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Abstract 

Mentoring programmes are organized developmental systems within organizations, where a more 

seasoned person called a mentor, guides a less experienced or newly appointed employee, the mentee, 

in expanding their knowledge, skills, and attitudes towards the accomplishment of organizational 

goals. As conventional mentoring stresses the one-way transmission of knowledge from mentor to 

mentee, new thoughts highlight the necessity of mutual learning in enhancing the effectiveness of 

mentoring. This article examines the function of mentor motivation, specifically the mentor's 

willingness to learn through engagement with the mentee, as a critical element of effective mentoring 

relationships. Using a qualitative methodology, the research investigates the process of both way 

learning and its impact on the developmental path of the mentor. Research identifies reciprocal 

learning as enhancing not only the quality of participation but also improving reflective practices and 

skills of the mentor, thus making it an essential ingredient for crafting quality mentoring schemes. 
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Introduction 

Individuals in any organization are increasingly confronted with rising challenges associated with 

emerging technologies, evolving systems, and dynamic programs, all aimed at meeting organizational 

objectives. These challenges necessitate continuous transformations in knowledge, operational 

capacity, technical competencies, and behavioural adaptability. To remain relevant and effective, 

individuals must frequently revise their skillsets, often abandoning outdated knowledge and methods 

to adopt new frameworks of working (Senge, 1990; Drucker, 1999). In both public and private 

organizations, newly recruited employees require structured training not only for personal growth but 

also to contribute meaningfully to organizational success (Kram, 1985; Allen et al., 2004). 

To respond positively and effectively to rapid and constant changes, individuals must be given 

opportunities for growth through training and education (Knowles, Holton, & Swanson, 2015). It is 

important to distinguish between training, which typically focuses on specific skills and 

competencies, and development, which encompasses a broader and ongoing process of discovering 

personal and collective potential (Day, 2001). Mentoring stands out as a critical developmental tool, 

enabling holistic growth for potential employees or mentees and contributing to both individual career 

progression and organizational effectiveness (Eby et al., 2013). 

A well-structured mentoring scheme serves as an effective strategy for formalizing training programs 

aligned with organizational objectives. However, the success of such mentoring initiatives does not 

solely depend on formal structures or predefined goals. It crucially hinges on the proactive 

involvement and motivational engagement of mentors (Clutterbuck & Megginson, 2005). Effective 

mentors act as facilitators, role models, and motivators, creating an enabling environment conducive 

to both professional and personal development of mentees (Ragins & Kram, 2007). 
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Despite widespread acknowledgment of the significance of mentors, limited research has explored 

the specific behavioural dimensions that underpin mentor motivation and their impact on fostering 

successful mentoring relationships (Allen & Eby, 2007). This study addresses this gap by examining 

how reciprocal learning—the process wherein mentors also learn and evolve through mentoring 

interactions—serves as a key motivational driver and contributes significantly to the effectiveness of 

mentoring programs (Swap et al., 2001; Mezirow, 1997). 

 

Through an extensive literature review and a qualitative analysis of mentoring practices, this research 

contributes to a deeper understanding of how two-way learning dynamics encourage mentor 

engagement and thus enhance the effectiveness of mentoring within organizational settings. 

 

Problem Statement 

Effective mentoring programs play an important role in any organization for the overall growth of 

employees, employee retention, and the accomplishment of organisational goals. But the 

effectiveness of mentoring programs primarily depends upon the motivational factors of mentors, 

which are directly connected with an effective mentoring programme. Secondly, both the mentee and 

mentor in a mentoring program derive benefits through two learning methods. However, the question 

to be answered is whether two-way learning is associated with the motivational dimensions of the 

mentors. This research purports to examine this dimension through an extensive literature review.  

 

Objectives of the Paper 

• To examine the concept of Mentoring and reciprocal learning in the mentoring programme. 

• To examine how reciprocal learning motivates the mentors and enhances their commitment to the 

effective mentoring relationship. 

• To identify the role of reciprocal learning in an effective mentoring relationship. 
 

Methodology 

The methodology of this paper relies on a systematic literature review that aims to clarify the 

motivational processes of mentors, like the mentor-mentee relationship, and focuses on the 

importance of bidirectional learning. The methodology is based on collecting, analysing, and 

combining existing scholarly articles, theoretical frameworks related to the area of mentoring, 

'reciprocal mentoring' models (two-way learning), and effective mentoring. 

This methodological framework is suitable for the retrieval of insights from the available body of 

literature, building a conceptual framework, and outlining the relationship between the motivational 

determinants of mentors in the context of mentor-mentee relationships and reciprocal learning. 

For the purpose of a comprehensive analysis, the literature review was conducted through the 

consolidation of research articles, research reports, online resources, and information on 

governmental websites. The databases of Google Scholar, ABDC Index Journal, Taylor & Francis, 

JSTOR, Research Gate, J-Gate, EBSCO, and Sage Articles were thoroughly examined. In addition, 

renowned web information and book chapters were also explored to allow the compilation of 

pertinent information. The main search terms and corresponding combinations used to retrieve 

relevant literature included "mentor-mentee relationship," "motivation in mentoring," "two-way 

learning in mentoring," "reciprocal mentoring," "mentor roles," and "effective mentoring 

approaches." 

Strategic use of Boolean operators (AND, OR) was applied to narrow and broaden searches as 

appropriate. The emphasis was mostly on peer-reviewed papers and publications between the period 

of 2000 to 2024. But based on these articles, a few articles before 2000 were also researched, which 

provide valuable insights. A narrative synthesis of the literature was used to interpret the literature 

review and explore a discussion of the motivational role of mentors and their consequences for 
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mentoring relationships, reciprocal learning, and the relationship between these factors and mentor 

motivation. Since this method is based on reviewing published literature, it does not pose immediate 

ethical issues related to human participants. However, the review adhered to academic honesty 

principles by citing all sources correctly and crediting original work.  

 

Conceptual Framework 

 
Fig: 1: Theoretical Conceptual Model 

Source: Self 

 

This theoretical conceptual model for the study explored the two-way learning vis-à-vis the 

motivational aspects of mentors for effective mentoring relationships.  Here, in this model, the 

independent variable is two-way learning, and the dependent variable is the motivational aspects of 

mentors, which lead to effective mentoring relationships.  

 

Literature Review  

Comparatively, an experienced member of an organisation called a ‘mentor’ supports the 

development activities of another junior or less experienced employee, or a newly appointed 

employee called a ‘mentee’, through the mentoring process. A mentor helps a mentee undertake 

development, duly representing the interests of the organisation. 

 

Mentoring 

As per Clutterbuck and Megginson (1999), Mentoring is the offline help of one person called a mentee 

by another person called a mentor for conducting significant changes in the work, thinking, and, 

Mentoring process in any organisation ensures the personal and professional development of 

employees for the efficient discharge of their duties duly achieving the organisational goals. In 

contemporary contexts, mentoring is conceptualized as a systematic process wherein a senior, 

experienced individual assists another individual in their overall growth, fulfilling the organisational 

goals through a sequence of structured mentoring processes within a defined time frame. 

The mentoring system is applied by experienced employees to share their knowledge and skills in a 

positive attitudinal way with those who are new to the system or are untrained or unsuitable for the 

organisation, and there is a gap in their performance. Besides acting as a Sounding Board, the mentor 

is supposed to work with the mentee and chalk out the mentee’s developmental plan for their 

fulfilment and to make them more useful for the organisation.  

It is an undeniable fact that mentoring is an essential tool for achieving organisational success as well 

as for the career development of not only mentees but also mentors. As per past research studies, 

under the mentorship of dedicated mentors, mentees can achieve better performance on their job 

resulting in better satisfaction of job (Allen, Eby, Poteet, Lentz, & Lima, 2004; Eby et al., 2013; 
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Ghosh & Reio, 2013; Lankau & Scandura, 2002; Payne & Huffman, 2005; Ragins, Cotton, & Miller, 

2000; Zhang, Wang, Galinsky 2022).  

The literature review shows that the mentoring system exists in each organisation, but in an informal 

manner. Senior employees of an organisation share their experience, skills, etc., and mentor the 

subordinate employees without actually knowing that they are part of the mentoring process. 

Similarly, the new entrants in any of the government organisations also develop themselves under the 

mentorship of their seniors. However, a lack of a proper mentoring system, organized tools, and 

processes may lead to ineffective development of a junior employee (Lonnie D. Inzer, C. B. 

Crawford). Therefore, it is of paramount importance to significantly augment the understanding of 

the various elements and variables that exert influence over the informal mentoring process, as well 

as its resultant outcomes, to effectively elevate the implementation and efficacy of the formal 

mentoring program (Yongmei Liu, Amine Abi Aad, Jamal Maalouf and Omar Abou Hamdan, 2021).  

Previous studies have shown that mentors engage in informal mentoring relationships, as they also 

have some motivation for that. One such motivation is the positive outcome of such an informal 

relationship. The literature review has brought out the factors that drive a mentor to come under 

mentoring program which includes cognitive aspects, recognition, incentives, and their behaviour 

patterns of helping others (Allen et al. 2008; Ghosh and Reio 2013; Hezlett and Gibson 2005) and as 

such this study is touching upon such issues as a by-product, from the perspective of mentors 

(Yongmei Liu, Amine Abi Aad, Jamal Maalouf, Omar Abou Hamdan 2021). In different cultures, 

different motivational factors motivate the mentors to conduct effective mentoring programs (Osula 

and Irvin 2009; Omanwa and Musyimi 2016). Therefore, a formal mentoring process is essential for 

the development of an employee in any of organisation.  

 

Mentoring Process 

The mentoring process, as outlined by Professor Sheardown (Thames Valley University, UK, 2004), 

comprises four interlinked phases that foster structured professional development. It begins with the 

first phase of Relationship Building, where rapport between a mentor and a mentee is established, 

goals and expectations are aligned with organisational aims, and a formal 'Mentoring Contract' 

defines the mentee's developmental objectives. In the second phase, Identifying and Planning 

Developmental Needs, mentors assess the mentee’s competencies and collaboratively design a 

SMART-aligned Mentoring Development Plan (MDP) to bridge performance gaps. In the third phase, 

the Organizing Activities, the plan is operationalised through guided experiential learning, where 

mentors provide resources, support, and feedback on progressively challenging tasks to deepen 

knowledge and skillsets. Finally, the Evaluation phase assesses the extent to which objectives have 

been achieved, and based on outcomes, earlier phases may be revisited for continued refinement and 

growth (Source: https://dopttrg.nic.in/TOT_Packages.html). 

 

Mentoring Relationship 

A mentoring relationship is a crucial aspect of professional growth in various fields of each 

organisation. The mentoring relationship involves a dynamic process where two individuals associate 

with each other in a two-way, beneficial journey of learning, self-awareness, and skill development. 

Mentoring goes beyond mere guidance; it fosters trust, commitment, and social support, evolving 

from transactional to transformational interactions. Research emphasizes the importance of 

understanding mentoring dynamics from the perspective of the mentee and mentor, highlighting the 

reciprocity and complexity of these relationships. Mentors play a vital role in transferring knowledge, 

preparing junior colleagues for increased responsibilities, and contributing to organisational success. 

Ultimately, effective mentoring relationships contribute significantly to personal and professional 

development, creating lasting impacts on individuals and organisations alike (Ciarrochia, J., Hayes, 

S. C., Haye, L., Sahdra, B., Ferrari, M., Yap, K., & Hofmann, S. G. 2021; Deborah, Anne, Ondeck., 

https://dopttrg.nic.in/TOT_Packages.html
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Barbara, Stover, Gingerich 1994; Norma, R., Hagenow., Mary, Anne, Mccrea 1994; Jay, T., 

Knippen., Thad, B., Green. 1991.) 

The roles of a mentor in the mentoring program are multiple and inter alia including identification of 

the overall development needs of the mentee, providing him advice and guidance for such 

advancement, continuously helping him with his career and personal development, advising the 

organisation for the overall development of the mentee, etc. Throughout the mentoring program, the 

mentor acts as a counsellor, advisor, coach, teacher, friend, communicator, etc (Jacobson and Kaye 

1996, Lonnie D. Inzer, C. B. Crawford 2005, Sheardown Brian, 2004).   Some studies have also 

provided specific tasks for a mentor, such as the promotion of intentional learning of the mentee, 

sharing their successes and failures as a storyteller to analyse the mentee about the realities of the 

organisation. Such tasks of the mentor shall also develop a strong rapport between mentee and mentor 

(Lonnie D. Inzer, C. B. Crawford, 2005. In reality, mentorship constitutes a confluence of continuous 

occurrences, experiential learnings, observations, scholarly inquiries, and reflective evaluations, and 

therefore, both the mentor and the mentee together engage where they mutually share accountability 

for the overall development of the mentee (Lonnie D. Inzer, C. B. Crawford 2005, Sheardown Brian 

2004). 

As per the study conducted by Lim, Tai, Bamberger, and Morrison in the year 2019, many barriers, 

problems, and constraints come up as hurdles faced by the mentees while taking help from the 

mentors under mentoring program (Zhang, Wang, Galinsky, 2022). The mentor-mentee relationship 

is indispensable for effective mentoring, characterized by mutual motivation and both-ways learning. 

This dynamic fosters both personal and professional development for both, thereby enhancing the 

mentoring relationships (Gün, 2018).  

 

The mentoring relationship plays an inescapable role in the development of autonomy among 

mentees, necessitating that mentors receive appropriate training to facilitate this process effectively 

(Farrukh & Mehr, 2023). The presence of reciprocal communication and shared experiential learning 

is essential, as these factors enable mentees to cultivate confidence and acquire knowledge, a 

phenomenon that is particularly pronounced in entrepreneurial contexts (Zvaigzne et al., 2019). 

Within professional environments, the mentoring relationship frequently manifests as informal and 

symbiotic, thereby fostering psychological safety and promoting growth for both mentors and 

mentees (Nunan et al., 2023). 

 

Motivation for Mentors 

Past studies reveal that mentors feel more motivated when they are made aware of the tangible impact 

of formal mentoring programs, including the psychological meaningfulness derived from such 

engagements. This awareness fosters a genuine intent among mentors to invest their wholehearted 

efforts in the mentoring relationship. On the other hand, it is equally essential for mentees and the 

organizers of the mentoring programs to understand and internalize the value of mentoring, ensuring 

the program design aligns with this understanding (Young & Perrewé, 2000). Research affirms that 

mentors with high developmental goals tend to engage more deeply in mentoring programs, 

perceiving them as psychologically rewarding and aligned with both organizational goals and the 

holistic development of the mentee (Noe, 1988; Turban et al., 2017; Godshalk & Sosik, 2003). 

Furthermore, contemporary organizational competitiveness benefits significantly from culturally 

inclusive, gender-aware, and innovation-driven mentors who are adept at fostering meaningful 

interpersonal connections (Huang & Luthans, 2015; Lin et al., 2021). These insights are foundational 

for examining the concept of mentoring and reciprocal learning, as well as their contributions to 

mentor motivation and relationship effectiveness. 
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Reciprocal Mentoring 

“Mentoring is a two-way street. You get out what you put in.” – Steve Washington. This statement 

encapsulates the essence of reciprocal learning in mentoring, the central theme of this research. 

Studies have demonstrated that mentors not only gain mentoring-specific and relational knowledge 

but also acquire occupational-specific insights through interactions with mentees (Astrove & 

Kraimer, 2020). The direction of learning in mentoring is inherently two-way and adaptable to 

interventions, with knowledge flowing both from higher to lower positional power and vice versa. 

This bidirectional dynamic is especially valuable for mentors holding significant authority, offering 

a means to overcome the distancing effects of hierarchical power by encouraging perspective-taking 

and humility (Galinsky et al., 2006; 2014; Zhang et al., 2022; Chen, 2016). Distinguishing between 

'being an expert' and 'transferring expertise' (Hinds, 1999; Patterson & Pfeffer; Zhang & North, 2020), 

current research supports the notion that mentors’ learning from mentees—commonly referred to as 

reverse mentoring predicts mentee development that extends beyond technical knowledge to more 

transformative outcomes. This finding emphasises the role of reciprocal learning in effective 

mentoring relationships and the cultivation of specific learning-oriented dispositions essential for 

talent development (Zhang et al., 2022). 

 

Mentor Motivation Through Reciprocal Learning 

Reciprocal learning redefines the mentor’s role, encouraging them to see themselves as co-learners. 

This perspective shift enhances intrinsic motivation and leads to deeper engagement in the mentoring 

process. Mentors who view their involvement as an opportunity for personal learning are more likely 

to adopt a developmental orientation, thereby reinforcing their commitment and motivation (Ginkel 

et al., 2016). Additionally, the emotional resonance of mentoring relationships rooted in positive 

affect and mutual engagement enhances mentors' satisfaction and sense of fulfilment as they witness 

their mentees’ growth (Oxford & Bolaños-Sánchez, 2016). Research further highlights that reciprocal 

learning fosters collaboration across diverse backgrounds (Coff & Lampert, 2019), while in academic 

contexts, it supports critical reflection and identity formation (Code et al., 2022). By bridging 

historical power imbalances and enabling gender and cultural equity (Brown et al., 2024), reciprocal 

learning is shown to be a powerful force for motivating mentors and enhancing the effectiveness of 

mentoring relationships, thereby fulfilling the core objectives of this study. 

 

Discussion 

Effective mentoring feeds on a dynamic and interactive process wherein a two-way flow of ideas 

enriches mentor as well as mentee. A reciprocal learning process, and not a unidirectional 

transmission of knowledge, is thus better suited to a mutually enriching setting and an accelerated 

personal as well as professional growth. Guidance and feedback by the mentor go hand in hand with 

benefits that accrue from the mentee's new viewpoints, questioning attitude, and current perceptions, 

especially useful in areas such as technology. This mutual growth causes the mentor's own goals to 

meet developmental program goals, further enhancing motivation and obligation. When mentors learn 

and develop in conjunction with their mentees, the mentoring process becomes a strong force for 

reciprocal development. Nevertheless, though reciprocal learning is a central weapon for encouraging 

mentors, it must be managed very carefully. If it is not properly designed and openly communicated, 

mentors feel overburdened with expectations for mutuality, which may dampen participation. Thus, 

the successful implementation of reciprocal learning is contingent on guided support and alignment 

with mentor and mentee objectives. 

 

Conclusion 

A motivated and engaged rapport between mentor and mentee is fundamental to an effective 

mentoring relationship. This paper concludes that reciprocal learning is a pivotal factor in enhancing 
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mentor motivation, strengthening commitment, and fostering a truly effective mentoring process. 

When both participants actively contribute to the exchange of knowledge, experiences, and insights, 

the relationship evolves into a collaborative partnership. Therefore, aligning with the objectives of 

this research, it is recommended that reciprocal learning be recognized and embedded as a central 

principle in mentoring programs to unlock their full potential and achieve sustainable developmental 

outcomes for both mentors and mentees. 

 

References 

1. Grossman, J. B., & Rhodes, J. E. (2002). The test of time: Predictors and effects of duration in 

youth mentoring programs. American Journal of Community Psychology, 30, 199-219. 

2. MENTOR. (2006). Mentoring in America 2005: A snapshot of the current state of 

mentoring. Layout 1 (teammates.org) 

3. Rhodes, J. E. (2002). Stand by me: The risks and rewards of mentoring today's youth. Cambridge, 

MA: Harvard University Press. 

4. Spencer, R. (2007). “It’s not what I expected”: A qualitative study of youth mentoring 

relationship failures. Journal of Adolescent Research, 22,331-354. 

5. Spencer, R. (2007). Why youth mentoring relationships end. Research in Action, 5. Retrieved 

from http://www.mentoring.org/downloads/mentoring_386.pdf (PDF, 20 pages) 

6. Inzer Lonnie D., Crawford C. B., 2005, A Review of Formal and Informal Mentoring: Processes, 

Problems, and Design, Journal of Leadership Education Volume 4, Issue 1: 

https://www.researchgate.net/publication/270678445 

7. Ensher, E. A., & Murphy, S. E. (2005). Power Mentoring: How Successful Mentors and Proteges 

Get the Most Out of Their Relationships. https://www.amazon.com/Power-Mentoring-

Successful-Proteges-Relationships/dp/078797952X 

8. Liu Yongmei, Aad Amine Abi, Maalouf Jamal and Hamdan Omar Abou, 2021, Self- vs. other-

focused mentoring motives in informal mentoring: conceptualizing the impact of motives on 

mentoring behaviors and beneficial mentoring outcomes; Human Resource Development 

International 2021, VOL. 24, NO. 3, 279–303 https://doi.org/10.1080/13678868.2020.1789401 

9. Lin Ligui, Cai Xuejing, Yin Jun, 2021, Effects of mentoring on work engagement: Work 

meaningfulness as a mediator; Graduate School of Economics and Business Administration, 

Hokkaido University, Sapporo, Japan DOI: 10.1111/ijtd.12210 

10. Astrove Stacy L., Kraimer Maria L, 2021, What and how do mentors learn? The role of 

relationship quality and mentoring self-efficacy in mentor learning; DOI: 10.1111/peps.12471,  

11. Afandi Ahmad, 2021, Mentoring Program: Empowerment and Human Resources Development 

Universitas Pancasila, Indonesia AKADEMIK: Jurnal Mahasiswa Humanis, 1(3), 87-94. 

12. Hairon Salleh, Loh Soon How, Lim Soh Peng, Govindani Simmi Naresh, Tin Tan Jessie Kwee, 

and Joo Tay Edna Chee, 2020, Structured mentoring: Principles for effective mentoring. 

13. Sheardown Brian, Professor, Thames Valley University, U.K., Course material for Mentoring 

Skills available at Training Division of DoPT, Govt of India 

(https://dopttrg.nic.in/TOT_Packages.html )  

14. Pandey Suruchi, Chhaila Tanya, 2014: A study of trends in mentoring relationships existing in 

the Indian IT industry  

15. Ramlakhan Nirmala Devi, 2012: A comparative investigation of career readiness and 

decidedness in first year stem majoring students participating in a stem mentoring program 

imbedded in a living-learning community with focused data on female stem students 

16. Molligoda SP, Sooriyaarachchi Madhushi Medhavini 2020: A Literary Review on Mentoring in 

the Eastern World,  World Journal of Pharmaceutical Research 

https://www.researchgate.net/publication/351710179  

https://teammates.org/wp-content/uploads/2011/01/Mentoring-In-America-2005.pdf
http://www.mentoring.org/downloads/mentoring_386.pdf
https://www.researchgate.net/publication/270678445
https://onlinelibrary.wiley.com/authored-by/Lin/Ligui
https://onlinelibrary.wiley.com/authored-by/Cai/Xuejing
https://onlinelibrary.wiley.com/authored-by/Yin/Jun
https://dopttrg.nic.in/TOT_Packages.html


European Economic Letters 
ISSN 2323-5233 
Vol 15, Issue 1 (2025) 
http://eelet.org.uk 

 

3221 

17. Orser Barbara, 2013: Fostering trust in mentoring relationships: An exploratory study, Equality, 

Diversity, and Inclusion: An International Journal.  

https://www.researchgate.net/publication/270799112  

18. Murray Margo,  2001, Book: Beyond the Myths and Magic of Mentoring: How to Facilitate an 

Effective Mentoring Process. WILEY: Jossey-Bass, ISBN: 978-0-787-95675-2 

19. Chandrasekar K., Anitha A., Mentoring in Indian Scenario. Indian Journal of Applied Research 

Volume: 5 | Issue : 4 | April 2015 | ISSN - 2249-555X   

20. https://www.guider-ai.com/blog/how-to-start-a-mentoring-program (06/02/2022, Nicola 

Cronin) 

21. https://www.guider-ai.com/blog/mentoring-benefits (06/02/2022, Nicola Cronin) 

22. Ciarrochia, J., Hayes, S. C., Haye, L., Sahdra, B., Ferrari, M., Yap, K., & Hofmann, S. G. (2021). 

From package to process: An evidence-based approach to processes of change in 

psychotherapy. Reference Module in Neuroscience and Biobehavioral Psychology 

23. Deborah, Anne, Ondeck., Barbara, Stover, Gingerich. (1994). The Mentoring Relationship. 

Home Health Care Management & Practice. 

24. Norma, R., Hagenow., Mary, Anne, Mccrea. (1994). A mentoring relationship: two viewpoints.. 

Nursing Management. 

25. Jay, T., Knippen., Thad, B., Green. (1991). Developing a Mentoring Relationship. Management 

Decision.  

26. 7 Common Challenges in Mentoring Relationships - Mentoring Complete, Common Challenges 

in Mentoring Relationships and Programs (pushfar.com) 

27. Eby, L. T., & Robertson, M. M. (2020). The psychology of workplace mentoring relationships. 

Annual Review of Organisational Psychology and Organisational Behavior, 7, 75–1001 

28. Mentorship in Academic Medicine, edited by Sharon Straus, and David Sackett. (2013). John 

Wiley & Sons, Incorporated. Retrieved from ProQuest Ebook Central database on April 23, 2020. 

29. Johnson, M., & Smith, R.  2024,  Behavioral Criteria of Mentoring Effectiveness: An Empirical 

Study of Formal Mentoring Relationships Within a Major UK Public Sector 

Organisation,  Journal of Organisational Behavior. 

30. Wang, S., Tomlinson, E. C., & Noe, R. A. (2023). Behavioral aspects of mentor.  

31. Udod, S. A., Cummings, G. G., & Care, W. D. (2020). Dynamics of emotional intelligence and 

behavioral aspects of mentor. Journal of Mentoring & Coaching, 15(3), 45-60 

32. Smith, J. A., & Brown, L. M. (2020). The role of relationship quality in mentoring. Journal of 

Mentoring & Coaching, 15(4), 61-75. 

33. Smith, J. A., & Doe, R. B. (2020). The influence of humor on attitudes and behavior in 

mentoring. Journal of Behavioral Studies, 15(3), 123-145.  

34. Kashiwagi, D. T., Varkey, P., & Cook, D. A. (2013). Presenting a framework for effective e-

mentoring relationships in medical sciences: A meta-synthesis method. BMC Medical 

Education, 13(1), 1-8.  

35. Bahar, Gün. (2018). Zooming Into Mentor-Mentee Relationship to Explore Mentoring Strategies.    

36. Khadija, Farrukh., Yasmeen, Mehr. (2023). Impact of Mentor-Mentee Relationship on 

Autonomy development of Mentees in Health Professional Education. Journal of Fatima Jinnah 

Medical University. 

37. Kai, Helge, Becker., Joris, J., Ebbers., Yuval, Engel. (2023). Mentors Selecting Mentees: The 

Effects of Founder Characteristics and Startup Mentor Motivations. Proceedings - Academy of 

Management. 

38. Anda, Zvaigzne., Inta, Kotane., Daina, Znotina., Inita, Krivašonoka. (2019). Motivation factors 

for Rezekne Municipality entrepreneurs to engage in mentoring activities.    

https://www.guider-ai.com/blog/how-to-start-a-mentoring-program
https://www.guider-ai.com/blog/mentoring-benefits
https://www.mentoringcomplete.com/7-common-challenges-in-mentoring-relationships/
https://www.pushfar.com/article/7-common-challenges-in-mentoring-relationships-and-programs/
https://www.pushfar.com/article/7-common-challenges-in-mentoring-relationships-and-programs/
https://psycnet.apa.org/record/2020-09293-004
https://psycnet.apa.org/record/2020-09293-004


European Economic Letters 
ISSN 2323-5233 
Vol 15, Issue 1 (2025) 
http://eelet.org.uk 

 

3222 

39. Jordan, Nunan., Aysha, Bibi, Ebrahim., Marius, W., Stander. (2023). Mentoring in the 

workplace: Exploring the experiences of mentor–mentee relations. Sa Journal of Industrial 

Psychology,  doi: 10.4102/sajip.v49i0.2067 

40. Tracy, Alexis, Kakyo., Lily, Dongxia, Xiao., Diane, Chamberlain. (2024). The role of motivation 

in the initiation and maintaining mentoring relationships among nurses and midwives. 

International Nursing Review. 

41. Miriam, Miranda-Díaz., Hyuny, Clark-Shim., Thomas, E., Keller., Renée, Spencer. (2020). 

Determinants of Motivation for Mentoring Among Adults Volunteering to Mentor Youth. 

Journal of Youth Development. 

42. Michael, Khian, Jui., Kho. (2011). Relationship between mentoring program characteristics, self-

efficacy and mentee outcomes: a study of Malaysian institutions of higher learning in Sarawak 

43. Adedeji, Afolabi., Adedotun, O., Akinola. (2021). An Empirical Investigation of the Mentor-

Mentee Relationship Among Female Architects and Female Architectural Students. 

International Journal of Emerging Technologies in Learning (ijet).  

44. Chay, Brown., Shirleen, Campbell., Carmel, Simpson., Maree, Corbo. (2024). Two-Way 

Learning: A Model for Decolonising Feminist Leadership and Advocacy. Social and Health 

Sciences. 

45. Warren, J., Code., Ashley, Welsh., Dawn, Reilly., Liz, Warren., L, Heels., Lindsay, Marshall., 

Isabelle, Barrette-Ng., John, F., Dawson., Eliana, El, Khoury. (2022). Collaboration and 

mentoring to enhance professional learning in higher education.    

46. Kathryn, Coff., Jo, Lampert. (2019). Mentoring as Two-Way Learning: An Australian First 

Nations/Non-indigenous Collaboration. Frontiers in Education.  

47. Alana, Cunningham. (2016). What are the Benefits of Mentorship Relationships.    

48. M., T., Stockkamp., Veronica, M., Godshalk. (2022). Mutual learning in peer mentoring: effects 

on mentors and protégés. Mentoring & Tutoring: Partnership in Learning. 

49. Wooldridge. (2017). Two-way learning. Nursing Standard. 

50. Etienne, St-Jean., Josée, Audet. (2012). The role of mentoring in the learning development of the 

novice entrepreneur. International Entrepreneurship and Management Journal. 

51. Panayiotis, Angelides., Anthi, Mylordou. (2011). The Beneficial Outcome of a Successful 

Mentoring Relationship: The Development of Inclusive Education. Teacher Development. 

52. Preston, Hazzard. (2024). The Power of Principled, Collaborative Relationships. Praxis. 

53. Rebecca, L., Oxford., Diana, Bolaños-Sánchez. (2016). A Tale of Two Learners: Discovering 

Mentoring, Motivation, Emotions, Engagement, and Perseverance.   

54. Yin, Che, Chen. (2016). Effect of using the attention, relevance, confidence, and satisfaction 

model of learning motivation on the function of reverse mentoring. International Journal of 

Human Resources Development and Management.  

55. Gisbert, van, Ginkel., Nico, Verloop., Eddie, Denessen. (2016). Why mentor? Linking mentor 

teachers’ motivations to their mentoring conceptions. Teachers and Teaching. 

56. Callie, J., Miller. (2020). 5. Mentoring and Motivating Project Based Learning in Dynamics. 

Advances in engineering education,   

57. Emily, R., Smith., Virginia, Avetisian. (2011). Learning to Teach with Two Mentors: Revisiting 

the “Two-Worlds Pitfall” in Student Teaching. The Teacher Educator. 

58. Emma, G., Preston., Elizabeth, B., Raposa. (2020). A Two-way Street: Mentor Stress and 

Depression Influence Relational Satisfaction and Attachment in Youth Mentoring Relationships. 

American Journal of Community Psychology. 

59. Godwin, M., Prospere. (2018).  The Impact of Mentorship on the Motivation to Learn: A 

Phenomenological Study of High School African American Male Students at Risk for Failure.    

60. Anne, Marie, Weber-Main., Janet, Shanedling., Alexander, M., Kaizer., John, E., Connett., 

Michelle, Lamere., Michelle, Lamere., Esam, E., El-Fakahany. (2019). A randomized controlled 



European Economic Letters 
ISSN 2323-5233 
Vol 15, Issue 1 (2025) 
http://eelet.org.uk 

 

3223 

pilot study of the University of Minnesota mentoring excellence training academy: A hybrid 

learning approach to research mentor training.    

61. Janine, L., Certo. (2005). Support, challenge, and the two-way street: Perceptions of a beginning 

second-grade teacher and her quality mentor. Journal of Early Childhood Teacher Education. 

62. Senge, P. M. (1990). The fifth discipline: The art and practice of the learning organization. 

Doubleday/Currency. 

63. Drucker, P. F. (1999). Management challenges for the 21st century. HarperBusiness. 

64. Kram, K. E. (1985). Mentoring at work: Developmental relationships in organizational life. 

Scott, Foresman and Company. 

65. Allen, T. D., Eby, L. T., & Lentz, E. (2006). The relationship between formal mentoring program 

characteristics and perceived program effectiveness. Personnel Psychology, 59(1), 125–153. 

66. Knowles, M. S., Holton, E. F., & Swanson, R. A. (2015). The adult learner: The definitive classic 

in adult education and human resource development (8th ed.). 

67. Day, D. V. (2000). Leadership development: A review in context. The Leadership Quarterly, 

11(4), 581–613.  

68. Eby, L. T., Allen, T. D., Evans, S. C., Ng, T., & DuBois, D. L. (2008). Does mentoring matter? 

A multidisciplinary meta-analysis comparing mentored and non-mentored individuals. Journal 

of Vocational Behavior, 72(2), 254–267.  

69. Clutterbuck, D., & Megginson, D. (2005). Techniques for coaching and mentoring. Elsevier 

Butterworth-Heinemann. 

70. Ragins, B. R., & Kram, K. E. (Eds.). (2007). The handbook of mentoring at work: Theory, 

research, and practice. SAGE Publications. 

71. Swap, W., Leonard, D., Shields, M., & Abrams, L. (2001). Using mentoring and storytelling to 

transfer knowledge in the workplace. Journal of Management Information Systems, 18(1), 95–

114.  

72. Mezirow, J. (1997). Transformative learning: Theory to practice. New Directions for Adult and 

Continuing Education, 1997(74), 5–12.  

73. Allen, T. D., & Eby, L. T. (Eds.). (2007). The Blackwell handbook of mentoring: A multiple 

perspectives approach.  

 

 

 

 


