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ABSTRACT
Mentoring has become a critical strategy for enhancing employee performance and fostering professional growth in modern organizations. This project explores the role of mentoring as a means of improving the effectiveness and efficiency of workers within an organization. It emphasized how mentor-mentee relationships can help in skill development, knowledge transfer, and the creation of a positive organizational culture. Through structured mentoring programs, employees receive guidance, support, and motivation, which can significantly contribute to their personal and professional growth. The study also examines the long-term impact of mentoring on organizational success, including increased productivity, reduced turnover, and enhanced job satisfaction. By investing in mentorship, organizations can not only improve the performance of their employees but also cultivate a stronger, more cohesive workforce.
Keywords: Mentoring, Performance, Development, Productivity, Support
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				CHAPTER ONE
				INTRODUCTION
1.1 Background of the Study
Mentoring is widely acknowledged as a powerful tool for fostering the development of employees within organizations, enhancing not only their individual performance but also their long-term career success. As organizations continue to strive for excellence and competitiveness in a globalized economy, they have increasingly recognized the importance of employees’ development programs that go beyond traditional training and focus on the holistic development of their workforce. Mentoring, as a form of employees’ development, has emerged as one of the most effective strategies in achieving improved performance, knowledge sharing, and organizational success.
Mentoring is typically defined as a developmental relationship between a more experienced and knowledgeable individual (the mentor) and a less experienced individual (the mentee) within an organizational setting. This relationship is aimed at promoting the mentee’s personal and professional growth. It involves not only offering advice and guidance but also sharing skills, experiences, and insights that help the mentee navigate their professional journey. The ultimate goal of mentoring is to support mentees in improving their performance, acquiring new competencies, and developing the necessary qualities to excel in their respective roles.
The role of mentoring has been an important area of research in organizational studies, particularly concerning its contribution to employees’ performance and overall organizational effectiveness. Mentoring programs have gained attention as organizations increasingly realize the positive impact that such programs can have on employees’ development. A key reason why mentoring is regarded as an effective means for improving workers performance is its ability to facilitate continuous learning and adaptation. As workplace demands evolve and technological advancements reshape industries, employees must be equipped with up-to-date knowledge, skills, and behaviors. Mentoring ensures that employees remain competitive, adaptable, and productive by providing them with a personalized approach to learning and growth.
One of the main advantages of mentoring is the transfer of tacit knowledge. Tacit knowledge, which is the implicit, hard-to-quantify knowledge embedded in individuals’ experiences, can be particularly challenging to teach in traditional classroom settings or training programs. Mentoring provides a more informal and individualized channel through which tacit knowledge is shared, making it easier for mentees to acquire complex problem-solving skills, decision-making strategies, and other valuable competencies that are often acquired through experience. In this way, mentoring serves as a conduit for knowledge transfer, ensuring that employees can gain the expertise needed to perform their jobs effectively.
Mentoring also contributes to enhanced organizational performance by improving employees’ engagement, motivation, and job satisfaction. According to research by Allen et al. (2004), mentoring relationships have a direct and positive impact on employees’ job satisfaction and career success. Through mentoring, employees gain access to important organizational knowledge, develop career strategies, and receive guidance on overcoming challenges. This guidance, in turn, increases employees' confidence in their ability to perform their tasks efficiently, which enhances their overall job performance. Furthermore, mentoring helps create a more supportive work environment, fostering a culture of collaboration and trust. This supportive culture leads to higher levels of organizational commitment, reduced turnover, and greater organizational loyalty.

1.2 Statement of the Problem
In the contemporary corporate world, organizations are continually searching for ways to enhance employees’ performance, foster personal and professional growth, and ensure sustained organizational success. One of the strategies that has gained considerable attention is mentoring, which is recognized as a powerful tool for facilitating employees’ development, improving performance, and supporting organizational culture. Despite the growing awareness of its potential, many organizations continue to face challenges in fully leveraging mentoring programs to enhance employees’ effectiveness and organizational performance.
While numerous studies have highlighted the positive impact of mentoring on employees’ performance, engagement, and career progression (Allen et al., 2004), there is a gap between the theoretical benefits and the practical implementation of mentoring in many organizations. Some organizations struggle with integrating mentoring programs into their corporate culture, while others face difficulties in establishing structured and well-organized mentoring relationships. Consequently, the mentoring process often remains informal, unstructured, and inconsistent, which limits its potential impact on employees’ performance.
One of the key problems is the lack of clear guidelines for mentoring programs. In many organizations, mentoring relationships lack defined goals, expectations, and resources, which can result in ineffective pairings between mentors and mentees. This lack of structure can prevent the intended outcomes of mentoring from being realized. As noted by Kram (1985), a mentor's effectiveness is often contingent upon the mentor-mentee relationship being purposeful and well-managed. Without proper training, both mentors and mentees may fail to fully exploit the opportunities presented by the mentoring relationship, which can diminish the overall impact of mentoring on employees’ performance.
Another challenge organizations face is the difficulty in aligning mentoring programs with organizational goals and performance metrics. While mentoring can potentially improve employees’ skills, knowledge, and job satisfaction, it can be difficult to measure its direct impact on specific performance outcomes such as productivity, efficiency, or innovation. Many organizations may implement mentoring initiatives without integrating them into a larger performance management framework, which makes it hard to evaluate their success in terms of tangible organizational results.
Additionally, organizational culture can be a barrier to effective mentoring. In some workplaces, there may be a lack of openness to mentorship due to hierarchical structures, a lack of trust, or poor communication between employees and leadership. If the culture is not conducive to mentorship, employees may be reluctant to engage in mentoring relationships, or mentoring may be seen as unnecessary or even threatening to the status quo. This can significantly hinder the effectiveness of mentoring programs and diminish the value that can be derived from them.
Employees’ turnover and retention remain pressing concerns for many organizations. Studies have shown that mentoring programs can help reduce turnover rates by improving job satisfaction and employees’ engagement (Ragins & Kram, 2007). However, many organizations fail to properly implement mentoring as a strategy for retaining talent, leading to higher rates of attrition. This raises the question of whether organizations are truly leveraging mentoring programs to address employees ‘retention challenges or simply treating them as supplementary benefits without a clear focus on performance and organizational outcomes.
Despite the well-documented benefits of mentoring, there remains a lack of comprehensive studies examining how mentoring programs specifically enhance employees’ performance within the unique context of different industries or organizational environments. Furthermore, there is limited research on how organizations can optimize mentoring programs to align with strategic goals and foster measurable improvements in workers performance. The gap in knowledge around the effective implementation of mentoring programs as a performance-enhancing tool creates a significant challenge for organizations seeking to maximize their human capital.
This study aims to address these problems by investigating the role of mentoring as a means of improving the performance of workers in organizations. It will examine how mentoring relationships contribute to employees’ skill development, knowledge sharing, and overall job performance. Additionally, it will explore how organizations can structure, implement, and evaluate mentoring programs to ensure they lead to measurable improvements in performance, employees ‘engagement, and retention.
1.3 Objectives of the study
The main objective of this study is to explore the role of mentoring as a means of enhancing the performance of workers in an organization. In doing this, the specific objectives of the study are as follows
1. To Assess the Impact of Mentoring on Employees’ Performance
2. To Investigate the Factors that Influence the Effectiveness of Mentoring Programs
3. To Examine the Role of Mentoring in Employees’ Retention and Engagement

4. To Explore the Challenges to Implementing Effective Mentoring Programs
5. To Provide strategies for Designing and Implementing Effective Mentoring Programs


1.4 Research Questions
The following research questions are raised to guide the investigation into the role of mentoring as a means of enhancing the performance of workers within an organization as follows. 
These questions aim to explore various facets of mentoring, including its direct impact on employee performance, factors that contribute to its effectiveness, and the challenges organizations face in implementing successful mentoring programs. By addressing these questions, the study will provide valuable insights into how organizations can optimize their mentoring initiatives to improve employee development, engagement, and retention, while also ensuring overall organizational success.

1. What is the impact of mentoring on employees’ performance within an organization?
2. What factors influence the effectiveness of mentoring programs in enhancing employees’ performance?
3. What is the role of mentoring in employee retention and engagement within organizations?
4. What challenges do organizations face in implementing effective mentoring programs?
5. What strategies can organizations adopt to design and implement more effective mentoring programs for improving employees’ performance?

1.5 Significance of the Study
Mentoring has emerged as a pivotal tool in enhancing employees’ performance, contributing to organizational growth and long-term success. The significance of this study lies in its potential to provide valuable insights into the impact of mentoring on employees’ performance and its broader implications for organizational effectiveness. As organizations face increasingly complex challenges in today's competitive and fast-changing business environment, effective performance and the development of human capital have become critical factors in sustaining success. This study addresses the growing importance of mentoring by exploring how it can serve as an effective means for improving workers performance and fostering a high-performing workforce.
One of the primary contributions of this study is the examination of how mentoring programs influence various aspects of employees performance, such as skill development, productivity, job satisfaction, and engagement. By investigating these relationships, the study will help organizations understand the practical value of mentoring in improving their workforce's capabilities. For organizations that are seeking to enhance employees performance, this research offers a framework for understanding how mentoring can be leveraged to achieve these goals. Mentoring enables employees to acquire new skills, enhance problem-solving abilities, and improve decision-making, which in turn contributes to improved individual and team performance (Allen et al., 2004). The findings of this study can guide organizations in designing and refining their mentoring programs to yield better outcomes for employees and the organization as a whole.
Furthermore, this study will highlight the factors that influence the effectiveness of mentoring programs, such as mentor-mentee compatibility, organizational support, and the overall structure of mentoring initiatives. By identifying these key success factors, the research will provide organizations with practical recommendations on how to design and implement mentoring programs that are both efficient and impactful. This will assist companies in overcoming challenges such as poorly matched mentor-mentee pairings, lack of mentor training, and inconsistent program implementation—issues that have been shown to hinder the success of mentoring programs (Ragins & Kram, 2007). Organizations will be able to ensure that their mentoring programs are aligned with strategic goals, thereby enhancing their overall performance and competitiveness in the market.
This study also underscores the role of mentoring in improving employee retention and engagement. Employee turnover remains a significant challenge for many organizations, as it can result in the loss of valuable talent, disruption to workflow, and increased costs associated with recruitment and training (Eby et al., 2008). By investigating the relationship between mentoring, job satisfaction, and employee retention, the study aims to demonstrate how mentoring programs can serve as a critical tool for reducing turnover and improving employee loyalty. Employees who participate in mentoring relationships are likely to feel more valued, supported, and integrated within the organization, leading to higher levels of engagement and lower turnover rates. This has substantial implications for organizations seeking to maintain a stable and committed workforce, especially in competitive industries where retaining top talent is essential for success.
1.6 Delimitation of the Study
This study is specifically focused on formal mentoring programs within an organization in the corporate sector, excluding informal mentoring relationships and those outside the workplace, such as peer or personal mentoring. The research will be, delimited to private and public organizations selected for the study in Ilorin township area, it delimited the generalizability of findings to other locations where organizational cultures and mentoring practices may differ.
The scope will also concentrate on mentoring aimed at mid-level and senior employees, as these individuals are more likely to benefit from formal mentoring relationships that target career development and performance enhancement. The study will not include entry-level employees, who typically engage in general training rather than structured mentoring focused on improving performance.
Moreover, this research will assess specific performance metrics, including skill development, productivity, job satisfaction, and employee engagement. Broader outcomes, such as organizational profitability or long-term career advancement, will not be examined due to the complexity and challenges in directly linking these factors to mentoring initiatives. The study will be conducted within a defined time frame, focusing on short-term outcomes rather than long-term impacts, limiting the ability to track the evolution of mentoring programs over time. These delimitations ensure a focused and manageable scope while providing meaningful insights into the relationship between mentoring and employee performance within the selected organizations.
1.7 Limitations of the Study
This study on mentoring as a means of improving employees performance is subject to several limitations. First, the focus was on formal mentoring programs within organizations may not reflect the experiences of smaller organizations or those with informal mentoring structures, potentially limiting the applicability of the findings to all organizational types (Kram, 1985).
The study also focuses on short-term performance outcomes such as skill development and job satisfaction, excluding long-term effects like career progression or organizational success (Allen et al., 2004). Additionally, the research was geographically limited to a two selected  public and private organizations in Ilorin township area, which may not fully capture the impact of mentoring across different cultural or organizational contexts (Eby et al., 2008).
The sample size and selection may not be representative of the entire workforce, Lastly, the cross-sectional nature of the study means that causal relationships between mentoring and performance cannot be definitively established (Ragins & Kram, 2007). Despite these limitations, the study provides valuable insights into the role of mentoring in enhancing employees performance.









				 





CHAPTER TWO
LITERATURE REVIEW
This chapter reviews existing literatures on the role of mentoring as a means of improving employees’ performance in organizations. It explores the key concepts, that have contributed to the understanding of how mentoring impacts workers performance, job satisfaction, career development, and organizational outcomes. The review will be conducted under the following sub headings.
2.1 Concept of Mentoring
2.2 Theoretical Foundations of Mentoring
2.3 Types of Mentoring
2.4 Impact of Mentoring on Employee Performance
2.5 Mentoring and Job Satisfaction
2.6 Mentoring and Employee Retention

2.1 Concept of Mentoring
Mentoring is a developmental relationship in which a more experienced individual (mentor) provides guidance, advice, and support to a less experienced individual (mentee) in a specific context, often within a professional or organizational setting. The goal of mentoring is to foster the mentee's personal and professional growth, enhancing their skills, knowledge, and confidence (Kram, 1985). In the context of an organization, mentoring can play a pivotal role in improving the performance of workers by facilitating knowledge transfer, skill development, and career advancement (Allen et al., 2004).
Mentoring as a means of enhancing worker performance hinges on the development of key competencies that directly impact an employee's effectiveness. A mentor helps the mentee navigate organizational culture, improve technical and soft skills, and overcome challenges in their professional journey. Through regular guidance, feedback, and emotional support, the mentor helps the mentee develop a stronger understanding of their role and how they can contribute meaningfully to organizational goals (Ragins & Kram, 2007).
Effective mentoring relationships foster a learning environment where workers are more likely to engage with and apply new knowledge. This learning process results in increased employee competence, job satisfaction, and ultimately, higher productivity. Research has shown that employees who receive mentoring are more likely to report higher job satisfaction, career commitment, and organizational loyalty (Eby et al., 2008). Additionally, mentoring can accelerate the career development of employees by exposing them to new opportunities, providing networking prospects, and helping them overcome potential barriers in their career paths (Chao, 2009).
Furthermore, mentoring relationships can create a sense of psychological safety and social support for employees, which is important for reducing stress and increasing engagement. When employees feel supported by experienced colleagues, they are more likely to take on challenging tasks, ask for feedback, and show initiative—behaviors that directly contribute to enhanced work performance (Noe, 1988).
Mentoring plays a pivotal role in fostering organizational commitment and job satisfaction, which in turn significantly impacts employee performance. Employees who are mentored often experience a deeper sense of engagement within their organization, feeling supported both emotionally and professionally (Noe, 1988). This support system provided by mentors is particularly crucial during times of change or when employees are adjusting to new roles or responsibilities. By receiving guidance, advice, and feedback from mentors, mentees develop increased confidence, which empowers them to approach challenges with a more positive mindset and greater resilience (Allen et al., 2004). As a result, mentored employees are more likely to take on complex tasks, demonstrate initiative, and seek out opportunities for growth and innovation, all of which are behaviors that contribute directly to the success of an organization (Ragins & Kram, 2007).
The emotional and career support provided by mentors plays a key role in enhancing job satisfaction. Research indicates that employees who are part of a mentoring relationship report higher levels of job satisfaction because they feel valued and recognized (Eby et al., 2008). This sense of support and belonging leads to increased motivation and organizational loyalty, as employees perceive the organization as investing in their long-term development (Noe, 1988). Such increased motivation often results in a greater sense of accountability and ownership of one's work, contributing to higher levels of engagement and job performance (Kram, 1985).
Moreover, the personal connection fostered through mentoring can have long-lasting effects on employee retention. Employees who have strong mentoring relationships are more likely to stay within the organization, as they feel personally invested in its success and development (Eby et al., 2008). This is especially true for younger or less experienced employees who may otherwise consider leaving the organization for better opportunities. The relationship provides not only professional development but also emotional support, helping mentees navigate the challenges of work-life balance, organizational changes, and career progression (Ragins & Kram, 2007).
2.2 Theoretical Foundations of Mentoring
The concept of mentoring is underpinned by several key theories that provide a framework for understanding how mentoring relationships foster the personal and professional development of employees. These theoretical foundations are essential for comprehending how mentoring contributes to enhancing the performance of workers within an organization. By examining theories such as Kram’s (1985) Developmental Model of Mentoring, Social Exchange Theory, and Social Learning Theory, we can better understand the mechanisms through which mentoring influences employee performance and organizational outcomes.
Kram’s Developmental Model of Mentoring
One of the most widely cited theories in the study of mentoring is Kram’s (1985) Developmental Model of Mentoring, which provides a comprehensive framework for understanding how mentoring relationships evolve over time. Kram’s model outlines the dynamic and progressive nature of mentoring, wherein the mentor-mentee relationship goes through distinct phases, with each phase providing different forms of support aimed at fostering both personal and professional growth (Kram, 1985). This evolution is central to how mentoring can influence worker performance, as it offers an adaptive approach to supporting employees throughout their career journey.
Kram identified two primary functions of mentoring that contribute to this developmental process: career functions and psychosocial functions. Career functions focus on the professional development of the mentee, helping them acquire the necessary skills, knowledge, and strategies to advance in their roles and careers. These functions include activities such as providing guidance on job performance, offering advice on navigating organizational politics, assisting with networking, and facilitating career advancement (Kram, 1985). By providing these resources and guidance, mentors help mentees enhance their technical and strategic skills, positioning them for greater effectiveness in their current roles and preparing them for future opportunities. Career functions are particularly important for boosting the mentee's job performance because they facilitate both skill acquisition and career progression, which in turn boosts confidence and job satisfaction (Allen et al., 2004).
On the other hand, psychosocial functions refer to the emotional support and interpersonal guidance provided by the mentor. These functions include providing encouragement, emotional reassurance, and role modeling, which are critical for enhancing the mentee's self-esteem, confidence, and sense of belonging within the organization (Kram, 1985). Psychosocial functions help mentees develop the psychological resilience required to navigate workplace challenges, such as handling difficult tasks, overcoming setbacks, and managing interpersonal relationships. By acting as role models, mentors offer mentees the opportunity to observe and learn from their mentors' behaviors and attitudes, which can influence the mentee's emotional intelligence and interpersonal skills (Eby et al., 2008). These functions contribute to boosting mentees' overall well-being and psychological safety, making them more likely to take initiative, exhibit positive work behaviors, and perform at higher levels.
Kram’s (1985) emphasis on these dual functions highlights how mentoring can address both the practical and emotional needs of employees. Career functions provide the tools needed for mentees to perform their job tasks effectively, while psychosocial functions help mentees feel supported, valued, and confident in their ability to succeed. Together, these functions play a crucial role in enhancing the performance of workers by ensuring that they have not only the technical skills but also the emotional resources necessary for sustained performance in an organization.
These functions are particularly impactful when employees face challenges in the workplace, such as adapting to new roles, handling increased responsibilities, or navigating career transitions. Mentoring relationships that integrate both career and psychosocial functions have been shown to increase job satisfaction, engagement, and organizational commitment (Noe, 1988; Allen et al., 2004). Mentees often feel more connected to the organization because they see their mentors as invested in their personal growth, which enhances their intrinsic motivation to contribute to organizational success (Ragins & Kram, 2007). This heightened sense of engagement and support leads to greater performance outcomes, as employees are more confident in their roles and are better able to handle complex work challenges.
In the organizational context, this model highlights how mentoring contributes to worker performance by facilitating both skill development and emotional support, allowing mentees to feel more confident in taking on complex tasks and responsibilities (Ragins & Kram, 2007). This comprehensive development is crucial for employee performance, as workers with strong psychosocial and career support are better equipped to handle the demands of their job and contribute meaningfully to organizational objectives (Eby et al., 2008).
Social Exchange Theory
Social Exchange Theory (SET), developed by Homans (1958) and later expanded by Blau (1964), provides a framework for understanding how the interactions within mentoring relationships are based on reciprocal exchanges. In the context of mentoring, SET suggests that the benefits a mentee receives from their mentor—such as knowledge, support, and career opportunities—are seen as social resources that the mentee reciprocates through increased commitment, loyalty, and performance within the organization (Blau, 1964). The principle of reciprocity is central to the mentor-mentee relationship, where both parties expect to gain from the relationship, which fosters trust and cooperation.
For mentees, the benefits of mentorship include not only career advancement but also enhanced job satisfaction, which, in turn, leads to increased engagement and better work performance (Noe, 1988). The continuous reciprocal exchange of support in mentoring relationships helps to strengthen the organization’s culture, as employees feel more motivated to contribute to the success of the organization in exchange for the personal and professional growth they experience through mentoring (Allen et al., 2004). Therefore, mentoring as a reciprocal relationship has profound implications for the overall performance of workers, as both the mentor and mentee invest in each other's growth, which leads to positive outcomes for the organization.
2.3 Types of Mentoring
Mentoring can take various forms, each of which provides unique benefits for employees and contributes to enhancing their performance in the workplace. Different types of mentoring relationships are tailored to meet the specific developmental needs of employees, whether those needs are career-focused, personal, or situational. Understanding the various types of mentoring is essential for organizations seeking to implement effective mentoring programs that improve employee performance and overall organizational success. The most commonly recognized types of mentoring include traditional (one-on-one) mentoring, group mentoring, peer mentoring, and e-mentoring. Each type offers distinct advantages in promoting employee development and performance.
Traditional (One-on-One) Mentoring is the most widely practiced and recognized form of mentoring. This type of mentoring involves a senior or more experienced individual (the mentor) providing guidance, support, and advice to a less experienced individual (the mentee). The mentor-mentee relationship is typically characterized by personalized interactions where the mentor shares knowledge, expertise, and career insights with the mentee. The primary benefits of this form of mentoring include targeted, individualized support that addresses both career development and psychosocial needs (Kram, 1985).
In the context of organizational performance, one-on-one mentoring plays a vital role in enhancing job performance by equipping employees with the specific knowledge and skills needed for their roles. It fosters a sense of trust and security, as mentees can openly discuss challenges and seek advice tailored to their unique needs (Noe, 1988). This type of mentoring can be especially beneficial for new employees or those in leadership development programs, as it helps them navigate the complexities of their roles, build self-confidence, and develop competencies that enhance their effectiveness in the workplace (Eby et al., 2008). Furthermore, the personalized nature of one-on-one mentoring facilitates stronger connections between mentors and mentees, fostering long-term engagement and loyalty to the organization (Ragins & Kram, 2007).
Group Mentoring involves a mentor working with a small group of mentees rather than with an individual. In this type of mentoring, the mentor provides guidance to several mentees simultaneously, which can foster a sense of community and shared learning among participants. Group mentoring is often used in organizational settings where there is a need to provide guidance to multiple employees at once, such as in leadership development programs, professional development workshops, or diversity and inclusion initiatives (Cohen & Ginsburg, 2014).
The key benefit of group mentoring is that it allows for the exchange of ideas and experiences among multiple mentees, which can enhance learning and broaden perspectives (Ragins & Kram, 2007). Employees in a group mentoring environment can benefit from the collective wisdom of their peers, gaining new insights that they might not have received in a one-on-one mentoring relationship. This form of mentoring also allows for the development of teamwork and collaboration skills, which are essential for improving performance in a collective organizational setting. By engaging in group discussions and activities, mentees can develop the skills necessary to work effectively with colleagues, resolve conflicts, and contribute to team-based goals, all of which are crucial for organizational success (Cohen & Ginsburg, 2014).
Peer Mentoring is a form of mentoring where individuals of similar professional or experience levels mentor one another. In this type of mentoring relationship, both participants act as both mentors and mentees, offering mutual support and guidance. Peer mentoring is often informal and characterized by a more equal, reciprocal relationship compared to traditional one-on-one mentoring (Eby et al., 2008). This type of mentoring can be particularly valuable in situations where employees are facing similar challenges, such as new hires adapting to the organizational culture, or colleagues navigating changes in the workplace.
Peer mentoring offers several advantages, including the ability to create a supportive network where employees can openly discuss issues and share solutions in a non-hierarchical environment. This fosters a sense of belonging and camaraderie, which is important for employee motivation and engagement (Kram, 1985). Additionally, peer mentoring promotes the development of collaborative skills that are essential in team-oriented environments. Employees who participate in peer mentoring are often better equipped to work together to solve problems and achieve organizational goals (Allen et al., 2004). By reinforcing mutual support and the sharing of knowledge, peer mentoring contributes to increased individual performance and team success.
E-Mentoring (or online mentoring) has gained increasing popularity with the rise of digital technology and remote work environments. E-mentoring allows mentors and mentees to interact and communicate through digital platforms, such as email, video calls, or specialized mentoring software. This type of mentoring is particularly useful for organizations with remote or geographically dispersed employees, as it provides a flexible and accessible means for employees to receive guidance and support regardless of location (Chao, 2009).
One of the key benefits of e-mentoring is its ability to overcome geographical barriers, allowing employees in different locations to connect with mentors who possess the necessary expertise and experience (Kram, 1985). This form of mentoring also offers greater flexibility, as both mentors and mentees can schedule interactions at times that are convenient for them. E-mentoring can be especially effective for providing career guidance and knowledge transfer to employees in technical fields, where learning from experienced professionals is crucial for career development (Eby et al., 2008). Additionally, e-mentoring promotes the use of technology-driven communication skills, which are essential for effective collaboration in modern workplaces.
Each type of mentoring—whether traditional, group, peer, or e-mentoring—offers unique benefits that contribute to improving the performance of workers within an organization. Traditional one-on-one mentoring provides personalized, tailored support that fosters individual growth, while group mentoring encourages shared learning and collaboration. Peer mentoring creates a reciprocal, supportive environment that enhances teamwork, and e-mentoring provides flexible and accessible opportunities for development, particularly in remote or dispersed teams. By offering diverse mentoring options, organizations can cater to the specific developmental needs of their employees, ultimately improving employee performance, engagement, and organizational success.


2.4 Impact of Mentoring on Employee Performance
Mentoring is widely recognized as a powerful tool for enhancing employee performance within organizations. By providing personalized guidance, support, and opportunities for professional growth, mentoring fosters an environment that encourages skill development, increased job satisfaction, and long-term career success. The positive impacts of mentoring on employee performance are well-documented in both theoretical and empirical research, demonstrating its effectiveness in improving individual productivity, engagement, and organizational commitment. The influence of mentoring on employee performance can be understood through various dimensions, including skills development, confidence building, motivation, and job satisfaction.
One of the most direct impacts of mentoring on employee performance is the development of skills and competencies. Mentors provide mentees with the guidance needed to enhance their professional abilities, offering valuable insights on how to perform tasks more effectively, solve problems, and navigate complex work situations (Kram, 1985). Through the process of mentorship, mentees receive not only technical guidance but also strategic advice that can help them address challenges they may encounter in their roles. This guidance can be crucial for employees seeking to master new tasks, optimize their performance, and adapt to changes within their work environment (Noe, 1988).
A key aspect of this developmental process is the feedback provided by mentors, which helps mentees identify areas for improvement and refine their skills. Constructive feedback is critical for skill development, as it offers actionable insights that mentees can apply to their daily tasks (Kram, 1985). Additionally, mentors often serve as role models, demonstrating effective problem-solving techniques and strategies for overcoming workplace challenges. As employees observe and learn from the mentor's experience, they are better equipped to handle similar challenges in the future, thereby increasing their capacity to perform under pressure and manage difficult situations (Eby et al., 2008).
Furthermore, the skills development fostered through mentoring contributes to greater efficiency and productivity. As employees gain more experience and expertise in their roles, they are able to complete tasks more efficiently and with higher accuracy (Ragins & Kram, 2007). Employees who have access to mentors tend to be more proactive in seeking out solutions to problems and are more likely to implement innovative approaches to improve their work processes (Allen et al., 2004). This level of initiative not only boosts individual performance but also enhances overall team productivity, as employees are able to share their newly acquired skills and knowledge with colleagues, creating a culture of continuous learning within the organization (Eby et al., 2008).
In addition to improving task performance, mentoring also aids in personal development and the expansion of professional competencies. Mentees are encouraged to take on increasingly challenging assignments as they gain confidence in their abilities, which can lead to career advancement (Kram, 1985). Research has shown that mentored employees are more likely to seek out and successfully handle promotions and leadership roles due to the increased competencies and experience they have gained through their mentoring relationships (Noe, 1988). As they continue to expand their skill sets, mentored employees are better positioned to meet the evolving demands of their roles and contribute more effectively to organizational goals (Allen et al., 2004).
Moreover, mentoring helps accelerate the learning curve for employees who are new to a particular role or field, thereby improving onboarding and integration into the organization (Kram, 1985). This is particularly important in industries where technological advancements and changing market conditions require employees to constantly update their skills. In such dynamic environments, mentoring helps employees stay competitive by providing them with the knowledge and tools necessary to adapt and succeed (Ragins & Kram, 2007). As a result, mentoring leads to higher employee performance, as employees who receive mentoring support are better equipped to manage the complexities of their work, make informed decisions, and contribute meaningfully to their team and the broader organization (Eby et al., 2008).
In addition, mentoring also has a profound effect on confidence building. Mentees often report feeling more confident in their abilities and more capable of handling job responsibilities after engaging in a mentoring relationship (Ragins & Kram, 2007). This boost in confidence is particularly important when employees face new challenges or are in the process of adapting to new roles. By receiving emotional support and encouragement from their mentors, employees are able to develop a stronger sense of self-efficacy, which directly impacts their willingness to take on new responsibilities and contribute meaningfully to organizational goals (Noe, 1988). The ability to perform with confidence in the workplace translates into higher performance levels, as employees feel more competent in tackling complex tasks and managing job demands.
2.5 Mentoring and Job Satisfaction
Mentoring is a critical factor influencing job satisfaction in organizations, as it fosters a supportive and nurturing work environment that enhances the overall well-being and professional development of employees. The relationship between mentoring and job satisfaction is well-documented, as mentoring not only helps employees develop the skills and competencies necessary for effective performance but also provides emotional and psychological support that improves their sense of belonging and engagement within the organization (Ragins & Kram, 2007). When employees feel supported by mentors, they are more likely to experience higher levels of job satisfaction, which, in turn, contributes to improved individual and organizational performance (Noe, 1988).
One of the primary ways in which mentoring contributes to job satisfaction is by providing emotional support and fostering social integration within the workplace. Mentors play a vital role in creating a safe and trusting environment where mentees feel comfortable expressing their concerns, sharing experiences, and seeking guidance on challenges they face in their roles (Kram, 1985). This open communication is essential in helping mentees navigate difficult situations and manage workplace stress. Through regular, supportive interactions, mentors provide a space where mentees can discuss issues that might otherwise go unaddressed, which can reduce feelings of frustration, anxiety, and isolation (Noe, 1988).
The emotional support offered by mentors is especially valuable in organizations where high workloads, organizational changes, or complex work relationships may create stress (Eby et al., 2008). In such environments, employees often feel overwhelmed or disconnected, which can negatively impact job satisfaction and overall well-being. Mentoring helps counteract these effects by providing mentees with a consistent source of encouragement, reassurance, and practical advice. Studies have shown that employees who feel emotionally supported are more resilient in the face of stress, which can directly improve their job satisfaction by making them feel more competent and in control of their work (Ragins & Kram, 2007).
Additionally, mentoring fosters social integration by helping employees connect with others within the organization. Mentors often serve as guides to the organizational culture, helping mentees understand the norms, values, and expectations of the workplace. This knowledge helps employees feel more comfortable in their roles and reduces the uncertainty they might face when trying to adapt to a new work environment (Kram, 1985). Social integration is critical for job satisfaction, as employees who have strong relationships and a sense of belonging in the workplace are more likely to feel engaged, motivated, and committed to their jobs (Eby et al., 2008).
Through the development of a trusting relationship, mentors also help mentees feel that their contributions are valued within the organization. When employees feel supported and recognized by their mentors, they are more likely to experience higher levels of satisfaction with their work environment (Noe, 1988). This positive emotional connection fosters organizational commitment and reduces turnover intentions. Mentees are less likely to feel disconnected from their work or the organization when they have a mentor who provides emotional and professional support, which in turn enhances their job satisfaction (Allen et al., 2004).
Furthermore, emotional support in the form of mentoring also contributes to increased self-esteem and confidence, which are important factors in shaping job satisfaction. Mentees often experience a boost in their confidence when mentors help them recognize their strengths, build new skills, and overcome obstacles (Ragins & Kram, 2007). This sense of self-efficacy translates into greater job satisfaction, as employees feel more capable of performing their tasks and handling challenges. Increased confidence also contributes to a positive outlook on one's work and workplace, further enhancing overall job satisfaction (Eby et al., 2008).
Furthermore, mentoring helps employees navigate organizational dynamics, understand workplace culture, and build strong professional relationships. The guidance offered by mentors can assist mentees in overcoming challenges such as interpersonal conflicts or adapting to organizational changes, which often serve as significant sources of dissatisfaction (Ragins & Kram, 2007). When employees receive support in adjusting to these challenges, they are better able to thrive in their roles and engage positively with colleagues, fostering a sense of connectedness and increasing their overall job satisfaction (Kram, 1985).
Mentoring also plays an important role in career development and advancement, which significantly impacts job satisfaction. Employees who are mentored often report a greater sense of progress in their careers, as mentors help them set achievable goals, expand their skills, and identify new opportunities for growth within the organization (Noe, 1988). The feeling of career progression is a crucial determinant of job satisfaction, as employees who see clear pathways to advancement are more likely to feel motivated and satisfied in their roles (Allen et al., 2004). Mentoring relationships not only offer guidance but also open doors to networking opportunities and career-enhancing resources that might not be otherwise accessible to mentees. This sense of forward momentum can greatly improve job satisfaction, as employees feel that their work contributes to long-term professional goals.
Moreover, mentoring increases organizational commitment, which is closely linked to job satisfaction. Employees who receive mentoring tend to develop a stronger sense of loyalty and attachment to their organization (Ragins & Kram, 2007). Mentored employees often feel more appreciated and valued, leading to a deeper commitment to their work and the organization's goals (Noe, 1988). Research suggests that employees who are satisfied with their jobs are more likely to stay with the organization, resulting in lower turnover rates and greater organizational stability (Allen et al., 2004). Therefore, by increasing job satisfaction, mentoring not only benefits individual employees but also contributes to organizational success by reducing turnover and maintaining a skilled, motivated workforce.
In addition to its direct effects on job satisfaction, mentoring also enhances motivation and engagement, which are essential for overall job satisfaction. Mentees often feel more motivated to perform well when they know that their mentor is invested in their development (Eby et al., 2008). This increased motivation leads to greater engagement with work tasks and higher levels of performance. Engaged employees who receive mentoring are typically more enthusiastic, committed, and satisfied in their jobs, contributing positively to team dynamics and organizational performance (Kram, 1985).
Mentoring has a profound impact on job satisfaction by offering emotional support, career guidance, and opportunities for personal and professional growth. Through mentoring, employees develop stronger interpersonal relationships, gain clarity about their career paths, and feel more confident in their abilities, all of which contribute to a heightened sense of job satisfaction. In turn, employees who experience high job satisfaction are more likely to be engaged, motivated, and committed to their work, leading to improved performance at both the individual and organizational levels (Ragins & Kram, 2007).

2.6 Mentoring and Employee Retention
Mentoring has a significant impact on employee retention, as it fosters an environment of support, professional development, and engagement, all of which contribute to employees' commitment to the organization. High employee turnover can be costly for organizations in terms of recruitment, training, and lost productivity. One effective strategy for improving retention is the implementation of mentoring programs, which have been shown to reduce turnover intentions and increase long-term employee commitment (Allen et al., 2004).
Emotional support provided through mentoring relationships plays a pivotal role in enhancing employee satisfaction and retention. Employees who feel supported and valued by their mentors are more likely to develop stronger emotional attachments to their organization (Kram, 1985). Mentors offer guidance not only on career-related matters but also on navigating organizational culture and interpersonal dynamics, which can be crucial for an employee’s sense of belonging. By having a trusted mentor to turn to for advice and reassurance, employees feel more confident in their roles and are less likely to consider leaving the organization when faced with challenges (Ragins & Kram, 2007). The strong connection between mentors and mentees also promotes job satisfaction, which is strongly correlated with employee retention (Eby et al., 2008).
Mentoring also supports career development, which is another important factor that influences employee retention. Employees who receive mentoring tend to have clearer career paths and a greater understanding of how to achieve their professional goals within the organization (Noe, 1988). Mentors help mentees identify opportunities for growth, skill development, and advancement, which leads to higher levels of engagement and commitment (Kram, 1985). When employees see a clear path for career progression, they are less likely to seek opportunities elsewhere. Furthermore, the investment made by an organization in providing mentoring demonstrates a commitment to employee growth, which can increase loyalty and decrease turnover rates (Allen et al., 2004).
The development of strong professional relationships through mentoring also helps foster a sense of organizational commitment, which is a critical factor in retention. Employees who have positive mentoring experiences often report feeling more connected to their organization, both professionally and personally. The social integration that mentors facilitate helps employees develop strong ties with their colleagues and a better understanding of their organization’s values, mission, and goals (Ragins & Kram, 2007). This deepened connection leads to an increased likelihood that employees will remain with the organization, as they are more likely to align themselves with its vision and objectives.
Moreover, mentoring provides employees with a sense of security and stability, particularly for those who may be uncertain or inexperienced in their roles. New or less experienced employees, who may face challenges in adapting to their work environment, often benefit from the guidance of a mentor who can offer them the tools and resources to succeed. This onboarding support is crucial in the early stages of employment, as it helps reduce feelings of uncertainty and increases the likelihood that employees will stay with the organization long-term (Eby et al., 2008). Research suggests that employees who receive mentoring during their first year of employment are more likely to stay with the organization compared to those who do not (Ragins & Kram, 2007).


CHAPTER THREE
METHODOLODY
This chapter outlined the methodology used to explore the impact of mentoring as a means of effective performance of workers in organizations. The chapter was presented as follows:
3.1 Instrument Used
The primary instrument used for data collection in this study is a structured questionnaire designed by the researcher personally. This questionnaire was designed to gather quantitative data on the participants' experiences with mentoring, the quality of mentoring relationships, and its impact on their job performance. The questionnaire contains closed-ended questions using four Likert scale rating ranging from strongly agree4, agree3, dis agree2, and strongly disagree1, respectively, to measure attitudes and perceptions related to mentoring effectiveness, to provide responses about participants' personal experiences with mentoring. The questions are grouped into sections that address various dimensions, including the types of mentoring (formal vs. informal), the perceived benefits of mentoring (career development, skill enhancement, job satisfaction), and the challenges faced in mentoring relationships. 
3.2 Population of the Study
The population for this study consisted of employees working in public and private organizations selected for the study   within Ilorin township. These organizations have formal mentoring programs aimed at enhancing employees’ performance. The target population includes employees who are currently engaged in mentoring relationships, either as mentors or mentees, across various departments within these organizations. The selection criteria ensure that participants have experience in mentoring and can provide relevant insights into the effectiveness of mentoring on their job performance.
According to the size and structure of the organizations involved, the population is diverse, including employees from various roles, such as management, technical staff, and administrative support. The total population is estimated to be approximately 500 employees, from which a sample will be selected for the study.
3.3 Sample and Sampling Techniques
The sample for this study is drawn using a stratified random sampling technique. The purpose of stratified sampling is to ensure that various subgroups within the population (e.g., different departments or job levels) are adequately represented in the sample. Based on the size of the organizations and the estimated population, a sample of 150 employees were selected for participation in the study. This sample size was deemed sufficient to yield meaningful and reliable data while being manageable in terms of data collection.
Within each stratum (e.g., managerial staff, technical staff, and administrative staff), employees are randomly selected to participate, ensuring that the sample reflects the diversity of roles within the organizations. This approach helps capture a comprehensive range of experiences and perceptions regarding mentoring across different job categories.
3.4 Distribution and Collection of Data
The data collection process began with the distribution of the structured questionnaires personally by the researcher to the selected sampled participants.  An introductory letter accompanied each questionnaire which explained the purpose of the study, the confidentiality of responses, and the voluntary nature of participation.
Participants was given a two-weeks period to complete and return the questionnaires.  reminders were sent to participants to ensure a high response rate. For those who complete the paper-based version, the researcher arranged for collection in person.
3.5 Reliability
Reliability refers to the consistency of the data collection instrument and the results it produces. To ensure the reliability of the questionnaire, a pilot test was conducted with a small group of employees (about 20 individuals) from organizations similar to the study population but not part of the actual sample. The pilot test aims to identify any ambiguities in the wording of the questions and ensure that the instrument effectively captures the data required for the study.
The reliability of the questionnaire was also assessed using Cronbach's alpha, a statistical measure used to determine the internal consistency of the scale. A Cronbach's alpha value of 0.7 or higher was considered acceptable, indicating that the items on the questionnaire are consistently measuring the same construct (Hair et al., 2010).
3.6 Validity
Validity refers to the extent to which the instrument measures what it is intended to measure. To ensure the validity of the questionnaire, experts in the field of organizational behavior and mentoring was consulted. These experts reviewed the questionnaire to ensure that the questions comprehensively cover the aspects of mentoring relevant to employee’s performance and align with the study’s objectives.
The validity will also be assessed to determine whether the questions on the questionnaire align with the theoretical constructs of mentoring (e.g., career development, job satisfaction, and skill enhancement).
3.7 Method of Data Analysis
 the data collected, will be analyzed using quantitative Descriptive statistics, such as frequencies, and percentages, to summarize the respondents’ responses to the Likert-scale questions regarding the mentoring experiences of employees. This approach will provide a deeper understanding of the mentoring process and its impact on employees’ performance.












CHAPTER FOUR
DATA ANALYSIS
4.1 Introduction
This chapter presents the results of the study, which was designed to examine mentoring as a means of improving the effective performance of workers in an organization. The data collected through the questionnaires were analyzed using simple frequency distribution table, and percentages, to determine the respondents' perceptions and experiences regarding mentoring and their impact on performance.
4.2: Results
Table 4.1: Mentoring improve employees' job performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	70
	46.67

	Agree
	60
	40

	Disagree
	10
	6.67

	Strongly Disagree
	10
	6.67

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
 Table 4.1 showed that 70 (46.67%) respondents strongly agreed and 60 (40%) respondents agreed that mentoring improved employees' job performance, while 10 (6.67%) respondents disagreed, and 10 (6.67%) respondents strongly disagreed with the statement, respectively.


Table 4.2: Mentoring programs help employees to develop their skills
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	65
	43.33

	Agree
	70
	46.67

	Disagree
	10
	6.67

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.2 indicated that 65 (43.33%) respondents strongly agreed and 70 (46.67%) respondents agreed that mentoring programs helped employees to develop their skills, while 10 (6.67%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.



Table 4.3: Mentoring enhance employees’ leadership abilities
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	40

	Agree
	70
	46.67

	Disagree
	10
	6.67

	Strongly Disagree
	10
	6.67

	Total
	150
	100


Source: Researcher’s fieldwork, 2025

Table 4.3 showed that 60 (40%) respondents strongly agreed and 70 (46.67%) respondents agreed that mentoring enhanced employees’ leadership abilities, while 10 (6.67%) respondents disagreed, and 10 (6.67%) respondents strongly disagreed with the statement, respectively.



Table 4.4: Mentoring programs improve employees’ problem-solving abilities
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	75
	50

	Agree
	55
	36.67

	Disagree
	10
	6.67

	Strongly Disagree
	10
	6.67

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.4 illustrated that 75 (50%) respondents strongly agreed and 55 (36.67%) respondents agreed that mentoring programs improved employees’ problem-solving abilities, while 10 (6.67%) respondents disagreed, and 10 (6.67%) respondents strongly disagreed with the statement, respectively.



Table 4.5: Mentoring programs help employees to advance in their careers
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	80
	53.33

	Agree
	60
	40

	Disagree
	5
	3.33

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.5 showed that 80 (53.33%) respondents strongly agreed and 60 (40%) respondents agreed that mentoring programs helped employees to advance in their careers, while 5 (3.33%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.



Table 4.6: Mentoring create a positive work environment
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	85
	56.67

	Agree
	50
	33.33

	Disagree
	10
	6.67

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.6 showed that 85 (56.67%) respondents strongly agreed and 50 (33.33%) respondents agreed that mentoring created a positive work environment, while 10 (6.67%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.






Table 4.7: Mentoring helps in resolving conflicts in the workplace
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	40

	Agree
	70
	46.67

	Disagree
	10
	6.67

	Strongly Disagree
	10
	6.67

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.7 indicated that 60 (40%) respondents strongly agreed and 70 (46.67%) respondents agreed that mentoring helped in resolving conflicts in the workplace, while 10 (6.67%) respondents disagreed, and 10 (6.67%) respondents strongly disagreed with the statement, respectively.



Table 4.8: Employees feel more satisfied with their work after participating in mentoring programs
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	75
	50

	Agree
	65
	43.33

	Disagree
	5
	3.33

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
 Table 4.8 showed that 75 (50%) respondents strongly agreed and 65 (43.33%) respondents agreed that employees felt more satisfied with their work after participating in mentoring programs, while 5 (3.33%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.






Table 4.9: Mentoring programs improve employees' communication skills
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	70
	46.67

	Agree
	60
	40

	Disagree
	10
	6.67

	Strongly Disagree
	10
	6.67

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.9 showed that 70 (46.67%) respondents strongly agreed and 60 (40%) respondents agreed that mentoring programs improved employees' communication skills, while 10 (6.67%) respondents disagreed, and 10 (6.67%) respondents strongly disagreed with the statement, respectively.



Table 4.10: Mentoring improve the overall performance of the organization
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	65
	43.33

	Agree
	70
	46.67

	Disagree
	10
	6.67

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
 Table 4.10 showed that 65 (43.33%) respondents strongly agreed and 70 (46.67%) respondents agreed that mentoring improved the overall performance of the organization, while 10 (6.67%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.







Table 4.11: Mentoring encourage innovation within the organization
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	40

	Agree
	70
	46.67

	Disagree
	10
	6.67

	Strongly Disagree
	10
	6.67

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.11 showed that 60 (40%) respondents strongly agreed and 70 (46.67%) respondents agreed that mentoring encouraged innovation within the organization, while 10 (6.67%) respondents disagreed, and 10 (6.67%) respondents strongly disagreed with the statement, respectively.



Table 4.12: Mentoring helps employees understand their roles better
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	75
	50

	Agree
	60
	40

	Disagree
	10
	6.67

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.12 showed that 75 (50%) respondents strongly agreed and 60 (40%) respondents agreed that mentoring helped employees understand their roles better, while 10 (6.67%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.







Table 4.13: Mentoring programs improve job satisfaction among employees
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	80
	53.33

	Agree
	55
	36.67

	Disagree
	10
	6.67

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.13 showed that 80 (53.33%) respondents strongly agreed and 55 (36.67%) respondents agreed that mentoring programs improved job satisfaction among employees, while 10 (6.67%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.




Table 4.14: Mentoring foster teamwork and collaboration among employees
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	85
	56.67

	Agree
	55
	36.67

	Disagree
	5
	3.33

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.14 showed that 85 (56.67%) respondents strongly agreed and 55 (36.67%) respondents agreed that mentoring fostered teamwork and collaboration among employees, while 5 (3.33%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.






Table 4.15: Mentoring programs reduce employee turnover in the organization
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	70
	46.67

	Agree
	60
	40

	Disagree
	10
	6.67

	Strongly Disagree
	10
	6.67

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.15 showed that 70 (46.67%) respondents strongly agreed and 60 (40%) respondents agreed that mentoring programs reduced employee turnover in the organization, while 10 (6.67%) respondents disagreed, and 10 (6.67%) respondents strongly disagreed with the statement, respectively.






Table 4.16: Employees feel more motivated after participating in mentoring programs
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	75
	50

	Agree
	60
	40

	Disagree
	10
	6.67

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.16 showed that 75 (50%) respondents strongly agreed and 60 (40%) respondents agreed that employees felt more motivated after participating in mentoring programs, while 10 (6.67%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.



Table 4.17: Mentoring contribute to better decision-making skills in employees
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	65
	43.33

	Agree
	70
	46.67

	Disagree
	10
	6.67

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.17 showed that 65 (43.33%) respondents strongly agreed and 70 (46.67%) respondents agreed that mentoring contributed to better decision-making skills in employees, while 10 (6.67%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.






Table 4.18: Mentoring improve the overall organizational culture
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	70
	46.67

	Agree
	65
	43.33

	Disagree
	10
	6.67

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.18 showed that 70 (46.67%) respondents strongly agreed and 65 (43.33%) respondents agreed that mentoring improved the overall organizational culture, while 10 (6.67%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.



Table 4.19: Mentoring programs contribute to employees’ job retention in the organization
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	80
	53.33

	Agree
	55
	36.67

	Disagree
	10
	6.67

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
: Table 4.19 showed that 80 (53.33%) respondents strongly agreed and 55 (36.67%) respondents agreed that mentoring programs contributed to employees' job retention in the organization, while 10 (6.67%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.



Table 4.20: Mentoring programs provide employees with better career growth opportunities
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	85
	56.67

	Agree
	50
	33.33

	Disagree
	10
	6.67

	Strongly Disagree
	5
	3.33

	Total
	150
	100


Source: Researcher’s fieldwork, 2025
Table 4.20 showed that 85 (56.67%) respondents strongly agreed and 50 (33.33%) respondents agreed that mentoring programs provided employees with better career growth opportunities, while 10 (6.67%) respondents disagreed, and 5 (3.33%) respondents strongly disagreed with the statement, respectively.






CHAPTER FIVE
SUMMARY, CONCLUSION, AND RECOMMENDATIONS
5.1 Summary
This study aimed to explore the role of mentoring in enhancing the effective performance of workers in an organization. The research was driven by the need to understand how mentoring programs can influence job satisfaction, teamwork, decision-making, employee retention, and overall organizational performance. A total of 150 employees from a selected organization participated in the study, and data were collected through a structured questionnaire.
The study revealed that mentoring programs significantly improved job satisfaction, employee motivation, and team collaboration. The majority of respondents strongly agreed that mentoring had a positive effect on their career development and decision-making skills. Furthermore, mentoring programs were found to be essential for fostering better communication and leadership skills within organizations. However, while most respondents affirmed the benefits of mentoring, a small minority disagreed or strongly disagreed with some of the claims, which might suggest the need for a more tailored approach to mentoring programs.
In summary, mentoring emerged as a critical tool for improving the performance and engagement of employees in an organization. The findings align with previous studies which emphasized the importance of mentoring in organizational success.
5.2 Conclusion
Based on the analysis of the data collected and the findings from this study, it can be concluded that mentoring is an effective means of improving the performance of workers within an organization. The study demonstrated that mentoring has a wide range of positive outcomes, including improved job satisfaction, better decision-making, increased motivation, enhanced teamwork, and greater employees retention. Moreover, mentoring positively affects organizational culture and career development, which are vital for ensuring long-term success.
Mentoring, when properly implemented, allows employees to develop personally and professionally, leading to more committed and productive workers. It also helps to address challenges that employees face by providing them with guidance, support, and a platform for continuous learning. As such, organizations seeking to boost their productivity and retain skilled employees should prioritize mentoring programs.
5.3 Recommendations
Based on the findings and conclusions of the study, the following recommendations are made:
1. Encourage Structured Mentoring Programs: Organizations should formalize their mentoring programs, ensuring they are structured and well-organized. Structured programs, with clear goals and expectations, can better align the efforts of mentors and mentees toward improving job performance and career development.
2. Provide Training for Mentors: To maximize the impact of mentoring, organizations should offer training and support for mentors. This will help mentors develop essential skills such as active listening, providing constructive feedback, and offering career guidance, which are crucial for effective mentoring relationships.
3. Monitor and Evaluate Mentoring Programs: Organizations should ensure continuous monitoring and evaluation by organizing mentoring programs that are essential to achieve desired outcomes. Feedback should be collected from both mentors and mentees to assess the effectiveness of the program and make adjustments as necessary.
4. Integrate Mentoring into Organizational Strategy: Organizations should integrate mentoring into their overall human resource development strategy. By recognizing the value of mentoring in improving employees’ performance, mentoring should be treated as a strategic tool for organizational growth and development.
5. Promote Mentoring as a Leadership Development Tool: As mentoring fosters leadership qualities, organizations should leverage it as a tool for identifying and nurturing future leaders. Mentors can play a crucial role in preparing high-potential employees for leadership positions, ultimately contributing to the succession planning process.
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QUESTIONNAIRE
1. Mentoring improves employees' job performance.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

2. Mentoring programs help employees to develop their skills.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

3. Mentoring enhances employees’ leadership abilities.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

4. Mentoring programs improve employees’ problem-solving abilities.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

5. Mentoring programs help employees to advance in their careers.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

6. Mentoring creates a positive work environment.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

7. Mentoring helps in resolving conflicts in the workplace.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

8. Employees feel more satisfied with their work after participating in mentoring programs.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

9. Mentoring programs improve employees' communication skills.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

10. Mentoring improves the overall performance of the organization.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
11. Mentoring encourages innovation within the organization.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

12. Mentoring helps employees understand their roles better.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

13. Mentoring programs improve job satisfaction among employees.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

14. Mentoring fosters teamwork and collaboration among employees.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

15. Mentoring programs reduce employee turnover in the organization.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

16. Employees feel more motivated after participating in mentoring programs.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

17. Mentoring contributes to better decision-making skills in employees.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

18. Mentoring improves the overall organizational culture.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

19. Mentoring programs contribute to employees’ job retention in the organization.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

20. Mentoring programs provide employees with better career growth opportunities.
(a) Strongly Agree ( )    (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )


