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In present times, mentorship plays an essential role in the development of organizations as well as individuals. The popularity of programs that focus on mentorship among adults has grown. Little information has been availed on what constitutes successful mentorship relationship. This paper makes use of theories as review frameworks to analyze the different definitions of the term mentorship. It further analyses the role that a good mentor is expected to play, the types of mentors, characteristics, qualities, and how mentors are recruited. The last portion of this paper argues the principles that guide adult learning, steps needed to implement adult mentoring, and benefits of mentoring adults. This information will be instrumental in the designing of mentorship programs for young adults.
Defining Mentorship


There has been much debate as to where the term mentorship was first derived or coined. However, Simari and Nishimura (2010) believe that the term mentorship originated from Greek mythology. The Odyssey, a poem written by Homer, highlights a tale of how the King of Ithaca entrusted his son Ulysses to a man named Mentor (Freedman, 2009). According to scholars such as Murray (2001), Mentor did not replace the role of the father to Ulysses, but rather became responsible for teaching, counseling, and guiding him. The story of Ulysses is an indication that mentorship can be dated back to thousands of years; however, there is still no definite historical definition of the term “mentorship”. 

Today, the term mentorship is defined in many ways by different scholars. For instance, according to Fuller, Feitchl, and Droege (2008), mentorship is a "symbiotic relationship between the mentor and the protégé "(p, 72).  From that perspective, mentorship is a relationship between two people with mutual benefits. Ploeg, Witt, Hutchison, and Hayward (2008) describe mentorship as a process in which someone who is more experienced provides support, guidance, criticism, and personal accountability to someone with less experience. Barak and Hasin (2010) defined the term mentorship as a process where an expert in a certain field teaches someone with less experience. Freedman (2009) defined mentorship similar to other researchers; however, he applied it in a context of an organization. Mentorship, according to Freedman (2009), is successfully training new leaders for the purpose of existing and future workforce needs. All these authors essentially describe mentorship as the process where the expert teaches someone how to acquire new skills. Mentorship within an organization may encompass career guidance and teaching the mentee on how to think in accordance with the organizational goals and objectives. Holmes, Hodgson, Simari, and Nishimura (2010) believe that mentorship is a process that involves the transfer of knowledge, skill, and behavior. The purpose of this transmission of information is to help teach and mold the mentee into the desired individual for success.  
The term mentorship has multiple definitions. However, it is easy to understand that mentorship occurs when the mentor helps the mentee to think (Pask & Joy, 2008). Mentoring helps create a culture of learning and career development. Therefore, the goal of mentoring is to provide the mentee with adequate guidance, so that they can develop the necessary skills to be able to function within the work environment (Myall, Levette-Jones & Lathan, 2008).

The Role of a Good Mentor


A good mentor should be selfless and always aim to put the needs of their mentee above their own (Pomeroy & Steiker, 2011). Although the mentor may be unable to control the work of the mentee, the mentor should possess certain qualities in order to influence the mentee to become more effective.  The main function of a mentor should be is to offer support professionally, personally, and psychologically. The role of a mentor can include: coaching, leading, teaching, advising, counseling, inspiring, and motivating. Mentoring is a process in which mentors adjust their mentoring approach based upon the needs and current knowledge of the mentee (Schwille, 2008). Therefore, the qualities of a mentor may change depending upon what is needed during the mentoring process. 


One key attribute of mentoring is coaching (Schwille, 2008). Coaching is a process in which an individual enhances the work and life of someone else (Griffiths & Campbell, 2009).  Being a coach requires the mentor to establish a bond and connection to the mentees. The counsel that is provided should be in the form of constructive feedback (Holmes et al., 2010). Hence, the mentor should be honest and direct to the mentee in order to guide them in the appropriate direction. Pask and Joy (2008) encourage that the mentor pays close attention to their mentee in order to help correct any mistakes. This is inclusive of offering formative feedback to the mentee, and being available to answer questions and offer suggestions (Borders, Young, Wester, Murray, Villalba, Lewis & Mobley, 2011). 
As suggested by Holmes et al. (2010), another key characteristic of a mentor is that of leadership. As a leader, a mentor should have five distinct qualities: modeling the way, sharing an inspired vision, challenging the process, enabling others to act, and encouraging the heart (Zachary & Fischler 2010). When modeling the way, it is important that a mentor align their actions and morals because they are directly shaping and molding those that they are mentoring (Zachary & Fischler, 2010). When mentors demonstrate proper leadership capabilities, it helps those that they are mentoring learn by example. When mentors become leaders they support and guide the mentee in the development of their professional competence (Barak & Hansin, 2010).  However, if a mentor fails to lead properly, it can have a negative impact on the mentoring process.  When sharing and inspired vision, mentors excite others by motivating them to accomplish their goals. When mentees get discouraged and lose focus, leaders have the opportunity to help them understand how to stay focused on the bigger picture (Zachary & Fischler, 2010). 
Pask and Joy (2008) say another quality that a mentor should possess is the ability to challenge the process of mentorship. It is during this phase that the mentor should challenge and encourage the mentee to explore new ideas and initiatives to help solve problems. Mentors should persuade mentees to create new goals and find alternative ways to achieve them. A good mentor creates and provides opportunities that will encourage growth within the mentee (Zipp & Olsen, 2008). As a result, these experiences will provide the mentee with learning opportunities that foster their professional development (Barak & Hasin, 2010). It is difficult for a mentor to accomplish specific goals or task without the help, guidance, and trust of others. However, when they do so, it is known as enabling others to act. 
Mentors may feel confident in doing what they know will bring success. This practice can allow the mentor to become comfortable with certain ways of teaching; but they should be open to receiving advice and learning new techniques from their peers and mentees (Erikson, Lance & McDonald, 2009).  It is imperative that a mentor create an environment that allows others the opportunity to grow. Their aim is to see others become successful. The last quality that Zachary and Fisher observed is that, all good mentors should have the ability to encourage the heart of others (2008). Without the ability to support and encourage others, it can be difficult for them to receive the best performance from others. It is important that the mentor take time to celebrate the success and milestones achieved by their mentees (Zachary & Fischler, 2010). 


A mentor should inspirer, lead, coach, and offer advice (Zachary & Fischler, 2010). However, it should understand that a mentor should be a motivator and role model to mentees (Ali & Panther, 2008). When a mentor acts as a motivator, they lead and alter the way an individual thinks and acts. While being a motivator, the mentor should challenge and motivate the mentee by establishing a relationship that promotes interest in their well being and the learning process (Zipp & Olson, 2010). As a role model, a mentor should demonstrate professionalism, proper moral judgment, and confidence. By doing so, they help inspire their mentees to be confident, not only in themselves, but the skills they have attained during the mentoring process (Ali & Panther, 2008). 


In many ways, mentorship can be similar to parenting. Just like parenting, mentorship requires an individual to become both teacher and learner (Holmes et al., 2010). While teaching, the mentor has the opportunity to learn by gaining experience during the mentoring process. Additionally, like a parent, mentoring requires a sufficient amount of time, dedication, and commitment. 

Mentorship is a process that allows the mentor the opportunity to lead and motivate. Their role varies depending upon the knowledge and skill of the mentee. Therefore, it is important that the mentor be able to understand and establish a connection with their mentee in order to successfully identify the role that is needed during the mentorship process.


Experienced professional mentors must have the necessary skills such as caring, being compassionate, and being able to devote their personal time to nurture the positive growth of an adult (Allen & Eby, 2008). Consequently, mentors must use a program that enables protégés setting their own personal goals and establish links in the community by developing confidence and leadership skills. Emelo (2011) contends that mentors must instill confidence and self-worth of a protégé to be able to face daily challenges and to show their abilities to make decision. An excellent mentor must start their mentoring process by an orientation, and give their background information (Cutler, Riley, MacIntyre & Bicknell, 2010). Secondly, the mentor must know the background information of a protégé to understand them in a better way. Thirdly, an excellent mentor must be able to provide instructions to protégés on how to tackle problems when faced with them, especially conflict resolution and to guide a protégés in goal making. Some of the experiences that most mentors have identified are that, it is always advisable to train your protégés as soon as they start the program (Robinson, 2012). Secondly, it is advisable for mentors to set up individual programs that cater for all protégés being mentored, especially when offering extensive program. It is essential that mentors offer materials such as reading materials, as well as the history of that program, course outline, and to think of the protégés responsibilities and roles in the program (Tyler & McKenzie, 2011). Secondly, good mentors ought to be able to pair protégés in the matchup if it is critical or there is a need. Therefore, a professional mentor maybe required to volunteer on a session to lead by example.
Types of Mentorship


There are different types of mentorship, and each has a specific function and purpose. However, all mentoring can be categorized as either formal or informal. Formal mentoring is a process in which a mentor is paired or assigned with someone for a specific duration of time to help an individual or individuals understand the way that an organization works (Crisp & Cruz, 2009). During this formal course of action the mentor is responsible for making sure that mentee is able to accomplish certain goals, understand technical knowledge and is able to perform day to day task that are required to accomplish within a particular organization (Blickle, Witzki & Schneider, 2009). Informal mentoring is a process that is not planned and happens as a result of chemistry between like minded individuals. There are no meetings to attend, no evaluations, and no goals to be met. Informal mentoring can last over the course of a lifetime and relationship between the mentor and the mentee is more of a friendship rather than a boss and an employee relationship (Crisp & Cruz, 2009). 


There are different ways that can be used to mentor an adult and these different ways offer different mentoring experiences to the adults (Allen et al., 2009). Traditionally, there are two different ways of mentoring adults: informal and formal (Rhodes & Rhodes, 2009). In an informal set up, the mentee and mentor connects naturally without any form of organization (Rhodes & Rhodes, 2009). On the other hand, formal setting involves organized set up including a mentoring-focused program. Additional ways to mentor and adult are: team mentoring, e-mentoring, long-term commitment, team mentoring, and one on one mentoring (Zachary, 2011).  As argued by scholars such as Wheeler, Keller, and DuBois (2010), adult mentoring requires a mentor who is caring, friendly, and has a devoted time to these mature people. Although mentors are required to fill a number of different roles, most of them have similar goals in terms of training their mentee (Hurley & Snowden, 2008). It is important to train an adult mentor based on several reasons and goals to realize accrued to mentoring (Ensher & Murphy, 2011). Different methods used by the mentor in the mentoring of adult learners may aid them to develop skills needed to create a successful protégé; hence, effective relationship and better communication (Ensher & Murphy, 2011). To achieve successful mentoring process, the relationship between the mentor and the protégé must be personal, as the mentor will provide professional and personal support to the protégé (Scott, 2010).  Further, Scott concludes that the mentor must initiate the process of building a relationship with the protégé. 

Formal versus Informal

Most research that has been conducted compares the outcomes of formal mentoring programs to those with no mentoring relationship or program established. The findings of these studies reveal that formal mentoring is better than no mentoring. However, this is not as effective as informal mentoring (Wang, Tomlinson, & Noe, 2010). Some scholars believe that, informal mentoring is more superior to formal mentoring, and that they differed in three distinct elements: focus, visibility, intensity (Chao, 2009). During informal mentoring, the mentor is concerned with the overall success of the mentee. Their relationship and bond is uninhibited by work and career success. Due to this, the intensity of the informal process is greater than that of formal mentoring. An additional difference between formal and informal mentoring is visibility. Formal mentoring has the label of mentor and mentee. According to Chao (2009), "Labels such as a mentor or mentee are rarely used to describe current informal relationships (p.2)”. Each person has tasks and a job to be completed. However, informal mentoring is not defined by labels. It is possible during the informal process that the words mentor and mentee are ever mentioned. If such words are ever used, they may have an insignificant impact and may not be recognized by either person (Chao, 2009). Thirdly, Chao believed that the intent and focus of each type of mentoring were dissimilar. The intention of formal mentoring is strictly about job performance, and not that of personal performance. Mentors are chosen for the benefit of the organization. In contrast, informal mentors are not chosen, and both the mentor and mentee benefit from the relationship. 


While Chao (2009) argued in favor of informal mentorship, scholars such as Poteat, Shockley, and Allen (2009) argued that formal mentorship could be just as effective as informal mentorship. They discovered that commitment and quality of the relationship between the mentor and mentee was the deciding factor on the success of the mentee. As long as the mentor showed interest for the well-being and advancement of the mentee, the mentee would remain focused and would work just as hard, as if the relationship was informal. 

Additional Types of Mentorship


As previously discussed there are two primary types of mentorship, formal and informal. However, there are additional forms of mentorship, traditional, peer, and e-mentoring. Traditional mentoring can be developed naturally or designated by an organization. Therefore, traditional mentorship can either be formal or informal (Driscoll, Parks, Lubbs, Brill & Bannister, 2009). However, traditional mentoring is usually based on one on one interaction. The mentee has an opportunity to form a bond and relationship with the mentor because the attention is focused solely on them. As a result, traditional mentorship is more closely related to informal mentorship (Driscoll et al., 2009). Peer mentoring is a process by which individuals within the same learning environment or work place has the opportunity to share experiences and motivate one another. This type of mentorship allows each individual involved to act as both the mentor and the mentee (Hall & Jaugietis, 2011). The last form of mentoring is e-mentoring. E-mentoring is defined as “a mutually beneficial relationship between a mentor and a protégé, which provides new learning, as well as, career and emotional support, primarily through e-mail and other electronic means" (Haggard, Dougherty, Turban, & Wilbanks, 2011, p. 297) This form of mentoring rather is new and utilizes technology to build a relationship. There are many advantages to e-mentoring. The most notable is accessibility. Due to the use of technology, the mentor and the mentee are not limited by geographical distances. However, the major downfall of this form of mentoring is the lack of face to face interaction (Haggard, et al. 2011). 
Some additional ways to mentor adults are: team mentoring, long-term commitment, and one to one mentoring (Zachary, 2011). Adult mentoring requires a mentor who is caring, friendly, and has a devoted time to these mature people (Wheeler, Keller & DuBois, 2010).  Although the mentors are required to fill a number of different roles, most of them have similar goals in life (Hurley & Snowden, 2008). Different methods used by the mentor in the mentoring of adult learners may aid them to develop skills needed to create a successful protégé; hence, effective relationship and better communication (Ensher & Murphy, 2011). To achieve successful mentoring process, the relationship between the mentor and the protégé must be personal as the mentor will provide professional and personal support to the protégé (Scott, 2010).  Further, Scott concludes that the mentor must initiate the process of building a relationship with the protégé. 

Mentor Recruitment

Mentors should be properly prepared before given the opportunity to change the lives of others. Based on previous research, there are many ideas and opinions as to which method is the best.  However, before a mentor is properly trained, they must undergo the processes of recruitment (Smith & Israel, 2010). Further, Smith and Israel argue that the recruitment process can consist of being within a certain organization or possessing qualities that could be beneficial to an individual or organization. Mentorship training can be voluntary or involuntary depending on the organization. Before a mentor is chosen, they should have a wealth of experience within the area that they desire to mentor (Beuetal & Spooner Lane, 2010). Otherwise, how would they understand or be able to provide emotional support to those they are mentoring? If the potential mentor meets all the desired qualities to be recruited, then they would undergo training. Chong (2009) argues that age should be a requirement in mentor recruitment especially when mentorship involves adults. According to Chong, age was a direct representation of wisdom, authority, and experience (2009). 
Professional Development


One of the first aspects of training is a professional development. This process could be a simple workshop that lasts for one day or a complex structured program that lasts for years (Ingersoll & Strong, 2011). During professional development, the mentor would have the opportunity to expand on their knowledge that they already posses. Professional development could consist of holding workshops or management training. Professional development can occur online or face to face (Smith & Israel, 2010). Another key component of mentor training is mentor study groups. According to Stanulis and Ames (2009) and Stanulis and Floden (2009), mentor study group is a study group in which potential mentors get together to discuss, and learn from one another.  Peer observations are another portion of mentor training. According to Stilwell, observations give the mentor in training an opportunity for someone to critique their performance (2009). The observation process should be conducted in an environment in which the potential mentor will be working and teaching (Holloway, 2009).  During the observation process, it is important for the mentor to ask questions and be comfortable with making mistakes. By doing so, it helps create a relaxed and comfortable environment, in which the potential mentor can gain real life experience. After the observation, the mentee and mentor should have the opportunity to discuss both positive and negative aspects of the training (Stillwell, 2009). Although face to face training and professional development for teachers is beneficial, some researchers believe it is limited in its effectiveness. These scholars believe that teachers become frustrated with having to attend a workshop for countless hours over an extended period of time. Therefore, it is important to develop a method of training that would be convenient and helpful to teachers. Therefore, online professional development could be of great importance (Dede, Ketelhut, Whitehouse, Breit, & McCloskey, 2009). By utilizing the online environment, teachers could have the opportunity to work their development around their schedule. Also, the online professional development could be a continual process that could be conducted, and allow teachers to find their voice. During face to face interaction, teachers may tend to be silent. However, in an online environment, they may have the opportunity to find their voice (Dede et al., 2009).  

Underlying Principles That Guide Adult Learning in the Mentoring Relationship


Over the years, scholars have emphasized the need of an individual to experience the process of learning, and the importance of interacting to create a positive environment for teaching (Dewey, 1916). Dewey’s theory was later advanced by other scholars such as Vygotsky (1981), Lewin (1951), and Piaget (1969). Lewin theorized that the process of mentoring is a derivative that offers experiences to mentees’ coupled with feedback mechanisms. On the other hand, Piaget concluded that the process of mentoring involved accommodating ideas to assimilate them into concepts. Meanwhile, Vygotsky advanced the idea of zone of proximal development, which means the ability of an individual to solve a problem independently or together with a peer who is more equipped with advanced skills or knowledge.

According to scholars such as Knowles, he developed the concept of andragogy, to mean facilitated learning among the adults (1980). Consequently, the present form of mentoring is based on process-oriented geared towards building a relationship that incorporates knowledge acquisition together with reflective practices that are in tandem with philosophies of adult learning as advanced by Knowles. These principles include: adults are driven by a need of being self-directing, adults appreciate the process of learning when they are integrated in the process of implementing, evaluating their performances and in planning, adult in the process of learning get motivated when involved in immediacy of application, a person is driven by his personal experiences, which form a base as a primary learning resource, additionally, interactions among individuals help in enriching the learning process. Lastly, the paramount role of a mentor is to support, facilitate, and promote necessary conditions that ensure smoothing learning of adults.

Thus, using these principles of adult mentoring, the nature and experience of adult mentoring can be assumed as follows: mentoring as a process is a powerful source of experience growth to the mentee and the mentor. Mentoring as a process that involves interactions is the best basis for successful learning. Lastly, mentoring is the basis of reflective process that needs dedications and preparedness.
Principles That Govern Quality Mentoring 


The process of mentoring may not be similar across all programs. However, the quality of mentoring an adult is guided by principles that are anchored in an effective mentoring process (Klasen & Clutterbuck, 2012). Consequently, these principles are founded on the following: 1) careful selection of processes and qualified mentors that much the needs of a mentee, 2) program support that ensures commitment to the process of mentoring, 3) developing mentors professionally, 4) the mentoring content ought to recognize basic adults’ needs, and 4) systems to evaluate the process to ensure that continuous improvement is attained. 

The Role of Programs in Supporting Mentoring


Programs play a crucial role in ensuring support and commitment for the process of mentoring to be effective and successful (Barrowclough & White, 2011). Consequently, for mentoring to have an impact on adults’ educational programs, there is a need to establish a continuous improvement and professional development cycle (Chandler & Ellis, 2011). Hence, administrators ought to offer both support and leadership for the process of mentoring. For instance, the administrators ought to integrate mentoring into the mainstream of development system. Secondly, administrators should allocate time and staff to support the process of adult mentoring to be effective and successful (Loureiro‐Koechlin & Allan, 2010). Lastly, administrators ought to recognize and reward both the mentor and the mentee. 

According to Zachary, to ensure that the effectiveness of mentoring an adult is achieved; mentoring needs must be linked to the overall structure of the organization’s programs, and to the ongoing human resource systems and professional advancement (2011). There are numerous ways that adult mentoring can be incorporated into the organization and in mentoring programs. For instance, if mentoring is only taking place in an informal way, administrators can use this set up of informal mentoring and offer professional advancement to the mentees and mentors to progress their skills. 

Putting up a mentoring system may be faced with constraints such as inadequate time and insufficient of staffs to serve as mentors in the process of mentoring adults (Lentz & Allen, 2009). Thus, to overcome this challenge, programs need to be evaluated to determine if there are meet enough of professional staffs with experience, knowledge, and skills to act as mentors or they will be hired from outside (Monserrat, 2009). In case there are no enough staffs, programs can be merged with others offering adult educational programs to share professionals mentors (St-Jean & Audet, 2012). The need for a qualified mentor or staff is to offer the training, support and follow-ups to check the progress of a mentee. Secondly, to address issues as they crop during the mentoring process. Lastly, to offer guidance, information, and resource materials to the mentee to aid and improve the mentoring process.    
Steps of Implementing and Developing Adult Mentoring 

To effectively develop and implement the process of mentoring an adult, there are several steps that must be followed (Allen et al., 2009). The first step involves establishing goals and objectives that will be accomplished through the mentoring process. Goal identification is a crucial aspect because it is used to evaluate and plan how the mentoring process will be conducted. The second step involves selecting a mentor (Allen et al., 2009). To achieve success in the process of mentoring adults, it is crucial to select qualified mentors capable of meeting, supporting, and establishing relationships with mentees (Monserrat, 2009). Consequently, it is mentors ought to be knowledgeable, excellent in their interpersonal skills and must have the ability to cope with changing environments. The third step involves selecting protégés or mentees. Selecting protégés can be done either formally or informally (Monserrat, 2009). The fourth step involves matching protégés with mentors. To have effective mentoring process, it is significant that a strong relationship between mentor and the mentee to be established. The fifth step is establishing duration and frequency of mentor and protégé relationship (Allen et al., 2009). The importance of this step is to help plan for schedules, costs, and needs of all participants. The sixth step is to provide professional support and development of the mentors. Based on the steps created by Allen et al. (2009), the process of mentoring is complex; hence, demands that a mentor to have a clear understanding of the mentoring process and skills that are required to make mentoring successful and effective (Lentz & Allen, 2009). Thus, it is crucial to develop mentors before undertaking the process of mentoring. To achieve this goal, mentors can be oriented on the skills and roles that they are required to meet. Secondly, after the process of mentoring starts, follow-ups can be done by the support. The seventh step is to identify the mentoring content. In most instances, mentoring content is derived from protégé’s needs or from the supervisor. However, a needs assessment can be conducted to identify the mentoring needs.  The eighth step identifies mentoring tactics to be used in the mentoring process. Therefore, strategies that reflect principles of adult mentoring are best suited, as they promote change and growth (Chandler & Ellis, 2011). The ninth step is to assess and evaluate the process of mentoring. Assessing the process of mentoring is one of the most significant components of mentoring. According to St-Jean and Audet (2012), it is through assessing the mentoring process that effectiveness and impact of mentoring is gauged. The last step is financing the mentoring process. In this step, costs linked to a mentoring process are established and ways to be used to finance the mentoring process. Financial resources available are key determinant on the extent the mentoring process can be reached.  
The Four Phases Involved in Mentoring Relationship

The process of mentoring relationships is founded on phases that build on each forming a developmental sequence. There are four phases, which can be applied to show how they form a developmental sequence (Zachary, 2011). Preparing is the first phase. In this phase, the mentor is expected to undergo through a number of processes that helps to determine his own readiness and motivations to engage in the mentoring process. Negotiating is the second phase involving the mentor and the mentee to take part in mentoring process. Enabling is the third phase that ensures a mentoring relationship is nurtured between the mentee and the mentor. Lastly, coming to close, which involves evaluation of the mentoring process if it is a success or a failure. 

Consequently, understanding of phases involved in the mentoring process is the key to successful mentoring of adults. According to Chandler (2011), learning experiences of adults can be made possible by making sure that they are aware of their own personal learning styles. Consequently, personal learning styles means individualized responses that one uses in a learning atmosphere (Henriques & Curado, 2009). Therefore, mentors ought to be aware of these personalized learning styles to enable adult learners gain from the mentoring program. Consequently, in the mentoring process, dialogue is crucial as it helps the mentor to better understand the needs and experiences of the adult learner involved in the mentoring program. Through dialogue, the mentor is aware when his assistance is needed or not, as a result, positive impact is created throughout the mentoring process.         
Benefits of Mentoring Adults

There are numerous advantages of mentoring adults (Dennison, 2010). The first benefit that is accrued to mentoring adults is to equip them with life-long skills, which enable them to be equipped in real life. Secondly, mentoring helps adults to advance their careers through gaining promotion. Thirdly, mentoring enables adults to think on ways to solve problems both at home and in the workplace. Fourthly, mentoring helps to adults to make healthy choices in their life (Henriques & Curado, 2009). Additionally, the process of mentoring promotes self-esteem and encourages adults to make positive choices. Also, the process of mentoring enables adults to plan and organize their lives.  It is through the process of mentoring that adults can realize their untapped potential, which they can use in their workplace and at home (Robinson & Reio, 2012).  Consequently, the mentoring process offers opportunities to adults to experience a formal learning program. This process is not only beneficial in the work environment, but also helps in cultural awareness, and how equips adults to have a meaningful life (Son & Kim, 2012). There are some new perspectives in the  mentoring process, which help adults being mentored to cope with; for instance, organizational change, which mostly affect employees because it results to trends such as downsizing, restructuring, teamwork, as well as, work dynamics resulting to career development (Chaudhuri & Ghosh, 2012). Scholars such as Griffiths and Armour (2012), suggests that there has been the development in mentoring from the traditional mentoring process whereby, mentoring just happened. However, there is the development of new mentoring paradigm, whereby, the protégés are better educated with assistance of mentors who impact wisdom and experience to protégés. Consequently, most of the organizations are considering formal mentoring programs that are cost-effective and enhance skills of adults. Most of the mentoring programs were geared towards minorities such as the women; but most people have realized the need to open these opportunities to all people regardless of the gender involved (Barrowclough & White, 2011). Many people are appreciating the value added to these people who attend this program. Overall, the benefits of mentoring form a basis for stability and create a support system for adults. These benefits are mostly felt by the protégé, organizations, and the mentor (Emelo, 2011). The mentoring process is entirely focused on career and professional development of protégé to be a better person. Some of the benefits acquired from the mentoring process are that the protégé gains the chance to run administrative and education issues with a more experienced person (Germain, 2011). Therefore, the professional experience of mentors enables them to increase their professional network.
Different Ways to Mentor Adults

There are different ways that can be used to mentor an adult (Allen et al., 2009). These different ways offer different mentoring experiences to the adults. According to scholars such as Rhodes and Rhodes, different mentoring ways of adults involves two types of set ups: informal and formal (2009). In an informal set up, the mentee and mentor connects naturally without any form of organization. On the other hand, formal setting involves organized set up including a mentoring-focused program. 
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