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Foreword: The Maturation of
Mentoring Research

With this Handbook, mentoring comes of age as a subject of scientific inquiry. This
maturation occurs in part because the chapter authors generally concur on the
linguistic explication of mentoring, an accomplishment not to be overlooked. They
agree on mentoring’s universal core attributes, delimit its meaning by excluding
overlapping constructs, and accept operational definitions based on local knowledge
appropriate to particular domains and specific situations. From their shared perspec-
tive, the Handbook authors provide an up-to-date review and synthesis of research
and theory on the antecedents, correlates, and consequences of mentoring. More
than a survey, the Handbook provides critical analyses of that literature and then
reflection on these appraisals. In addition to evaluating the validity of theoretical asser-
tions and empirical findings, the authors determine the usefulness of various con-
ceptual schemata in accounting for them.

In accomplishing these goals, which are noteworthy in themselves, the Handbook
does even more. It codifies inquiry into mentoring by imposing discipline and order
on it. The editors systematically and coherently organize the research on mentoring
by delineating the scope of scientific inquiry into a framework consisting of three
domains: the workplace, the academy, and the community. The 20 years of accu-
mulated research in these three domains has been disparate and fragmented, having
been the product of several disciplines, each with a unique orientation. The plan of
the Handbook codifies the field of inquiry and the assembly of chapters integrates
what had been different substantive areas into a unified whole.

While reading this Handbook 1 kept asking myself “Why has it appeared now?”
Many of the chapter authors indirectly addressed this question by reporting the
same history. They narrate mentoring’s creation myth by explaining why Odysseus,
as he was preparing to leave for battle, asked Mentor to guide his son Telemachus
during his absence. This accounts for the construct’s name and root metaphor. These
authors then report that the book entitled Seasons of & Man’s Lifz (Levinson, Darrow,
Klein, Levinson, & McKee, 1978) aroused contemporary interest in mentoring research
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and initiated the modern study of developmental relationships. And finally, they tell
us that Kram’s (1985) seminal book entitled Mentoring ar Work: Developmental
Relationships in Orvganizational Life provided the core concepts for the next two
decades of research and reflection on mentoring.

This agreement that mentoring became a special interest of many researchers about
20 years ago aroused my curiosity because it explains only when, not why. To me,
the why merits attention because it involves a societal response to the reorganiza-
tion of the work world occasioned by the global economy. In today’s information
era, the typical worker encounters numerous transitions across occupational positions.
During the agricultural era, workers grew up on the farm and, if they remained there,
they knew what to do. If they wanted to leave the farm, they could take advantage
of advice from a “friendly visitor.” When the industrial era replaced the agricultural
cra, a new discipline called vocational guidance emerged. Guidance personnel suc-
ceeded friendly visitors as they adopted the modern perspective of science as the solu-
tion to life’s problems. They believed that guidance occurs when science touches
an individual. Street youth, immigrants from other nations, and migrants from the
farm to the factory often felt lost in the city and tempted by urban ills. They sought
and received vocational guidance, based on scientific ability tests and interest inven-
tories, about where they fit into the work world. This guidance happened once, and
then the worker having selected an occupation was expected to retire from it 30 years
later. Following World War II, with the advent of international corporations char-
acterized by bureaucratic hierarchies, vocational guidance personnel reformed them-
sclves into career counselors who advised individuals about how to both choose an
occupation and then develop a career in it by climbing the corporate ladder.

Today the ground is shifting under our feet as we experience the most rapid eco-
nomic transformation in history. The global economy has prompted a seismic shift
in the social arrangement of work. Occupations now lack the stability that they once
had and, as large corporations flatten, downsize, and outsource, they are less avail-
able as a medium in which to develop a career. Today we rarely view careers as unfold-
ing or developing in a hierarchical corporation. Instead, we talk about managing
transitions and constructing careers. At the heart of the new boundaryless career with
its postmodern psychological contract is the core concept of repeated transitions.
The fragmentation, tentativeness, and discontinuity of 21st-century jobs leave workers
rife with tension, ambiguity, and insecurity. Rather than secking stability, they must
become flexible and mobile. Rather than developing in an occupational position, they
must adapt to a long series of different assignments. The models of friendly visiting,
vocational guiding, and career counseling are inadequate societal responses to the
momentous changes in work life wrought by digitalization and globalization.

So, in a world where workers are insecure, contingent, and temporary and
where assignments and projects are replacing permanent jobs, negotiating transitions
becomes the central mechanism producing work success and satisfaction. The single
friendly visit or three sessions of vocational guidance and career counseling must give
way to lifelong learning and a continuous progression of developmental relationships
and mentoring mosaics. In an uncertain world, workers must construct certainty within
the self and then attach themselves to significant others who can assist them to adapt
to the series of tasks, transitions, and traumas that they will encounter. Essentially,
mentoring involves the secure attachment of a protégé to an individual who eases
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transitions and prompts adaptation. Thus, for me, mentoring has emerged as the
prime form of career assistance for the information age, one rooted in a helping
relationship that provides visiting, guiding, and counseling yet much more as the
chapter authors duly discuss.

At age 21, counting from Kram’s 1985 book, mentoring research has reached its
majority. The Handbook signals this new status and consolidates it by comprehens-
ively chronicling the accumulated research and reflection on mentoring. By design,
the 24 chapters systematically and coherently examine five major themes across the
three domains of workplace mentoring, faculty—student mentoring, and youth men-
toring. The cross-disciplinary, and almost “team science,” approach takes multiple
perspectives to provide a penetrating view that has been missing in prior attempts
to structure the literature on mentoring and extract meaning from it.

The editors and authors are to be congratulated for publishing a book that organ-
izes and critiques the mentoring literature in a way that identifies key issues and
prompts heuristic hypotheses. Their accomplishments anticipate the next generation
of mentoring research that will investigate process dimensions, identify causal mech-
anisms, examine theories with testable hypotheses, and more fully attend to issues
of diversity and cultural context. In so doing, the editors and authors may serve as
guides, if not vicarious mentors, for the wide audience of researchers in several dis-
ciplines who will structure collaborative studies using the framework codified in the
Handbook of Mentoring.

Mark L. Savickas
Northeastern Ohio Universities College of Medicine

References

Kram, K. E. (1985). Mentoring at work: Developmental relationships in organizational life.
Glenview, IL: Scott, Foresman and Company.

Levinson, D. K., Darrow, C. N., Klein, E. B., Levinson, M. H., & McKee, B. (1978). The
seasons of a man’s life. New York: Ballantine.



Acknowledgments

As with any edited volume, this has been a multi-year journey. The journey began
with the conviction that it was important to bring together the vast body of research
that had accumulated concerning mentoring relationships across the lifespan. The
process required us to broaden our understanding of all forms of mentoring rela-
tionships. Thus, this has been a true developmental expertence for us as editors. We
have learned a tremendous amount in putting together this volume. The process has
strengthened our own collaborative bond and has allowed us to make some wonder-
ful new colleagues.

We would like to thank the many people that made this volume possible. We
were fortunate to assemble a group of superb scholars who contributed excellent
work and did so in a timely fashion. They deserve our heartfelt appreciation for
the time that they took to contribute their unique and varied insights. Special
thanks go to Brad Johnson. Brad was the first contributor to whom the idea for this
book was proposed and he became a wonderful source of support throughout the
project. Early words of encouragement from Jean Rhodes also inspired confid-
ence that a volume of this nature would be a welcome addition to the mentoring
literature.

Our respective academic institutions, University of South Florida and University
of Georgia, are appreciated for their support of this project. We also thank the
students at our respective universities for giving us the opportunity not only to con-
duct and collaborate with them concerning research on mentoring, but to practice
as mentors as well.

We are privileged to have directly experienced the power of mentoring. We are
grateful for the excellent guidance through the years that we have received from our
own mentors including Kim Buch, Greg Dobbins, Larry James, Tom Ladd, Ron
Riggio, Mike Rush, and Garnett Stokes. A special thank you to Joyce Russell for
her mentorship and for nurturing our interest in the academic study of mentoring.



xxii ACKNOWLEDGMENTS

Each of these individuals has made a difference in our lives and we sincerely thank
them.

We thank Senior Acquisitions Editor, Christine Cardone, for believing in this pro-
ject and shepherding us through the process. We also thank her editorial assistant,
Sarah Coleman, for never failing to respond quickly to our many questions.

Finally, we thank our families for their love, support, and encouragement.



Contents

Notes on Contributors

Foreword
Mark L. Savickas

Acknowledgments

Part I Introduction

1

Overview and Introduction
Tammy D. Allen and Lillian T. Eby

Definition and Evolution of Mentoring
Lillian T. Eby, Jean E. Rhodes, and Tamwmy D. Allen

Part II Theoretical Approaches and Methodological Issues

3

4

Youth Mentoring: Theoretical and Methodological Issues
Thomas E. Keller

Student-Faculty Mentoring: Theoretical and Methodological Issues
W. Brad Jobnson, Gail Rose, and Lewis Z. Schlosser

Workplace Mentoring: Theoretical Approaches and
Methodological Issues
Terri A. Scandura and Ekin K. Pellegrini

Reflections on the Theoretical Approaches and Methodological
Issues in Mentoring Relationships
Marcus M. Butts, Jaime R. Durley, and Lillian T. Eby

ix

xvii

21
23

49

71

93



vi CONTENTS

Part III Naturally Occurring Mentoring Relationships

7 Naturally Occurring Mentoring Relationships Involving Youth
Renée Spencer

8 Naturally Occurring Student-Faculty Mentoring Relationships:

A Literature Review
Carol A. Mullen

9 Naturally Occurring Mentoring Relationships Involving
Workplace Employees

Thomas W. Dougherty, Daniel B. Turban, and Dana L. Haggard

10 Reflections on Naturally Occurring Mentoring Relationships
Elizabeth Lentz and Tammy D. Allen

Part IV Benefits of Mentoring

11 The Benefits Associated with Youth Mentoring Relationships
Lynn Blinn-Pike

12 Student-Faculty Mentorship Outcomes
W. Brad Johnson

13 The Benefits Associated with Workplace Mentoring Relationships

Aarti Ramaswami and George F. Dreher

14 Reflections on the Benefits of Mentoring
Angie L. Lockwood, Sarah Carr Evans, and Lillian T. Eby

Part V Diversity and Mentoring

15 Diversity and Youth Mentoring Relationships
Belle Liang and Jennifer M. Grossman

16 Mentoring in Academia: Considerations for Diverse Populations

Willinm E. Sedlacek, Evic Benfjamin, Lewis Z. Schlosser, and
Hung-Bin Sheu

17 Diversity and Workplace Mentoring Relationships: A Review and

Positive Social Capital Approach
Belle Rose Ragins

18 Reflections on Diversity and Mentoring
Hazel-Anne M. Johnson, Xian Xu, and Tammy D. Allen

Part VI Best Practices for Formal Mentoring Programs

19 Best Practices for Formal Youth Mentoring
Andrew Miller

20 Best Practices for Student—Faculty Mentoring Programs
Clark D. Campbell

97
99

119

139

159

163

165

189

211

233

237

239

259

281

301

305

307

325



CONTENTS

21 Best Practices for Workplace Formal Mentoring Programs
Lisn M. Finkelstein and Mark L. Poteet

22 Reflections on Best Practices for Formal Mentoring Programs
Kimberly E. O’Brien, Ozgun B. Rodopman, and Tammy D. Allen

Part VII Integrating Multiple Mentoring Perspectives

23 New Directions in Mentoring
Steve Bearman, Stacy Blake-Beard, Laurie Hunt, and Faye ]. Croshy

24 Common Bonds: An Integrative View of Mentoring Relationships
Tammy D. Allen and Lillian T. Eby

Bibliography
Name Index
Subject Index

vii

345

369

373

375

397

420
465
481



