increase employee retention, promote succession
plans, and improve employee productivity (“How to Use Mentoring in Your Workplace,” 2017,
para. 15). Many employers are realizing the immense benefits that mentoring can bring a company if
done correctly, so much so that 71% of Fortune 500 companies have implemented mentoring
programs within their companies in recent years (“How to Use Mentoring in Your Workplace,”
2017, para. 1). Mentoring allows people to share their expertise while feeling more connected to the
company and more satisfied with their work (“U.S. Office of Personnel Management,” 2008, para.
3). Mentoring benefits the mentee because it shortens the time it takes for them to become
established in the organization (Tingum, 2017) and provides them with professional development
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opportunities (Kalpazidou, Schmidt & Faber, 2016). Mentoring benefits the company because its
employees share knowledge, and become more committed to the success of the company
(Kalpazidou et al., 2016), while at the same time creating new leaders (Lovering, n.d.).
This thesis paper covers the following topics: the background of Saint Mary-of-the-Woods College;
the problem statement; the varieties of mentoring styles; mentoring for the generations; why a mentoring program is so
important to organizational success; the mentee, mentor, and organizational benefits; the ideal mentor and mentee
qualities; the roles and responsibilities of mentors and mentees; successful relationship traits and unsuccessful
relationship characteristics; pairing and financials for the program; the evaluation; the proposed formal staff mentor
program for Saint Mary-of-the-Woods College; the challenges and future work of the mentor program; followed by a
summary, references, and appendices.

Background
Saint Mary-of-the-Woods College (SMWC) is a small, private, Catholic college located in a
beautifully woodsy area in West Terre Haute, Indiana. The College is referred to, lovingly, by the
students, staff, and faculty, as The Woods. It is known for being a liberal arts college that promotes
social justice, leadership, sustainability, spirituality, and education of women’s issues by,
“empowering students to think critically, engage in leadership, and effect positive change in spirit of
service and social responsibility (“Mission and Value Statements,” 2017, para. 1).” The College lives
out this mission by incorporating these values throughout many of the courses and in some of the
actual program offerings, such as Women’s Studies and Leadership Development.
The following research was found in a book titled, Saint Mother Theodore Guerin: Woman of
Providence, written by Sister Diane Ris (2011). Ris collected research on Saint Mother Theodore
Guerin’s life and journey in creating Saint Mary-of-the-Woods College and therefore was an
invaluable resource for the foundation of the background of the College and this mentor program.
The St. Mary’s Academy for Young Ladies was founded in 1841 (Ris, 2011), which was later
10
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renamed Saint Mary-of-the-Woods College, by Saint Mother Theodore Guerin and five Sisters of
Providence who arrived from France in 1840 (History of SMWC, 2017, para. 4). They arrived in a
foreign wilderness after a painful three-month journey in their mission to create the Academy
(History of SMWC, 2017, para. 5). The Sisters experienced a two-month journey over the ocean,
filled with hurricanes and life-threatening illness and a month-long journey on land (Harvey, 2015)
full of mosquitoes, fallen stagecoaches, and fearing for their lives, all the while speaking only French
in an English-speaking country (Ris, 2011). The Sisters were utterly shocked when they finally
arrived at the location where they were to govern their academy. They had expected to find a village
with the academy already built, but instead, they were in the midst of a forest with only a modest log
cabin and a farmhouse nearby (Harvey, 2015).
When the Academy opened in June 1841, it attracted many women who wanted educations,
because, at this point in time, there were very few schools in the Midwest (Harvey, 2015). Most of
the schools in the country were located in the East, which created a significant amount of public
anticipation regarding the opening of the Academy (Harvey, 2015). In fact, religious leaders in the
surrounding areas were so impressed by the Sister’s’ ability to work so quickly that many requested
to have the Sisters open schools in their own towns (Harvey, 2015).
After 175 years of being an exclusively women’s college, Saint Mary-of-the-Woods College
opened its doors to men in 2015, becoming a coeducational campus (History of SMWC, 2017, para.
2). SMWC is quite small, offering 25 undergraduate programs ranging in fields of science, business,
liberal arts, and equine, 13 online undergraduate programs, and 4 hybrid-format graduate programs
(Academics, 2017). As of June 2017, the College has 330 campus undergraduate students and 505
online students enrolled (Monthly Enrollment Report, personal communication, June 29, 2017). The
College has around 93 staff members and 49 regular faculty members (Confirming Faculty/Staff
Numbers, personal communication, July 13, 2017).
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In the early years of Saint Mary-of-the-Woods College, the Sisters of Providence governed
the College entirely, however, the two entities have since separated. Although the Sisters of
Providence still have multiple administration and residence buildings on campus, and some Sisters
still teach for the College, the entities are entirely separate, which might have contributed to the
College’s current financial struggles. SMWC relies on donations and enrollment to operate. The
College was once a thriving institution, where women came from all around to acquire an education,
or to join the Sisters of Providence. However, as popularity for becoming a sister began to wane in
the last few decades, and as competition from other colleges started developing, SMWC’s student
enrollment has dropped dramatically over the years. The situation is exacerbated by the fact that the
majority of SMWC’s donating alumnae are in their senior years in life.
Because SMWC is a private institution, it does not receive government funding to offset
costs and to be able to offer a lower tuition rate to attract students. For example, Indiana State
University (ISU) is one of SMWC’s largest competitors. This is because ISU is the College’s nearest
neighbor, located just a few miles away across the Wabash River, in the larger city of Terre Haute. It
is a much larger university with around 13,500 campus students and it receives government funding,
and can, therefore, offer a lower tuition rate. As of fall 2017, ISU’s tuition for Indiana residents was
$8,546.00 annually for 12-18 credit hours per semester (Tuition and Fees, ISU, 2017).
In comparison, SMWC has 330 campus students, about 2.5% of ISU’s student population,
and charges an annual tuition rate of $29,510 for Indiana residents taking 12-18 credit hours per
semester, as of June 2017 (Campus Tuition and Fees, 2017). ISU is not the only major competitor
for SMWC in the surrounding area. Rose-Hulman, which is a private, engineering institution with a
principally male population, is also located in Terre Haute and offers an annual tuition rate of
$44,847.00 (Tuition & Fees, Rose Hulman, 2017). Ivy Tech is the fourth institution in Terre Haute
with an annual tuition rate of between $1,597.80-$2,396.70 (Tuition & Fees, Ivy Tech, 2017) for 12-
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18 credit hours per semester. SMWC also has competition from other private, Catholic Colleges in
the surrounding area, making the struggle to attract students even more difficult.
The College’s current financial situation means that there are very limited funds available for
staff committees, including a mentoring program. Although SMWC operates on a very limited
budget, and therefore is not able to provide as many resources and development opportunities to its
staff as more profitable institutions are, SMWC is unique in that all of its staff and faculty members
participate and manage the College committees. This is an opportunity that larger institutions cannot
offer to all of their employees. This is a unique experience enabling all staff members the
opportunity to participate in committees that benefit not only the College but also the employees.
By allowing them to have a voice in their work environment and by providing them with these
exclusive staff development opportunities.
One such committee is the Staff Mentor Committee, which is an informal, volunteer
committee, housed under the Staff Development Committee. The Staff Mentor Committee was
inactive for the last few years leading up to October 2016 before it was managed by the new chair,
Kaleigh All, Program Support Specialist of the Department of Nursing (October 2016-present) who
has been a staff member of SMWC from September 2014-present. The committee was unstructured
and sparse in material to work with. Since October 2016, it has been restructured to be the best that
it can be without the participating mentors or chair having any formal mentor training. As of the
beginning of the 2017 year, the restructured committee has:
•

A new agenda for the mentors to follow

•

A revitalized mentee packet displayed in a “Pomeroy blue” embossed SMWC folder.
Contents of the folder include a plethora of interesting information and SMWC history, such
as:
o A brochure of the historical architecture on campus.
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o The written story of Saint Mother Theodore Guerin and that of her fellow Sister’s’
journey to Indiana, entitled, Our Foundress: Saint Mother Theodore Guerin. The recount
highlights their experiences following their arrival here and the beginning of their
work on the academy.
o The College’s mission, vision, and diversity statements.
o A “Quick Facts” slick of program offerings.
o Information on the symbolic Ring and the Ring ceremony.
o The campus heritage trails.
o The ghostly story of the infamous Faceless Nun.
o An informational packet about Saint Mother Theodore Guerin’s remains (created by
Kaleigh All).
o A campus map.
o A “Nuts and Bolts” document with quick facts relevant to employees.
o Campus and the Sisters of Providence phone directories.
o An academic calendar.
o A few SMWC inspirational posters.
o Two lunch tickets for the campus dining hall.
Included in the agenda is a campus tour that comprises visits to all of the campus buildings,
introductions to relevant staff, a tour of the conservatory auditorium (one of the oldest structures on
campus), the two churches (with their late 19th Century French-style architecture) and to various
locations around the college grounds focusing on the historical sites mentioned in the packet
readings. One such location is the site where the Sisters first arrived, by stagecoach, to meet Father
Buteux, at the edge of the ravine (Harvey, 2015). Looking for the village they thought they would
find, but instead, were met with vast wilderness (Harvey, 2015). Aside from the tour, mentees are
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also taken to O’ Shaughnessy dining hall for a free lunch to review the mentee packet. Lastly, there
are mentor and mentee evaluations, revamped in 2017, to be anonymously completed and returned
to the chair, in an attempt to continually improve the mentee and mentor experience. Despite the
foundational work that has been done by the staff mentor committee, the committee lacks
organization and training. The committee has also suffered from minimal staff participation, as well
as operating with few parameters with which to hold mentors accountable to the agenda, specifically
designed to improve the mentee experience.
The establishment of a more formal and structured mentor program would likely draw a
higher percentage of recruits, due to possessing a more formal approach and polished image. The
implementation of mandatory parameters with which to hold mentors accountable would help to
streamline the overall outcome (Wright & Wright, 1987). A more formalized committee would
increase opportunities for new staff members to build connections with staff members of varying
levels of seniority within the College (Wright & Wright, 1987) which would initiate the sharing of
information about the culture, history, and spirituality SMWC is renowned for. A formal mentor
program could also potentially reduce the employee turnover rate, boost staff morale for those
involved, and provide mentors with a greater sense of job satisfaction and responsibility (Wright &
Wright, 1987). This could, in turn, create more involvement from new staff in college-wide events
and activities, creating a newfound sense of appreciation for the workplace. With a minimal amount
of resources and commitment of time, a revamped staff mentor committee could potentially provide
significant long-term benefits to the College and its staff.
In conjunction with a proposal for a formalized mentor program, the “New Employee
Orientation Committee” was formulated in 2017, headed by the coordinator of Non-Credit
Programs and Corporate Engagement at SMWC. This committee is working to coordinate
orientation for all new hires to provide a consistent, structured, time-effective orientation for new
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employees. Currently, there is no formal orientation process. Instead, employees begin their
employment on any given day of the month, meet with Human Resources initially and then spend
the rest of the day with their supervisor. Having all employees begin on specified days of each
month would make it reasonable for the College to devote resources and time to a more formal
orientation that would enrich new employees’ first-day experience on campus. Figure 1 is a sample
agenda of what an orientation day might look like, provided by the Coordinator of Non-Credit
Programs and Corporate Engagement.
Figure 1
New Employee Orientation Agenda
8:00-8:15

Employee is welcomed by manager in his/her work area/building

8:15-8:45

Light breakfast while being introduced to others in the department

8:45-9:30

Manager gives employee agenda for week and takes him/her to desk/office to get
acclimated

9:30-10:00

Employee watches video of history of the College at his/her desk

10:00-10:45

Explanation of the College and the SP’s, missions, etc.

10:45-12:00

IT piece

12:00-1:30

Lunch with Department

1:30-3:30

HR piece/Handbook, paperwork

3:30-4:30

Tour of campus (with mentor and given the mentee packet)

4:30-5:00

Return to new work area and spend remainder of day with supervisor

(New Employee Orientation Agenda, personal communication, March 15, 2017).
The New Employee Orientation Committee is one of the first pieces of the efforts that are being
done to revitalize the staff development experience within the College that correlates with the
College’s Priority 3.3.2 section of the Strategic Plan. The Strategic Plan has three pillars:

16

STAFF MENTOR PROGRAM AT SAINT MARY-OF-THE-WOODS COLLEGE
1. To elevate the academics at SWMC.
2. Information technology and maintenance improvements.
3. Enhance the marketing and communications of SMWC (Priorities and Objectives: Strategic
Plan, 2014, para. 2) which is the pillar that the New Employee Orientation falls under.
The formal mentor program that is proposed in this paper is another piece working to revitalize
staff development and is being proposed by current SMWC employee and Staff Mentor Program
chair, Kaleigh All. All has worked as the Program Support Specialist in the Department of Nursing
since September 2014. The mentor program proposal is her final thesis project for the Master of
Leadership Development degree. A third component of the staff development improvements being
made is a staff supervisor training program that is being proposed by current SMWC employee,
Marie Elliott, in her final thesis project for the Master of Leadership Development degree. Elliott
has worked for the Admissions Office as the Assistant Director of Admissions since June 2015.

Problem Statement
Saint Mary-of-the-Woods College does not currently offer a formal staff mentor program to
orient new staff to the College. It does, however, offer an informal staff mentor program that was
pieced together with minimal direction and with untrained volunteer mentors all working toward the
shared goal of orienting new staff to the College.
The current observable situation is that new employees are not given a thorough orientation
when they are hired, outside of what their supervisor has prepared for them. They have a single
meeting with Human Resources to cover College policies, staff benefits, etc., and as of recently, they
now receive the informal staff mentee experience. It can take years for new employees to learn the
ins and outs of the College and its various processes, if not offered sufficient guidance (Lamm &
Harder, 2014). There is somewhat of a sense of disconnection between departments and offices, as
well as low staff morale, and low participation in staff events and activities. There is also a high
17
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employee turnover rate for such a small institution and employees are unacquainted with the fine
details of the College’s heritage. An official mentor program that is organized, and is administered by
an accountable coordinator, includes a healthy number of active participants, and operates with the
support of the administration and supervisors, could increase the benefits that employees receive
from the workplace, and thus, greatly benefit the College. This program would offer new employees
a solid foundation initially and would facilitate the networking process within the new environment.
It would also prompt new hires to become more involved with the College from the beginning, and
give mentors a sense of gratification that could increase job satisfaction (Hart, 2010).

Varieties of Mentoring Programs
Mentoring first took off in the 1980s focusing on trying to advance women and minorities
within organizations (Emelo, 2015). There are two major categories of mentoring styles that
organizations can choose to use: Formal and informal mentoring, which Gusic, Zenni, Ludwig and
First (2010) discussed in their article Strategies to Design an Effective Mentoring Program, highlighting the
differences between the two styles. SMWC currently uses an informal mentoring style, coordinated
by the chair of the committee, that which has no mentoring experience or training. The goal at
SMWC is to create a more formal mentoring program so that mentees, mentors, and the College can
maximize the benefits of such a program.
Informal mentoring is more of an emotional relationship (“Management Mentors, What is
Informal Mentoring,” 2013, para. 1) that has more of a likelihood that a friendship will evolve due to
natural selection of personality congruence, if participants choose their partner (Wunsch, 1994). It
has no formal end date and focuses on the mentee’s goals (“Management Mentors, What is Informal
Mentoring,” 2013, para. 1). The drawbacks to this style of mentoring is that the informal “call me
when you need me” method creates more barriers than interaction (Wunsch, 1994). There is less
structure in the relationship that can lead to emotional confusion (“Management Mentors, What is
18
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Informal Mentoring,” 2013, para. 5) or unreasonable expectations of either party, unclear goals, and
less commitment from the mentor to preparing the mentee to reach their fullest potential. Although,
Chao, Walz, and Gardne (1992) found that mentees obtain more practical career advice in informal
rather than formal mentoring relationships, and therefore experienced an increased percentage of
career advancement. Ilesanmi (2011) discussed the major differences and attributes of informal
versus formal mentoring in his research, suggesting that informal mentoring styles are ineffective if
the organization truly wants to maximize its benefits from the mentoring program. The reason for
this is that informal mentoring programs are undocumented, unstructured, produce unknown
benefits to the organization and to the employees, as well as possessing no real means of measuring
success rates (“Management Mentors, What is Informal Mentoring,” 2013, para. 5).
The formal mentoring style is characterized by guidelines and structure initiated by the
organization, such as the mentor/mentee relationship typically has an end date of one year
(“Management Mentors, What is Formal Mentoring,” 2013, para. 2). Additional characteristics of
this mentoring style are that it focuses on organizational objectives and goals for the mentee’s
advancement (Ilesanmi, 2011); the pairs are predetermined; the mentor is a more experienced
colleague who has the wisdom to share with a mentee (“Management Mentors, What is Formal
Mentoring,” 2013, para. 2); and training is available to the mentor and mentee (Wunsch, 1994). In
formal mentoring programs when the mentees are not able to choose their mentor, the mentor then
typically has control over the activities and timeframe in which mentoring activities are conducted,
leaving the mentee to play a passive role (Wunsch, 1994).
A questionnaire gathered by Gusic et al. (2010) to determine the strategies to create an effective
mentor program, gathered collective data that confirmed individuals agreed that a formal mentor
program structure with expectations and accountability for participants is vital. Respondents also felt
that the program should be voluntary for mentors but not mentees, it should have flexibility in the
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pairing process, and that the mentors should be formally recognized for their efforts (Gusic et al.,
2010). Although there has been much research conducted on mentoring programs showing that
formal mentoring programs are more successful in providing benefits to the organization and the
participating members, they are more time consuming and costly than informal programs that are
flexibly designed with less accountability.
There is also the consideration that employees will be in different stages in their careers, and
there are a variety of mentoring styles to accommodate that variation, according to Wunsch (1994),
who provided a thorough understanding of the differing stages. Each stage has its own issues that
need to be addressed by either the mentee or mentor (Wunsch, 1994). There is the beginning career
stage that takes place during the ages of 23-30 where work is an important part of the adult
development and life style away from the family origin (Wunsch, 1994). In this stage, the employee
develops competence, skill level, and professional identity (Wunsch, 1994). During the midcareer
stage, adults reassess their life style and career to decide how they plan to spend the rest of their
middle adult stage of life (Wunsch, 1994). This stage still has the same issues with competence,
identity, commitment, and advancement, and is a difficult stage because adults are deciding whether
they are continuing, changing, or beginning a new career (Wunsch, 1994). This is also the time that
adults are dealing with career disappointments and whether they have met their career expectations
or reached a career plateau (no advancement options), they may be dealing with changing
organizational expectations, shifting to new roles within the company, or dealing with shifts in
power. Dealing with personal issues, such as finances, divorce, aging parents, trouble with children
and health are also associated with this stage (Wunsch, 1994). Although it would be ideal to shape
the mentoring method to each mentee, based on their career life stage, this approach would likely
require a significant time commitment from mentors and could stand as an obstacle for recruiting
employees as mentors at SMWC. Thus, while such a program would be beneficial to consider, it
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would most likely be unstainable at SMWC.
Aside from informal or formal mentoring and career stage mentoring, a company might also
choose a specific type of mentoring approach that best fits within the organizational culture. The
following are a few different approaches from which companies may choose for their mentoring
program:
1. Traditional mentoring: The mentor is more advanced in age and more experienced than the
mentee, thus possesses knowledge worth sharing while also facilitating the networking
process for the mentee.
2. Role model mentoring: The mentor performs certain tasks and procedures in a manner that
can be mimicked by the mentee, particularly regarding the mentor’s attitude and strategy
followed to achieve success within the organization.
3. Developmental mentoring: A mentoring style that truly invests in the mentee by having a
mentor who listens, asks questions to help the mentee see the bigger picture, and to navigate
obstacles. The mentor also assists in goal setting, and helps to create plans and solve
problems to facilitate professional growth.
4. Reciprocal mentoring: When two people mentor each other equally and neither party is
labeled as the mentor, and in which both serve as a sort of reality-check person to consult
with regarding plans or ideas.
5. Coaching: A customized training approach to develop specific skills and improve
performance.
6. Group mentoring: This varying style accommodates groups, featuring a single mentor per
group of mentees, or a group of mentors who meet with a group of mentees for open
discussion (Rolfe, 2017). This approach allows for a more relaxed, non-formal get together
that facilitates a more candid discussion (Ensher & Murphy, 2005).
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7. Peer or buddy-mentoring: This style varies from reciprocal mentoring in that the
mentee/new hire is assigned a peer to assist with the transition to the company processes
and culture. A sort of introductory course on, “This is how it is done here,” which typically
only lasts for the first few weeks of a new hire’s term at an organization.
8. Life mentoring: Intended for individuals who are in their mid or senior stages in their career
and need someone unbiased to discuss potential career changes or serious career decisions,
according to Tjan (2011), who presents additional unique varieties of mentoring styles.
Companies who invest in their employees by utilizing life mentors show that the company
cares about what is best for their employees even if that means leaving the job. Offering this
type of benefit has been shown to reduce employee turnover (Tjan, 2011).
9. Reverse mentoring: A junior employee mentors a senior employee in tech related obstacles,
social media, helps the senior employee understand what the issues are at the lower level,
and how the younger generation communicate, to get a better perspective, while the senior is
able to provide the junior with career or organizational wisdom (Ensher & Murphy, 2005).
10. Power mentoring: Allows mentees to have access to a group of mentors to utilize for
different scenarios such as negotiating, interviewing, organizational politics, etc. This was a
unique mentoring style suggested by Ensher and Murphy (2005).
It is important to keep in mind the differences between coaching, counseling and mentoring
which Stone (2007) demonstrates. Coaching is when the organization pinpoints the best employees,
provides them with needs assessments, and continuously coaches them regarding the development
of new skills (Stone, 2007). Counseling is offered in a one-on-one approach when an employee is
having trouble, wants to leave, or is not pulling their weight. The goal is to reduce the likelihood of
the problem worsening (Stone, 2007). Mentoring is role modeling, clarifying the mission, politics,
and culture, advocating for the mentee, and helping the mentee to take opportunities for their career
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advancement (Stone, 2007).
Emelo (2015) suggests in his book, Modern Mentoring, that mentoring occurs more horizontally
than vertically anymore. People are mentored by subordinates, peers, bosses, and friends and
everyone has something to teach someone else in their area of expertise, according to Emelo (2015).
He states that peer to peer mentoring leads to better availability, provides contextual understanding,
similar outlooks, pressures, responsibilities, and social support (Emelo, 2015). Emelo pushes for
modern, informal mentoring without constraint. He promotes removing barriers, being inclusive,
focusing on competencies and interests, keeping the program simple and, letting the participants
decide their route within the program (allowing mentors to come and go as they please (Emelo,
2015). He indicates that these characteristics all positively influence the commitment and
accountability of mentors and mentees toward the program, and that keeping participation quick and
easy will help to ensure company participation with the mentoring program (Emelo, 2015).
Ideally, the SMWC formal staff mentor program will be a mix of formal and informal mentoring
with developmental, role modeling, and traditional mentoring aspects. Mentor program
characteristics that SMWC could benefit from utilizing include an increase in the communication
within the program, a focus on the program’s function and validity, mentor training, and a
structured pairing method. Another benefit would be a more formal structure but with some
flexibility, which would allow mentors and mentees to take their own spin on the program.
Participants would face accountability via a follow-up process. The program also includes an
evaluation tool to measure program success. These are characteristics that separate formal from
informal mentor programs. Based on SMWC’s size and availability of mentors, it would function
best with a more structured informal program, rather than a completely formal program, in order to
keep participants actively involved and in control of their participation. Currently, the mentor
program is very informal, thus, implementing a more formalized structure would help to make the
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program more legitimate. It would also likely entice staff to participate and comprehend its
importance, as well as witness the positive results of the program. A completely formal program
might cause potential participants to avoid participation if they thought it would be more timeconsuming and intensive, and could, thus, potentially result in diminished participation.

Mentoring for the Generations
Different generations view mentoring through different perspectives that can also be taken into
consideration when creating a company-wide mentoring program. Figure 2 provides the differing
perspectives regarding mentoring with the four generations currently in the workforce as of 2017,
while Figure 3 provides examples of specific generational experiences.
Figure 2
Generational Perceptions of Mentoring

(Emelo, 2016, para. 6).
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Figure 3
Multiple Generations at Work

(Karjakainen, 2016, para. 6).
Traditionalists view mentoring as a long term, one-on-one occurrence; they generally do not believe
in reverse mentoring, and feel rejected if the mentee moves on to another mentor (Hylmo, 2012).
Baby Boomers are more flexible when it comes to mentoring and usually will gladly mentor if they
have clear expectations and a timeframe (Hylmo, 2012). They want to be mentored themselves in
areas such as technology (Hylmo, 2012). Generation X was a generation that was not mentored due
to companies not having the resources to do so, therefore there may be resentment from this
generation toward Millennials who are given much more than they were when they entered the
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workforce (Hylmo, 2012). Generation X do want mentoring that will help promote them to
leadership positions, and as mentors, they expect mentees to do the majority of the work and to
respect the time offered to mentees (Hylmo, 2012). Millennials see mentoring as a networking tool,
and they want many mentors as opposed to one (Hylmo, 2012).
The generational stereotypes in the workforce state that Traditionalists are the old, loyal, rule
followers (“Leading the Four Generations at Work,” 2017, para. 3). Baby Boomers are more open to
change than previous generations, they distrust authority, and most plan to work through retirement
(“Leading the Four Generations at Work,” 2017, para. 3). Gen Xers are cynical and only look out
for themselves (Knight, 2014); they are considered the slacker generation and, place a lower priority
on work (“Leading the Four Generations at Work,” 2017, para. 6). They set the foundation for
work-life balance (“Leading the Four Generations at Work,” 2017, para. 6). Millennials desire
meaningful, but fun work (Keene & Handrich, 2010). They expect to be respected for their work
and they get bored easily according to Keene and Handrich (2010). They are also global centric, very
open to diversity and inclusion and, are the most educated generation today (“Leading the Four
Generations at Work,” 2017, para. 8). Millennials are the most team centric generation since the
Traditionalists (“Leading the Four Generations at Work,” 2017, para. 8), constantly seeking
reassurance from superiors while, expecting to be listened to by colleagues (Keene & Handrich,
2010). They want to be respected for their contributions, rather than their longevity (Keene &
Handrich, 2010). Lastly, Gen 2020 are, not surprisingly, ‘surgically attached’ to their cell phones
(Knight, 2014). Other than this, there is not much known about this generation’s work ethic, since
so few have yet to enter the workforce. In an IOMA publication in 2008, it was found that
Millennials have a strong work ethic but crave flexibility in their work. Deal, Altman, and Rogelberg
(2010) found that there is no significant variation between the hours worked by Millennials and by
Gen Xers at the same age (as cited in Keene & Handrich, 2010). This was unique in that the
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researcher compared hours worked by previous generations to hours worked by Millennials and
found that Millennials work more than Baby Boomers did at the same age in 1977, according to
Keene and Handrich (2010). Regardless, some researchers pose the theory that stereotypes are just
that. In an article written by Rebecca Knight, Managing People from 5 Generations, professor and author,
Peter Cappelli, states, in regard to stereotypes of the generations, that, “They are just not true. There
is no evidence that 35-year-old managers today are any different from 35-year-old managers a
generation ago (as cited in Knight, 2014, para. 4).” “Besides, your goal is to help your team move
beyond the labels. Generation-based employee affinity groups are a waste of time and energy,
Capelli contends (as cited in Knight, 2014, para. 4).” Lastly, he cautions, “Don’t assume people need
special treatment and don’t dwell on differences with a group discussion that devolves into: ‘People
my age feel like this.’ Or ‘All Boomers act a certain way.’ Get to know each person individually (as
cited in Knight, 2014, para 4).” Jeanne Meister, human resource consultant, and author, echoes this
idea, regarding collaboration efforts between the generations in the workforce, “It’s your job to help
your employees recognize that they each have distinct sets of skills and different things they bring to
the table (as cited in Knight, 2014, para. 3).”

Driving Forces of Each Generation in the Workforce
It is also very important to understand the needs that drive the different generations within the
workforce. For example, Millennials have less outside obligations and therefore put a high priority
on new experiences and opportunities (Knight, 2014). They also want branded gear and company
sponsored happy hours, due to their affinity for social gatherings among peers which means they
often do not go directly home after work (Karjakainen, 2016). Millennials also change jobs, on
average, every 18 months-3 years (Hoebee, 2016). Whereas, Gen Xers have children and mortgages
and need more flexibility, a higher income, and advancement opportunities (Knight, 2014) as well as
great retirement and health care plans (Karjakainen, 2016). Gen X and Millennials both want
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personal, professional, and career development support (Wloczeski, 2015). Traditionalists and Baby
Boomers are at the end of their careers and are not as interested in training, but instead want more
interesting work and work-life balance (Knight, 2014). Awareness of these variations among
employees allows employers to divvy out incentives and work assignments in a way that best
benefits the employees and the productivity of the company (Knight, 2014). Table 1 created by
Reitman and Benatti (2014), indicates some of the characteristics of each generation.
Table 1
Generational Characteristics
______________________________________________________________________________
Traditionalists
Baby Boomers
Gen X
Millennials
______________________________________________________________________________

Ideas

Respect authority

Optimistic

Skeptical

Realistic

Conservative values

Involved

Fun

Confident

Conformity

Hardworking

Informal

Extreme fun

Discipline

Lifelong learners

Self-reliant

Social and networking

Formality

Structured environment
with clear expectations

Structured
environment with
clear expectations
Information
Gathering

Learning
Motivation

Traditional media
newspaper, TV,
radio

Mix of venues

Internet/online

Social media

Face to face
meetings

Newspapers and online

Mobile devices

Texting

Telephone/cell and
email

IM and texting

Peer to peer networks

Prefers face to face
meetings

Avoid unnecessary
meetings

Public and peer
recognition

Training relevant to
personal goals

Knowledge of
history and context

Training as fast track to
success
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Public recognition
Training relevant to
organizational goals

Training relevant to
career goals
Training by invitation
as a perk

Recognition from
instructor
Mentoring
opportunities

Structured assignments
with tight deadlines
Networking
opportunities

Accustomed to lecture
and/or workshops

Accustomed to elearning

Small group exercises

Experiential learning,
such as role play
activities

Accustom to e-learning;
leveraging wikis, blogs,
podcasts and mobile
applications
Hands on learning and
collaboration leveraging
technology

Discussion may elicit
safe rather than honest
answers

On the job training
and self-study, which
allows them to
multitask

Prefer welldocumented feedback
at once

Prefer regular
feedback.

Leadership
opportunities
Accustomed to
classroom based
lectures

Delivery
Methods

Dislike role plays
and learning games;
they fear feeling
foolish

Feedback

Assume they are
meeting objectives
unless they receive
contrary feedback

Prefer frequent on
demand feedback

______________________________________________________________________________

Methods for Successful Generational Mentoring
Reverse mentoring is reported to be incredibly beneficial, yet there are certain issues younger
mentors who are mentoring senior employees/mentees are advised to remember in order to ensure
a more positive, less threatening experience for the senior generations. These are to listen as much as
you advise and take interest in your mentees’ careers (Karjakainen, 2016). Mentors are advised to,
allow the mentee to lead the direction of the mentoring relationship (Karjakainen, 2016). Mentors
should also remember that mentoring is a two-way relationship, and that they should always remain
open to learning from their mentees (Karjakainen, 2016).
The mentoring methods can vary for each generation. For example, Millennials grew up in a
world in which most were accustomed to having their needs and wishes accommodated, in regard to
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home life, school, parents, and college, and now they are entering the workforce with those same
expectations (Keene & Handrich, 2010). They are accustomed to structure, due to childhood sports,
music and dance lessons and other after school activities, and they are the most educated generation
(Hoebee, 2016). Today, bachelor’s degrees are as common as high school diplomas and master’s
degrees are now becoming the normal expectation (Hoebee, 2016). The idea of higher education has
been ingrained in Millennials’ development (Hoebee, 2016). They are familiar with structure, and
expect immediate feedback from professors as well as the constant availability of professors and
advisors (Hoebee, 2016). This generation is unaccustomed to a more slow-paced work environment,
with fewer people to help guide them (Hoebee, 2016). They are also less recognized for their efforts,
and advancement can take years within a company (Hoebee, 2016).
Suggestions for mentoring methods geared toward retaining Millennials within companies
include strategies such as: Learning about their perspectives, and attempting to comprehend why
they possess their particular values (Thielfoldt & Scheef, 2011). Another strategy offered is to
consider the Millennial expectation for promotion as a desire to attain new skills and knowledge,
which is suggested by Thielfoldt and Scheef (2011), as one of the “Dos” regarding Millennial
mentoring. Providing structure, support, explanations for menial tasks, and reasons behind common
expectations, as well as assigning them with meaningful work, are important measures for successful
employee retention among Millennials, as are the provision of, feedback and praise (Keene &
Handrich, 2010).
Gen Xers are in their mid-career and are working to live (Thielfoldt & Scheef, 2011). They
seek mentoring when they need it, but typically prefer a less formalized, structured approach than do
Millennials (Thielfoldt & Scheef, 2011). Gen Xers desire an equal, reciprocal partnership, and see
lateral career moves as useful (Thielfoldt & Scheef, 2011). They are not focused solely on moving up
the career ladder as are Millennials (Thielfoldt & Scheef, 2011).
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Baby Boomers want casual, conversational mentoring (Thielfoldt & Scheef, 2011). They
were once the “Live to Work” generation, but have relaxed as time and age have brought about new
life circumstances, causing them to be more focused on work-life balance (Thielfoldt & Scheef,
2011). They are typically not ready for retirement, but instead desire reinvigoration regarding their
approach toward employment via the attainment of useful contemporary skills to help them stay
relevant (Thielfoldt & Scheef, 2011). This generation has little regard for rules and structure with
mentoring, and prefer to be appreciated for the years of service they have devoted to the workforce,
due to their fear of being cast aside for younger employees (Thielfoldt & Scheef, 2011).
Traditionalists have much to offer in a mentoring relationship and are willing to learn
(Thielfoldt & Scheef, 2011). Mentors should encourage their contribution and collaboration and
request their expertise because Traditionalists value having their contribution valued (Thielfoldt and
Scheef, 2011).

Benefits of Cross-Generational Mentoring
One of the most beneficial styles of mentoring has been shown to be reverse mentoring,
which not only allows the younger generation to be mentored by a seasoned employee, but also
allows the younger employee to teach the older employee the power of social media and technology
to drive business (Knight, 2014). Studies also show that employees learn more from one another
than they do from formal training (Knight, 2014). Senior generations enjoy the satisfaction of
passing on company knowledge to the less experienced generations while simultaneously gaining the
opportunity to connect with the younger generations (Wloczewski, 2015). Cross-generational
mentoring can boost careers and keep employees committed to the organization (Wloczewski,
2015). It has been shown to energize senior employees and increase productivity, as well as, build
stronger teams (Wloczewski, 2015). Millennials currently represent the largest generation in the
workforce and will represent 40% by the year 2020 (Kwoh, 2012) as seen in Figure 4 and Figure 5.
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Figure 4
Labor Force Participation Rates

(Karjalainen, 2016, para. 5).
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Figure 5
U.S. Labor Force by Generation, 1995-2015

(Karjalainen, 2016, para. 18).
This means that organizations are having to accommodate Millennials’ demands of flexible
work schedules, quick advancement, and higher pay in order to retain them as Baby Boomers retire
(Kwoh, 2012). Chegg Inc., a textbook rental company, found a high turnover rate with Millennials
(Kwoh, 2012). During exit interviews, Millennials complained of too much bureaucracy, not enough
utilization of talent, fun or communication (Kwoh, 2012). They also indicated a desire to depart
from the office at 2:00 PM to continue their work at Starbucks (Kwoh, 2012). In response, the
company eliminated some of the middle management positions and implemented an unlimited paid
vacation policy, which has reduced the Millennial turnover rate by 50% each year, for the last two
years (Kwoh, 2012).

33

STAFF MENTOR PROGRAM AT SAINT MARY-OF-THE-WOODS COLLEGE

Why a Mentor Program?
Following are three phases identified by Hayes and Gagan (2005) that an employee
experiences when starting a new job: Phase 1: Survival, safety, self-esteem, belonging; Phase 2:
Growth, accepting new responsibilities, realizing one’s ability; Phase 3: Accomplishment,
proficiency, and self-actualization. Stone (2007, p.15) stated that “Those who neglect to orient new
employees or postpone orientation could have an effective employee who is off track because no
one took the time to put them on track.”
Oregon State University is one institution that strongly promotes new employee orientation,
indicating on the school’s Human Resources webpage that orientation is important because it lays
the foundation for that employee’s entire career with the organization (“Why is Orientation
Important? Oregon State Human Resources Office,” 2014, para. 1). Additional justification for the
implementation of employee orientation included on the Oregon State University Human Resources
webpage: Orientation provides reliable information, helps employees feel more confident,
encourages communication, improves retention, and contributes to an effective work environment
(“Why is Orientation Important? Oregon State Human Resources Office,” 2014, para. 2). Still, an
organization must ask themselves a few questions before directing energy, time and resources into
creating a mentoring program, according to Wunsch (1994). These questions include the following:
“Why do we need a mentoring program? What needs will it address? Will mentoring be the
appropriate response to these needs? Does the campus climate and culture value this activity? Is it
the right time for mentoring? Are there barriers to establishing a mentoring program?”
According to Lovoie (2015), new employees desire the following when they start a new job:
a company tour, training, a mentor, and continued development. Wunsch (1994) stated that it takes
18 months for a new hire to integrate to company culture, and with 80 million Millennials moving
into the workforce, their needs should not be overlooked, because they will be the ones to alter the
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future of the workforce (Hoebee, 2016). Some additional justification supporting the advantages of a
mentor program are that junior employees experience loneliness and isolation in a new job, and that
receiving guidance, advice, and support during mid-career can be extremely helpful when adults are
redefining their identities and careers (Wunsch, 1994). The U.S. Department of Health and Human
Services (Benefits of Mentoring section, n.d., para 1) reported that 35% of employees who are not
mentored begin seeking new employment after one year. Further statistics indicate that only 16% of
employees who were mentored leave their employer, with 30% of women and women from
minority groups stating that the lack of mentoring is the barrier to their advancement (U.S.
Department of Health and Human Services, Benefits of Mentoring section, n.d., para 1).
The 70-20-10 model that became popular in the 1980s suggests that 70% of learning is
through experience, 20% through exposure, and 10% through education and formal training
(Emelo, 2015). Despite this, 90% of a company’s efforts are exerted toward education (Emelo,
2015) as opposed to providing the experience and exposure that mentoring could achieve. Another
fact to consider is that one study found 10% of the human population are active learners in that they
learn with the intent to implement (Emelo, 2015). 60% of individuals are passive learners in that
they listen but do not implement what they learn, and 30% are blocked in that they are not open to
new information (Emelo, 2015).
In a study conducted in 2011 by Corporate Leadership Council, called, The Power of Peers, it
was found that when employees effectively participated in peer mentoring, the organization saw a
66% increase in employee engagement (Emelo, 2015). High engagement is shown to increase the
number of top performers, as well as increase loyalty, commitment, and productivity of employees,
which coincides with an increase in company profit (Emelo, 2015). The 2016 Deloitte Millennial
Survey also provided evidence that Millennials leave the company if they are not developed or
mentored. Results from the survey indicated that Millennials who intend to stay at their organization
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longer than five years are twice as likely to have a mentor (68%) than not to have one (32%)
(Zimmerman, 2016).
Employee engagement is declining worldwide and is one of the top concerns of HR
executives in 2017 (Scott, 2017). Employee disengagement has been linked to theft, turnover, safety
incidents (“Sponsored: To boost employee engagement, companies must first understand its
impact,” 2017, para. 4), high absenteeism, low customer satisfaction, and loss of profit (Scott, 2017).
Beverly Kaye, career consultant, and author, noted that disengagement is costing $350 billion
annually in lost productivity to American businesses (Ensher & Murphy, 2005). How can
organizations work against employee disengagement? According to Scott’s (2017) article, Employee
Engagement is Declining Worldwide, employers need to be creative in providing an appealing work
environment, such as employee development and wellness programs, flexible schedules, and
training.
Bersin (2013) refers to new hires as appreciating assets, in that, initially, employees are a cost
to the organization with all the time, energy, and resources invested into their training. However,
eventually, those employees become very productive and hold invaluable company knowledge after
they learn the systems and products, so to invest in those employees by implementing mentor
programs and to attempt to retain them for as long as possible makes the most financial sense for a
growing company (Bersin, 2013). Figure 6 provides a chart of the Cost to Value an Employee, which
indicates that salary is not the only important factor in determining if employees stay with a
company. The value the company places on its employees, and therefore, the resources, time and
energy spent in their development, and creating an engaging work environment are major players in
determining employee happiness and whether they stay with a company (Tingum, 2017 and Rigoni
& Nelson, 2016).
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Figure 6
Cost to Value of an Employee

(Bersin, 2013, para. 6)
A 2017 article titled, How to Use Mentoring in Your Workplace, reports that opportunity for
learning and development are more important than compensation, leadership, and culture. Figure 7
provides a chart that explains the rate of return on an employee; this example considers the total
value an employee brings over their lifecycle to an organization.
Figure 7
Rate of Investment of an Employee

Josebachvili (2016, para. 1)
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To increase the rate of return of an employee, the organization must provide certain resources to the
employee that impact their rate of return (Josebachvili, 2016). Those resources include: Efficient
onboarding that decreases the amount of time it takes for the employee to start producing output
and also increases the likelihood the employee will stay with the company. Other resources are
excellent hiring talents that ensure the best employees are being hired from the start, management
and development for the employee that increase the value the employee brings to the organization,
strong management, and a positive culture that ensure employee retention (Josebachvili, 2016).
Increased company turnover rates have a negative impact on the remaining employees, such
as, reduced morale and productivity (Bares, 2017) which can also affect profits (Merhar, 2016).
SHRM studies have found that replacing a salaried employee costs the company 6-9 months of that
employee’s salary (Merhar, 2016). According to another study, it costs 16% of the annual salary for
high turnover and low paying jobs (such as those that pay $30,000.00 or less annually), and it costs
20% of a midrange employee’s salary (those that pay between $30,000-$50,000 annually) (Merhar,
2016). The reasons for the costs of losing an employee include the expenses and time spent
advertising, interviewing, screening, hiring and onboarding (training), loss of productivity,
engagement, customer service errors, and cultural impact (Merhar, 2016). Figure 8 provides the
voluntary turnover rates by industry in 2016, Figure 9 provides the same information for the year
2015.
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Figure 8
2016 Voluntary Turnover Rates by Industry

(Bares, 2017, para. 1).
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Figure 9
2015 Voluntary Turnover Rates by Industry

(Bares, 2016, para. 1).
Mentoring programs are also important because they provide opportunities for those with
leadership abilities to grow and develop, which is not only helping the employee but also helping the
company to be able to hire valuable employees internally for leadership positions, rather than being
forced to search outside. The benefits of hiring within, include, retaining organizational knowledge,
and increasing engagement and retention among employees because there is room for advancement
(Krell, 2015). The employees already know the culture, and it is much more economical for the
company to hire from within, because it saves them the expenses of extensive advertising,
interviewing, screening, training, etc. (Krell, 2015). There is also evidence to suggest that external
hire’s starting salary is 18% more than an internal hire in the same position (Krell, 2015). External
hires do not perform as well on annual performance reviews as internal hires in the same position do
(Krell, 2015). There are, of course, downsides to internal hiring, for instance, the hiring pool is
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smaller and an external hire may have fresher, superior ideas. Still, overall, it costs the company
much less to hire from within, and developmental mentoring programs help to find hidden talent
and assist to shape new employees into leaders that the company can later utilize.

Mentee Benefits
Overall, mentees across the research indicated that they received the following benefits from
mentoring programs: Short and long term career planning; professional development and
competence awareness (Kalpazidou Schmidt & Faber, 2016); opportunities for networking within
the company (mentor accompanies mentee to meetings, and introduces them to their colleagues, as
well as including them in conversations); and career advancement (by the mentee being guided in the
right direction and provided the necessary resources to get there). Other opportunities include the
introduction to the concept of constructive criticism to help the mentee learn to accept critique and
analyze their own work (Wright & Wright, 1987); guidance for prioritization; balancing work-life;
improved confidence; accelerated organizational experience; opportunities for reflection; general
assistance (Kalpazidou Schmidt & Faber, 2016); improved communication, leadership, collaboration,
problem-solving, and listening skills (Reagle & Dello Stritto, 2014); and mentor programs can help
the mentee feel less isolated at work (Tingum, 2017). Mentee benefits can also include improved
interpersonal and managerial skills, and clearer understanding of company culture, which otherwise
would have taken longer to develop (Lamm & Harder, 2014). Additional benefits of mentoring
programs include: Opportunities for friendships or a role model; having someone to bounce ideas
off and, to identify with, as well as having someone who will warn against ideas that could have
adverse effects (Lamm & Harder, 2014). Other benefits include: Opportunities for identifying one’s
strengths and weaknesses (Lamm & Harder, 2014); the provision of individualized assistance and a
safe refuge for the mentee, as well as providing opportunities the mentees may not have been aware
of (Pimental, 2003), such as learning business trends (Emelo, 2015); organizational commitment;
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challenging assignments; advocacy; and acceptance, according to Wright and Wright (1987) whose
research was invaluable for this paper, as they covered qualities and benefits for mentors and
mentees that were not found elsewhere.
Mentoring is used in many career fields, and research has been conducted in a number of them
to evaluate implemented mentoring programs. The following are some examples of results from this
research. 87% of beginning teachers in the Department of Education at Western Oregon University
reported that their mentors helped them improve their effectiveness of their teachings, 76% saw
positive improvements with student’s learning, 52% were better able to collaborate with colleagues,
and 42% were more able to effectively communicate with parents (Reagle & Dello Stritto, 2014).
Mentored faculty within higher education led to perceived better research skills, more research
grants, and more publications, according to Bussey-Jones, Bernstein, Higgins, Malebranche,
Paranjape, Genao and Branch (2006) which specifically looked at faculty benefits of mentoring
programs and serves as a unique perspective on mentee benefits, although the majority of this paper
focuses on staff benefits. Research reflects that traditional mentoring programs increased earnings,
promotion rates, and job satisfaction for mentees compared to individuals who were not mentored
in the fields of medicine, science, law, business, and education (Bussey-Jones et al., 2010).

Mentor Benefits
There are major benefits for mentors as well as mentees who participate in mentoring
programs. For instance, mentors can feel rejuvenated with their work because mentees bring
enthusiasm, new ideas, and knowledge to the relationship, and this can give the mentor a new sense
of confidence and enthusiasm themselves (Wright & Wright, 1987). Mentoring can increase visibility
and reputation within the company; it is a way to improve leadership skills, and mentors can gain
respect from colleagues for participating in the program (Wright & Wright, 1987). Mentors have the
opportunity to reflect on their expertise, company values, mission, vision, politics, and, culture, to
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name a few topics for reflection, and it gives mentors a new understanding of how the different
generations approach work and life balance (Hart, 2010). Mentoring allows mentors to improve
leadership, communication, and listening skills and gives them an opportunity for growth (Martin,
2017). It can increase the organizational loyalty of mentors, as well as give mentors a renewed
understanding of organizational policies and practice, enticing the mentor to become more involved
with the organization, according to the U.S. Office of Personnel Management (2008, para 3) which
serves as a valid source and perspective on managing employees. Additional improvements include
achieving more focused self-awareness (Kalpazidou Schmidt & Faber, 2016). Some unique ideas
regarding the benefits of mentoring programs are as follows: The opportunity to influence the next
generation, which creates a sense of accomplishment according to Wunsch (1994), and makes the
organization look more appealing to recruits (Kesseler, 2010). Enriching a new employee’s
beginning experiences with the company, according to Kessler (2010), is another benefit, as is
helping share the organization’s legacy, according to Hollister (2001). Mentors can also feel a sense
of pride, friendship, and increased job motivation (Hollister, 2001). Mentors increase their own
professional networks through these relationships, and also gain an improved understanding of how
different departments operate; they receive stimulation through the challenge of mentoring and
inspiration, according to Ensher and Murphy (2005) who have written an entire book on the aspects
of mentoring. Many mentors have reported feeling a new sense of career satisfaction and fulfillment
through mentoring, and therefore it can be a way to reduce feelings of cynicism or being burnt out
at work (Hart, 2010). Ghosh and Reio (2013) conducted a meta-analysis and that found that mentors
were more committed to their organization and had higher job satisfaction than non-mentors. Why
is mentoring satisfying? Because a good mentor helps their mentee link their goals with those of the
organization (Hart, 2010). They help the mentees get further within the organization and prep them
to become leaders, which helps the mentee become more engaged with the organization, and in
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turn, gives the mentor a sense of purpose and job satisfaction (Hart, 2010). Mentoring is an
opportunity for one individual to share what they have learned with a new generation to facilitate the
growth of the mentee professionally and personally (Hollister, 2001).

Organizational Benefits
For employers, the best part of a mentor program are the benefits received by the
organization toward the grooming of their new employees with role-model mentors to pass along
skills, knowledge, and attitudes (Wright & Wright, 1987). This closes the knowledge and skill gap
across the organization (Emelo, 2015) as well as helping to manage new employees’ time and talents
to be efficient within the organization sooner rather than later (Ilesanmi, 2011). "Company
leadership should embrace, promote and value mentoring programs to realize a return on
investment," according to Harvard Business Review writer, Anthony K. Tjan (as cited in Ghosh & Reio,
2013). After all, spending the time to cultivate employees will mean reaping the benefits of loyal
employees in the long run that can be promoted within to higher positions. Mentoring programs
would most likely save companies money, by allowing them to reroute finances normally spent on
recruiting and hiring new employees to other areas requiring funding.
Research states that employees acting as mentors reported being more satisfied with their
jobs than those who did not act as mentors, and were, therefore, more committed to their
organization (Long, n.d.). This is because they felt more comfortable and open with the
organization, according to Long (n.d.), who provides important research on unique benefits to the
organizations regarding mentoring.
The list of organizational benefits includes the fact that the: Mentor acts to nurture and
condition new employees to model their own behavior after the mentor’s, thus if the mentor is a
company role model, this is a great thing (Pimental, 2003). Improved soft skills and, professional
etiquette (Martin, 2017) and, sharing of company knowledge between generations (Kalpazidou,
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Schmidt & Faber, 2016), which is important as Millennials are entering the workforce and boomers
are leaving with best practice knowledge (Emelo, 2015). Additional organizational benefits of
mentoring include: Teamwork cultivation (Long, n.d.); the ability to cultivate future leaders for the
company (Lovering, n.d.); greater company productivity by the mentee; fewer mistakes by mentees
because they have someone to ask questions to and, greater job satisfaction that has positive effects
on the quality of the work environment are also among the benefits. Mentored employees are more
likely to become involved in professional organizations that benefit the company (Tingum, 2017),
creating greater employee engagement and, reducing costs by finding hidden talent within (Emelo,
2015). The cultivation of employees leads to contributions to the company’s growth and innovation
(Power, 2015) and, managed intellectual capital (“U.S. Department of Health & Human Resources,
Benefits of Mentoring section” n.d., para. 2). Because valuable workers are difficult to retain,
investing in these internal employees can lead to retention, and an advanced ability of employees to
organize, create, capture, and distribute knowledge (“How to Use Mentoring in Your Workplace,”
2017, para. 4). This type of atmosphere is likely to experience shorter, less time-consuming learning
curves, reduced employee turnover, increased loyalty, and allows mentors to learn new information
when mentees pick up on company news (Stone, 2007). Increased communication and motivation
within the company lead to the formation of a more solid foundation to rely on during times of
change and disruption, and to the development of partnerships and allies that provide a more clear
understanding of work environment (Lamm & Harder, 2014).
“The more employees who participate in your program, the wider the positive impact your
program will have on your company (Emelo, 2015, p. 5).” Because the organization can receive all
of these benefits, a mentoring program is not to be taken lightly, it should be thoroughly planned
and executed with a viable evaluation system. Table 2 summarizes the benefits received by mentees,
mentors, and organizations utilizing mentor programs.
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Table 2
Summarization of Benefits Received from Mentor Programs
______________________________________________________________________________
Mentee Benefits
Mentor Benefits
Organizational Benefits
______________________________________________________________________________
Career planning

Rejuvenated with work

Grooming new employees

Professional development

Increased visibility/reputation

Competence

Opportunity for growth

Knowledge sharing/close skill
gap
Manage time/talents

Awareness/reflection

Reflect on experience

Loyal/committed employees

Networking

Renewed understanding of
company policies/values/ etc.

Advancement

Leadership skills

Accept critique/analyze work

Communication skills

Finding hidden
talent/reducing external hiring
costs
Increased professional
etiquette
Learning between generations

Prioritization

Listening skills

Teamwork cultivation

Confidence

Management skills

Increased productivity

Work-life balance

Cultivating leaders

Communication skills

Organizational
loyalty/involvement
Self-awareness

Leadership skills

Friendship

Collaboration skills

Learning culture

Sense of career
satisfaction/fulfillment
Reduced
disengagement/cynicism
Enriching new employee’s
experience
Helping to share organization’s
legacy
Pride

Increased employee
engagement
Greater company growth and
innovation
Increased employee retention

Deisolation/friendship

Job motivation

Problem solving skills
Listening skills
Managerial skills

Identifying ideas with potential Performance

Increased quality of work

Reducing time for learning
curves
Reduced employee turnover
Increased company
communication
Provides solid foundation
during difficult times
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Identifying strengths and
weaknesses

New contacts

Learning business
trends/issues
Protection/advocacy
Support/acceptance
______________________________________________________________________________

Ideal Leadership Qualities for Mentors
It is said that one cannot be a successful mentor without also being a leader, and that being a
good leader relates to one’s actions and not their position (Horwath, 2017). Leaders inspire those
around them to believe in the mission or the goal, and therefore, their followers do what is asked of
them (Horwath, 2017). Leaders are flexible and calm, and they control their emotions (Horwath,
2017). Being a mentor means being a leader because the mentor is helping to develop the mentee
professionally. They are not coaching them or telling them what to do, but instead helping the
mentee to reach their mutually agreed upon goals. Any person can choose to be a leader based on
their actions and the development of their leadership skills, and it is in the best interest of a mentor
program for the mentors to actively improve themselves as leaders.
There are many leadership qualities that a selected mentor should ideally possess to be a
successful mentor, although most mentors will not possess all of these qualities, they should display
sufficient qualifications to positively represent the organization as a mentor. The collective list of
qualities that make an ideal and successful mentor include information from the following, more
dated sources, which served as the sole references that list certain unique, ideal qualities of a leader,
such as: Caring about people and being trustworthy (Place & Bailey, 2006); being able to devote
appropriate time to the program to ensure a successful mentor/mentee relationship (Zeind,
Zdanowicz, MacDonald, Parkhurst, King & Wizwer, 2005); possessing certain influence within the
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company, the ability to recognize accomplishments (Stone, 2007); encouraging the testing out of
new roles; the ability to share one’s own experiences and downfalls (Reitman & Benatti, 2014);
having a genuine interest and commitment to the program and the mentee; sensitivity to other’s
needs and development; excellent listening, coaching, and feedback skills; the ability to maintain
confidentiality (Ilevbare, 2011); strong interpersonal and leadership skills (“U.S. Department of
Health & Human Services,” n.d., para. 2); possessing a desire to be a mentor as well as being the
keeper of organizational knowledge and the ability to share it with other less seasoned employees.
Effective mentors must value the organization, treat people with respect, be confident and secure,
non-judgmental and accepting of personal differences (Place & Bailey, 2006; Wilburn & Cooper,
n.d.). They must be able to foster an inviting environment, be successful in their own careers and
able to support mentee’s’ successes (Place & Bailey, 2006; Wilburn & Cooper, n.d.). They must also
be able to challenge and support the mentee without telling them what to do, while also building
confidence and independence, and working with the mentee on goal-setting so that the mentee is
able to take full responsibility for their future (Lamm & Harder, 2014). Successful mentors enjoy
teaching and are approachable, mature, and patient (Hayes & Gagan, 2005), as well as wise,
nurturing, and always possessing a sense of humor (Hardcastle, 1988). Mentors are also required to
be sensitive to gender and race (Rice, 2009). Straus, Johnson, Marquez, and Feldman (2013) also
suggest that the quality of instilling hope and optimism to assist mentees in overcoming any
challenge and pursue promising futures are also very important characteristics of a mentor.

Mentor Roles and Responsibilities
Overall, it is the mentor’s responsibility to focus on helping the mentee develop to their
fullest potential by helping them to understand, plan, and implement their goals according to Place
and Bailey (2006), who uniquely summarizes a mentor’s objective. A collective list of the roles of the
mentor should include: Assisting the mentee in navigating the organizational culture and politics to
48

STAFF MENTOR PROGRAM AT SAINT MARY-OF-THE-WOODS COLLEGE
ensure a good fit; providing emotional support by acting as a friend during difficult professional and
personal times through listening; giving guidance by helping the mentee identify the reasons for the
issues and exploring ways of dealing with them. Advocacy; network initiating; opportunities by
identifying potential opportunities and avoiding pitfalls; as well as advocating in a way that makes
the mentee more visible within the organization are responsibilities of the mentor. Keeping an eye
out and protecting the mentee from rumors or antagonism; educating the mentee about
inappropriate behavior within the organization are some exceptional, unique mentor responsibilities
proposed by Hart (2010). Goal setting and career monitoring (Straus et al., 2013), to maintain
confidentiality was a distinctive quality indicated by Ilevbare (2011), as was acting as a role model for
the mentee (Martin, 2017) and serving as a reality-check point for career plans (Jackevicius, Le,
Nazer, Hess, Wang & Law, 2014). Providing advice without being commanding (Jackevicius et al.,
2014), offering support while also holding the mentee accountable for his work and actions were
additional responsibilities listed for mentors (Jackevicius et al., 2014). Gusic et al. (2010) who
provide a more antiquated, yet unique perspective regarding the identification of important mentor
responsibilities indicated that mentors should display enthusiasm and generosity. It is also important
for mentors to possess an awareness of the appropriate type of relationship to establish with
mentees, and which mentoring philosophy to follow, in order to establish a meaningful rapport with
the mentee. Mentors should willingly conduct self-assessments to understand their own strengths
and weaknesses and work with that knowledge to improve themselves as leaders (“U.S. Department
of Health & Human Services, Roles, Responsibilities and Expectations” n.d., para. 2).
It is the role of the mentor to: Establish the mentoring agreement that outlines the
guidelines for the relationship; participate in orientation, training events, and mentoring activities;
provide advice, coaching, and feedback to mentees as needed; help the mentee to establish their
Individual Development Plan (IDP); submit progress reports to the mentoring coordinator, and
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maintain confidentiality; guide the mentee throughout the length of the relationship (“U.S.
Department of Health & Human Services Roles, Responsibilities and Expectations” n.d., para. 2.);
remind the mentee of meetings and important dates, and finally to discuss the organizational mission
and vision (“Oklahoma State University, New Employee Mentoring Program section,” 2017, para.
3). A study conducted by Gunn, Lee, and Steed (2017) reported that undergraduate mentees felt that
the psychological and emotional support from their older student mentors was most beneficial to
them during the mentor program, which reflects the importance of these two aspects in mentoring
relationships. Additionally, Tjan (2009, para. 2) suggested the following pertinent questions as a
mandatory inquiry for each mentee: “What is it that you really want to be and do? What are you
doing really well that is helping you get there? What are you not doing well that is preventing you
from getting there?” Lastly, Tjan (2009, para. 2) says that mentors should also ask, “What will you
do differently tomorrow to meet those challenges? How can I help/where do you need the most
help?”

Ideal Mentee Qualities
According to Ilevbare (2011), the qualities that make an ideal and successful mentee include:
Genuine interest in personal growth and professional development; strong commitment to learning
and acquiring new skills; receptivity toward honest and constructive feedback; willingness to take
risks in new professional advancement opportunities, and a sense of self and personal vision.
Additionally, successful mentees must be “available,” and willing to make an investment of time
while also being willing to take accountability for personal actions and choices (Gusic et al., 2010).
Mentee success also requires a certain level of responsibility and goal-oriented focus (Gusic et al.,
2010). Mentees must display respect toward their mentor, superiors, and coworkers, as well as
possessing the ability to take a positive approach toward failure, which is indicative of long-term
employee potential (Gusic et al., 2010). Initiative, high emotional intelligence, and optimism (Ensher,
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& Murphy, 2005) are also qualifiers for strong mentees, with aggressiveness, intelligence, and,
enthusiasm (Wunsch, 1994) being included as additional qualities provided by some of the more
dated sources. This relevant information was unique to these sources and was not reflected in more
recent sources. Table 3 is a visual summary of the ideal mentor and mentee qualities.
Table 3
Ideal Leadership Mentor/Mentee Qualities
______________________________________________________________________________
Mentor Qualities

Mentee Qualities

______________________________________________________________________________
Leadership
Genuine interest in professional
development/personal growth
Caring
Commitment to learning
Being trustworthy

Receptive to feedback

Able to devote time

Willing to take risks

Able to recognize accomplishment

Sense of self and personal vision

Encouraging testing new roles

Availability

Ability to share own experiences/downfalls

Investment

Commitment to program/mentee

Accountability

Sensitive to others’ needs

Responsibility

Excellent listening skills

Respect

Excellent coaching/feedback skills

Positive approach to failure

Interpersonal skills

Shows potential

Holding organizational knowledge

Initiative

Confidentiality

High emotional intelligence

Value the organization

Enthusiasm/ambition

Respect

Optimism
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Confident/secure

Aggressiveness

Accepting of others’ differences
Supportive
Successful in own career
Build confidence and independence
Help with goal setting
Be approachable
Celebrate successes
Mature/wise
Patient
Nurturing
Sense of humor
______________________________________________________________________________

Mentee Roles and Responsibilities
Although the mentor has the major responsibility of making sure they are doing their job in
preparing and assisting the mentee in the mentor/mentee relationship, the mentee is not without
major responsibilities themselves. In fact, in most of the modern research, it is suggested that it is
mostly the mentee’s responsibility to drive the relationship and to be held accountable not only for
their part but also for directing the relationship toward what they need out of it (“U.S. Department
of Health & Human Services, Roles, Responsibilities and Expectations” n.d., para. 4). Some of the
more specific roles of the mentees, according to Ilevbare, are to decide, with the mentor, on the
goals to be achieved with the relationship; to be honest and open with the mentor, even if the
relationship is not working out to the mentee’s benefit; to be respectful of the mentor’s time and
efforts, and to maintain confidentiality (Ilevbare, 2011). Some additional roles and responsibilities of
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the mentee include creating a list of short and long-term professional goals, and communicating the
expectations of the relationship; establish the mentoring agreement; working with the mentor to
determine strengths and weaknesses; initiating contact with the mentor for appointments or for
assistance if necessary between appointments; collaborating with the mentor in developing their
IDP, and participating in orientation and additional mentoring events and activities (“U.S.
Department of Health & Human Services, Roles, Responsibilities and Expectations” n.d., para. 4).
Table 4 is a visual summary of the mentor and mentee roles and responsibilities.
Table 4
Mentor/Mentee Roles and Responsibilities
______________________________________________________________________________
Mentor Roles and Responsibilities
Mentee Roles and Responsibilities
______________________________________________________________________________
Develop mentee to fullest potential

Drive/direct mentor relationship

Assisting in navigating organizational
culture/politics

Goals to be achieved with relationship

Provide support

To be honest and open

Listen and give guidance

To be respectful of mentor’s time and efforts

Assist in identifying strengths and weaknesses

To keep confidentiality

Assist in identifying why issues occur and how
to solve them

Decide on short and long term professional
goals

Advocacy

Initiate communication

Networking

Establish mentoring agreement contract

Identifying opportunities

Collaborate with mentor to determine strengths
and weaknesses
Participate in mentoring and professional
activities/events

Protecting
Educating on proper company behavior
Assist with goal setting
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Assist with career monitoring
Act as a role model
Keep confidentiality
Serve as reality check for career plans
Accountability/hold mentee accountable
Identify own strengths and weaknesses
Provide feedback
Establish mentoring agreement contract
Attend mentoring and professional
activities/events with mentee
Teach company
culture/objectives/values/mission/policies etc.
______________________________________________________________________________

Successful Relationship Qualities
Straus et al. (2013) claim the key qualities of a successful relationship include reciprocity,
mutual respect, clear expectations, personal connections and, shared values. The levels of passion
and connectedness among the mentor and mentee determine the level of disclosure (Ensher &
Murphy, 2005). Success results when both parties devote efforts in time, energy and resources
toward the relationship, and when the organization provides support, encouragement, and resources
(Hayes & Gagan, 2005). Frequent interaction, efforts to increase connectedness, understanding the
others’ work environment, and openness are steps indicated as being necessary to achieve a high
connectedness in the relationship (Ensher & Murphy, 2005). In a study to determine the
characteristics of successful and unsuccessful mentoring relationships, participants suggested that
mentors use a checklist to stay on task, regarding the time spent on each subject (personal issues,
addressing career goals, professional obstacles, etc.), as well as keeping a list of action items,
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communicating via email and phone between regular meetings, and attending mentor workshops
(Straus et al., 2013).

Unsuccessful Relationship Traits
Unsuccessful relationships are more than likely due to one or more of the following
characteristics exhibited by either the mentor or mentee, these include: Possessing lack of
commitment; lack of the mentor experience; poor communication; personality differences or
conflicts of interest; competition or jealousy if the mentee is successful or overshadowing the
mentor (Straus et al., 2013); unrealistic expectations and dependency (Ensher & Murphy, 2005); and
in some cases, gender, race, and language play a role in an unsuccessful mentoring relationship,
according to Bickel and Rosenthal (2011) who added additional qualifiers to this list. In any of these
instances, it is best for both parties to terminate the relationship. The question is how to do so
tactfully to ensure that both parties are left unscathed. Straus et al. (2013) suggest that if a
termination is necessary, either party should contact the mentor program coordinator to issue a “nofault termination.”

Pairing
Pairing is one of the most important aspects of the mentor/mentee relationship (Wunsch,
1994). Research indicates that pairs who do not meet regularly with specific goals or do not make
progress, feel unsatisfied with the mentoring program (Wunsch, 1994). Although great pairings are
one of the vital components to a successful mentoring program and experience, the topic of pairing
is one of the least studied (Wunsch, 1994). Much of the research considers whether it is beneficial
for mentors and mentees to be paired by a third party, or if mentees should have control of selecting
their mentor. The SMWC mentor program permits mentees and mentors to choose a specific
mentor or mentee, however, due to the low numbers of participants in the program, many mentees
will be assigned a mentor if they do not already have someone in mind.
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The mentor and mentee must have complimentary personalities for the relationship to be
beneficial and long lasting, otherwise, the relationship can end abruptly with sour feelings toward
one another and the mentoring program in general. Negative experiences with pairing can leave the
mentor feeling indifferent about their future mentees, and the mentee can feel unwelcome by the
organization according to Hayes and Gagan (2005). On the other hand, successful pairings have led
to increased early career success (Lozinak, 2016). Therefore, it is ideal to include a somewhat indepth matching process in the program. Some organizations have potential mentors and mentees fill
out an evaluation to determine their strengths and weaknesses. Then the mentor program
coordinator is responsible for matching pairs. Mentees can also have a say in who they would prefer
to be their mentor if they already know someone within the organization who has skills or
experience they would like to benefit from. It is also important for the mentor to understand that
the relationship will change over time, if they are to create a lasting friendship (Wunsch, 1994). The
mentee will eventually be an equal to the mentor in status (Wunsch, 1994), and it is important for
the mentor to understand that and handle it appropriately.
Appendix A is a questionnaire that was designed for potential mentors at SMWC to fill out
and return to the program coordinator, if they are interested in mentoring new employees. Appendix
B is a questionnaire for mentees to fill out before being matched with a mentor. Both questionnaires
were adjusted for SMWC, employing guidelines from Power Mentoring: How Successful Mentors and
Proteges Get the Most Out of Their Relationships, by Ensher and Murphy (2005) and, Creating a Mentoring
Program: Mentoring Partnerships Across the Generations, by Reitman and Benatti (2014). It is also
important to complete a self-assessment to understand where one stands with interpersonal skills to
know what strengths one brings to the table and what weaknesses need to be addressed. Appendix C
borrowed from the book, Power Mentoring: How Successful Mentors and Proteges Get the Most Out of Their
Relationships (Ensher & Murphy, 2005), is a social skill inventory evaluation that measures emotional
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intelligence. This evaluation should be given to both, the mentor and the mentee. Both parties can
greatly benefit from assessing themselves in this way, as this may be the first time some individuals
have ever been presented with this type of self-assessment. Although this assessment is meant for
mentors, leaders, or managers, it can be helpful for everyone. This evaluation does not need to be
returned to the program coordinator, it is just for the personal benefit of the mentor and mentee if
they so choose to utilize it. After potential mentors and mentees fill out the evaluations (Appendix A
and B), the program coordinator will attempt to match mentees with the most well-matched,
available mentor, based on qualifications the mentee and mentor expressed a preference for,
regarding the mentoring relationship.
Another tool that would be a lifelong beneficial device to mentors and mentees is the Gallup
Strengths Finder 2.0 book by Tom Rath. This book helps the reader to assess where they stand on a
number of leadership themes in order to evaluate their strengths and weaknesses. Such themes
include adaptability, communication, command, empathy, discipline, etc. with a total of 34 themes
(Rath, 2007). Because the mentoring program cannot force the mentor or mentee to read this book,
even if provided to them at no cost, it would be more cost effective for SMWC to have a few copies
on hold in the library for any mentor or mentee to check out. Mentors could be responsible for
introducing their mentee to the book and offering to lend them a copy from the library. This way,
mentees, and mentors could have a look at the book before purchasing their own copy if they found
it useful. If the mentor or mentee found this book intriguing, they could purchase their own copy,
which comes with an access code to the self-assessment survey, which determines their top 5
themes/strengths. The book also includes examples of behaviors associated with each of the themes
and approaches to utilizing them and working with others in regard to specific themes (Rath, 2007).
The access code also gives the reader access to the website which has action plans for the themes, a
discussion forum, and development plan (Rath, 2007). Overall, this would be a good resource to
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introduce to the mentee. Understanding one’s top five themes are beneficial for the individual and
the organization when everyone participates in the self-assessment.

Financials
When looking at the financial side of a formal mentor program at SMWC, there are few
costs associated with it, however, they are well worth the benefits considering that this program is
designed to make employees feel that the College supports and invests in them and their futures.
The return the employees will consequently provide for the College exceeds the costs invested in the
program, if the program is successfully conducted. Table 5 relays a summary of the costs associated
with the mentor program for SMWC; the following information explains in-depth how each cost
was calculated. This framework was based on the idea that an estimated 11 new employees are hired
annually at the College. This data was gathered by counting the number of “New Hire” emails sent
by the Human Resources Department between the year June 2016-July 2017 at SMWC, which is the
number that the framework of this proposal is based on. This is important information to be aware,
since it affects the annual expenses of the mentor program. Table 5 takes into consideration that an
estimated 11 new employees are hired annually, to determine the estimated average cost of the
mentor program for one year at SMWC.
Table 5
Summarization of Annual Cost (in Dollars) for Proposed SMWC Formal Mentor Program
______________________________________________________________________________
Aspect
Total Cost (Annual)
______________________________________________________________________________
Printing (11 packets)
$1.73
Folders (11)

$18.59

Lunch Tickets (22)

$99.00
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Strengths Finders (5)

$16.48

Mentor/Mentee Time (16 people)

$6,514.88

Program Coordinator Time

$736.84

Monthly Committee Meeting Time (5 Mentors)

$1,286.40

______________________________________________________________________________

SMWC Formal Staff Mentor Program Expenses:
•

Printing: informational documents in the mentee packets costs .0063 cents for a single black
and white and .039 cents for a single color print (Cost of Printing B&W and Color, personal
communication, July 31, 2017).
Each document is one black and white page, unless otherwise noted:
o Architecture brochure-$.23 (Printing Cost of Architecture Brochure, personal
communication, July 31, 2017).
o Quick Facts slick-$.60
o Campus map (color)-$.039
o Staff/faculty telephone list-$.0063
o Department phone list (5 pages)-$.032
o Academic calendar (2 pages; color)-$.078
o Nuts and Bolts (staff work-related good to knows; 2 pages)-$.013
o Miscellaneous (staff/faculty personal-related good to knows-bookstore discount,
recycling, comment box, etc.)-$.0063
o Sisters of Providence phone directory (6 pages)-$.038
o Our Foundress story (10 pages; 1 color)-$.10
o Missions/value statements (2 pages)-$.013
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o The Ring information (2 pages) -$.013
o Our Foundation Story (4 pages)-$.026
o Church architecture information (2 pages, color)-$.078
o Mother Theodore Guerin Remains information (10 pages; 9 color)-$.36
o The Legend of the Faceless Nun-$.0063
o Heritage Trails (15 pages)-$.095
•

Mentee folder: Pomeroy blue SMWC embossed ($1.69 each)-$18.59

•

Lunch tickets: One for the mentor and mentee-$4.50 each is what regular staff and faculty
are charged at Sodexo, totaling $9.00 for one set of tickets.

•

Mentor and mentee time: It would be a safe estimation to say that mentors and mentees
spend 2 hours on the mentoring program for the first week of mentoring activities. This
includes completing and returning Appendix A and B to the coordinator of the mentor
committee, conducting the campus tour and having lunch while reviewing the mentee
packet. Following these activities, it is reasonable to assume that mentors and mentees
discuss questions, issues, etc. via phone, email, or in person for one hour each week
following the first week, for a period of two months. At that point, the relationship will likely
taper off to one-hour meetings per month for the remainder of the 12-month relationship.
The cost of employee time varies according to the salary of each participant, the importance
of the duties they are putting off to participate in the mentor program, and how quickly they
are able to make-up the lost time. However, a good average of the nonprofit, private,
Catholic College’s staff salaries has been calculated, looking at the 2015 Target Salary Ranges
on the SMWC Human Resources Index page. Each pay grade level was averaged,
considering the minimum pay, midpoint pay, and maximum pay, and then each level has
been averaged together to reach a total of $52,935.00 for exempt staff and $29,376.00 for
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non-exempt employees. The average of these two numbers is $41,155.50, which is the
average salary for the SMWC employees, in this estimation.
o The annual pay for each non-exempt level was calculated by using the amount paid
per hour, multiplied by 40 (hours), multiplied by 52 (weeks), to get a sound estimate
of the annual salary.
o The exempt and non-exempt average of $41,155.50 was then divided by 12
(months), and divided by 160 (hours per month for a 40-hour week) for a total of
$21.43 per hour.
o Because most employees will spend two hours on mentoring during their first week,
$21.43 is multiplied by 2 (hours) for the first week. Then the two will likely spend
one hour each week for the next two months, which equals a grand total of $192.88
(including the first two hours during week one). The relationship will likely taper off
to one-hour meetings, emails and calls per month for the remainder of the 10
months which gives a total of $214.30, and a grand total of $407.18 per employee on
average. This number is multiplied by sixteen for the average number of new hires
per year and the current number of mentors, which is five, which points to a grand
total of $6,514.88 per year. This estimated cost is based on averages, but could only
be tested for certain individuals if all mentors and mentees clocked their time for
mentoring activities and provided their salaries for one year.
•

Program Coordinator time: It would be a safe assumption that the program coordinator
spends about one hour a week working on the mentor program. From disbursing
Appendices A, B, C, and D, collecting and matching mentors and mentees based on the
Appendix A and B, disbursing, collecting, de-identifying, and analyzing evaluation data to
continually adjust and improve the mentor program, and taking on their own mentees, the
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program coordinator will expend the most time on the program annually. The assumption
that the program coordinator will spend one hour each week on this committee is an
estimate, because some weeks the coordinator may not work on the mentoring program,
whereas, during other weeks, two hours might be spent on the program, and therefore, one
hour per week is a safe estimate. The cost of the program coordinator’s time is based on the
current committee chair’s salary and comes to a grand total of $736.84 annually, taking the
salary per hour multiplied by an average of 52 weeks per year to reach the total of one hour
each week spent on the mentor program.
•

Monthly committee meetings: By taking the average SMWC salary of $41,155.50 and
dividing that by month and hour, we get a total of $21.43 per hour. If an average mentor
spent one hour a month devoted to the staff mentor committee meetings, this would equal a
total of $257.28 per employee, annually, and if five mentors were participating at once in the
program, this grand total would be equal $1,286.40.

•

Gallup Strengths Finders 2.0: It is advised that the College should invest in at least five
copies of this book to hold in the library for mentors to utilize as well as their mentees. All
books should be returned to the library when finished, and keeping five copies on-hand is a
sufficient number for those interested in reading it.
o Copies of these books can be bought on eBay for the best prices. For instance, as of
July 7, 2017, four copies can be purchased to receive one free copy at the price of
$4.12 each (tax included and free shipping), totaling $16.48 for five copies.
o If eBay and individual sellers on Amazon are not an option, Amazon sells the book
in hard cover format for $16.80 as of July 7, 2017.

Figures 10 and 11 represent the visual cost of the SMWC formal staff mentor program. Figure 10
represents all material costs, while Figure 11 represents the cost of employee time. Figure 12
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represents the cost of individual employee turnover, based on salary. These figures show that it is
much more expensive to replace employees than to invest in them with a mentoring program.
Figure 10
Cost in Dollars of Mentoring Program Annually

Cost in Dollars of Mentoring Program Annually
(estimated)
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Figure 11
Employee Time Investment Cost in Dollars Annually
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Figure 12
Cost of Employee Turnover Based on Salary
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Evaluation
An important piece for the ongoing improvement of any mentor program is the evaluation,
which is advised to be completed at a midpoint during the program, as well as at the end of the
mentoring relationship by both the mentee and mentor. As noted by Patel, Baxi, Agarway, Givans,
Hunter, Rajput and Mookerjee (2017), certain mentoring programs and styles work for some
employees but not for others. As indicated by a survey distributed to employees in the Department
of Medicine at Cooper University Hospital following the implementation of a structured mentor
program, senior employees were satisfied with the mentor program while junior employees were not
(Patel et al., 2017). This poses the question that more dated types of mentoring programs might not
be as beneficial to Millennials and younger generations, as they are to preceding generations.
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Younger generations have different needs than previous generations, hence, the benefits of
generation specific mentoring programs is reflected.
Appendix D is an example mentee evaluation of the mentor program developed by All, the
current chair of the SMWC Staff Mentor Program, which has been modified to include more indepth questions with the help of the article, Formal Membership Program for Faculty Development
(Jackevicius et al., 2014) and, Creating a Mentoring Program: Mentoring Partnerships Across the Generations
(Reitman & Benatti, 2014). This evaluation should be completed and returned to the coordinator of
the mentor program. Appendix E is an evaluation created for mentors to complete and return to the
coordinator of the mentor program. This document was also created based on guidelines from the
article Formal Membership Program for Faculty Development (Jackevicius et al., 2014) and, Creating a
Mentoring Program: Mentoring Partnerships Across the Generations (Reitman & Benatti, 2014). All names on
the returned evaluations will be removed and recoded to keep documents confidential. Lastly, both
the mentor and mentee should complete and return the trust scale evaluation located in Appendix F.
This evaluation should be returned to the coordinator of the mentor program and will again be deidentified. This trust scale evaluation was taken from the book, Power Mentoring: How Successful Mentors
and Proteges Get the Most Out of Their Relationships (Ensher & Murphy, 2005).

SMWC Formal Staff Mentor Program
Program Outline
This program will require a program coordinator, volunteer mentors, an agenda/checklist/
guideline for mentors to follow, a mentor contract agreement, a mentee Individual Development
Plan (IDP), pairing evaluations (filled out by the mentor and mentee), a campus tour, lunch, a
meeting with the Executive Director of Mission Effectiveness, meetings between the mentor and
mentee, attendance at certain events, as able, attendance at monthly committee meetings, and a
midpoint and final program evaluation completed by the mentor and mentee.
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Timeframe
Mentoring relationships, on average, last anywhere between 6-12 months, 12 being the
typical length (Martin, 2017). However, some relationships can last many years, and typically occurs
when the participants have complimentary personalities and gain friendship from the mentoring
relationship. In the case with SMWC, participants should plan to act as a mentor for their mentees’
first 12 months of employment.

Necessities
Important factors to consider regarding the details of mentoring programs: In order to
ensure that mentors are sufficiently knowledgeable regarding the College environment and how to
access resources for their mentee, mentors should have been employed by the College for a
minimum of one year. It would be ideal to have mentors who have been employed by the College
for longer than one year, but it is difficult to find willing staff to serve as mentors at SMWC. Having
completed one year of employment ensures that most staff are able to participate, should they
choose, and also ensures that the mentor will have at least one year of experience under their belt
before mentoring a new employee.
Another important factor is that the College administration and supervisors must be
supportive of this program for it to be successful. If the administration is indifferent, supervisors are
more likely to be unsupportive of their employees taking the time to participate in the mentoring
program. All parties must be supportive for this program to succeed. This support includes when it
is necessary for employees to spend time away from regular duties to meet and to participate in
mentoring related events organized by the program. Participation in this program must be
considered as “committee work,” as opposed to “volunteer committee work,” as the current
informal mentor program is viewed.
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Another interesting fact to consider is whether the mentor should be in a different building
from the mentee so that a wider range of networking can occur. Some mentees do feel that it is
beneficial to have a mentor in another building while others feel it is beneficial to have a mentor in
the same building (Reagle & Dello Stritto, 2014). The current staff mentor program for SMWC tries
to assign mentors from different buildings because it is such a small community, and the formal staff
mentor program will continue with these efforts.

Advertisement
The program coordinator should design colorful email flyers to send out to all staff regularly
to entice people to join the mentoring program including the following text, as suggested by
Reitman and Benatti (2014): “Do you want to share your expertise and knowledge while gaining a
meaningful relationship and other benefits? We are initiating mentoring staff, please contact the
Staff Mentor Coordinator for more details!” The monthly staff mentor program meetings held for
the mentors are also open to non-participants to join, and is a way to advertise the program and to
answer questions for potential mentors. All advertising is free to the College.

Wabash Valley Leadership Institute
The Wabash Valley Leadership (WVLI) is a great resource for potential speakers for the
mentor program. The WVLI was created by two former SMWC Master of Leadership Development
graduates, who are also employees of the College. Vice President for External Relations, Rachel
Leslie and the Senior Director of Advancement and Alumni Relations, Susan Turner. The WVLI is a
collaborative effort between Saint Mary-of-the-Woods College and the Terre Haute Chamber of
Commerce, supported by community organizations and sponsors (Wabash Valley Leadership
Institute, 2016). Its purpose is to, “engage and energize leadership efforts in the Wabash Valley with
a curriculum focusing on leadership skills, organizational behavioral skills, and potential community
growth in a leadership capacity (“Wabash Valley Leadership Institute,” 2016, para. 2).” The program
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assures that, “Upon graduation, the participants will be capable of building a better team, using
conflict resolution skills effectively, and building personal leadership skills (“Wabash Valley
Leadership Institute,” 2016, para. 3).” Members of the WVLI are ideally very willing to use their
leadership skills to speak to the College community, as this will benefit their community, and,
SMWC, one of their founders, as well as providing them with the opportunity to share what they are
learning and to practice presentation skills.

Other Speakers
Community members, entrepreneurs, staff, faculty, or students who have any background
knowledge and information to share that would be beneficial to the mentor program participants are
welcomed and sought for community “talks.” Speakers may discuss topics such as the importance
and benefits of mentoring, mentor training, how communication and leadership skills fit in, and
other appropriate topics.

Meeting with Executive Director of Mission Effectiveness
The meeting with the Executive Director of Mission Effectiveness is vital, not only to
introduce themselves to the new employee, but also to discuss a little about the College’s heritage,
spirituality, and culture. The Executive Director of Mission Effectiveness does an excellent job at
introducing new employees to the College’s mission and focus. They show mentees a short
TEDtalks video about the positive culture within an organization and include a short PowerPoint
presentation. This meeting is very short, lasting only between 30-45 minutes and is a very valuable
introduction to the culture of SMWC.

Mentoring Contract Agreement
The mentoring contract agreement is a document signed by both the mentor and the mentee
to designate the agreement during the program. The agreement will cover the expectations of the
mentor and mentee regarding availability, confidentiality, and the guidelines for termination, in the
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event that either party should find the need to terminate the relationship early. Brainard et al. (1998)
provides an excellent Mentor Contract Agreement sample that has been adjusted to fit SMWC,
which can be found in Appendix G. The mentor and mentee should each be given a copy of this
completed document, and the mentor should also send a copy to the coordinator to be kept on file.

Individual Development Plan
The Individual Development Plan (IDP) is a document developed by the mentee with the
assistance of the mentor. This plan covers the mentee’s self-designated strengths, developmental
needs, activities and steps that will be taken to improve weaknesses, and time frames for when those
steps should occur (“U.S. Department of Health and Human Services, Roles, Responsibilities and
Expectations section” n.d., para. 4). The mentee may choose to ask his/her supervisor for input, or
may keep the IDP confidential between mentee and mentor. The IDP should be reviewed at the
monthly benchmark meetings, with the help of the mentor in determining the process and next
steps. An example of the IDP can be found in Appendix H.

Early Termination of the Mentor Relationship
Either party may decide to terminate the mentor relationship early. Preferably, this will be
done during month 3, coinciding with the midpoint evaluation of the relationship, but may occur
sooner or later, if necessary. Some major reasons for termination could include cases in which the
mentor was taking an extended leave from work, cases that involve personality or value differences,
or cases in which either party was deemed unaccountable or inefficient at reaching goals. However,
any reason that one party feels it is necessary to terminate the relationship is considered valid. The
program coordinator will be made aware of any such terminations immediately and will be the one
to reach out to the other party. The mentee will then be assigned another willing mentor. The
mentor program agreement covers the no-fault termination subject which states that either party
may terminate the relationship, if they find it necessary for any reason.
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The SMWC Formal Staff Mentor Program Guideline Procedure:
•

Ongoing Tasks
o The program coordinator uploads all mentee packet documents to the committee
shared drive space (online cloud storage) for any mentor members to view when they
please. New documents added to the mentee packets are also immediately added to
the shared drive, and the mentor committee are informed via email.
o The mentor agenda is located in the shared drive for mentors to use as a checklist for
completing the mentor program requirements, a sample of the agenda can be found
in Appendix I.
o The program coordinator delivers the mentee packet to the mentor when they have
been assigned a new mentee, and takes full responsibility for the packet construction.
o The program coordinator holds open monthly meetings for the mentors and invites
any staff who want to learn more about the program (this doubles as a recruitment
effort) to discuss any new changes to the program guidelines, answer questions,
address mentors’ issues, etc. The time during these meetings will also be used to
remind participants of how to find pertinent College-related materials via the campus
systems (handbooks, academic calendars, etc.), which they or their mentees could
find useful.
o The program coordinator will attempt to have community members visit the College
to speak about leadership and mentoring. All mentors and their mentees should be
present during these meetings, as this is specifically for their advancement as leaders,
mentors, and professionals. Everyone from the College is welcome to attend.

70

STAFF MENTOR PROGRAM AT SAINT MARY-OF-THE-WOODS COLLEGE
•

Task 1: Month 1
o When the HR department has announced a new hire via email to the campus, the
program coordinator sends the new employee a mentor preference evaluation and
asks for it to be returned as soon as possible (Appendix B). The program
coordinator should already be in possession of the mentee preference evaluation
from each of the current mentors (Appendix A). If new mentors join the committee,
the program coordinator disburses and collects this document from new mentors as
well. The program coordinator also disburses the social skills evaluation (Appendix
C) to all new mentees and mentors. This evaluation does not need to be returned to
the program coordinator and is strictly for the mentee’s and mentor’s use, to analyze
their social skills for self-assessment purposes.
o After the program coordinator collects these evaluations (Appendix A and B) from
all new parties, they match the mentee with the best available mentor.
o The program coordinator then informs the chosen mentor that they have the best
characteristics for this mentee and explains the basis for this determination. The
program coordinator then requests any feedback from the mentor regarding
matching, and ultimately, confirmation that he/she agrees to take on this mentee. If
the mentor agrees, the mentor takes responsibility for the communication with the
new mentee at that point. If they do not agree, the program coordinator chooses the
next best candidate and repeats the process until a chosen mentor has agreed to act
as a mentor for the new employee.

•

Task 2: Month 1 (continued)
o It is now the job of the mentor to contact the mentee via email, phone, or in person
to introduce him/herself, inform the mentee of the mentor program, and to set a
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date for their first meeting. At this meeting, the mentor and mentee review and sign
the Mentor Contract Agreement as well as cover the mentee packet. They set a date
for the campus tour, lunch, and the meeting with the Executive Director of Mission
Effectiveness.


The mentor coordinates a meeting between the mentee, him/herself, and the
Executive Director of Mission Effectiveness. If another mentor has a new
mentee as well, the two mentors will coordinate to take their mentees to
meet with the Executive Director of Mission Effectiveness at the same time.
The program coordinator will let the mentors know if this is the situation
and the mentors will coordinate communication of next steps with their
mentee.



The mentor also hosts the campus tour for the mentee, which includes an
introduction to the historical architecture, the building names, the offices and
departments located in each building and, staff. Mentees are shown the
Church of Immaculate Conception, and the little chapel, which are historical
treasures of beautiful French architecture. Lastly, the mentors will take their
mentee to the site where Saint Mother Theodore Guerin first arrived on the
campus in a horse drawn carriage with her Sisters, overlooking the ravine,
expecting to find a village, but instead, finding an empty forest.
•



The tour checklist is located in the agenda (Appendix I).

The mentor also escorts the mentee to O’ Shaughnessy dining hall on
campus, introducing them to the campus eatery, which is offered to all staff
and faculty at a discounted rate of $4.50 per meal. Mentor and mentee each
receive one free lunch ticket (in the mentee packet).
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•

Task 3: Month 2
o The next phase of the mentoring program focuses on the IDP, on which the mentor
and mentee work together to form the plan for the mentee.

•

Task 4: Months 3-12
o For the remainder of the program, the mentor and mentee are required to schedule
monthly benchmark meetings to discuss issues, concerns, questions, and to analyze
the mentee’s progress toward the IDP goals, to determine whether the mentee is on
track to complete them. These meetings should be planned in advance to ensure that
they are not overlooked.
o The mentor should also plan to go with the mentee to staff assembly events, Town
Hall meetings, entertainment events and activities, professional development
workshops, and networking events.

•

Task 5: Month 3
o The program coordinator will disburse the program evaluations and the trust scale
evaluation (Appendix D, E, and F) to the mentors and mentees after giving them a
few months to complete the program agenda, and to have a few monthly meetings to
discuss IDP goals, etc. All submitted evaluations will be de-identified and filed to
ensure confidentiality for both parties.
o This will be the ideal time to end the mentoring relationship if it is not beneficial for
either party. The program coordinator will be informed and will let the other party
know their relationship has been terminated. The mentee will then be assigned to
another willing mentor.
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•

Task 6: Month 6
o Month 6 is reserved to evaluate whether or not the steps taken to achieve the IDP
goals are working or if another approach needs to be determined, so that the mentee
can reach the goals during the length of the mentor program.

•

Task 7: Month 12
o During month 12, the mentor and mentee need to decide if they will choose to
informally continue their relationship or end it. The mentee and mentor review the
mentee’s progress to determine whether his/her goals were met in the IDP and why
or why not. Mentees are encouraged to complete and submit an outline overview to
the program coordinator, but the choice of whether or not to share this information
is left to the mentee. The final monthly benchmark meeting notes can be submitted
by the mentor, to the program coordinator, with the mentee’s written signature as
permission. This information could greatly aid the program coordinator with future
improvements to the mentor program, to create a better fit for future mentee’s’
needs.
o The program coordinator will again send out final program evaluations to both
parties to be completed and returned (Appendix D, E, and F). All submitted
evaluations will be de-identified to ensure confidentiality of both parties.

Challenges/Future Work
Challenges
One of the current, major challenges of a staff mentor program at SMWC regards the fact
that little interest has been shown among employees toward a mentor program. SMWC staff, in
general, seem to be reluctant to join the College committees. There has not been new interest among
staff toward participation in the mentor program, since All took over as chair in 2016. Some
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recruitment effort has been made, but unfortunately, no new mentors have signed-on. Part of the
reason for the low participation rate may be attributed to the fact that staff members do not want to
take on additional work to their regular workloads. Another potential explanation is that supervisors
are not totally supportive of their employees participating in volunteer committee work.
Other challenges for the mentor program regard the fact that there is a very low budget
involved to support the training of mentors, and resources required for the program. Therefore, the
committee must maximize the available resources. Because mentors and mentees do not usually
complete the current evaluations that are disbursed, it becomes problematic to hold mentors
accountable for fulfilling or failing to fulfill program requirements, such as hosting the mentee’s
campus tour, making regular contact, etc. The observable situation is that the mentors and mentees
do the minimum work regarding the mentor program and that their relationship tapers off after
initial contact.

Future Work
Some ideas for the future work to improve the newly proposed formal staff mentor program
include creating a more robust mentee packet. For example, ISU uses an embossed binder divided
by labeled tabs. The binder includes much information for the new hire, including places in Terre
Haute that they can use their staff ID for discounts, a free massage at Body Balance, a section titled
“Just Me” that includes office extension, location, fax number, the designated mentor, etc. There is a
section with all of the system logins the staff needs, a directory created by HR with emergency
contacts, a pay schedule for the year, an academic calendar and holiday list, a letter from the
President, pictures and names of the past ISU Presidents, a description of the ISU seal, information
on staff development opportunities such as a supervisory training program, all policies and
procedures, University committees, information on where to find campus safety and weather alerts,
staff benefits (community service, library, gym, fee waiver, dining, bookstore discount, community
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business discounts, etc.) (Indiana State University New Employee Binder [Orientation Binder for new
staff]. (n.d.). Indiana State University, Terre Haute). It seems an ideal resolution would be for the
staff mentor committee to collaborate with the Human Resources Department to create a more
robust binder for new staff. This venture would require a time-commitment from the staff and an
allocation of funds to purchase the binders and labeled dividers.
The Executive Director of Mission Effectiveness at SMWC is working on a welcome
orientation video presentation for new employees which will discuss the culture, heritage, and
spirituality of the College. This video will provide a consistent presentation for new staff that can be
watched as frequently as desired. If the SMWC staff mentor program were to grow beyond a certain
point, an ideal approach would be to conduct a staff mentor orientation for the mentors and the
new mentees at the beginning of their relationship. However, since staff are hired throughout the
year, it would be impossible to hold one orientation annually to include everyone before they began
their mentoring activities. Another idea is to market the mentor program with a webinar, discussing
the program guidelines, benefits, minimal time-commitment, etc. or to create colorful fliers (Emelo,
2015). Larger programs could consider holding ceremonies to recognize the mentors for their
participation; research shows that participants find this important (Emelo, 2015). Probably most
importantly, the future work for the formal mentor program must include a continuous assessment
process to create an ideal balance between mentee needs, program offerings, and organizational
benefits.

Summary
Organizational mentoring programs are highly beneficial to implement, when done correctly.
Their benefits can greatly outweigh their costs. The new employee benefits from the mentor
program by kickstarting his/her acquisition of information about the company history and culture
(Lamm & Harder, 2014). Career advancement opportunities, networking (Wright & Wright, 1987),
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communication and collaboration skills (Reagle & Dello Stritto, 2014) are among the many benefits
received by the mentee. Mentors benefit by feeling more satisfied with their work (Wright & Wright,
1987), experiencing increased motivation toward work (Ensher & Murphy, 2005) and regarding the
development of one’s own leadership and communication skills (Maritn, 2017). Organizations
benefit from mentor programs in that they provide staff development opportunities to employees,
who are then more likely to be loyal and committed to the organization (Stone, 2017), more
productive, and in turn, will more likely increase company profits (Tingum, 2017).
There are many different types of mentoring programs that a company can choose to
implement, from informal to formal, developmental, career-stage mentoring, reverse mentoring and
buddy mentoring, among other styles. There are also differences in successful generational
mentoring, and as Millennials will soon make up 40% of the entire workforce (Kwoh, 2012), it is
important for employers to better understand the needs of Millennials so that they are prepared to
be successful employees.
Some of the important aspects to consider when a mentoring program has been
implemented are how the pairing and evaluation processes will be conducted. The proposed mentor
program for SMWC considers that few resources can be allocated to the program, thus it has been
designed to be as cost-effective as possible. The challenges for the SMWC formal mentor program
include low participation/interest of mentors and the minimal resources that can be allocated to the
program. It is also critical to the mentor program’s success to have the full support of administrators
and supervisors, who openly encourage the program. The future work that could be done to help
improve the formal mentor program includes an ongoing assessment and improvement process,
implementing a more robust mentee packet, colorful advertising campaigns, mentor recognition, and
mentor training.

77

STAFF MENTOR PROGRAM AT SAINT MARY-OF-THE-WOODS COLLEGE
Despite any challenges a mentor program faces, it is well worth the contributed effort,
resources, and time, no matter how informal the program is. Mentor programs are one of the
benefits that new employees desire to feel connected to the organization (Wunsch, 1994). The longterm effects of mentor programs can not only greatly reduce employee turnover but they can help
find and cultivate hidden talent (Krell, 2017). Beverly Kaye reported that disengaged employees are
costing $350 billion annually in losses to American companies (Ensher & Murphy, 2005) and
mentoring helps to engage all employees. The long-term benefits of mentoring for the employees
and the organization are endless. To fail to mentor employees is simply wasting a company’s
“hidden gems.” “The more employees who participate in the program, the wider the positive impact
is in the organization (Emelo, 2015, p.7).”
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Appendix A
Mentor Evaluation
What do I want to teach or share with my mentee professionally?
What do I want to teach or share with my mentee personally?
What do I want to teach or share with my mentee regarding the campus culture and community?
I enjoy having 1-3 mentees at once (true or false):
I enjoy having 3-6 mentees at once (true or false):
I believe the mentor, the mentee, or both have the majority of the obligation of making sure contact
is made frequently and objectives are met (please choose one: mentor, mentee, or both):
I have plenty of time to devote to the mentor program (this means 30 minutes-1-hour weekly; true
or false):
I want more of a short, quick, professional relationship with a mentee that I only plan to contact
infrequently (true or false):
I want more of a long-lasting friendship with a mentee that I contact regularly (true or false):
I am willing to listen, learn and accept constructive feedback (true or false):
What do you see as the major benefits of the mentoring program?
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What are your concerns with the mentoring program?

Appendix B
Mentee Evaluation
What do I want to learn from my mentor professionally?
What do I want to learn from my mentor personally?
What do I want to learn from my mentee regarding the campus culture and community?
I believe the mentor, the mentee, or both have the majority of the obligation of making sure contact
is made frequently and objectives are met (please choose one: mentor, mentee, or both):
I have plenty of time to devote to the mentor program (this means 30 minutes-1-hour weekly; true
or false):
I want more of a short, quick, professional relationship with a mentor that I only plan to contact
when necessary (true or false):
I want more of a long-lasting friendship with a mentor that I want to feel comfortable going to for
anything (true or false):
I am willing to listen, learn and accept constructive feedback (true or false):
What do you see as the major benefits of the mentoring program?
What are your concerns with the mentoring program?
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Appendix C
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Appendix D
Staff Mentee Evaluation
Thank you for taking the time to complete this evaluation of the Staff Mentoring Program. This is a
way for us to improve on our welcoming and orientation of our new employees.
Please return this form to the Staff Mentor Coordinator.
Please check the items that were completed:
My Mentor is: _________________________________________________________
____ met with me in my first couple of weeks of employment
____took me to lunch
____ took me on a campus tour
____ introduced me to some staff members
____took me to meet with Director of Mission Effectiveness
____ reviewed the packet information with me
____ followed up with me consistently thereafter
____ was helpful and answered my questions/directed me to the correct people to answer questions
On a scale of 1-5 (1-not at all effective, 2-somewhat effective, 3-neutral, 4-effective, 5-very effective)
how would you rate your experience with the Staff Mentor Program.
(circle one)

1

2

3

4

5

Comments:
On a scale of 1-5 (1-not at all effective, 2-somewhat effective, 3-neutral, 4-effective, 5-very
effective), how would you rate the effectiveness of the Staff Mentor Program in providing
information on the College’s history, heritage, culture, and spirituality?
(circle one)

1

2

3

4

5

Comments:
On a scale of 1-5 (1-not at all effective, 2-somewhat effective, 3-neutral, 4-effective, 5-very
effective), how would you rate the effectiveness of the mentoring partnership?
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(circle one)

1

2

3

4

5

Comments:
Do you feel that you received a thorough perspective of the College, culture, etc.? Was there
something you wish you would have seen or discussed with your mentor that you did not get to?
Did the program do a thorough job in familiarizing you with the College?
What have you learned about yourself so far?
Have your original goals evolved?
How are you progressing in achieving your goals?
Did you feel you were matched with a suitable mentor?
Did you find the mentor helpful in assisting in your IDP plan?
Did you feel that you and your mentor utilized constructive feedback with one another?
Did your mentor provide appropriate resources for you when you asked for them?
Did you feel your mentor challenged you in ways to extend your abilities?
Did your mentor stick to the agenda?
Did the program provide support, knowledge, and assistance for your career success?
How effective is the mentoring agreement keeping you on track?
How important is the mentoring program to you?
To what degree did you achieve your goals at this point in time? 100%, 75%, 50%, 0%?
What was the most important thing you learned so far?
What experiences have gone well for you?
What could have gone better?
Did you feel the program was organized?
What recommendations would you suggest to the Staff Mentor Program for future improvement?
What would you like to see in the future from this committee for yourself or for others?
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Appendix E
Staff Mentor Evaluation
Thank you for taking the time to complete this evaluation of the Staff Mentoring Program. This is a
way for us to improve on our welcoming and orientation of our new employees.
Please return this form to the Staff Mentor Coordinator.
Please check the items that were completed:
My Mentee is: _________________________________________________________
____ met with during the first couple of weeks of employment
____took to lunch
____ took on a campus tour
____ introduced to some staff members
____took to meet with Director of Mission Effectiveness
____ reviewed the packet information with them
____ followed up consistently thereafter
____ was helpful and answered their questions
On a scale of 1-5 (1-not at all effective, 2-somewhat effective, 3-neutral, 4-effective, 5-very effective)
how would you rate your experience with the Staff Mentor Program.
(circle one)

1

2

3

4

5

Comments:
On a scale of 1-5 (1-not at all effective, 2-somewhat effective, 3-neutral, 4-effective, 5-very
effective), how would you rate the effectiveness of the Staff Mentor Program in providing
information on the College’s history, heritage, culture, and spirituality?
(circle one)

1

2

3

4

5

Comments:
On a scale of 1-5 (1-not at all effective, 2-somewhat effective, 3-neutral, 4-effective, 5-very
effective), how would you rate the effectiveness of the mentoring partnership?
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(circle one)

1

2

3

4

5

Comments:
What have you learned about yourself so far?
Have the original goals evolved?
Did you plan any additional activities with your mentee (joined for staff assembly, etc.)?
Did you feel your mentee was committed to the program?
Did you feel that you and your mentee utilized constructive feedback with one another?
Did you feel you were matched with a suitable mentee?
Did you feel you had access to the resources and knowledge your mentee asked for?
Did you feel prepared while participating in this mentoring program?
Did you stick to the agenda?
How effective was the mentoring agreement in keeping you on track?
How important is the mentoring program to you?
What experiences have gone well for you?
What could have gone better?
Did you feel the program was organized?
Do you plan to continue to be part of the Staff Mentor Committee? Why or why not?
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What recommendations would you suggest to the Staff Mentor Program for future improvement?
Or what would you like to see this committee do?
Do you have suggestions for future training for mentors to help with knowledge and consistency for
the committee?
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Appendix G
Mentoring Agreement Contract
We are voluntarily entering into a mentoring relationship from which we both expect to benefit. We want this to be a
rich, rewarding experience with most of our time together spent in professional development activities. To this end, we
have mutually agreed upon the terms and conditions of our relationship as outlined in this agreement.
Mentee Name/Contact Information:
___________________________________________________________________
Mentor Name/Contact Information:

____________________________________________________________________

Duration
Start Date: _________________
Potential End Date (may end earlier if necessary or continue longer if both parties
agree): _________________

Frequency of Meetings
We will attempt to meet at least _____________ time(s) each month. If we cannot attend a
scheduled meeting, we agree to notify one another in advance.

Confidentiality
Any sensitive issues that we discuss will be held in confidence. Issues that are off-limits in this
relationship include:

_____________________________________________________________________

No-Fault Termination
We are committed to an open and honest communication in our relationship. We will discuss and
attempt to resolve any conflicts as they arise. If, however, one of us needs to terminate the
relationship for any reason, we agree to abide by one another’s decision.
_________________________________

________________________________
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Mentor

Mentee

_________________________________
Date

________________________________
Date
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Appendix H
Individual Development Plan (IDP)
Name: _______________________________________________________
Mentor: ______________________________________________________
Date: ________________________________________________________
IDP Timeframe: ________________________________________________
Developmental Focus: _____________________________________________

Top 3 Strengths:
_________________________________________________________
_________________________________________________________
_________________________________________________________
Top 3 Developmental Objectives:
Objective 1
We hope to achieve:
___________________________________________________________________
___________________________________________________________________
To accomplish this, we will:
___________________________________________________________________
___________________________________________________________________
Target Achievement Date:

___________________________________________________________________
___________________________________________________________________
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Objective 2
We hope to achieve:
___________________________________________________________________
___________________________________________________________________
To accomplish this, we will:
___________________________________________________________________
___________________________________________________________________
Target Achievement Date:

___________________________________________________________________
___________________________________________________________________
Objective 3
We hope to achieve:
___________________________________________________________________
___________________________________________________________________
To accomplish this, we will:
___________________________________________________________________
___________________________________________________________________
Target Achievement Date:

___________________________________________________________________
___________________________________________________________________
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Appendix I
Staff Mentor Agenda
Mentor_____________________________________________________________
Mentee_____________________________________________________________
Mentee Department/Position____________________________________________
Supervisor___________________________________________________________
Start Date___________________________________________________________
Checklist
____ Review packet supplied by Staff Mentor Committee Coordinator
____ Contact staff member’s supervisor letting her/him know that you will be providing a tour for
the new employee
____ Set a tour date _________
____ Set a lunch date _________
____ Set up meeting with Director of Mission Effectiveness _________
____ Take to lunch
____ Review packet with new staff member
____ Take on tour
____ Library
____ Knoerle Center
____ Guerin Hall
____ Conservatory
____O ‘Shaughnessy
____ Shrine
____ Churches
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____ Providence
____ Stables
____Plaque where stagecoach first arrived (on rock in front of Hulman facing ravine)
____ Cabin
____Archives
____ Meet staff
____ Take to meeting with Director of Mission Effectiveness
____ The next Staff Assembly will be on _________; offer to join the staff member
____ Contact regularly for the next 12 months
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