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While following the presentation of these young people, deep down | feel
an increase in enthusiasm. What it is, is difficult to describe, but it's there
and I’'m experiencing it. Do you recognize that feeling? That feeling that
makes you transcend with special achievements. Fortunately not only in
sports, but also in your daily contact with people. Over the years I've
experienced this with enterprises when students from the
Mentorprogramma Friesland are involved. | meet them not only while
organizing meetings but also during coaching assignments, most recently in
collaboration with a number of entrepreneurs and a group of
students.What appeals to me is the ‘drive’ to create a good product, and
then present it with flair. So, you want self confidence in addition to good
results. You have all the ingredients for success at the MentorProgramma.

Speaking of success: Leeuwarden will be European Capital of Culture for
2018. An important aspect of this implementation is the process of a
‘master’ giving guidance to an ‘apprentice’ in achieving a project in this
framework. In this manner the organization wanted to give form to
‘mienskip’ (or ‘community’ for non-Friesians), which happens to be the very
concept of ‘mentor’ and ‘mentee’ that MentorProgramma Friesland has
been implementing for many years. One may say that there is nothing new
under the sun, but that is a platitude. A good idea can be applied
frequently, especially when it fits in a grander movement in a society in
search of commonality.

In 2011 | read a detailed study concerning the requirements of employers
in regards to the training of their personnel. While one would expect
technical skills to prevail, it was actually social skills that were considered
equally important. The corresponding compendium was about behaviours
and skills. With behaviours one may think of the treatment of people and
common decency.With skills one can include the ability to empathize with
the client’s needs and display a form of correctness. To many people this
quickly brings to mind old fashioned standards. This may be true, but it is
relevant for many employers. For me, as a person involved in the



aforementioned organizations this also applies. My enthusiasm grew as |
noticed that these young people understood my questions, enjoyed dealing
with them and presented their ideas in a convincing and structured
manner. | would like to see these young people as employees in my
company.

As it has been for more than fifteen years, MentorProgramma Friesland is
not without obligations. It offers something extra in many capacities.
Precisely because it is also actively involved outside of regular school hours,
it makes an appeal to the young person’s sense of responsibility. There can
be a ‘bit more please’ of that and then some. | sense that in the contacts
I've made. Is everything perfect? No, of course not, but those are more
details.

The words in bold type have been deliberately chosen. While reading this
research publication they spontaneously floated to the surface. The
positive image | have of the young people I've dealt with in the
MentorProgramma Friesland is reinforced by the results of this research.
Ultimately that is how I've experienced it and | applaud the
MentorProgramma Friesland. It is a future orientated concept that
deserves to be widely accepted. You can say, with a wink, that it is
Leeuwarden 2018 that fits into this concept.

- Siem Jansen -

Directa Northern Development Compagiyoordelijke Ontwikkel
Maatschappij)
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In recent years mentoring has increased in popularity. Since the early
nineties mentor programmes have been established to assist young people
in their social progress (Meijers, Deen & Vendrick, 2003). That mentoring is
a promising programme also emerges in the book '30 Plans for a Better
Netherlands', an end product of the Social Agenda® in which mentoring
finished number one. (van Beek & Zonderop, 2006).

The mentor methodology is a form of counseling? between a more
experienced person (a ‘role model’) and a less experienced person and
entails an exchange of experiences and feedback. This methodology assists
a young person with their social advancement and in improving their
standing. Mentoring is then logically utilised in the realm of education and
employment. On the one hand it stimulates students in continuing their
education and helps prevent drop out. On the other hand mentoring may
greatly assist young people in obtaining employment.

One feature of mentoring is that the relationship, where personal
commitment and reciprocity are central, is for an extended (often
predetermined) time. The relationship is, in principal, voluntary on both
sides albeit possibly hierarchal and binding in character.

1 The Social Agenda is a project set up by the Volkskrant, The Council for Social
Development and the Journal of Social Issues (TSS) with the objective of highlighting the
most solvabel urgent social problems.



1.1. MentorProgramma Friesland

Since 1998 MentorProgramma Friesland has been offering participants
from a variety of schools and social levels the opportunity to be supported
by an extracurricular mentor with a wealth of study, work and life
experiences. In recent years, MentorProgramma Friesland has expanded
immensely. The stakeholders have requested that via research, the
MentorProgramma create a methodical base to continue development,
institute itself in the region and to register the positive effects (such as the
benefits for the mentee, mentor, business and society). The discovery, by
the students, of their own strengths and qualities through their mentor
relationship and the subsequent use of these discoveries in a positive
manner in their work and private lives has been one of the focal points of
the MentorProgramma Friesland. The question is, is this quantity traceable
in practice and to what degree did the mentor relationship play a role?

1.2. Framework

This research into “Enriching Relationships” will contribute to the
continuing professionalizing of the MentorProgramma Friesland by giving
insights into the diversity of talents in the region and also highlight the
advantages that the MentorProgramma has for the long term support and
development of the ambitions of young people. In a broader sense this
research aims to offer insights and means that are relevant to a inter
national mentor methodology, and which other mentor programmes may
be able to implement. The objectives of this research are:

1) Gain insight into what benefits the MentorProgramma yields for
adolescents on the long term, particularly their proficiency
development and employment prospects.

2) Gain insight into the diversity of skills and talents of young students
utilized by (future) employers

3) Gain insight into the benefits that MentorProgramma Friesland has
yielded for the mentor and what roles mentors can play to increase
support for mentoring within the business world.



4) Gain insight into how the continued development of the
methodology of MentorProgramma Friesland may increase these
benefits.

This research builds on previous studies of mentoring, in particular the
evaluation of the “Stimuleringsprogramma Mentoring” of the Oranje Fonds
(Vos, Pot & Dotinga, 2012). One of the major conclusions reached in that
study was that the effect of mentoring for youth was largely dictated by the
professionalism of a mentoring project. A crucial role was played by the
strong connection to the (regional) stakeholders, namely education,
welfare institutions, government and business. In particular, the connection
with business proved to be pivotal for development in many mentoring
projects. Many projects actively scouted out businesses and have
successfully exploited these as a source for mentors. However many
projects experienced difficulty building a structural cooperative base within
the business world. Many of these businesses recognized the value of
mentoring but were reluctant to make substantial contributions to the
continuing development of these projects.

Since its inception, MentorProgramma Friesland has sought to base itself in
its connection with the business world. Their methodology has centralized a
businesslike approach and with many mentors being in the business world
themselves, they were able to offer the students the prospect of finding
employment in the future. In order to sustain further development,
research is not only necessary to gauge how effective mentoring is for
young people, but also to delineate the active factors in this strong
connection to the business world.

The working hypothesis of this research is that both students and mentors
who have followed a mentoring relationship are the key to a greater
acceptance of mentoring within the business world. Mentors based in
business can fulfill the function of an ambassador within the business
environment by sharing their own positive experiences with mentoring.
These may be shared not only within their organization, but also further
afield. Positive experiences from businesses with young employees that



have received mentoring support can also be expected to contribute.
However, this requires a greater receptivity amongst business organizations
to the diversity that these young people bring with them. They are
frequently young people from diverse backgrounds and with disparate life
experiences, and as a result have unique qualities.

This current research augments previous evaluations by considering what
exactly mentoring has contributed to students in terms of skills
development and work force participation. In addition, of interest to this
research is the potential enhancement of the connection between
MentorProgramma Friesland and the business world. This will contribute to
perpetuating the development of the methodology of MentorProgramma
Friesland specifically and to the mentor methodology in the Netherlands
generally. The following figure illustrates the summary framework of this
research.

Figure 1.1 ‘Match’ between students and business.
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MentorProgramma
Friesland
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1.3.Inquires and Research Questions
Based on Figure 1, the following key research question may be formulated
as:

How can MentorProgramma Friesland methodically continue
development based on the (long term) benefits that MentorProgramma
Friesland has had for mentees, mentors and industry?

In order to clarify this question research has been conducted under three
important stakeholders, i.e. former mentees, mentors and employers.
Initially each stakeholder will be highlighted independently and
subsequently integrated with each other to clearly illustrate on which
points the mentoring methodology can achieve further definition.

Former Mentees

To what extent does MentorProgramma Friesland contribute to the long
term success of the mentees?

1. What are the benefits mentoring has had on mentees in terms of self
confidence, social & cognitive skills and in their social and professional
networks?

2. Has it been beneficial in the long run in terms of their employment?
To what extent do the aptitudes that were developed during the
mentoring relationship correlate to the proficiencies required by their
current employer?

Employers
How do employers benefit from the divers range of skills and talents of
former mentees?

1. What are the skills and qualities that participating organizations look
for when recruiting new personnel?

2. To what extent does this approximate to the proficiencies and qualities
developed during the mentoring relationship?

11



Mentors
To what extent do mentors play a role in consolidating the connection
between MentorProgramma Friesland and the business community?

1. What practical lessons yielded by the MentorProgramma benefited the
mentor?

2. In which way can the mentor broaden support within their
organization for the mentoring methodology?

Answering the above queries will provide guidelines to the
MentorProgramma in augmenting the development of their methodology
and enable them to strengthen and increase the sustainability of their
connection to the business community. Given the dispersion in
organizations, mentors and mentees, we expect the validity of this research
not be limited to the MentorProgramma Friesland, but to be relevant in a
broader context. Consequently, the experiences and innovations of the
longstanding MentorProgramma Friesland may be widely shared
throughout the Netherlands.

1A. Classification

This report is structured in a number of thematic chapters. In Chapter 2 we
examine the rationale and the methodology employed during this research.
In Chapter 3, we discuss what benefits mentoring have yielded for students.
In addition, we will discuss the impact of mentoring on the students’
development, specifically the skills required in the labour market.
Consequently we also discuss a number of pre-conditions for their
development. Finally, we relate these results to how employers view the
proficiencies of former mentees. In chapter 4 the benefits of the mentoring
relationship for the mentor and the role mentors can play in the connection
to the business community is the central focus; principally in how they may
garner support for mentoring in their own workplace. Finally, in Chapter 5
we discuss the main conclusions of the investigation and our
recommendations for the further professionalization of the mentoring
methodology of MentorProgramma Friesland.
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This research took place between January 2013 and January 2014 and in
this period data was collected from the stakeholders: former mentees,
former and current mentors and organizations where former mentees are
currently employed. In Appendix No. 1 justification is described in detail.
There were a variety of instruments utilized to obtain answers to research
qguestions from a number of perspectives. We have therefore opted for
both a quantitative and qualitative approach. The quantitative data
concerned trends and patterns based on questionnaires with (scientifically)
validated scales, while qualitative data yielded from interviews provided
depth and insights into the process aspect. Additionally, the qualitative
data had an illustrative purpose by providing an interpretation of the
guantitative data. Below we will briefly review the instruments that were
utilized per stakeholder.

2.1. Former Mentees

We were primarily interested in what extent the mentoring relationship
contributed to the long term development of young people in the positive
sense and which factors played an important role. To this end, we have
used the following instruments:

1) Surveys. Based on relevant literature, existing questionnaires and
interviews in the field of mentoring a survey was developed, distributed
to and completed by 81 former mentees. In Chapter 3 we will dwell and
elaborate on the profile of these mentees and the effects that
mentoring has had on their development.
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2) Semi-structured in-depth interviews with 16 former mentees. The
interviews augmented the questionnaire and served to reinforce the
numerical findings. In Chapter 3 we will discuss specific findings on the
effective long term factors of mentoring.

Graph 2.1 Indicators at Mentee Level

Former Mentee

A Demographic characteristics

(Completed) Courses

Career (where does the student work?/has the studeorked?)

Evaluation the mentor relationship in terms of:

U Increase in selfonfidence

U Strengthening of social and cognitive skills

U Strengthening of social network

A Completion of training and advancement to gainful employment

Development of Proficienciésthe professional field

I What skills have developed due to the mentor relatiorzhip
1 Which of these skills are relevant to their current function?

> >

2.2. Employers

The students who have received mentor support in the past are often
employed by diverse organizations. We have conducted five in-depth
interviews with the immediate supervisors of former mentees. To further
denote the data concerning students successfully employed, these
interviews we were particularly interested in the function of the former
mentee within the organization and on what proficiencies they were hired.

Graph 2.2 Indicators at Employer Level

Employer

A Sectororganization is in

A Position within the organization

A Hiring policy: which skills and abilities were being scrutinized?

A To wha extent these criteria determined the hiring of former mentees?
A The role of mentoring within the organization: perceptions and support
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2.3. Mentors

We also addressed the development of former mentees from the
perspective of the mentor. Moreover, we examine the extent of reciprocity
in the mentoring relationship (what has the mentor learned?), the profiling
of mentors as volunteers (what motivates them to become a mentor) and
the promulgation of mentorship in their own (work) environment. To this
end, we have used the following instruments:

1) Surveys. Based on relevant literature and interviews in the field of
mentoring a survey was developed, distributed to and completed by 70
former and current mentors. In Chapter 4 we will dwell and elaborate
on the profile of these mentors, the effects that mentoring has had on
themselves as well as their perspective on the effects that mentoring
has had on the development of students.

2) Semi-structured in-depth interviews with 20 former and current
mentors. The interviews augmented the questionnaire and served to
reinforce the numerical findings.

Graph 2.3 Indicators at Mentor Level

Mentor

A Demographic characteristics

A Motivation to becoming a mentor

A Ewaluation of mentor relationship in terms of

o Student Developmerfsee indicators in mentge
o Degree of reciprocity (did the mentor learn from the mentee)

A The association between the mentors and their own positions within their
organizations: to what extent is mentoring beneficial to the function they h
in the organizéon?

A Support for Mentoring: to what extent are others within the mentors privat
(but primarily) work environment persuaded to become mentors?

15



The Benefits of Mentoring for Youth

In this chapter the focus lies on what benefits’ mentoring has yielded for
students. We initially discuss the developmental impact of mentoring on
adolescents. This will include considering the proficiencies required in the
labour market. Consequently, we discuss a number of circumstances
concerning this development. Finally, we correlate these conclusions to
how employers viewed the skills of former mentees when they were first
hired.

3.1. Characteristics of former mentees

The significance of mentoring for the personal development of young
people is easier to understand when we look at a number of characteristics
as well the current situation of the former mentee. Table 3.1 provides a
brief summary of the various characteristics of the 81 former mentees
surveyed.

16



Chart 3.1 Characteristic of Former Mentees

Gender 49,2% male
50,8% female
Age Average 25,62 years

Youngest: 18 years
Oldest: 41 years

Level of Education Dutch asSL: 4,1 %

(completed) VET: 71,4%
University: 24,5 %

Ethnicity Dutch : 46,4%

Foreign: 53,6%

When linked up to Mentor? Average: 6,4 years ago
2-5 years ago: 54,3%
6-10 years ago: 37,0%
11-15 years ago: 8,7%
Current situation Employed: 51,9%
Attending school: 38,0%
Unemployed/attending school: 10,1%

Number of courses completed None: 8,5 % (of which 100% still in school)
1: 80,5% (of which 42,9% in secondary
education)
2:or more: 11,0%

Number of employers had None: 27,8%
1:30,4 %
2:22,8%
3:11,4%
4: or more: 7,6%

In Chart 3.1 it is clear that the majority of former mentees are employed or
are pursuing a (follow-up) training. A minority are unemployed, do not
follow any training or have not completed their education. When correlated
to this age bracket with a similar education (vocational) under the general
population the figures do not substantially differ. (The national
unemployment rate under vocational school graduates in 2012 was around
the same percentage, with minor variances between various educational
pathways’ ). Furthermore it is notable that almost 43% of the former

2 ROA, 2013.
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mentees who graduated from a vocational college (VET) have continued
into higher education (Universities of applied sciences). This percentage is
higher than the national average of around 30% for students continuing
from VET into universities, (University Council, 2011). It is difficult to
determine, based on the above numbers, if mentoring has arguably
contributed to a successful transition up to secondary education and/or
induction into the labour market. However, if we assume that it is
specifically those who are stalled in their education or have trouble
breaking into the labour market and are linked up with a mentor, these
figures sketch a hopeful picture. In the following paragraphs we will discuss
how former mentees have experienced their mentoring and what their
personal rewards were.

3.2. The Results of Mentoring

Via questionnaires and interviews students were asked how they had
developed during their mentoring and what their personal rewards were.
In line with a previously conducted large-scale national study (Vos, Pot &
Dotinga, 2012) a distinction was made between the psychological outcomes
(self-confidence), skills (cognitive® en social*) and any developments in
their social network. In this study former mentees were also questioned
concerning any development in their professional networks due to the
interest we had in the career paths that they went through after their
mentoring. All of these results were calibrated on a 5-point scale (1 =
strongly disagree, 5 = strongly agree)

3 Cognitive skills such as setting objectives, planning, (daring to) make decisions.

4 social skills such as focusing on interaction and taking the initiative with others,
communicating what you stand for and daring to set boundaries.
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Graph 3.1 Results of Mentoring according to Former Mentees

3,8
3,6
3,4
3,2
| I l r
2,8
confidence cognitive professmnal social Social netwerk
skills network skills

The above graph shows that young people find that their self-confidence
and cognitive skills in particular have progressed. In the interviews this was
also obviously clear:

"I have gained a lot of setfonfidence and now know that | can do more than |
think. | still use thse hsights regularly-: - Janiné

"She made me realize that the courses that | wanted to do was not right for me
and because otiat | did not do them.~ Peter

"My mentor had a role in my obtaining a diploma. In the last year of my educat
we were equired to start a company. | was manager of this company. Through
what | experienced thanks to my mentor, | knew what to expect and | had it ea
than the otlar students *

5 To ensure the anonymity of the participants the names in the interview excerpts have
been changed
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In Graph 3.1 it is also evident that mentor support has contributed to the
expansion of the mentees professional network. During the interviews it
became apparent that this occurred in both a direct and an indirect way.
The mentor introduced the mentee into his or her own network, but also
encouraged them to be entrepreneurial themselves and take the initiative.
The latter is an example of the development of the social skills that enabled
the former mentee to tap into new networks on their own.

"My mentor was an articulate conversationalist, and someone with whom | cou
expard my professional network=Hannah

"The mentoring was focused on my career. | was future oriented and | wanted
continue my studies. She would give advice which possibly suited me. I've nev
anything that | really liked and would like to do fomy®to come. Because of her,
my network also expanded. | even went with her to the Rotary Club eBoeiKje

"My learning goalvas focused on my career. My mentor really supported me w
this. She has brought me into contact with people who are worl8hg.did this for
example, by taking me to a master class where | received a lot of business ori¢
insights. She challenged me during the master class to participate in discussio
This has stayed with me. | was already a social person but have ldaragiize
this in my network-Milo

"My mentor has brought me into contact with many different people from a vari
of levels. As aresult, | learned to align myself with other people, to communici
on different levels. Through my mentor | have leanttedontact businesses. | am
no longer afraid of the initial contactSjiera

Given that the focus of MentorProgramma Friesland is on connecting young
people to the business world, these results are by and large in line with this
vision. It is not only a matter of offering support for the query of who they
are, what they want and what they are capable of, but also a matter of
supporting the youth with the development of their skill sets and
converting these to concrete actions which will integrate them into the
work force. We examine this in-depth in the subsequent section.
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Compared with the other results, it is noteworthy that the development of
relying on their own social (private) network" scores lowest. The idea that
youth increasingly learn to stand on their own two feet while mentoring
has been indicated in previous research as a desirable result. (Vos, Pot &
Dotinga, 2012). A former mentee who no longer had contact with her
mentor noted the following:

"I've benefited a lot from my mentor, but wheormfronted with something now, |
get support mainly from my personal circle of friendsSjiera

The reason youth with the MentorProgramma Friesland score lower on this
point may be due to the fact that 47.6% of them still have regular contact
with their mentor. We delve into this deeper in section 3.4.

3.3. Transfer of Profession Specific Expertise

In addition to the more generic social and cognitive skills that are discussed
in the previous section, we have also looked at the development of more
profession specific competencies during mentoring that may be important
in the current work situation of former mentees. Since the vast majority of
young people in the mentoring programme have followed a vocational
training, we gauged the former mentees on the basis of a list of their
professional competencies. These professional skills are also used within
the (regional) VET as a guide for the educational development of their
students. We have 21nalysed to what extent former mentees have:

1) Learned their skills during their time mentoring,
2) Learned to use these skills in their current employment.

Chart 3.2 provides an overview of the skills. Analysis has shown that the
competencies that were learned during the mentoring process were so
varied over the group as a whole, it could not be

unambiguously established which skills were worked on in the diverse
mentoring relationships. This wide variety of skills is also required for their
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current work. When it is considered that the necessary skills (partially)
depend on a particular function and that the former mentees fulfil many
different functions this outcome is logical. It is therefore important to take
into account the connection between the learned skills and any key
competencies at the individual level. The chart below shows the degree of
connection or match between specified competencies developed during
mentoring and the skills they need in their current employment.

Chart 3.2 Similarities between skills developed during mentoring and skills

needed in their current employment:
Connection between competences to work
on during the mentor contact and which are
needed in the current work

Result oriented work

Make decisions +++
Managing
Coaching

Support and Cooperation
Attention and understanding +++
Collaboration and consultation +

Ethics and integrity
Interaction, influence, presentation
Persuasion and influence +++
presentation +
Analyzing and interpretation
Formulating and reporting +++
Analysis +
Creating and learning
Research
learning
Organizing and implementing
Planning ++

Targeting the requirements the
‘customer’
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Delivering quality

Attention to regulations / frameworks
Organizing and implementing

Coping with change

Dealing with adversity +

+ = reasonably strong similarity
++ = strong similarity
+++ = very strong similarity

The above chart indicates nine skills in diverse skill domains that are
important to former mentees in their current employment in business that
have received a high degree of attention during their mentoring® . Primarily,
it specifically concerns results-oriented skills, decision making in particular.
The following quote makes this clear:

"In addition to business acumen, | have leartecthake decisions. When | arrived
at a crossroads, | did not know what to do. | pushed the dilemma to the side, |
away. My mentor encouraged me to just make a choice and then see how far 1
choice would take me. | noticed that things started toveagain and everything
came back on track after | had made a choice. | have learned to address probl
or dilemmas today, rather than tomorrow and now | reap the fruits of my laboul
Milo

Additionally support and collaborative skills are involved, in particular
attentiveness and an understanding for the opinions and viewpoints of
others along with the ability to work cooperatively with others. During the
interviews a number of mentees cited openness towards others and
viewing the world from their perspective as an important benefit of
mentoring:

6 This is not to say that the other skills are not important in their current position, but that
there is no link with the skills learned in the mentoring program. Mentees have indicated
that delivering quality work is an important skill in their current job, but scant attention was
paid to this skill during mentoring.
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"l learned that if | wanted to achieve success, | had to stay true to myself. There
some things here on earth that | can influence but many things | cannot. What | ¢
influence, | can also change. | cahnontrol how someone approaches me, but | he
an influence on how | approach others. If | want to appear friendly, | have to resg
in a friendly manner towards other.h en f r i end | i n ésdseasi s

"After my training in Small BusinesR&tail Management, | fulfilled a number of
other functions before becoming a supermarket owner. My mentor has shown mi
that in a managerial position | should be able to have an understanding for other.
This is especially relevant when it concerns reomgdioin. She made me this clear b
sharing her own experiences. That is how | have gained insight into my own abili
. Thomas

Furthermore it involves interacting and influencing skills, such as the ability
to articulate what you stand for and the capability to persuade others to
accept your ideas.

‘O have | earned to equate to the gr
old, with or without disabilities, immigrants or natives. My mentor made sure | |
these experiences. She taught me howet people enthusiastic. This experience
has been decisive for my setinfidence and the manner in which | presented
my s elVah ”

"My mentor gave me tips on how | could present myself better and how | could
articulate where my strengths lay, and togethvee practiced. By practicing these
tips | learned to express myself. As a result, | am less nervous when | have to
present myself and | quickly make contact with other pedptat definitely helps
me in my work -'Frans

Fourthly, this involves organizational skills, in particular planning. Attention
to planning during mentoring was also frequently mentioned in the
interviews with former mentees, often in the context of school (learning to
plan homework, ordering priorities) but also as a skill that they still utilize in
their work.

"My mentor offered me structure and put me back on the right path. He could t
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me with planning and to regain perspective over my schoolwokv | can do this
on my own * Jonathan.

"My planning skills have been enhancedd ampply these skills for example, in m
current job. | filled in my previously chaotic schedule in such a way, that it is nc
good planning. | was so preoccupied with this issue it goes without saying that
needed attentionl specifically worked on iwith my mentor ~'Winston.

Finally this involves adaption skills, in particular coping mechanisms and the
ability to deal with adversity. Two former mentees say the following:

"What I've learned from my mentor and what | still use during my work is my
attitude: *‘ Evenvedrhsoeughn d&svAgam ggsi vae eu @

"She questioned repeatedly as to why was | was stuck with certain things. Son
people are superficial and don't persist. If you continue questioning, you will re
the underlying issuedat sub consciously play a role; the question behind the
guestion, so to speak. | often self reflect, even when it is not going well. I've
accepted that | should acknowledge to myself the things that did not go well;
otherwise you get into uncomfortablé@ations if anyone asks: Milo

In short, it was also revealed during the interviews that there was a clear
conveyance of skills which one learned during mentoring to those required
in their current jobs. Generally, it is often the practical context the mentor
offers that is referred to as complementary to the theoretical content of
the training followed. This provides an important practical value when
these young people work in the future. A mentor says the following about
it:

“As a me n tashrmy ménteésibyprattioe rather than by merely gainin
knowledge from textbooks. That is too abstract. | talk with them from experienc
and want them to | eaSjoerdf rom my expe
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The above results indicate that a number of skills learned while mentoring
prove to be relevant later in their lives within the context of work. It should
be noted that this study is confined to only those in this framework.
Competencies learned while mentoring but less relevant to their current
work may still prove to be relevant to youths in other contexts, such as in
their private lives.

3.4. A Mentors Qualities

Previous research has indicated that the quality of the mentor is an
important factor in the positive development of adolescents (Rhodes,
2005). The quality of the mentor is determined by four criterion that match
the competencies important to the MentorProgramma Friesland: support
for the students learning needs, help develop the talents of the youth,
assisting young people in articulating and communicating their talents to
others and finally, bring them into contact with the (future) work force.
Based on these criteria it is considered to what extent the mentor will
contribute to a positive outcome in the development of the youth (self-
confidence, social and cognitive skills, social and professional networks).
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Chart 3.3 Qualities Influencing the Mentoring Results of Former Mentees

Self- Social Cognitive Social Profess-
confidence  Skills Skills Network ional

Network
Support +
Learning
Needs
Help with +
develop-
ment of
talent
Help com-
municating + ++ ++
talent to
others
Contact +
with work
force

+ reasonably strong relationship
++ strong relationship

In Chart 3.3 we see that all these qualities are important in achieving
positive outcomes for mentees. It is noteworthy that assisting the mentees
in articulating their talents has made a substantial contribution to a number
of benefits, particularly their self-confidence but also in the development of
their (professional) networks. This was indicated several times in interviews
with former mentees:

"At that time | already knew what my skills were and my mentor emphasized tt
He did this by articulating my qualities and repeatedly saying things like: "you
realizethat you can do this.~ Samira

"At that moment | am working via the Flex Pool at Talant. During the mentoring
learned to show enthusiasm and how to convey that. Before my mentoring | cc
also do this, but | was unsure of how articulate it. In my current job, | indicated
| would like to advance Jonathan.
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Furthermore, the active involvement of a mentee in the mentor’s
professional network is conducive to a stronger professional network for
the youth. The crucial role that the mentor plays in the development of the
professional network of the mentee was also strongly reflected during the
interviews: frequently the former mentee obtained an internship or
employment through the mentor’s network. (See also chart 3.3).

“Via the contacts my me nlthadan imenghipatta
good company. Besides that | have my currentjobtekank o0 my men't
net weRgkk . ”

"My mentor introduced me into the workspace. | have learned a lot there, espe
how to deal with business peopleAli

An important component in the positive development of an adolescent is
trust (Rhodes, 2002; Spencer 2007). Trust ensures that the mentee feels
secure during mentoring and creating it is therefore an important
responsibility for the mentor. A slightly less positive experience of a former
mentee makes this clear:

"What was lacking was trust in the mentor. If a mentor is too busy and also ha
mentee to support, how is that going to work out? Is this person going have tin
for you when you need him or herGiovanni

3.9. Mentor for life?

An important factor that affects long-term outcomes of mentoring for the
mentee is relationship longevity. Positive long-term benefits are energized
by maintaining a longer relationship with the mentor (Grossman & Rhodes,
2002). The latest research shows that almost half (47.4%) of the former
mentees are still in touch with their mentor. The role of the relationship
often shifts: meetings are less frequent and more on an equal basis (for
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example sometimes mentee and mentor become colleagues). A number of
mentees raised new questions:

"We are in touch again because | am in a new situation. At the moment | have

own team and | have noticed that th
for the final results and my team does not funatexactly as it should. | must be
able to act as a mediator. My peopl

need to recruit new people for the team. My mentor has extensive experience
management and gave me some tips that | have applistifo

When we compare the group of former mentees no longer in contact to the
group that maintains contact we see a very small - insignificant - differences
between the two groups when it comes to their current level of self-
confidence, skills and networking (see Graph 3.2).

Graph 3.2 Differences between former mentees who are or are not in contact on
their current level of self-confidence, skills and networking.
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It appears that the length of the mentoring relationship has an influence on
the effects of mentoring for former mentees. The average number of years
that mentor and mentee have contact is around 2.7 years. The longer
contact is maintained the stronger the effects on self-confidence’ and
social® and cognitive® skills. It is significant that the duration of the contact
does not affect the development of their social® and professional™
networks. This suggests that after several years of mentoring young people
still reap the benefits of the psychological and practical support, but are
less reliant on the mentor to expand their networks. This pattern can also
be deduced from the interviews of former mentees who still have contact
with their mentor. In the meantime they have built up a network and
banter occasionally with their mentor about their aspirations and choices,
but also garner practical tips - as evidenced by the previous interview

excerpt.

3.6. Former Mentees from a Different Ethnic Background

The findings described above apply to all former mentees surveyed.
However, slightly more than half of the mentees in the study were from an
ethnic background other than Dutch. The total number interviewed is
actually too small to make distinctions between native and immigrant
former mentees.

This is also not the purpose of this research. Nevertheless, during the

interviews an additional number of interesting findings emerged among
non native former mentees that are worth noting. Besides the previously
mentioned benefits, we found that for a number of non native former
mentees mentoring also facilitated their integration into Dutch culture. This
integration can be distinguished on two levels:

7
8
9 correlation between number of years mentoring and cognitive proficiencies: r=.37 (p <

.001)
10

11

correlation between number of years mentoring and self-confidence: r = .34 (p <.001)

correlation between number of years mentoring and social proficiencies: r =.31 (p <.01)

correlation between number of years mentoring and social network: r =.10 (n.s.)

correlation between number of years mentoring and professional network: r = -.05 (n.s.)
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1) The educational context: the mentor supported them in improving
their language skills. This resulted for example not only in the
mentee passing the Dutch language exam, but also in continued
language skills support in subsequent courses within the Dutch
education system.

"When | began mentoring | had just arrived in the Netherlands. My goal at that
time was to improve my Dutch. According to the school where | veésredl could
start classes, it was bettéo first learn Dutch‘See Kin

"When | got my mentor, | had been in the Netherlands for a while, but my Dutc
was not yet at the level that it should have been, so that was my first priosity."
Marinka

2) The work realm: Here the focus was on bridging cultural differences
on order to facilitate a smooth assimilation into the Dutch labour
market. The primary concerns immigrant former mentees and their
mentors dealt with were: What is expected of me in Dutch
companies? Which standards/values/customs should | consider?
But also: how do | use the strengths of my own unique ethnic
background and adduce them to future employers?

"I have worked with my mentor in an effort to understand the culture of the
Netherlands. Foexample: why the Dutch react to things the way they do and dc
the things they do is something that |, a person from a different culture, am not
used to."- John

"I come from Iraq, and have been raised within the Iragi culture in a modern fa
Iraqgi cuture is very different from the Dutch culture and when | came here | live
both these cultures and it was very difficult for me. My mentor has never said t
me: "You have to be this way" and through her questions, her advice and stori
really grew.From: here | am, and you need to listen to me, into; | also have an
opinion.™ Hasha

The findings illustrated above underscore the value of mentoring as a tool
in facilitating integration and also supports similar claims in previous
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studies that have delineated the benefits of mentoring for young
immigrants. (Van 't Hoog et al, 2011).

3.1. Employers Perceptions

The results illustrated in the previous chapters suggest the mentoring
relationship has (partially) assisted former mentees into continuing their
education and/or finding employment. Furthermore, former mentees that
are employed mentioned a number of competencies that were worked on
during their mentoring that proved to be relevant to their current job. How
do employers view this development? What skills do they notice in the
former mentee? What are their opinions on mentoring? We have
interviewed five employers in order to gain an insight into these questions.
It should be noted here that we did not have the ambition, with this
relatively small number of interviews, to draw any distinct conclusions but
were primarily interested in examples pertaining to where former mentees
are currently employed and what particular skills their employers
considered while hiring them.

Characteristics

The common denominator of the employers we interviewed was that in all
cases they were the immediate superior of the former mentee. They were
the ones that had hired them and knew them all well. There was a vast
difference in the employers themselves. One was a manager in a large
multi-national while another was a small business owner with several
employees. The sectors in which they were employed also varied greatly:
education, logistics and transportation, energy, the hospitality industry and
sports. Two out of the five employers were aware that their employee had
had a mentor.

Proficiencies
We asked the employers what the decisive factor was in the hiring of the
former mentee

“1't was revealed in her application
decisive factoim hiring her."- Director Educational Institution
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"lvan has empathy with others and can identify with everyone, even with the to
CEOs." Team Leader in a multinational

"She works in a structured manner and has a good attitude. You can always ct
onhrer, even if things 'a®Ovmerinthe aaterimg y s
business

In the above quotes there are features that reflect on the (professional)
proficiencies and skills discussed in previous sections. Primarily it concerns
networking skills. In section 3.3 networking skills strongly emerged as a
proficiency that received abundant attention during the mentoring
relationship and is also important in the current function of many working
former mentees. Secondly, it concerns the ability to work with others on
their level. This is consistent with the potential to be able to adjust and
empathize with others; once again proficiencies that apparently were
important for the development of young people during their mentoring.
Finally it concerns attitudinal aspects; such as their perseverance and being
able to rely on this person. This corresponds neatly with resilience and the
ability to deal with setbacks, skills that were mentioned in section 3.3 and
proficiencies that received attention during the mentoring and are
important for their current function.

Of course it cannot be established that the reason these former mentees
were hired was because of the proficiencies developed during mentoring.
Nevertheless, it is noteworthy that three employers name core
competencies of their employees that strongly correspond to the skills that
have received attention during that time.

The Impression of Mentoring

The impression mentoring has amongst employers is predominantly
positive and they recognize its value. A business person in the sport world
relates the following:

"I think that young people who have had a mentor have more drive. They are
consciously advancing their careers. They know what they want and have mor
perseverance. They foster the feeling that ithay to have ambitions and attain
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the goals you set.

However, there are differences in the level of importance they attach to it
for their own organization. An entrepreneur in the hospitality industry
appreciates the value of mentoring and indicates that the mentor of his
employee has been of value to their work, but believes mentoring must be
an initiative of the employee. None the less, a team leaderin a
multinational states that mentoring is stimulated in their organization and
that it is also encouraged among employees to participate:

"We feel it is important to invest in mentoring: internally we coach our own
employees and utilize their strengths. Additionally, in the context of social
sustainability, our organization engages in external mentopragrams.”

As evidenced in these interviews mentoring approximates to what
companies believe is important in their employees skill sets and thus
confirms the findings related in previous sections. We have to reiterate that
there were an insufficient number of interviews to draw any firm
conclusions.

3.8. Gonclusion

What have the benefits been for the former mentees of MentorProgramma
Friesland? Based on the above results amongst former mentees and their
employers several conclusions can be made. Firstly, mentoring increases
self-awareness and self-confidence in the youth. Young people are more in
touch with who they are and what they stand for and this contributes in a
concrete manner to how they communicate to the outside world what their
qualities and strengths are.

Additionally, mentoring offers an ideal manner to have ‘dry run’ practices
on their (future career) and the skills that will be relevant later in life.
Learning to articulate their qualities with a mentor prepared numerous
students to engage while networking and prepared them for job interviews.
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This increased their chances of finding employment appropriate to them.
Furthermore, competencies were worked on that may be important in
future functions and mentoring also offered the youth an opportunity to
expand their personal sphere of influence by offering direct access to the
professional network of the mentor. Mentees accompanied their mentors
to networking events as well as to the mentors own organization where
they were encouraged to introduce themselves to members of the
mentors’ network, thereby garnering contacts with the potential to aid
them in future careers.

In closing we have observed that the majority of former mentees did not
delineate mentoring to a trajectory of X number of months but integrated it
into their lives. Many mentees maintained contact with their mentors and
regularly met them where more often than not new issues were discussed.
Others took it a step further and sought out new role models in different
places and stages in their lives:

“What | have | earned from mentoring
your | ife that you can actively see
Sjiera

Returning to the question as to what extent mentoring contributes to the
successful employment of youth; former mentees indicate that mentoring
has helped them substantially in their professional careers by stimulating
them to seek higher education and by assisting them to orientate
themselves in the labour market. When hiring staff, employers look for the
same proficiencies that are also receiving attention during mentoring
(networking skills, positive attitude, perseverance and the ability to work
with others) and this suggests that mentoring offers the youth what is
required in practice by potential employers. The student flow rates from
vocational to higher education as well as the employment rates in this
sample underscore the finding that mentored adolescents have in general
built up a successful future.
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What does this require from the mentor? First of all it appears that the
length of the mentoring has an influence on the development of the
adolescent. Youths who have been mentored over a longer period indicate
that they have more self-confidence and have developed better cognitive
and social skills. This does not mean that the mentoring should continue
infinitely. Former mentees who are still in touch with their mentors do not
do better than the group of mentees who no longer have contact.
Furthermore it appears that the singular most important skill that a mentor
may possesses is the ability to support a mentee in articulating their
qualities and stimulating them to convey these to others. This is a strong
contributor to the self-confidence of a mentee and their ability to connect
with other in both the work and private spheres.

It should be noted that this research is by nature largely retrospective,
which is to say that mentees in the present are indicating what benefits the
mentoring in the past has yielded. The risk exists that events of the past are
not always clear and reliable when related now. (Hassan, 2005) Strictly
speaking it would be preferable to follow mentees during their mentoring
and gather more reliable statements concerning their developments. (see
for example DuBois & Silverthorn, 2005; Vos, Pot & Dotinga, 2012). From a
practical viewpoint this was not possible during this research. Nevertheless
attempts were made to minimize these concerns by highlighting the former
mentees contributions out of a variety of perspectives and via diverse
methods. In the next chapter the mentors perspective will be appended.
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The benefits of mentoring for the mentor is the central concern in this
chapter as is the role that mentors can play in the connection between
mentoring and business. Before we touch on that we will discuss the
characteristics of the mentors who have participated in this research and
their experiences with mentoring in regards to the development of the
youths they mentored. This will further denote the results in Chapter 3.
Subsequently we will look into any potential learning experiences the
program may have yielded for the mentor. Finally we will reflect on the role
mentors have on the creation of support for mentoring in their work
environment.

4.1.The Characteristic of Mentors

The significance of mentoring for mentors is easier to grasp when we
consider the characteristics of (former) mentors. Chart 4.1 gives a brief
summary of a number of the characteristics of the 70 investigated (former)
mentors.

Chart4.1 The Characteristics of (former) Mentors

Gender 39% male
61% female
Age Average: 50.7 years
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Youngest: 24 years
Oldest: 75 years

Level of Education VET: 3.1%
University of applied sciences: 54.7%
University: 39.1%
Other: 3.2%

Ethnicity Dutch : 93.9%
Foreign: 6.1%
Current Situation Employed: 63.6%

Self Employed: 15.2%
Attending School: 7.6%
Retired: 9.1%

Other: 4.5%

Number of mentees 1:37.5%
2:24.2%
3:6.1%
4:12.1%
5 or more : 10.5%

Consistent with previous research on the profiles of mentors, the mentors
within MentorProgramma Friesland are in general predominantly female,
well educated, employed and middle-aged. Logically, the average age in
this sample is higher because it concerns mentoring relationships which
have terminated a number of years ago. It is also worth noting that a large
proportion of the surveyed mentors have supported more than one
mentee.

4.2. Resulits of Mentoring

We also examined the extent to which the mentors feel their mentees have
developed during mentoring. We have therefore used the same indicators
as those utilized in Chapter 3: psychological results (self-confidence), skills
(cognitive and social), and network development (social and professional).
All of these results were calibrated on a 5-point scale (1 = strongly disagree,
5 = strongly agree)
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Graph 4.1 The Results of Mentoring for Mentees According to Mentors
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In keeping with the results from Chapter 3, Graph 4.1 indicates that
mentors are unanimously of the opinion that their mentoring has
contributed to the improvement of the self-confidence, the skills and the
professional networks of their mentees. Only the development of the
mentees social network lags compared to the other outcomes. The mentors
illuminate the above with excerpts from the following interviews:

“When talking about my mentee | fin
development. She reflects. She picks up on the things | point out and carries tt
out. She has the nerve to just try and dand | think that is great. | was away for
month and many decisive events occurred. At that moment she could not rely
me. She made a number of decisions and carried thenBefdre, she might have
waited til | -Bdstagmad returned.”

“ 1 wa s olvectim her schaoling and the process of achieving her diploma.
selfconfidence has increased. She began believing in herself and daring to do
I noticed this when she realized that she was not happy where she was and th
took stepso bring aba t ¢ h-Manieke ”

“1 think it is important for mentee
into the world of directors and board members. Learn to lay contacts where on
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normally does not godfiaand do that o

It is noteworthy that across the board, mentors are more optimistic about
the benefits of mentoring for the mentee as compared to the former
mentees themselves (see Figure 3.1). However, it must be taken into
account that mentors use the end of the mentoring relationship as a
reference point to assess these outcomes. Mentees on the other hand
judge the benefits for themselves in relation to their current (professional)
life and thus view things from a more long-term perspective. The views of
the mentors should therefore be interpreted with caution as they have
limited value when it comes to understanding the long-term benefits.

The above findings are consistent with previous research into mentoring.
(see for example Rhodes, 2005; Vos, Pot & Dotinga, 2012). In this current
study we were specifically interested in the participation of former mentees
in the work force and what mentoring contributed to the successful
participation of the youths in society. In Chapter 3 it was evident that
adolescents gained self-confidence and skills from their mentoring that
assisted them in furthering their education and/or their professional
careers. Conversations with the mentors offered further insights. What
explicitly came to the forefront is the belief that the mentor relationship
should not be instigated by the disadvantaged position of a young person,
but rather by centralizing the strengths and uniqueness of this person. It is
the willingness to gain self-knowledge that is enriching and offers mentees
opportunities to give themselves a head start as compared to their peers.

“What makes mentoring so uniqgue is
occupied by other interests. They are learning, but continue to be occupied wit
other things. These kids chose to work on themselves. They ledealtwith
setbacks and choose to see the positive. A piece of paper (diploma) is of cours
important, but the fact that they are working on themselves determines if they \
be successfAyd in society.”

“1 wanted to get a clitiesavhatthey wese caphble mfy
and where their strengths lay. This way they could apply that to the company
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wher e t hey wouGig start wor k.

“What | have seen in the mentees |
the will to develop, but espidly this: the will to learn. This is what they have to
offer employers and thisiswhata k e s t h e nBastiaan que . ”

“What | personally found really nic
survival instinct; their sense of purpose, theitgmial to develop and the ability to
adapt. This makes them unique and promising in the labour market along with
drive, their background and their determination to show up and go for it. They i
managed to earn a diploma in a foreign country andinf or ei gn | a1
Marieke

4.3. Motives for Mentoring

Mentors have disparate reasons for mentoring. Previous research has
illustrated that these motives affect the quality of the mentoring
relationship. (Vos, Pot & Dotinga, 2012) The classification of Meeuws (2006)
provides a relevant framework in identifying these motives. Within this
framework, volunteerism can be placed on two dimensions (profit motive
vs. enrichment experience and professionalism vs. hobby), which may be
combined to summarize four specific motives, i.e. fun, benefits, duty and
virtue. With fun we can combine profit motive with hobby. It is primarily
useful to the volunteer: it’s good for their resume, it unites self
development with a sensible leisure activity or it’s just nice to do. With
benefits profit motive and professionalism are central. Practical problems
are effectively and efficiently addressed. Duty involves social responsibility
where enrichment experience and professionalism are combined.
Volunteering is something that has to be done. Good citizenship has both
rights and duties, and the good of all is at stake here. Finally virtue does not
arise out of a sense of duty. It is about self sacrifice, where volunteering is
not beneficial, efficient or effective, never mind being nice for the
volunteer. It is virtuous work for all involved. The mentors results were
calibrated on a 5-point scale (1 = strongly disagree, 5 = strongly agree) to
assess how high they score on these motives.
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Graph 4.2 Motives for Mentoring
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Graph 4.2 reveals that mentors are primarily motivated to become mentors
because they find it beneficial and it is also perceived as a virtue to
volunteer. They score significantly lower on mentoring from a sense of duty
or pure self-interest. These results are generally consistent with previous
research on the motives of mentoring, where doing good to one another is
the dominant motive rather than personal profit. (see Vos, Pot & Dotinga,
2012).

Motives Relative to the Beneflts for Mentees

In the previous paragraph a number of motives are illustrated. These we
subsequently linked to the benefits that mentees perceived in order to
determine if the motives of the mentor had an influence on the benefits for
the mentees. Chart 4.2 seems to affirm that all motives contribute
substantially and the first impression is that there is a limited distinction in
how the diverse motives influence the benefits of mentoring.
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Chart 4.2 Relationship Between the Motives of the Mentors and the Benefits to
Mentees

Self Cognitive Social Skills  Profes- Social
Confidence  skills sional netwerk
netwerk
Benefits ++ ++ ++ + +
Fun ++ ++
Duty ++
Virtue ++ ++ ++ +

+ relatively strong relationship
++ strong relationship

Upon further observation however we note a number of differences. First,
it appears that the two dominant motives cited by the mentors -benefits
and virtue- are on numerous levels related to the development of the
mentee as compared to the remaining two motives: mentors that score
high qua motives also experience stronger positive benefits with their
mentees. When we specifically view the other two motives -mentoring out
of a sense of duty and for fun- we observe that mentors who give
paramount importance to a sense of duty also attribute the results of
mentoring instrumentally to the cognitive level. That chiefly concerns
taking responsibility for your future by establishing goals, good planning
and focusing on the skills to compose an appropriate letter of application.
Mentors that cite fun as motive often see improvements in self-confidence
and social skills.

In conclusion, these results suggest that all motives contribute positively to
the mentees development. In this sense it does not advocate the selection
of mentors based on their motives. This also conforms to the vision of
MentorProgramma Friesland in that there are a variety of mentors needed
to link up with the diversity of mentees. Inversely, there are subtle
differences between the motives which may be relevant when looking at
specific needs of the mentee, for example, an educational goal on a
cognitive/instrumental level as opposed to a goal on the (psycho) social
level. This does provide a reference point to optimally match adolescents to
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their mentors.

Personal Benefits

In the previous paragraph it was noted that mentors are primarily
motivated because they recognize the benefits it has for the youth. This
doesn’t mean there are no benefits for the mentor.

In recent years, more attention has been paid to reciprocity in mentoring
relationships. Mentees not only learn from the mentor, but potentially may
stimulate the mentors into reflection, acquaint them with ancillary
perspectives that may be confrontational and enriching for them (see e.g.
Ragins & Scandura, 1999; Philip & Hendry, 2000). Recent research has
shown that mentoring relationships characterized by reciprocity achieve
better results (Vos, Pot en Dotinga, 2012; Wever, Van der Zee en Vos,
2010). How do mentors from the MentorProgramma Friesland view their
own learning benefits? More than 53% of the mentors have indicated they
have learned from their mentee. What exactly they have learned is further
broken down in Graph 4.3.

Graph 4.3 Personal Benefits for Mentors (in percentages)
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We have observed that mentors have not undergone any radical changes in
their lives, albeit they have indicated an increase in self-awareness and
tolerance towards others of a different persuasion. The interviews with the
mentors also revealed what exactly tolerance for differences really meant.
Mentors pointedly mentioned an enrichment of their perspectives
concerning the experiences of adolescents and subtle nuances’ of their own
(personal) biases:

“They say that ol der people are wis
think young people are greatow they develop. How they do things. | recognize
myself in them some times. | am a little more conscious of the position some y
people are in, especially those of foreign extraction. | never stopped to conside
how vulnerable they are, or how muchwve t h e yMarieke v e . ”

"In the media, the image of young people is not always positive. Sometimes | <
young people hanging out around the grocery store and then | think to myself;
they really the ones that will soon have to pay my for my pensiontsTia going
to work! But being in touch with the youth also shown me another side, the pas
that they have and that gives me a good feelin@astian.

Although self-knowledge was seen, to a lesser extent, as a potential
learning benefit for mentors we have made a noteworthy discovery in this
context: some mentors indicated unequivocally that they began to view
their role as a mentor critically and sought to place it in a realistic
perspective.

"l have come to realize that you should not overestintaéeementoring role. The
mentee is the one who will ultimately have to make it happeRroukje

“Wh at one should watch out for i s t
status"—Wiebe

The above quotes suggest that mentors should not become an extension of
their mentee by extensively ‘pampering’ them. Mentors are able to
implement a support structure for the (professional) development of young
people, provide practical tools to assist them in continuing their education
and finding employment but ultimately it depends on the adolescent
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themselves in how they utilise these accoutrements. Understanding the
limits of your role as a mentor is an important aspect in this.

"You have to realize that, as a mentor, giving access to your professional netw
does not automatically mean that the young person is capable of establishing t
own network"— Freek

Benefits in the Professional Domain.

In addition to the more general personal benefits, we have specifically
asked mentors to what extent mentoring has enriched the work they do.
We put this query to the mentors who are currently employed or self
employed (n = 59).

Graph 4.4 Benefits of Mentoring for Mentors in the Professional Domain (in
percentages)
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In Graph 4.4 we note that half of the mentors have indicated that
mentoring has enhanced their work and again almost half claim that they
have improved at their job as a result of mentoring. It should be noted that
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a number of mentors work in a sector whose activities are a direct
extension of mentoring (eg coaching), but even after disregarding these
mentors, the percentages are still high: respectively 45% and 39% of these
mentors reveal that mentoring has enhanced and improved their work. The
following quote illustrates how a mentor entwined in her daily work is
affected:

“As a result of coaching a young pe
w o r -Bandra

In conclusion, these findings reveal that mentoring is not only beneficial for
mentees and mentors, but also for the organizations they work for in that it
enhances the skills of their employees. In the next section we will discuss
how mentors may garner support within their own organizations
concerning the importance of mentoring.

4.4.Disseminating Mentering

In Chapter 3 and in the previous sections of this chapter, it has clearly been
demonstrated that mentors have an important function in the
development of young people. In this research we also wanted to
determine to what extent mentoring can be embedded in the region,
particularly in the business world. We examined to what degree mentors
have become ambassadors in their own environment, both by
communicating to others concerning their own mentoring, and by
recruiting others into mentoring. We have drawn a comparison between
the private and the work domains.

In Graph 4.5 it can be determined that half of the mentors discusses
mentoring with those within their private circle. In addition, more than a
third have encouraged others to mentor and more than a quarter of the
mentors have even managed to convince others to mentor. If we look at
how mentors do in the organizations where they work, the percentages are
slightly lower but follow the same pattern: 42% discuss it with colleagues,
30% encouraged colleagues to try it and 18% have convinced colleagues to
mentor (see Graph 4.6).
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Graph 4.5 Dissemination of mentoring in private life (family and friends) in
percentages

talk about mentoring
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others convinced mentor

80

Graph 4.6 Dissemination of mentoring in professional life (to colleagues within
the organization) in percentages

talk about mentoring

others urged to mentor Eno
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others convinced mentor
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Although mentoring is predominantly shared in the private domain,
mentoring experiences are still shared by many within their own work
context and nearly 1 in 5 mentors were able to convince a colleague into
becoming a mentor. A number of mentors mentioned that, within the
context of sustainable entrepreneurship, mentoring should not be limited
to an individual concern, but that it is important to see it as a collective
concern in which the business world as a whole also has a social
responsibility. A company director says the following about it:

"Many organizations talk about encouraging sustainable entrepreneurship. Thi
should not become an empty phrase: if you say, as a company, "yes | want to
socially responsible," thisswhtlitmya |
associates, my networrivate and commercialabout the mentor program. This
is my way of encouraging sustainable entrepreneurship and getting people
enthusiastic for this great initiative."Bastiaan

The question then is to what extent is mentoring borne by the
organizations where mentors work. Graph 4.7 shows that 19% of the
mentors indicated that their organizations, in one way or another are
prepared to contribute collectively to mentoring.

Graph 4.7 Willingness of the mentors’ organization to contribute to mentoring (in
percentages)

organization wants to contribute to Hdisagree
mentoring M neutral
B agree
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This may be interpreted in a number of ways. Employees are encouraged by
the organization to become a mentor; employees receive time and space
during working hours to mentor; or employees are provided opportunities
by their organization to have their mentees participate within the
organization, as the following interview excerpt shows:

"In my organization it was possible to have my mentee along for a day. She wz
to know what the difference was beeen an executive secretary and a departme
secretary. If she saw for herself, felt and experienced the difference then she v
know what it's really about. | can explain it to her, but it will remain theory. So v
is needed is to give people a helpimand— make it practice and in this way an
employer can play an important role in showing how it really werkfiristel

4.3. Conclusion

What has mentoring yielded for mentors and what role can mentors play in
the connection between mentoring and business? Based on the above
results some conclusions may be drawn. Firstly, the perspectives of the
mentors support the findings in Chapter 3 in which the value of mentoring
for young people was apparent on several levels: it increased their self-
confidence, improved their skills and their ability to pursue the goals in life
suitable to them. What comes explicitly to the forefront is that the mentor
relationship should not be motivated by the disadvantaged position of a
young person, but rather by centralizing the strengths and uniqueness of
this person. What mentors primarily saw was the tenacity and willingness
of these young people work on themselves, and thereby at a relatively
young age learn to reflect on who they were, where they stood in life and
where their ambitions lay. It is exactly this self-knowledge and life
experience that offers mentees opportunities to give themselves a head
start as compared to their peers. The role of the mentor in achieving this
self-understanding is regarded as very important, but many were aware of
the limitations of their mentor support. Ultimately it is the mentee who
must realize his or her goals.

For mentors in the MentorProgramma Friesland mentoring proved to be
beneficial. In line with previous research mentors profited primarily in the
enrichment of their own milieu by being in contact with youth out of a
different social background. The added value of this research is in the data
that reveals that mentoring also contributes to the professional
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development of the mentors. Many mentors indicated that mentoring had
given their current profession an added depth, even if the work they did
was not directly related to the theme or target group they were mentoring.
This indicates that mentoring with MentorProgramma Friesland goes
further than social involvement or merely passing time. Mentoring also
contributes to the improvement in the occupational skills of the mentor; a
bonus for the organization where the mentor works. Moreover, mentors
have an important ambassadorial function in order to garner further
support for mentoring in the business world. One out of every five working
mentors is capable of convincing one or more colleagues to become
mentors. Additionally one in five mentors has indicated that their
organization is willing to contribute to mentoring as a social responsibility.
These are not shockingly high numbers, but they do illustrate that the
influence of mentoring reaches farther than the immediate stakeholders.
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CONCLUSION AND RECOMMENDATIONS

In recent years, mentoring has shifted from being a promising tool to an
emphatically established tool used in the instillation of self-confidence in
young people and to support the development of skills that they will be
able to utilize in the future. (Rhodes, 2002, 2005; Vos, Pot & Dotinga, 2012)
While the short term effects of mentoring have been investigated
thoroughly, very little is known of the long term benefits that the
mentoring of young students will have after their mentoring relationship
has ended or the effects it has had on their (subsequent) studies and their
success in the labour market. In an effort to supplement the development
of the methodology of MentorProgramma Friesland, research was carried
out to gain a better insight to the effects of mentoring in the long term, as
well as charting the active factors in the strong connection to the business
world. Coupling this to the vision and focus of Mentorprogramma Friesland
we have restricted this research to four objectives:

1. Gain insight into the long term yields that MentorProgramma Friesland
has provided for young students, particularly with regard to their skill
development and employment. (Benefits for Former Mentees)

2. Gain insight into the diversity of skills and talents of young students

utilized by (future) employers. (Benefits for Employers)
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3. Gain insight into the results that MentorProgramma Friesland has yielded
for the mentor and what roles mentors can play to increase support for
mentoring within the business world. (Benefits for Mentors)

4. Gain insight into how the continued development of the methodology of
MentorProgrammma Friesland may augment these benefits.

Research results have indicated that in the long term, mentoring has made
a valuable contribution to the development of self-confidence and specific
skills that young students need to continue into higher levels of education
and eventual transfer into the labour market. The connection to the
business world is further enhanced by requiring the specific skills necessary
in a particular field to be focused on during the mentoring relationship.
Mentors also fulfil an important ambassadorial function by being able to
strengthen this connection. In order to sustain these effects,
MentorProgramma Friesland requires a steady inflow of mentors who are
able to draw out the strengths in the students on the one hand, and have a
broad network in the business world on the other. In addition, attention
must be focused on retaining mentors and the continuous monitoring of
their quality

In the following paragraphs we will discuss extensively the main conclusions
per stakeholder. Subsequently we will connect these with a number of
concrete recommendations. It must be noted that these conclusions are
chiefly based on trends and generalities that arose from surveys and
interviews of former mentees, mentors and employers. It is necessary to
keep in mind that every mentor relationship is unique and has its own
individual character for that particular matchup. The interview excerpts
from previous chapters will reflect that. Recommendations based on
general impressions should always be placed in the context and dynamics
of a unique mentor relationship.
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9.1. Benefits for Former Mentees

What has mentoring yielded for the former mentees in MentorProgramma
Friesland? On the basis of research conducted among former mentees and
their mentors, a number of conclusions may be drawn. Firstly, a mentoring
relationship increases the self-confidence and insights of young people.
Adolescents are more aware of whom they are and what they stand for,
and this contributes to their ability to communicate their qualities and
strengths to the outside world. Additionally, a mentor relationship provides
them with the opportunity to practice their relevant (future professional)
skills in a safe context. It is exactly these insights and skills that prove to be
important for them setting the next professional step in their lives
(continued education or employment). Mentees learn to promote their
skills verbally and this in turn increases their confidence not only while
networking, but also by presenting themselves in a positive manner during
interviews with potential employers.

Secondly, it offers mentoring students the opportunity to expand their
social world by giving them direct access to the mentor’s professional
network. Mentees will accompany their mentor to network meetings, to
the mentors own place of employment or be introduced to a member of
the mentors own network for an interview. Consequently mentees come
into contact with people who will have a real impact on their future
careers. So, where mentoring began as a safe environment to work on self-
insight and skills with a mentor, (bonding social capital; Putnam, 2000) it
shifts into actually applying these insights into the mentors network and
into the network that the mentees have built up (bridging social capital;
Putnam, 2000). The result is that the mentees are now able to
independently create opportunities.

Thirdly, the adolescent is in a better position to solicit assistance from those
in his or her direct environment. To a certain extent this involves mentees
who remain in contact with their mentors (often less frequently). More
often than not, new issues are discussed. Yet other adolescents will take it a
step further and search out new role models to assist them in their
(professional) development. In short, a mentoring relationship not only
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helps young people to advance, but also stimulates them into taking the
initiative to search out others in their vicinity from which they may learn.

Returning to the main question, to what extent does mentoring contribute
to the development of professional skills in adolescents on the long term; it
may be concluded that mentoring has made major contributions to their
professional careers. Mentoring has increased self-confidence and skill sets
by stimulating them to finish their schooling, continue into higher forms of
education and assisting them to orientate themselves in the job market. It
has brought them into contact with relevant employers and increased their
ability to create a successful future. That mentoring is beneficial may also
be concluded from the high flow rate of mentees streaming through from
vocational to secondary education or higher and the fact that the
unemployment rate under former mentees is very low.

What is essential from the mentors? What comes explicitly to the forefront
is that the mentor relationship should not be motivated by the
disadvantaged position of an adolescent, but rather by centralizing the
strengths and uniqueness of this person. What mentors primarily noted
was the tenacity and willingness of these young people work on
themselves, and thereby at a relatively young age learn to reflect on who
they were, where they stood in life and where their ambitions lay. It is
exactly this self-knowledge and life experience that offers mentees
opportunities to give themselves a head start as compared to their peers.

Furthermore it appears that the duration of the mentoring relationship has
an impact on the development of young people. The longer they are linked
up the more self-confidence they report and the more cognitive and social
skills they have developed. This does not mean that the mentor
relationship should go on ad infinitum. Former mentees still in contact with
their mentors do not do better per se than the group of former mentees
that do not. Results indicate that the most important quality a mentor
should have is the ability to support and articulate the talents of the
adolescent and to encourage them in communicating these assets to
others. This contributes greatly to their self-confidence and their ability to
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connect to others in both work and private contexts.

It has been more difficult to deduce the effects of mentoring for employers
than for former mentees in this research. The amount of information
collected from employers has been limited. Based on the results of this
research however, there is something that can be noted on the value
mentoring has for employers. When hiring new personnel, employers are
looking for certain qualities. A number of qualities mentioned by employers
are the very skills that receive attention in a mentoring relationship. It
primarily involved networking skills, positive attitude (trustworthiness,
perseverance) and the ability to collaborate and “level up” with others.

The reason this equates so well lies in the fact that the majority of mentors
that are matched up to students are active in the business world and as a
result understand what is actually required on the work floor. They will
actively work with the students by making introductions within their own
network and teach them to use their own initiative to make contacts. In
addition they encourage young people to define their goals and take the
required steps to achieve them. They are taught that this will not always be
easy, that set backs are to be expected and that adaptability and resilience
are a must. In conclusion, they learn not only to self-reflect, but also to
involve others in the goals they wish to achieve. It is about the ability to
work together in order to get things done. In short, young people who have
had a mentor, develop qualities that employers require and that makes
mentoring valuable to the business world.
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Although mentoring is primarily intended to assist adolescents in
discovering their strengths, it appears that a mentoring relationship is
reciprocal and also pays dividends to the mentor. In line with previous
research mentors profited primarily in the enrichment of their own milieu
by being in contact with adolescents from a different social background (for
example Van ‘t Hoog et al. 2011). The added value of this research is in the
data that reveals that mentoring also contributes to the professional
development of the mentors. Many mentors indicated that mentoring had
given their current profession an added depth, even if the work they did
was not directly related to the theme or target group they were mentoring.
This indicates that mentoring with MentorProgramma Friesland goes
further than social involvement or merely passing time. Mentoring also
contributes to the improvement in the occupational skills of the mentor; a
bonus for the organization where the mentor works.

Moreover, mentors have an important ambassadorial function in order to
garner further support for mentoring in the business world. One out of
every five working mentors is capable of convincing one or more colleagues
to become mentors. Additionally one in five mentors has indicated that
their organization is willing to contribute to mentoring as a social
responsibility. These are not shockingly high numbers, but they do illustrate
that the influence of mentoring reaches farther than the immediate
stakeholders.

In short, mentors strengthen the connection to the business world in three
ways; firstly, by equipping adolescents to find their way into paid
employment in a focused and practical manner. Secondly, by mentors
honing their mentoring skills and then applying those skills in their current
place of employment and thereby increase their own functionality. Finally,
by introducing mentoring into their immediate work environment, mentors
will create broader support for mentoring methodology. Some
organizations have chosen to shift mentoring towards a more collective
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responsibility and that meshes well with the increasing focus on corporate
social responsibility.

9.4. Recommendations for the Continuing Development of the Methodelogy

How can the continuing development of the mentor methodology of the
MentorProgramma Friesland optimize the long term positive effects and
strengthen contact with the business world? From the above conclusions it
can be demonstrated that mentoring stimulates the students into
completing their current studies and/or progressing into continuing
education and ultimately into employment. Mentors are pivotal in the
success of MentorProgramma Friesland: not only by supporting young
people and giving them the tools to a more successful future, but also
optimizes their connection with the business world. The recommendations
based on this research are focused in particular on the profile of the
mentors who can serve as advisors in the selection of new mentors. In
addition recommendations are offered that address how the mentoring
programme can ensure a fertile environment for the mentors; not merely
setting up an attractive programme that mentors will commit to, but also to
promote programme quality by supporting the (continued)
professionalization of mentors.

Mentor Profile

On the basis of this research, a general profile may be sketched of the
mentors who are able to successfully support a student into their
subsequent education and/or employment. The underlying motive that
prompts a person to be a mentor appears to play no significant role. This
suggests there is no need to select mentors willing to assist young people
based on any particular motive. This corresponds well with
MentorProgramma Friesland’s vision and policy of attracting a variety of
mentors that fits with the diversity of mentees.
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There are a number of features and characteristics that should be pointed
out that are important to the MentoringProgramma, in particular for the
long term. The first one concerns mentors that have access to a large
professional network, primarily a network that accommodates the
prospects and opportunities of the students. However, a broad network on
its own is not enough. Mentors may introduce students into their own
personal network, but eventually these students are going to have to stand
on their own two feet and do it on their own. Therefore it is essential to
attract mentors who are capable of stimulating students to discover their
own talents, teach them to articulate these strengths and then present
themselves in a professional manner.

Finally, it concerns mentors that are capable of finding a balance between
the commitment to the mentoring relationship on the one hand and daring
to let their student go by opening the door to independence and self-
determination on the other. The length of the mentoring relationship is
strongly related to a positive outcome. Students benefit from the fact that
mentors do not view the mentoring relationship an as a defined trajectory
of X number of meetings. On the other hand, the student must not become
an extension of the mentor and learn to operate independently. Being able
to critically reflect on ones role and knowing ones limitations is a key
aptitude for mentors. In short, it is recommended that mentor programmes
adopt these features and attributes as criteria when soliciting mentors.

Preservation and Promotion of Quality

In addition to the inflow of suitable mentors, it is important to continue
investing in the preservation and promotion of quality in the mentors
themselves. Seeing how a large number of mentors have supervised more
than one student, it appears their commitment to the mentoring program
is strong. This retention of mentors is further reinforced by allowing former
mentees to become mentors. The main advantage being that, relying on
their own experiences, the former mentees know exactly what issues
concern the students.

In order to make recommendations to optimize quality promotion, we have

summarized the needs of the mentors in the area of support from the
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MentoringProgramma. This illuminates not only the strengths of the
MentoringProgramma, but also the areas that require improvement. Based
on surveys and interviews, we can categorize five essential needs of the
mentors:

1. A clear vision of the core principles the MentoringProgramma is based
on. (What is the target we are aiming at?)

2. Flexibility and autonomy: having the freedom (along with the student) to
give substance to the mentoring relationship, in terms of frequency,
duration and manner of support. (How and what are we going to use to hit
that target.)

3. Maintain oversight: oversee and monitor the matchup. Not to exercise
control, but to keep an eye on how this mentor relationship develops.

4. Exchange and sharing:

- Knowledge and research

- Successfully practiced methodology

- Personal stories.

5. Follow-up: be kept acquainted with the continuing development of the
mentee after the termination of the mentor relationship.

The first two points may be construed as being major strengths in the
MentorProgramma. Mentors find it important that there is a basic vision to
mentoring, but they also need the freedom within that visionary framework
to give their own interpretation to the type of support and guidance they
lend to their mentee. Mentors have expressed the following in strong
terms: the MentorProgramma knows where it stands and communicates
their vision clearly to the outside world. At the same time it recognises the
singularity of mentors and their students and that this also requires a
unique and individual approach.

In particular in the last three points, mentors see opportunities for
improvement. The focus on a unique approach for each mentor
relationship does not mean the organization should relinquish complete
responsibility to the mentors. It is important to (continue to) monitor the
match-up in the interim and stay informed of the progress. Currently is has
been noted that occasionally the MentorProgramma has limited itself to
only the intake and cessation of a mentor relationship. In addition mentors
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need to be better informed about developments in the field of mentoring.
On the one hand this relates to expertise and research that may be
distributed in a variety of ways: information via periodical publications (for
example newsletters) or information via interactive themed meetings
(example theme “The Students World”). On the other hand there is a need
amongst the mentors for an exchange of personal experiences and to
compare ‘best practices’ in order to critique their own methods and learn
how other mentors give substance to their meetings. This is currently done
on an informal basis, but there is an aspiration amongst mentors that the
organization gives this a more structural basis. Finally mentors also have a
desire to receive updates on the wellbeing of their former mentees. In the
context of the need for an increase in monitoring of a match-up, the
mentors see an important role for the MentoringProgramma. Logically, the
expressed desire for updates comes from mentors who have lost contact
with their mentee.

Based on requirements described above, it should be recommended that
MentorProgramma Friesland adopts a stronger stance by structurally
providing mentors with more relevant knowledge and information on best
practice methods. In addition, the quality of mentoring may be further
improved by organizing ‘exchange meetings’ in order to stimulate
reciprocal learning. In this manner mentors learn from each other and are
able to utilize their shared experiences to elevate their mentor relationship
to a higher level of quality. Incidentally, this isn’t a ‘one-size-fits-all’
approach as not all mentors need this exchange.

“What | have seen in the mentees |
the will to develop but especially this: the will to leafhis is what they have to
of fer employers and t hiBastdaa what ma

Finally, it is important to invest additional effort into interim monitoring
and follow up. This not only reinforces the perception that
MentorProgramma is involved, but also provides a clearer picture of the
benefits yielded by the various mentor relationships. The
MentorProgramma could for example set up an alumni network, where
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mentors and former mentees would be admitted after their mentor
relationship has ended. An important consequence is that mentors who
feel satisfied and taken seriously by MentorProgramma will also make this
known to those in their environment. In this respect, mentors have an
important ambassadorial role for mentoring to the outside world.

Earlier research has shown that positive stories concerning mentoring were
primarily shared in one’s own private network. (Vos, Pot & Dotinga, 2012)
but the mentors connected to MentorProgramma Friesland brought their
stories to the organizations where they worked. In this sense, investing in
business mentors has paid off royal dividends: it has helped young people
to gain access to the work force and it has created extensive support for
mentoring in our society.
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APPENDIX 1
DESCRIPTION of SAMPLING

This study was conducted among 81 mentees, 70 mentors and 5 employers.

MentorProgramma Friesland maintains a database of the match-ups have
been made in the past 16 years. It involves a total of 2196 match-ups, the
majority of which have been in the student mentoring program. These were
filtered out because they were senior students who supported a junior
student for college credits and were a different target group than the
match-ups in the current research. Out of the remaining candidates a
selection was made out of those with up-to-date contact information. In
total there are 125 mentees and 113 mentors who have been approached
to fill in a questionnaire. Ultimately, 81 mentees and 70 mentors completed
the questionnaire and returned it. Of these, 16 mentees and 20 mentors
were approached at random for an in-depth interview.

The 5 employers who were interviewed were accessed via the 16 mentees.
This number is lower because not all employers were prepared to grant
their cooperation.
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APPENDIX 2
ACCOUNTABILITY TABLES for GHAPTER 3

Data Graph 3.1 Averages and standard deviations of the results of mentoring.

Average Standard Deviation
Self-confidence 3.54° 77
Cognitive Skills 3.52° 77
Professional network 3.43° .96
Social Skills 3.32° .76
Social network 3.21° .84

Note: The Averages with disparate superscripts differ significantly from each other. (p <.05)
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Data Chart 3.2 Congruence between the competencies developed during
mentoring and skills that they use in their current work, expressed in correlations.

correlation
Result Oriented Work
Decision making 46
Management .19
Coaching A1
Support and Collaboration
Attention and empathy 517
Cooperation and consultancy 27"
Ethics and integrity -.06
Interaction, Influence, Presentation
Persuasion and influence 48"
Presentation 31
Analysis and Interpretation
Formulation en reporting 50
Analysing 25"
Creating and Learning
Research .23
Learning .18
Organisation and Implementation
Planning 37"
Oriented towards ‘Customer’ needs .15
Quality .16
Rules/framework oriented .10
Adaptability and Coping
Dealing with change .02
Coping with setbacks 27
+p<.10
*p<.05
**p<.01
*%% 5 < 001
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Data Chart 3.3 Partial correlations between mentor quality and results former

mentees.

Self- Social skills
confidence

Support in .02 11
Educat-

ional

Objective

Help with .09 13
talent

developme
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Help 28 .09
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Connecting .11 .09
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*p<.05

* %k p< .01

*¥% < 001

Cognitive
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Data Graph 3.2 Differences (expressed as means and standard deviations)
between former mentees who have or have no contact with their mentors in
relation to self-confidence, skills and networking.

Have contact

Self-confidence 3.93 (.62)
Cognitive skills 3.96 (.60)
Professional network 3.89 (.77)
Social skills 4.23 (.58)
Social network 4.17 (.66)
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No contact
3.99 (.64)
3.95 (.54)
3.89 (.72)
4.26 (.50)
4.15 (.57)



APPENDIX 3
ACCOUNTABILITY TABLES for GHAPTER 4

Data Graph 4.1 Averages and standard deviations of the results of mentoring
according to mentors.

Average Standard Deviation
Self-confidence 4.07° .53
Cognitive Skills 4.04° .67
Professional network 3.96° .57
Social Skills 3.86" 63
Social network 3.59° 73

Note: The Averages with disparate superscripts differ significantly from each other. (p <.05)

Data Graph 4.2 Averages and standard deviations on the motives to become
mentor.

Average Standard Deviation
Benefits 4.21° .52
Virtue 4.08° 55
Duty 3.58° 77
Fun 3.55° .79

Note: The Averages with disparate superscripts differ significantly from each other. (p <.05)

Data Chart 4.2 Partial correlations between mentors motives and results of
former mentees

Self- Cognitive Social skills  Profession  Social
confidence  skills al network  network
Benefits 27 27 24 20" 34
Fun 10 01 22 .02 21
Duty -11 21 .08 .06 .02
Virtue 34 18" 26" .02 25
+p<.10
*p<.05
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